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Message for the Students 

 
Dr. Babasaheb Ambedkar Open (University is the only state Open University, 

established by the Government of Gujarat by the Act No. 14 of 1994 passed 

by the Gujarat State Legislature; in the memory of the creator of Indian 

Constitution and Bharat Ratna Dr. Babasaheb Ambedkar. We Stand at the 

seventh position in terms of establishment of the Open Universities in the 

country. The University provides as many as 54 courses including various 

Certificate, Diploma, UG, PG as well as Doctoral to strengthen Higher 

Education across the state. 

 
On the occasion of the birth anniversary of   Babasaheb Ambedkar, the Gujarat government secured a 

quiet place with the latest convenience for University, and created a building with all the modern 

amenities named ‘Jyotirmay’ Parisar. The Board of Management of the University has greatly contributed 

to the making of the University and will continue to this by all the means. 

 
Education is the perceived capital investment. Education can contribute more to improving the quality of 

the people. Here I remember the educational philosophy laid down by Shri Swami Vivekananda: 

 
“We want the education by which the character is formed, strength of mind is 

Increased, the intellect is expand and by which one can stand on one’s own feet”. 

 
In order to provide students with qualitative, skill and life oriented education at their threshold. Dr. 

Babaasaheb Ambedkar Open University is dedicated to this very manifestation of education. The 

university is incessantly working to provide higher education to the wider mass across the state of Gujarat 

and prepare them to face day to day challenges and lead their lives with all the capacity for the upliftment 

of the society in general and the nation in particular. 

The  university  following  the  core  motto  ‘�ाध◌्य◌ाय:  परमम ◌् तप:’  does  believe  in  offering  

enriched curriculum to the student. The university has come up with lucid material for the better 

understanding of the students in their concerned subject. With this, the university has widened scope for 

those students who 

are not able to continue with their education in regular/conventional mode. In every subject a dedicated 

term for Self Learning Material comprising of Programme advisory committee members, content writers 

and content and language reviewers has been formed to cater the needs of the students. 

 
Matching with the pace of the digital world, the university has its own digital platform Omkar-e to 

provide education through ICT. Very soon, the University going to offer new online Certificate and 

Diploma programme on various subjects like Yoga, Naturopathy, and Indian Classical Dance etc. would 

be available as elective also. 

 
With all these efforts, Dr. Babasaheb Ambedkar Open University is in the process of being core centre of 

Knowledge and Education and we invite you to join hands to this pious Yajna and bring the dreams of Dr. 

Babasaheb Ambedkar of Harmonious Society come true. 

 

Prof. Ami Upadhyay 

Vice Chancellor, 

Dr. Babasaheb Ambedkar Open University, 
Ahmedabad. 
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1.1 Introduction  

 

Organizational Behavior (OB) is the study of how individuals and groups 

behave within an organization and how this behavior affects the performance and 

effectiveness of the organization as a whole. It is an interdisciplinary field that draws 

from psychology, sociology, economics, and management to understand the dynamics 

of workplace behavior. The core aim of OB is to apply this knowledge to improve 

organizational performance, enhance employee satisfaction, and foster a healthy work 

environment. 

At its core, OB focuses on understanding key factors such as individual 

behavior, group dynamics, leadership, motivation, decision-making, communication, 

and organizational culture. By analyzing these elements, OB helps to identify patterns 

and relationships that influence workplace outcomes. For example, understanding 

what motivates employees can lead to more effective management strategies, while 

analysing group dynamics can enhance team performance and collaboration. 

One of the key concepts in OB is individual behavior, which looks at how 

personal attributes, such as personality, values, and attitudes, shape how people act in 

the workplace. Understanding these factors can help organizations tailor their policies 

and practices to better meet employee needs and improve job satisfaction. 

Another crucial aspect is group behavior. Workplaces are often made up of 

teams, and the interactions within these teams can significantly impact productivity 

and morale. OB looks at how teams communicate, make decisions, resolve conflicts, 

and function as a cohesive unit. Effective team dynamics are essential for fostering 

innovation, improving problem-solving, and achieving organizational goals. 

Leadership and management are also central to OB, as the way leaders 

influence and motivate employees can have a profound effect on organizational 

outcomes. Effective leadership is crucial in setting goals, providing direction, and 

inspiring employees to perform at their best. 

INTRODUCTION TO ORGANIZATIONAL 

BEHAVIOR 
UNIT-1  
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In addition, organizational culture plays a vital role in OB. The shared values, 

beliefs, and practices that define the culture of an organization impact how employees 

interact with one another and how they align with the organization’s goals. 

Organizational Behavior is a critical field of study for understanding and 

managing the human side of organizations. By examining individual and group 

behaviors, as well as the organizational context, OB provides valuable insights for 

improving both employee well-being and organizational effectiveness. 

1.2 Focus & Purpose  

Organizational Behavior (OB) is a multidisciplinary field that focuses on 

understanding how individuals, groups, and structures within an organization interact 

and influence each other. It encompasses the study of attitudes, behavior, performance, 

and motivation in the workplace. The purpose of OB is to apply knowledge from 

various disciplines, such as psychology, sociology, and management, to improve 

organizational effectiveness, employee satisfaction, and overall performance. The 

field serves both theoretical and practical purposes, offering insights into how 

organizations can optimize their human capital and foster a positive work environment. 

1.2.1 Focus of Organizational Behavior 

1. Individual Behavior:  

At the heart of OB is the study of individual behavior in the workplace. 

Individuals bring their unique personalities, attitudes, perceptions, values, and 

emotions to the organization, all of which influence their actions and interactions with 

others. Understanding these individual factors helps organizations tailor their policies 

and practices to meet employees’ needs and enhance their motivation and job 

satisfaction. For instance, OB explores how personal traits, such as extraversion or 

conscientiousness, can impact job performance and how employees respond to 

different types of leadership styles or work conditions. 

2. Group Dynamics:  

OB also focuses on the dynamics of groups and teams within an organization. 

Most organizations function through teamwork, and understanding how people 

interact in groups is essential for improving collaboration and productivity. Group 

dynamics include how teams make decisions, communicate, resolve conflicts, and 

coordinate tasks. OB examines concepts such as group cohesion, team roles, 

communication patterns, and decision-making processes to determine how these 

elements contribute to or hinder group performance. It is particularly relevant in 

today’s increasingly collaborative work environments, where team-based structures 

are common. 

3. Leadership and Motivation: 

Leadership plays a central role in OB as it affects employee motivation, job 

satisfaction, and organizational performance. Organizational Behavior investigates 

how different leadership styles (e.g., transformational, transactional, servant 

leadership) influence employee engagement, commitment, and productivity. 

Motivation theories, such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor 
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Theory, and McGregor’s Theory X and Y, offer insights into what drives employees 

to perform at their best. OB aims to identify strategies that leaders can use to inspire, 

motivate, and engage their teams, while fostering a positive organizational culture. 

4. Organizational Culture and Climate:  

Organizational culture refers to the shared values, beliefs, and practices that 

define the way things are done in an organization. It shapes how employees behave, 

make decisions, and interact with one another. OB studies how organizational culture 

impacts employee attitudes, job satisfaction, and overall organizational performance. 

A strong, positive culture can lead to greater employee loyalty, lower turnover, and 

enhanced productivity. Similarly, the concept of organizational climate focuses on the 

work environment and the psychological atmosphere within the organization, 

including how employees perceive their work conditions, leadership, and relationships 

with peers. 

5. Communication:  

Effective communication is critical to the success of any organization. OB 

looks at both verbal and non-verbal communication and how information flows within 

an organization. It studies communication barriers, channels, and the role of 

technology in modern workplaces. Effective communication fosters collaboration, 

reduces misunderstandings, and ensures that employees are aligned with 

organizational goals. On the other hand, poor communication can lead to confusion, 

mistakes, and decreased morale. 

6. Conflict Management:  

Conflict is a natural part of organizational life, especially in environments 

where individuals and teams work closely together. OB examines the sources of 

conflict, including differences in values, goals, or resources, and provides strategies 

for managing and resolving conflicts constructively. Conflict management approaches 

such as negotiation, mediation, and collaborative problem-solving are key areas of OB 

research that aim to improve team dynamics and prevent destructive outcomes. 

1.2.2 Purpose of Organizational Behavior 

1. Enhancing Organizational Effectiveness:  

One of the primary purposes of OB is to enhance the overall effectiveness of 

organizations by improving the way individuals and teams work. By studying how 

behavior, culture, and communication patterns impact organizational performance, 

OB provides insights into how organizations can streamline operations, optimize 

human resources, and achieve their strategic objectives. For example, OB research can 

help organizations identify the factors that contribute to high employee performance 

and satisfaction, leading to improved productivity, innovation, and profitability. 

2. Improving Employee Well-Being: 

  OB also focuses on the well-being of employees by studying how their 

psychological and emotional needs are met in the workplace. An organization that 

fosters a supportive work environment, offers opportunities for career development, 

and recognizes employee contributions is likely to see higher levels of employee 
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satisfaction and retention. Understanding the role of motivation, leadership, and 

organizational culture helps organizations create workplaces where employees feel 

valued, respected, and engaged. This, in turn, reduces stress, burnout, and absenteeism, 

leading to a healthier and more sustainable workforce. 

3. Facilitating Change and Innovation:  

In today’s rapidly evolving business landscape, organizations must be agile 

and adaptive to survive and thrive. OB helps organizations manage change effectively 

by providing insights into how individuals and groups respond to organizational 

transformations. Whether it’s implementing new technologies, restructuring teams, or 

introducing new policies, OB equips managers with the tools to guide employees 

through change while minimizing resistance and maximizing acceptance. Furthermore, 

OB explores how to foster a culture of innovation by encouraging creative problem-

solving, risk-taking, and collaboration among employees. 

4. Building Strong Leadership:  

Strong leadership is crucial for the success of any organization, and OB 

provides frameworks for understanding the qualities and behaviors of effective leaders. 

By studying leadership theories and practices, OB helps organizations identify what 

makes a good leader and how leaders can motivate, inspire, and guide their teams. 

Effective leadership has a direct impact on employee engagement, productivity, and 

the overall work environment. OB also provides strategies for leadership development, 

helping organizations cultivate future leaders who can navigate complex challenges 

and drive organizational success. 

5. Promoting Diversity and Inclusion:  

As the workforce becomes increasingly diverse, OB plays a critical role in 

promoting inclusion and ensuring that all employees are treated fairly and equitably. 

Research in OB explores how factors such as gender, race, ethnicity, age, and cultural 

background affect workplace dynamics and the experience of employees. By fostering 

a culture of inclusion and respect, organizations can create an environment where 

diverse perspectives are valued, leading to improved creativity, decision-making, and 

employee morale. 

The focus and purpose of Organizational Behavior are rooted in understanding 

and improving how people behave within organizations. Through its study of 

individual behavior, group dynamics, leadership, motivation, culture, and 

communication, OB seeks to enhance organizational effectiveness, improve employee 

well-being, and foster positive organizational change. By applying the principles of 

OB, organizations can create a work environment that not only drives business 

success but also ensures that employees are engaged, motivated, and satisfied in their 

roles. Ultimately, OB is about unlocking the full potential of human capital, making it 

a vital area of study for any organization seeking long-term growth and sustainability 

1.3 Definition, Need and Importance 

Organizational Behavior (OB) is a multidisciplinary field that explores how 

individuals, groups, and structures within organizations behave. It examines the 

effects of individuals’ behaviors, attitudes, and interactions on organizational 
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dynamics, and it seeks to apply this knowledge to improve organizational 

effectiveness. OB combines concepts from psychology, sociology, anthropology, and 

management to study workplace behavior at both the individual and group levels. 

In the context of an organization, the study of OB addresses topics such as 

motivation, leadership, team dynamics, communication, decision-making, and 

organizational culture. Understanding OB is essential for enhancing productivity, 

improving work environments, managing change, and fostering leadership within 

organizations. 

1.3.1. Definition of Organizational Behavior 

Organizational Behavior (OB) refers to the study of how people, both as 

individuals and as members of groups, behave within organizations. OB seeks to 

understand the factors that influence employee behavior, such as motivation, job 

satisfaction, leadership, and organizational structure. It provides insights into how 

these behaviors affect the functioning of organizations and helps identify methods for 

improving performance and workplace relationships. 

Individual Behavior: How personal attitudes, perceptions, and values influence 

work-related decisions. 

Group Behavior: How teams or groups function, including dynamics like groupthink, 

communication patterns, and decision-making. 

Organizational Structure: How the design of the company (hierarchy, roles, and 

responsibilities) impacts behavior. 

The scope of OB is broad and spans multiple disciplines. It draws from 

psychology to understand individual behaviors, sociology to examine group 

interactions, anthropology to understand cultural influences, and management to study 

organizational systems and strategies. 

1.3.2. Need for Organizational Behavior 

Understanding OB is crucial for several reasons, both for individuals in an 

organization and for the organization as a whole. The need for OB arises from its 

ability to address key challenges faced by organizations today. 

 Enhancing Productivity and Performance 

In the modern workplace, organizations are continually seeking ways to improve 

employee performance. Understanding organizational behavior provides insights into 

what motivates employees, what makes them more productive, and how they can be 

better engaged in their tasks. 

Motivation Theories: Theories like Maslow’s Hierarchy of Needs, Herzberg’s Two-

Factor Theory, and McGregor’s Theory X and Y help managers tailor their leadership 

and motivation strategies to encourage employees to give their best. 

Goal Alignment: OB helps align individual and team goals with organizational 

objectives. This leads to a more productive and effective workforce. 
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 Fostering Effective Communication 

Communication is key to organizational success. Miscommunication or lack of 

communication can lead to misunderstandings, conflict, and inefficiencies. OB 

highlights how communication flows within the organization and how barriers can be 

overcome. 

Communication Patterns: Understanding how information is shared in formal and 

informal settings allows organizations to create systems that promote transparent and 

effective communication. 

Feedback Mechanisms: Effective feedback is a critical element of performance 

management, and OB provides tools for managers to give constructive feedback that 

motivates rather than discourages employees. 

 Managing Conflict and Change 

Conflict within organizations is inevitable, whether it arises from differences in 

opinions, goals, or personalities. OB provides strategies to manage and resolve 

conflicts in a way that benefits the organization. 

Conflict Resolution Techniques: OB studies provide tools for conflict resolution, 

including negotiation skills, mediation, and establishing a collaborative environment 

where differences can be worked through constructively. 

Organizational Change: OB also helps organizations understand how to manage 

transitions effectively. Whether it's adopting new technologies, restructuring teams, or 

implementing new processes, OB offers insights into how to minimize resistance to 

change and facilitate smooth transitions. 

 Developing Leadership and Management Skills 

Effective leadership is critical to organizational success. OB provides a 

framework for understanding the different leadership styles and their impact on 

employee behavior and team dynamics. 

Leadership Theories: OB includes numerous leadership models, such as 

transformational and transactional leadership, to help leaders understand how to 

inspire and manage their teams. 

Management Skills: Understanding the psychological and social dynamics of OB 

helps managers develop the necessary skills for effective decision-making, team 

building, and motivating employees. 

 Employee Satisfaction and Well-being 

Employee well-being is a crucial factor in organizational success. Satisfied employees 

tend to be more motivated, productive, and loyal to the organization. OB helps 

organizations understand how to create an environment that fosters employee 

satisfaction and reduces stress, burnout, and dissatisfaction. 
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Job Satisfaction: OB examines factors that contribute to job satisfaction, such as 

work-life balance, recognition, and professional growth, helping organizations 

improve employee retention rates. 

Workplace Culture: OB highlights the importance of creating a positive 

organizational culture where employees feel valued and supported. 

 Improving Organizational Effectiveness 

The ultimate goal of OB is to enhance organizational effectiveness. By 

understanding human behavior in the workplace, organizations can improve decision-

making, team performance, and overall operational efficiency. 

Teamwork: OB helps organizations foster effective teamwork by addressing issues 

such as group dynamics, roles, and communication within teams. 

Decision Making: OB aids in improving decision-making by understanding the 

psychological biases and decision-making processes that influence leaders and 

employees. 

1.3.3. Importance of Organizational Behavior 

The study of OB is indispensable for organizations to thrive in today’s 

competitive and fast-changing business environment. Below are key reasons why OB 

is so important. 

 Enhances Organizational Performance and Efficiency 

Organizations that invest in understanding OB can improve their performance by 

optimizing employee behavior. By applying OB principles, organizations can design 

better systems, structures, and practices that support high levels of efficiency. 

Performance Management: OB helps organizations understand how to manage 

employee performance, including setting clear expectations, providing feedback, and 

motivating employees to achieve high standards. 

Resource Allocation: OB aids in ensuring that human resources are allocated 

effectively and that employees are working at their full potential, contributing to 

improved overall performance. 

 Creates a Positive Work Environment 

A key focus of OB is creating a work environment where employees feel 

supported, motivated, and valued. A positive work environment enhances employee 

morale, satisfaction, and loyalty, which can lead to higher retention rates and reduced 

turnover. 

Psychological Safety: OB emphasizes the importance of fostering psychological 

safety, where employees feel comfortable expressing ideas, concerns, and feedback 

without fear of retribution. 
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Employee Engagement: OB studies show the direct relationship between employee 

engagement and organizational success. Engaged employees are more likely to be 

productive, innovative, and committed to the organization. 

 Supports Adaptability and Innovation 

In today’s rapidly evolving business environment, organizations must be 

adaptable and innovative. OB provides insights into how to build a culture of 

innovation and support change. 

Encouraging Creativity: OB helps organizations create an environment where 

creativity and innovation are encouraged. By understanding the factors that stimulate 

or hinder creativity, organizations can foster an innovative workforce. 

Managing Change: OB provides strategies for managing change effectively, helping 

organizations implement new technologies or processes without disrupting employee 

morale or productivity. 

 Strengthens Leadership 

Effective leadership is a cornerstone of organizational success. OB helps leaders 

develop the skills needed to guide their teams and make sound decisions. 

Leadership Development: OB provides a framework for understanding different 

leadership styles, helping leaders adopt the most appropriate approach for their teams 

and organizational culture. 

Emotional Intelligence: OB highlights the importance of emotional intelligence in 

leadership, including self-awareness, empathy, and interpersonal skills, all of which 

are crucial for successful leadership. 

 Improves Interpersonal Relationships and Teamwork 

OB plays a vital role in improving interpersonal relationships within 

organizations. Whether it's between managers and employees, or among team 

members, OB helps individuals understand each other’s behavior and work more 

cohesively. 

Team Dynamics: OB emphasizes the importance of teamwork and the role of 

effective communication and collaboration. By understanding team dynamics, 

organizations can improve group performance and foster a more cooperative work 

environment. 

Conflict Resolution: OB provides techniques for resolving conflicts in a constructive 

manner, leading to better relationships between individuals and teams. 

 Promotes Ethical Behavior 

Ethical conduct is essential for organizational success. OB helps organizations 

create a culture of ethics and integrity, which leads to greater trust and credibility with 

employees, customers, and other stakeholders. 
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Ethical Decision Making: OB emphasizes the importance of ethical decision-making 

and provides frameworks for understanding the ethical implications of choices made 

within the organization. 

Corporate Social Responsibility: OB also helps organizations understand their 

broader social and environmental responsibilities, encouraging ethical business 

practices that align with societal values. 

Organizational Behavior (OB) is crucial for both the individual and 

organizational success. It provides valuable insights into how employees behave in 

organizations, how to foster positive work environments, and how to enhance 

productivity and performance. By understanding the principles of OB, organizations 

can improve communication, manage conflicts, develop effective leaders, create a 

positive organizational culture, and enhance their adaptability in an ever-changing 

business world. The need for OB is clear, as it plays a vital role in driving 

organizational effectiveness, employee satisfaction, and long-term success. 

1.4 Nature and Scope 

Organizational Behavior (OB) is the study of human behavior within 

organizations and its application to improve organizational effectiveness. It focuses on 

understanding how individuals, groups, and structures within an organization 

influence and are influenced by behavior. By understanding OB, organizations can 

enhance productivity, foster positive work environments, and create strategies for 

managing change and conflict. In this context, OB is both a scientific and practical 

field of study that draws on multiple disciplines, including psychology, sociology, 

anthropology, and management. 

1.4.1 Nature of Organizational Behavior 

 Multidisciplinary Approach: 

Organizational Behavior is inherently interdisciplinary, combining knowledge from 

various fields to provide a comprehensive understanding of workplace dynamics. The 

key disciplines contributing to OB include: 

Psychology: OB draws extensively from psychology to understand individual 

behavior, motivation, perception, and emotions. Psychological theories and principles 

such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Vroom’s 

Expectancy Theory help explain how individuals are motivated and how their 

behavior can be managed. 

Sociology: OB utilizes sociological concepts to understand group behavior, social 

structures, norms, and roles within the organization. This includes topics like 

organizational culture, communication patterns, and how group dynamics influence 

decision-making and teamwork. 

Anthropology: Anthropology contributes to OB by examining cultural differences 

and understanding the impact of organizational culture, norms, values, and rituals on 

behavior within different organizational contexts. 
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Management: OB is closely aligned with management principles. Understanding OB 

helps in the effective management of teams, leadership, conflict resolution, decision-

making, and organizational development. 

 Human-Centric: 

The primary focus of OB is people. It centers on the study of individual and 

group behavior, attitudes, performance, and interactions. OB recognizes that 

organizations are made up of people with diverse needs, personalities, and values, and 

seeks to understand how these characteristics affect organizational outcomes. 

Individual Behavior: OB looks at how personal factors such as motivation, values, 

perception, and attitudes shape an individual’s behavior at work. 

Group Behavior: OB also examines how individuals function in groups, how teams 

are formed, how group dynamics influence behavior, and how conflict is managed 

within teams. 

Organizational Influence: OB assesses the role that organizational culture, 

leadership, structure, and climate play in shaping employee behavior. 

 Dynamic and Contextual: 

Organizational behavior is not static; it evolves as organizations change and as 

new theories and concepts emerge. The study of OB is continuously influenced by 

external and internal factors, such as economic shifts, technological advancements, 

organizational restructuring, and global cultural trends. 

Internal Context: The structure, culture, and policies within an organization create a 

unique environment that influences behavior. For example, leadership styles, 

organizational hierarchy, communication channels, and decision-making processes 

impact how individuals and groups behave within an organization. 

External Context: External factors, such as global economic conditions, societal 

norms, and technological advances, affect organizational behavior. For instance, the 

growing focus on work-life balance, diversity and inclusion, and sustainability has led 

organizations to adopt policies that affect employee behavior and organizational 

culture. 

 Applied and Practical: 

The ultimate goal of OB is not just to understand behavior but to apply this 

knowledge to improve organizational performance. OB is highly practical and directly 

impacts managerial practices, employee relations, organizational design, and 

leadership strategies. 

Problem-Solving: OB helps managers and organizations address challenges related to 

employee performance, motivation, conflict, and job satisfaction. 

Decision-Making: OB provides managers with the tools and frameworks to make 

better  
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 decisions that align with both organizational goals and employee needs. 

Change Management: OB is instrumental in guiding organizations through changes, 

whether related to technology, structure, or culture. It helps manage employee 

reactions to change and fosters smoother transitions. 

 Systemic Approach: 

OB views organizations as complex systems where various elements, such as 

individuals, groups, organizational structures, and external forces, interact and 

influence each other. This systemic perspective helps in understanding that any 

change in one area of the organization can have far-reaching effects on other areas. 

Interaction of Variables: The behavior of individuals cannot be understood in 

isolation but must be seen as part of a broader context involving group dynamics, 

organizational culture, and external pressures. 

Holistic View: OB takes a holistic view of organizational life, recognizing that human 

behavior is influenced by multiple levels and dimensions of the organization. 

 Scope of Organizational Behavior 

The scope of OB refers to the different areas or aspects of organizational life that 

the field covers. It encompasses a wide range of topics, all aimed at understanding and 

managing human behavior in organizations. 

 Individual Behavior: 

This is the foundational level of OB, focusing on how individual employees act and 

interact in an organizational setting. Topics under this category include: 

Personality and Individual Differences: OB studies how different personality traits 

affect behavior at work. This includes the use of personality assessments (such as the 

Myers-Briggs Type Indicator or the Big Five personality traits) to understand how 

traits like introversion/extroversion or emotional stability impact work performance. 

Motivation: OB delves into what drives individuals to perform tasks, achieve goals, 

and meet organizational expectations. Various motivation theories (such as Maslow’s 

Hierarchy of Needs, Herzberg’s Motivation-Hygiene Theory, and McClelland’s Need 

for Achievement) are central to understanding how to motivate employees. 

Perception: OB explores how individuals perceive their work environment, 

coworkers, and tasks. Perception affects decision-making, problem-solving, and 

communication. 

Learning and Development: OB looks at how employees acquire knowledge, skills, 

and behaviors through formal training, mentoring, or on-the-job experiences, and how 

organizations can foster continuous learning. 

 Group Behavior: 

Groups and teams are central to organizational performance. OB examines 

how groups are formed, how they function, and how they contribute to organizational 

goals. Topics in this area include: 



12 

Group Dynamics: OB studies the behavior of individuals within groups, including 

how groups influence individual actions, decision-making, and interpersonal 

relationships. 

Team Building: OB focuses on the factors that contribute to effective teams, such as 

trust, collaboration, and shared goals. It provides insights into how teams can be 

structured to maximize performance. 

Leadership and Influence: Leadership is a key factor in shaping group 

behavior. OB examines different leadership styles (transformational, transactional, 

servant leadership) and how leaders can inspire, guide, and motivate their teams. 

 Organizational Structure and Culture: 

The way an organization is structured and its underlying culture have a 

significant impact on behavior. OB explores: 

Organizational Structure: OB investigates how formal structures, such as 

hierarchies, reporting lines, and job roles, affect behavior. Different structures (e.g., 

centralized vs. decentralized) can create distinct patterns of decision-making and 

employee engagement. 

Organizational Culture: OB looks at the shared values, beliefs, and norms within an 

organization, which shape how employees behave. Organizational culture influences 

communication, collaboration, and the alignment between individual and 

organizational goals. 

 Interpersonal Relations: 

OB also deals with how employees interact with one another. Interpersonal 

relationships can significantly affect workplace dynamics. This scope includes: 

Communication: Effective communication is critical for success. OB examines both 

formal and informal communication channels, the role of non-verbal communication, 

and how information is exchanged within teams and organizations. 

Conflict Management: OB studies how conflicts arise in organizations, how they can 

be resolved constructively, and how to prevent negative outcomes from conflicts. 

Power and Politics: OB explores the dynamics of power in organizations, how 

influence is exerted, and how organizational politics impact behavior and decision-

making. 

 Change Management and Organizational Development: 

     Change is inevitable, and OB helps organizations navigate it effectively. This 

includes: 

Managing Organizational Change: OB looks at how employees respond to change 

and the strategies that managers can use to reduce resistance and foster acceptance of 

new initiatives. 
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Organizational Development (OD): OB is integral to OD, which focuses on 

improving organizational effectiveness through interventions aimed at developing 

employee skills, enhancing collaboration, and changing organizational culture. 

 Social Responsibility and Ethics: 

As organizations face increasing pressure to act ethically and responsibly, OB 

examines how ethical behavior is fostered within organizations. This includes: 

Corporate Social Responsibility (CSR): OB studies how organizations can align 

their strategies with social and environmental goals, and how these practices influence 

employee behavior. 

Ethical Decision Making: OB focuses on understanding how individuals make 

ethical decisions, how ethics are integrated into organizational policies, and how to 

foster a culture of integrity. 

The nature and scope of Organizational Behavior are vast, covering everything 

from individual and group behavior to organizational structures and culture. By 

studying OB, managers and leaders gain valuable insights into how to improve 

organizational performance, manage conflicts, motivate employees, and adapt to 

change. OB is essential for developing effective management strategies, fostering a 

positive work environment, and ensuring organizational success in a dynamic and 

competitive world. Its interdisciplinary nature, combined with a focus on human 

behavior, makes OB a critical field for anyone working in or leading organizations. 

1.5 Frame Work 

The framework of Organizational Behavior (OB) refers to the structure and 

components that guide the study and application of human behavior in organizations. 

This framework integrates various elements that influence individual, group, and 

organizational behavior, and it provides a comprehensive approach to understanding 

and managing people within an organization. The OB framework is typically 

organized into three levels: individual, group, and organizational. 

1.5.1. Individual Level (Micro-Level) 

At the individual level, OB focuses on the behavior, attitudes, and actions of 

employees. This includes understanding the factors that influence individual 

performance, motivation, and satisfaction. Key elements at this level include: 

Personality: Individual traits, such as extroversion, emotional stability, and 

conscientiousness, influence how people behave in the workplace. 

Motivation: Understanding what drives employees, including intrinsic and extrinsic 

factors, is essential for improving performance and job satisfaction (e.g., Maslow’s 

Hierarchy of Needs, Herzberg's Two-Factor Theory). 

Perception: How individuals perceive their work environment, colleagues, and tasks 

shapes their attitudes and responses. 
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Learning and Development: The process of acquiring knowledge, skills, and 

behaviors through experience and education, which directly impacts individual 

performance. 

1.5.2. Group Level (Meso-Level) 

The group level examines the behavior of people in teams or groups, which are 

fundamental units of organizational functioning. Key aspects include: 

Group Dynamics: How individuals interact within groups, including communication 

patterns, decision-making processes, and conflict resolution. 

Teamwork: The collaboration, coordination, and cooperation within teams to achieve 

shared goals. Effective teamwork enhances organizational performance. 

Leadership: The influence exerted by leaders to guide and motivate teams. 

Leadership styles (e.g., transformational, transactional) play a significant role in 

shaping group behavior. 

Power and Politics: The dynamics of influence, authority, and informal power within 

groups or teams. 

1.5.3. Organizational Level (Macro-Level) 

At the organizational level, OB studies the larger structures and systems that 

influence behavior across the entire organization. Key components include: 

Organizational Structure: The way in which roles, responsibilities, and authority are 

distributed within the organization (e.g., hierarchical vs. flat structures). 

Organizational Culture: Shared values, beliefs, and norms that shape behavior 

within the organization and influence how employees interact. 

Change Management: How organizations manage change and how employees 

respond to new initiatives, technologies, and processes. 

Organizational Climate: The overall work environment, including the physical, 

emotional, and cultural atmosphere, which affects employee attitudes and behavior. 

The OB framework is essential for understanding and managing human 

behavior within organizations. By addressing individual, group, and organizational 

levels, OB helps create more effective management practices, enhances employee 

motivation and satisfaction, and contributes to overall organizational success. 

1.6 Organizational Behavior Models 

Organizational Behavior (OB) models are theoretical frameworks that help 

understand and explain the dynamics of human behavior within organizations. These 

models integrate concepts from various disciplines to provide insights into how 

individuals, groups, and organizations interact and influence each other. Below are 

some key OB models that have been widely used in management practices: 
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1.6.1. The Autocratic Model 

Overview: The Autocratic Model is one of the earliest models of organizational 

behavior and is based on a traditional authoritarian style of management. 

 Key Characteristics: 

Power and Authority: The model emphasizes the power of managers over 

employees, where employees are expected to follow orders without questioning. 

Motivation: Employees are motivated primarily through fear and external rewards 

(e.g., salary, job security). 

Manager's Role: The manager is the central figure, and decision-making is highly 

centralized. 

Employee Role: Employees are seen as subordinates who perform tasks as instructed, 

with little involvement in decision-making. 

Criticism: This model has been criticized for ignoring employee needs for self-

actualization, autonomy, and participation in decision-making, leading to low morale 

and productivity. 

1.6.2. The Custodial Model 

Overview: The Custodial Model is based on providing job security and welfare 

benefits to employees in exchange for loyalty and compliance. 

 Key Characteristics: 

Security and Welfare: Managers focus on providing financial security, benefits, 

and a comfortable working environment for employees. 

Motivation: Employees are motivated by security, job benefits (e.g., insurance, 

retirement plans), and a stable working environment. 

Manager's Role: The manager’s role is to look after employees’ needs, focusing on 

providing material and psychological benefits. 

Employee Role: Employees are expected to perform well in return for the security 

and benefits offered by the organization. 

Criticism: While the model improves employee satisfaction, it can lead to 

complacency and a lack of motivation beyond basic needs. It does not foster creativity 

or initiative. 

1.6.3. The Supportive Model 

Overview: The Supportive Model focuses on providing supportive leadership to 

enhance employee motivation and job satisfaction. 
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 Key Characteristics: 

Employee Development: Managers support employees by providing resources, 

training, and encouragement to help them perform effectively. 

Motivation: Employees are motivated by emotional support, recognition, and 

involvement in decision-making. 

Manager’s Role: The manager acts as a facilitator who guides and helps employees 

grow and develop their potential. 

Employee Role: Employees are expected to perform well and contribute to 

organizational success while feeling supported and empowered. 

Criticism: This model may not work well in organizations that require strict control, 

especially  

in situations where employees are not self-driven or need closer supervision. 

1.6.4. The Collegial Model 

Overview: The Collegial Model emphasizes teamwork, mutual trust, and shared 

responsibility between managers and employees. 

Key Characteristics: 

Teamwork and Collaboration: Managers and employees work together as 

partners, focusing on shared goals and objectives. 

Motivation: Employees are motivated by a sense of belonging, teamwork, and shared 

responsibility in achieving organizational goals. 

Manager’s Role: The manager’s role is to guide, mentor, and encourage 

collaboration and problem-solving within teams. 

Employee Role: Employees are treated as colleagues and partners, expected to 

contribute to decision-making and share responsibility for the organization’s success. 

Criticism: This model may not be effective in hierarchical or highly structured 

organizations where authority and clear lines of responsibility are important. It may 

also lead to conflicts if roles and expectations are not clearly defined. 

1.6.5. The System Model 

Overview: The System Model views an organization as an interconnected system of 

individuals, groups, and processes that work together to achieve common goals. 

Key Characteristics: 

Interdependence: This model emphasizes the interdependence of various parts of the 

organization, highlighting the need for coordination between departments, teams, and 

individuals. 
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Motivation: Employees are motivated by their role in achieving organizational goals 

and understanding how their work fits into the broader system. 

Manager’s Role: Managers are responsible for ensuring that all parts of the 

organization work together cohesively. They focus on optimizing the entire system 

rather than isolated elements. 

Employee Role: Employees understand their roles within the larger system and are 

encouraged to contribute to the overall functioning of the organization. 

Criticism: The model assumes that organizations function like a machine, which can 

be too mechanistic. It may ignore individual needs and emotions in favor of system 

optimization. 

1.6.6. The Human Relations Model 

Overview: The Human Relations Model focuses on the importance of social 

relationships, communication, and employee morale in influencing behavior and 

productivity. 

Key Characteristics: 

Focus on Employee Needs: This model emphasizes the social and psychological 

needs of employees, such as recognition, job satisfaction, and interpersonal 

relationships. 

Motivation: Employees are motivated by their need for recognition, respect, and a 

positive social environment at work. 

Manager’s Role: Managers are expected to create a work environment that fosters 

good relationships, communication, and employee engagement. 

Employee Role: Employees are viewed as individuals with social needs, and their 

well-being is seen as essential to organizational success. 

Criticism: While it improves employee morale, the model may overlook the 

importance of clear objectives, accountability, and productivity. It may also downplay 

the importance of organizational structure. 

1.6.7. The Contingency Model 

Overview: The Contingency Model asserts that the best way to manage an 

organization depends on the specific circumstances or environment, emphasizing 

flexibility and adaptability. 

Key Characteristics: 

No One-Size-Fits-All: There is no single best way to manage; different situations 

require different management approaches. 

Motivation: Employee motivation and behavior are influenced by the environment, 

task complexity, and the external and internal contexts of the organization. 
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Manager’s Role: Managers must assess the situation and adapt their leadership style 

based on factors such as organizational size, structure, and external challenges. 

Employee Role: Employees’ roles and behaviors are contingent upon the context, and 

they are expected to adapt to changes in the work environment. 

Criticism: The model’s flexibility can lead to inconsistent management practices, and 

it may be difficult to implement in organizations that require standardization or 

uniformity. 

1.6.8. The Equity Model 

Overview: The Equity Model emphasizes fairness and justice in organizational 

behavior, arguing that employees’ motivation and behavior are significantly 

influenced by the perception of fairness in rewards, treatment, and recognition. 

Key Characteristics: 

Fairness and Justice: Employees are motivated when they perceive that their 

contributions are fairly rewarded, and they are treated equitably in comparison to 

others. 

Motivation: Motivation stems from the desire to maintain fairness and equity in 

comparisons to peers. 

Manager’s Role: Managers are responsible for ensuring equitable distribution of 

rewards, recognition, and opportunities for all employees. 

Employee Role: Employees are more likely to be engaged and productive when they 

believe they are treated fairly and justly. 

Criticism: The challenge in this model is ensuring that fairness is perceived 

consistently, as individuals may interpret fairness differently, leading to conflicts and 

dissatisfaction. 

1.6.9. The Transformational Leadership Model 

Overview: The Transformational Leadership Model focuses on leaders who inspire 

and motivate employees to go beyond their self-interest for the good of the 

organization. 

Key Characteristics: 

Visionary Leadership: Transformational leaders have a clear vision and inspire 

employees to pursue collective goals. 

Motivation: Employees are motivated by the leader’s ability to create excitement, 

foster innovation, and offer opportunities for growth and development. 

Manager’s Role: Leaders act as role models, coaches, and mentors who provide 

inspiration and guidance. 
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Employee Role: Employees are expected to align with the leader’s vision and actively 

participate in organizational transformation. 

Criticism: While transformational leadership can drive innovation and morale, it may 

not be suitable for all situations, especially in highly structured environments or 

during crises where more directive leadership is needed. 

Each of the organizational behavior models discussed above provides unique 

insights into how to manage and motivate employees. These models range from more 

traditional, top-down approaches (e.g., Autocratic, Custodial) to more participative 

and flexible models (e.g., Collegial, System). The most effective management 

approach depends on the specific context, organizational culture, and employee needs, 

and often a combination of these models may be applied to address different 

challenges within an organization. 

1.7 Environmental factors affecting organisation 

Organizations, whether large corporations or small businesses, operate within 

a dynamic environment that is shaped by both internal and external factors. The 

external environment, in particular, plays a crucial role in influencing organizational 

decisions, strategies, and operations. These factors can be categorized into several 

broad areas, including economic, technological, political, social, cultural, legal, and 

environmental influences. Understanding these environmental factors is essential for 

organizations to adapt, thrive, and remain competitive in an ever-changing world. 

1.7.1. Economic Factors 

Economic factors refer to the economic environment in which an organization 

operates. This includes factors such as inflation rates, interest rates, exchange rates, 

and overall economic growth. The economic climate can affect consumer demand, 

purchasing power, and the cost of doing business. For example: 

Inflation and Interest Rates: When inflation rises, the cost of raw materials and 

labor also tends to increase, which can squeeze profit margins for companies. High 

interest rates can increase borrowing costs for businesses, making it more expensive to 

invest in new projects or expand operations. 

Economic Growth: In times of economic growth, consumers and businesses are 

likely to spend more, leading to higher demand for products and services. Conversely, 

during economic downturns or recessions, organizations may face declining revenues 

and must adjust their strategies accordingly. 

Exchange Rates: For organizations engaged in international trade, fluctuations in 

exchange rates can have significant implications on profitability. A weak domestic 

currency may make exports cheaper, but also make imports more expensive, affecting 

production costs. 

Organizations must monitor economic trends and adjust their strategies to 

remain competitive in the market. A failure to do so can lead to financial losses, 

reduced market share, or even business failure. 
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1.7.2. Technological Factors 

Technological advancements have a profound impact on how organizations 

operate and deliver value to customers. Innovation in technology can lead to new 

products, services, and business models, but it can also create challenges for 

companies that fail to keep up with the pace of change. Key technological factors 

include: 

Automation and AI: The rise of automation, artificial intelligence (AI), and machine 

learning has revolutionized industries, particularly in manufacturing, logistics, and 

customer service. These technologies can reduce costs, improve efficiency, and 

enhance product quality. However, they also require organizations to invest in new 

technologies and retrain employees. 

Innovation and Product Development: Technology is at the heart of product 

innovation. Companies must invest in research and development (R&D) to stay ahead 

of competitors and meet the evolving needs of customers. For example, the 

smartphone industry has seen constant innovation, with new features and designs 

being introduced regularly to maintain market share. 

Digital Transformation: The shift to digital platforms for communication, marketing, 

and sales has changed the way businesses interact with consumers. Organizations that 

fail to embrace digital technologies risk losing their relevance in the market. 

Technological factors often present both opportunities and threats, and 

organizations must continuously assess how technological changes could affect their 

operations, products, and services. 

1.7.3. Political and Legal Factors 

The political and legal environment refers to the regulations, policies, and 

government actions that influence business operations. Political stability, government 

regulations, and legal frameworks are key considerations for organizations, especially 

those that operate across borders. The main political and legal factors affecting 

organizations include: 

Government Policies: Government policies regarding taxation, trade, labor, and 

industry regulation can have a significant impact on business operations. For example, 

high taxes or restrictive trade policies can increase operating costs, while favorable 

policies, such as tax breaks or subsidies, can provide financial relief to businesses. 

Labor Laws: Labor laws, including minimum wage laws, health and safety 

regulations, and labor union rights, affect how businesses hire and manage employees. 

Organizations must comply with these laws to avoid legal penalties or disruptions in 

operations. 

Political Stability: Political stability or instability in a country can affect an 

organization’s ability to operate effectively. In politically unstable environments, 

businesses may face risks such as nationalization, expropriation, or changes in 

regulations that affect profitability and long-term planning. 
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Environmental and Safety Regulations: Governments around the world are 

implementing increasingly stringent environmental and safety regulations. Companies 

must adapt to these laws to avoid penalties and to contribute to sustainability efforts. 

Political and legal factors require organizations to stay informed about changes 

in government policies and legal frameworks, as non-compliance or misalignment can 

lead to significant risks. 

1.7.4. Social and Cultural Factors 

Social and cultural factors encompass the demographics, attitudes, values, and 

lifestyle choices of people in the market where an organization operates. These factors 

can influence consumer behavior, workforce management, and brand positioning.  

Key social and cultural factors include: 

Demographic Changes: Changes in population size, age distribution, and geographic 

location of consumers can influence demand for products and services. For instance, 

an aging population may drive demand for healthcare products, while younger 

consumers may prefer digital or tech-based solutions. 

Cultural Trends and Preferences: Organizations must understand the cultural 

preferences of their target market to tailor products and marketing strategies 

effectively. For example, the growing focus on sustainability has influenced consumer 

demand for environmentally friendly products and corporate social responsibility 

initiatives. 

Lifestyle Changes: Changes in lifestyles, such as increased health consciousness or 

demand for convenience, can create new market opportunities for businesses. 

Companies that align their products with these evolving trends are more likely to 

succeed. 

Social and cultural factors also impact employee expectations and workplace 

dynamics. Companies must foster inclusive, diverse, and equitable work environments 

to attract and retain talent. 

1.7.5. Environmental and Ecological Factors 

Environmental factors have become increasingly important as concerns about 

climate change, resource depletion, and sustainability grow. Organizations are under 

pressure to adopt environmentally responsible practices and to minimize their 

ecological footprint. Key environmental factors include: 

Climate Change and Natural Disasters: Changes in climate can affect industries 

such as agriculture, tourism, and manufacturing. Extreme weather events or shifts in 

temperature can disrupt supply chains, production processes, and distribution 

networks. 

Sustainability: Growing awareness of environmental issues has led consumers and 

investors to prioritize sustainability. Organizations that adopt green technologies, 

reduce waste, and focus on sustainable sourcing and production are more likely to 

attract environmentally conscious consumers. 
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Regulations on Environmental Impact: Governments and international bodies are 

increasingly imposing environmental regulations, such as carbon emissions limits or 

recycling mandates. Organizations must comply with these regulations to avoid fines 

and maintain a positive public image. 

Environmental factors are not just a matter of compliance; they are also an 

opportunity for innovation. Companies that integrate sustainability into their business 

models can gain a competitive edge and contribute to long-term environmental 

preservation. 

Organizations must navigate a wide range of external environmental factors 

that can shape their success or failure. Economic, technological, political, legal, social, 

and environmental forces all interact to influence organizational strategies and 

operations. By staying informed about these factors and adapting to changes, 

businesses can not only mitigate risks but also capitalize on new opportunities. 

Successful organizations are those that proactively monitor their external environment, 

anticipate changes, and remain flexible in their approach to business. In a world of 

rapid change, those that can successfully adapt to environmental factors will be best 

positioned to thrive in the long term. 

1.8 Contributions of Organisation theories 

Organizational Behavior (OB) is the study of how people interact within 

groups and organizations, focusing on understanding, predicting, and managing 

human behavior in a workplace setting. Organizational theory, a field that emerged 

from the need to understand how organizations function and evolve, provides the 

foundational frameworks for analyzing and interpreting human behavior in 

organizational contexts. The relationship between organizational theory and OB is 

crucial because it helps to explain how structures, processes, and cultures within 

organizations influence individual and group behavior. 

Organizational theory encompasses various perspectives on the design, 

structure, and functioning of organizations, while OB applies these insights to 

improve management practices and organizational effectiveness. In this context, 

organizational theory offers valuable insights into the formal and informal dynamics 

that shape behavior, performance, and decision-making within an organization. 

1.8.1. Classical Organizational Theories 

Classical organizational theories, which emerged during the late 19th and early 

20th centuries, laid the groundwork for understanding organizational structure and 

behavior. These theories emphasize efficiency, order, and control, and they focus on 

how to design organizations that maximize productivity and reduce waste. Key 

classical theories include: 

a) Scientific Management Theory (Frederick Taylor) 

Scientific management theory, developed by Frederick Taylor, emphasizes the 

optimization of work processes and the standardization of tasks. Taylor advocated for 

careful selection and training of workers and the use of systematic methods to 

improve efficiency. In OB, this theory suggests that by breaking down tasks into 
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smaller, more manageable components, organizations can enhance individual 

performance and achieve greater productivity. 

Implication for OB: Taylor's theory influenced the study of motivation, particularly 

regarding task specialization and performance management. The idea of maximizing 

productivity through efficient task design and worker specialization is still relevant in 

contemporary OB practices such as performance appraisal and job design. 

b) Administrative Management Theory (Henri Fayol) 

Henri Fayol's administrative theory emphasized the importance of 

organizational structure, management functions, and principles for effective leadership. 

Fayol introduced key concepts such as planning, organizing, leading, and controlling 

(the "POLC" framework), which became fundamental to the field of management. 

Implication for OB: Fayol's principles of management provide a framework for 

understanding leadership styles, communication within organizations, and the 

distribution of authority and responsibility. His ideas also contribute to the 

development of OB concepts such as organizational culture and leadership 

effectiveness. 

c) Bureaucratic Management Theory (Max Weber) 

Max Weber's theory of bureaucracy focuses on a formalized, hierarchical 

structure where rules and procedures govern all aspects of an organization. 

Bureaucracy promotes efficiency and consistency through clear lines of authority and 

standardized practices. 

Implication for OB: In OB, Weber's theory provides insight into the importance of 

authority, rules, and formal systems in shaping employee behavior. However, it also 

highlights potential drawbacks, such as rigidity and dehumanization, which have been 

critiqued in modern OB literature. These ideas have influenced contemporary 

discussions on organizational structure and behavior in large, complex organizations. 

1.8.2. Human Relations and Behavioral Theories 

The human relations and behavioral perspectives emerged as a response to the 

rigid, task-focused approach of classical theories. These theories emphasize the 

importance of social factors, employee needs, and motivation in influencing 

organizational outcomes. Key contributions include: 

a) Hawthorne Studies (Elton Mayo) 

The Hawthorne Studies, conducted by Elton Mayo and his colleagues in the 

1920s and 1930s, revealed that social factors, such as group dynamics, work 

relationships, and attention from managers, significantly influence worker 

productivity and satisfaction. The studies found that workers' attitudes, emotions, and 

interpersonal relationships were key to improving performance. 

Implication for OB: The Hawthorne effect demonstrated that employee behavior is 

not solely driven by external rewards and punishments but is also shaped by social and 

psychological factors. This insight has influenced OB practices such as employee 

motivation, group dynamics, and organizational culture. 
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b) Maslow's Hierarchy of Needs (Abraham Maslow) 

Abraham Maslow's theory suggests that human needs are arranged in a 

hierarchy, ranging from basic physiological needs to higher-level needs such as self-

actualization. Maslow argued that individuals are motivated by the desire to fulfill 

unmet needs, and once lower-level needs are satisfied, higher-level needs become the 

focus. 

Implication for OB: Maslow's hierarchy has had a profound impact on OB, 

particularly in understanding motivation. Managers can use Maslow’s framework to 

design workplaces that meet employees' needs at different levels, improving job 

satisfaction and engagement. 

c) McGregor's Theory X and Theory Y (Douglas McGregor) 

Douglas McGregor developed two contrasting theories about employee 

motivation and behavior: Theory X and Theory Y. Theory X assumes that employees 

are inherently lazy and need to be controlled, while Theory Y assumes that employees 

are self-motivated and capable of taking responsibility. 

Implication for OB: McGregor's theories have significantly influenced management 

practices and organizational behavior. Organizations that embrace Theory Y 

principles tend to have more empowering and participative leadership styles, while 

those following Theory X may focus on top-down control and supervision. 

1.8.3. Contingency and Systems Theories 

Contingency theory and systems theory emerged as more flexible approaches 

to understanding organizational behavior. These theories emphasize that there is no 

one-size-fits-all solution and that the structure and behavior of an organization should 

be contingent upon various internal and external factors. 

a) Contingency Theory (Fred Fiedler, Paul Lawrence, and Jay Lorsch) 

Contingency theory posits that the most effective organizational structure and 

management style depend on the specific situation. For example, a more centralized 

structure may be appropriate for a highly stable environment, while a decentralized 

structure may be better suited for a dynamic and rapidly changing environment. 

Implication for OB: Contingency theory suggests that managers must be flexible and 

adaptable, using different strategies based on the unique challenges they face. In OB, 

this is reflected in leadership styles, decision-making processes, and conflict 

management strategies that vary depending on the context. 

b) Systems Theory (Ludwig von Bertalanffy) 

Systems theory views an organization as an interconnected system of parts that 

work together to achieve common goals. It emphasizes the interdependence of various 

organizational components, including people, processes, and technology, and stresses 

the importance of feedback loops and adaptation. 

Implication for OB: Systems theory highlights the complexity of organizational 

behavior and the need for a holistic approach. In OB, this translates into an 
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understanding of how individual behavior, group dynamics, and organizational culture 

are interrelated. It also emphasizes the importance of communication and 

collaboration across departments. 

1.8.4. Modern Organizational Theories 

In the contemporary world, new theories have evolved to address the 

complexities and challenges of modern organizations. These theories incorporate 

elements of globalization, technological advancements, and changing workforce 

dynamics. 

a) Postmodern Organizational Theory 

Postmodernism questions traditional assumptions about organizational 

structure, hierarchy, and control. It emphasizes flexibility, decentralized decision-

making, and the subjective nature of reality, focusing on how organizational cultures 

and power dynamics shape behavior. 

Implication for OB: Postmodern theories suggest that organizational behavior is not 

just about efficiency but also about understanding how meaning, identity, and power 

influence behavior within the organization. This perspective is useful for exploring 

issues like organizational change, innovation, and diversity. 

b) Learning Organization Theory (Peter Senge) 

Peter Senge's concept of the learning organization highlights the importance of 

continuous learning, adaptability, and knowledge sharing within organizations. In a 

learning organization, employees are encouraged to develop new skills, challenge 

existing assumptions, and contribute to collective problem-solving. 

Implication for OB: Learning organizations foster a culture of innovation and 

collaboration, encouraging employees to engage in continuous improvement. OB 

practices such as training, development, and team-building are central to creating a 

learning environment. 

Organizational theory provides essential insights for understanding the 

structure, processes, and behavior within organizations. By applying the various 

perspectives offered by classical, human relations, contingency, systems, and modern 

organizational theories, OB professionals can better manage the complexities of 

human behavior in organizations. These theories guide organizational design, 

leadership, motivation, and decision-making, making them vital tools for improving 

individual and group performance. As organizations continue to evolve in response to 

new challenges, the integration of organizational theory and OB will remain critical 

for fostering effective, adaptive, and high-performing organizations. 

1.9 Organizational behavior modification 

Organizational Behavior Modification (OB Mod) is a concept within the field 

of Organizational Behavior (OB) that applies principles of behaviorism to influence 

and modify employee behavior in the workplace. The core idea behind OB Mod is 

that behavior can be shaped and controlled by manipulating the consequences 

(reinforcements or punishments) that follow it. By using these techniques, 
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organizations can enhance performance, increase motivation, and foster desirable 

behaviors while minimizing undesirable ones. OB Mod is based on the idea that 

behavior is learned and can be changed through systematic interventions. 

1.9.1 Key Concepts in Organizational Behavior Modification 

OB Mod is rooted in behavioral psychology, particularly the work of B.F. 

Skinner, who introduced the concept of operant conditioning. The main principles 

behind OB Mod are: 

Reinforcement: This involves providing positive consequences (rewards) for 

desirable behavior to encourage its repetition. 

Positive Reinforcement: Providing a reward or incentive when an employee exhibits 

desired behavior (e.g., praise, bonuses, promotions). 

Negative Reinforcement: Removing an unpleasant stimulus when a desired behavior 

is exhibited (e.g., reducing supervision when employees meet performance targets). 

Punishment: This involves applying negative consequences to reduce or eliminate 

undesirable behavior. 

Positive Punishment: Introducing an unpleasant stimulus when an undesired 

behavior occurs (e.g., giving a reprimand or demotion for poor performance). 

Negative Punishment: Removing a positive stimulus when an undesirable behavior 

occurs (e.g., taking away privileges or bonuses). 

Extinction: This involves removing the reinforcement that previously supported a 

behavior, causing it to decrease over time. For example, if employees no longer 

receive praise for a behavior that was once rewarded, the behavior may eventually 

stop. 

Schedules of Reinforcement: OB Mod also incorporates different schedules for 

delivering reinforcement. These schedules affect how quickly behavior is learned and 

maintained: 

Continuous Reinforcement: Reinforcing behavior every time it occurs. It is most 

effective for establishing new behaviors. 

Partial Reinforcement: Reinforcing behavior intermittently, which leads to more 

durable and persistent behavior over time. 

1.9.2 Steps in Implementing OB Mod 

The implementation of OB Mod in an organization typically follows a 

systematic process to ensure that behavior is effectively shaped and maintained. This 

process is often referred to as the ABC model, which focuses on three key 

components: 

A – Antecedents: The triggers or stimuli that occur before the behavior. These could 

be environmental cues or expectations that prompt an employee to perform a certain 
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behavior. Identifying the antecedents is critical because they set the context for 

behavior. 

B – Behavior: The specific actions or behaviors exhibited by employees. These can 

range from task performance, communication styles, attendance, or other workplace 

behaviors that contribute to organizational goals. 

C – Consequences: The outcomes or reactions that follow the behavior. 

Consequences can be reinforcing (positive or negative) and are what ultimately 

determine whether a behavior is likely to be repeated. 

The key to OB Mod is to manipulate the consequences (C) to increase 

desirable behaviors and decrease undesirable ones. Here’s how the process works: 

1.10 Types of Misbehavior 

In the field of Organizational Behavior (OB), misbehavior refers to any actions, 

attitudes, or behaviors that deviate from the norms, rules, and expectations of an 

organization. These behaviors can negatively impact organizational performance, 

employee morale, and the overall work environment. Misbehavior may range from 

minor infractions like tardiness to more serious violations such as workplace 

harassment. Understanding and addressing these misbehaviors is critical for 

maintaining a positive organizational culture and ensuring the smooth functioning of 

the workplace. 

Here are the primary types of misbehavior in Organizational Behavior: 

1.10.1. Absenteeism 

Absenteeism occurs when an employee repeatedly fails to show up for work 

without legitimate reasons. It can be a sign of disengagement, job dissatisfaction, or 

personal problems. While occasional absence due to illness is normal, chronic 

absenteeism can disrupt productivity and place a strain on colleagues who have to take 

on additional tasks. 

Examples: Unexplained sick leave, frequent tardiness, habitual absence without 

notification. 

Impact: Disruptions in team dynamics, missed deadlines, additional workload for 

colleagues, lower overall productivity. 

1.10.2. Tardiness 

Tardiness refers to consistently arriving late for work or meetings. This 

behavior can signal a lack of commitment or discipline. When employees are 

frequently late, it can affect team performance, disrupt meetings, and create an 

environment of disrespect, especially when others are punctual. 

Examples: Arriving late to work, consistently missing the start time for meetings or 

appointments. 

Impact: Disruptions in the workflow, inconvenience for colleagues, negative impact 

on productivity and coordination. 
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1.10.3. Insubordination 

Insubordination involves a refusal to follow instructions or respect authority. 

Employees who are insubordinate openly challenge or disregard their supervisors' 

authority, often undermining leadership or organizational hierarchy. 

Examples: Directly refusing to carry out assigned tasks, arguing with managers in 

front of others, openly challenging decisions made by superiors. 

Impact: Erosion of authority, breakdown of team dynamics, conflict escalation, and 

potentially a toxic work environment. 

1.10.4. Workplace Aggression and Violence 

Workplace aggression includes hostile or violent behavior directed towards 

colleagues or supervisors. It can manifest as verbal abuse, bullying, physical violence, 

or threats. Aggression can result from frustration, stress, or a perceived lack of control, 

and it can create a toxic work environment. 

Examples: Yelling, threatening colleagues, physical fights, bullying, making 

derogatory remarks. 

Impact: Harm to employee well-being, increased stress, decreased morale, potential 

legal liabilities, and loss of talent. 

1.10.5. Dishonesty and Fraud 

Dishonesty involves any actions that deceive or mislead others within the 

organization. This can include lying, cheating, stealing, or misrepresenting facts. 

Fraudulent behavior can harm the organization financially, damage trust, and lead to 

legal consequences. 

Examples: Falsifying reports, claiming expenses that were not incurred, stealing 

company property or intellectual property. 

Impact: Financial loss, loss of trust in the organization, legal issues, and a toxic 

culture of dishonesty. 

1.10.6. Cyberloafing 

Cyberloafing refers to the use of company time and resources for personal 

activities, such as browsing social media, online shopping, or playing games. While 

occasional personal use of the internet may be acceptable, excessive cyberloafing can 

waste valuable time and resources. 

Examples: Using social media during work hours, browsing non-work-related 

websites, shopping online during the workday. 

Impact: Reduced productivity, increased operational costs, security risks, and 

disengagement from work. 
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1.10.7. Gossip and Rumor-Mongering 

Gossiping and spreading rumors can create a toxic work environment by 

undermining trust among employees. When rumors circulate, they can lead to 

misunderstandings, interpersonal conflicts, and a general atmosphere of distrust and 

insecurity. 

Examples: Talking behind colleagues' backs, spreading unverified or malicious 

information, sharing sensitive information about co-workers. 

Impact: Damaged relationships, lowered morale, increased conflict, and erosion of 

trust in the organization. 

1.10.8. Workplace Harassment 

Workplace harassment encompasses a wide range of inappropriate or unlawful 

behaviors, including sexual harassment, racial or gender-based discrimination, and 

bullying. Harassment creates a hostile environment and can lead to severe emotional, 

psychological, and physical harm to employees. 

Examples: Unwelcome sexual advances, racial or gender-based slurs, bullying or 

intimidation, making offensive jokes or comments. 

Impact: Decreased employee morale, legal action, high turnover rates, damaged 

organizational reputation, and loss of productivity. 

1.10.9. Substance Abuse 

Substance abuse in the workplace refers to employees using drugs or alcohol 

while on the job or coming to work under the influence. Substance abuse can impair 

judgment, decrease productivity, increase safety risks, and damage the organization's 

reputation. 

Examples: Drinking alcohol at work, using illegal drugs on the job, coming to work 

intoxicated or impaired. 

Impact: Increased accidents, decreased performance, safety hazards, legal risks, and 

potential for serious injury. 

1.10.10. Poor Job Performance and Lack of Motivation 

Employees who are disengaged or lack motivation may exhibit poor job 

performance. This misbehavior may stem from a lack of job satisfaction, unclear goals, 

lack of recognition, or insufficient training. Such employees may fail to meet 

deadlines, deliver subpar work, or show little interest in improving their performance. 

Examples: Failing to meet performance targets, lack of initiative, doing the bare 

minimum, or showing no interest in professional development. 

Impact: Decreased productivity, reduced team morale, poor-quality work, missed 

deadlines, and a lack of innovation. 
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1.10.11. Resistance to Change 

Resistance to change occurs when employees reject or actively oppose 

organizational changes such as new technologies, restructuring, or changes in 

management. Resistance may manifest in negative attitudes, passive resistance, or 

active sabotage. 

Examples: Complaining about new policies, refusing to use new technologies, 

spreading negativity about organizational changes, or undermining new initiatives. 

Impact: Slow adaptation to change, missed opportunities for innovation, decreased 

efficiency, and potential disruptions in workflow. 

1.10.12. Failure to Follow Policies and Procedures 

Employees who fail to adhere to company policies, guidelines, or procedures 

engage in misbehavior that can lead to inconsistencies in work practices, inefficiencies, 

and potential legal or safety risks. 

Examples: Not following safety protocols, ignoring HR guidelines, failing to adhere 

to quality control procedures. 

Impact: Increased risk of accidents or violations, decreased operational efficiency, 

and legal or compliance issues. 

1.10.13. Lack of Accountability 

When employees fail to take responsibility for their actions or mistakes, it 

creates a culture of blame and irresponsibility. Lack of accountability can lead to poor 

performance, unresolved issues, and a decrease in team trust. 

Examples: Denying mistakes, blaming others for failure, or avoiding responsibility 

for assigned tasks. 

Impact: Reduced team trust, unresolved problems, inefficiencies, and a lack of 

ownership over work outcomes. 

1.10.14. Undermining Colleagues or Sabotage 

Some employees engage in undermining behaviors to further their own goals 

or to damage the work of colleagues. This includes actions that intentionally hinder 

others' success, such as taking credit for others' work or spreading false information. 

Examples: Taking credit for someone else’s work, actively sabotaging a colleague's 

project, intentionally withholding information. 

Impact: Decreased morale, increased conflict, reduced teamwork, and a negative 

work culture. 

Misbehavior in organizations can manifest in many forms, from minor acts 

like tardiness to serious violations such as harassment or fraud. These behaviors, if left 

unchecked, can lead to a range of negative outcomes, including decreased productivity, 

poor employee morale, increased turnover, and even legal consequences. By 
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recognizing these types of misbehavior, organizations can implement appropriate 

strategies, such as clear policies, employee training, and effective leadership, to 

minimize their impact and create a more productive, positive work environment. 

 Conclusion :  

The study of Organizational Behavior (OB) offers an in-depth understanding of 

how individuals, groups, and the organization as a whole function within the 

workplace. It is a multidimensional discipline that draws upon various frameworks, 

models, and environmental considerations to provide actionable insights for 

improving organizational efficiency and employee satisfaction. 

By exploring the focus and purpose of OB, it becomes evident that understanding 

human behavior is critical to fostering a productive and harmonious work 

environment. The definitions and need for OB reinforce its importance in addressing 

challenges like workplace misbehavior and adapting to ever-changing organizational 

dynamics. 

The nature and scope of OB emphasize its relevance across individual, group, and 

organizational levels, supported by robust frameworks and models that cater to diverse 

organizational needs. These models, including the autocratic, supportive, and 

transformational leadership approaches, provide structured methodologies for 

decision-making and leadership. 
 

The environmental factors affecting organizations, such as economic, technological, 

political, and social influences, demonstrate the external pressures that shape behavior 

and strategies within the workplace. Meanwhile, the contributions of organizational 

theories and their evolution highlight how classical, human relations, and modern 

approaches collectively form the foundation of OB practices today. 

Organizational behavior modification (OB Mod) emerges as a key tool to 

positively influence workplace behavior, underscoring its practical value in achieving 

desired outcomes. Simultaneously, the exploration of misbehavior types within 

organizations stresses the need for proactive strategies to mitigate challenges like 

absenteeism, workplace aggression, and resistance to change. 

In conclusion, Organizational Behavior not only equips organizations with the tools 

to navigate complex interpersonal and structural dynamics but also lays the 

groundwork for sustainable growth, ethical practices, and long-term success. 

Understanding and applying the principles of OB ensures that organizations remain 

adaptive, resilient, and aligned with both employee well-being and organizational 

objectives. 
 

 Long Questions: - 
 

1. Explain Organisation Behaviour in detail. 

2. Give Definition, need and importance of OB. Also explain Focus and pupose. 

3. What is Frame work of OB? Explain with the help of Nature and Scope. 

4. Explain the models of Organizational Behaviour. 
 

 Short Notes: - 
 

1. Write a note on Environmental factors affecting Organisation. 

2. Give sense of Organizational Theory. 

3. What is Organisational behaviour Modification? 

4. Explain types of misbehaviour. 
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2.1 Introduction:   

In recent years, the idea of organizational effectiveness has gained a lot of 

popularity and attention. An organizational effectiveness may include success, 

production, efficiency, expansion and profitability and also known by all these elements. 

Despite this, these elements are measured by each other and are used interchangeably. 

Organizational effectiveness has several significant reasons for attracting attention.  

 

Individual needs or society needs have been increasingly dependent on numerous 

organizations to provide or supply or satisfy the day-to-day operations needs of modern 

lifecycle. The efficacy of the organization determines whether the needs of individual or 

society are satisfied or met. The more effective/ successful an organization is, when the 

numerous needs of society or the requirements of individuals are satisfied on time. Thus, 

the idea of organizational effectiveness is extremely important from the perspective of 

society.  

 

2.2 Concept of organizational effectiveness:  

We know the famous quote that “wants and needs are limitless but the resources 

are limited” to satisfied the limitless wants.  

 

In the organizational references, resources are scarce, hence an organization is 

deemed effective if it can accomplish its objectives while operating with limited 

resources. The effectiveness of an organization is determined by how well it uses its 

ORGANIZATIONAL EFFECTIVENESS UNIT-2  
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resources or makes the best use of its limited resources to accomplish its objectives.  In 

Simple words, an organization is said to be effective if it runs smoothly and generates a 

product that doesn't waste any resources. 

Organizational effectiveness is known as an extent to which an organization 

reaches predetermined objectives with the given limited number of resources and without 

any strain on its members. The main components of Highly effective organizations are 

leadership, associated people, decision making and structure, work processes and systems 

and culture.   

  Excessive member productivity and strong performance of associated people as 

well as the organization's financial success are indicators of inclusive efficacy. It shows 

how effectively a company can discharge its responsibilities concerning all of its 

constituents in its internal and external environments i.e., government organizations, 

workers, suppliers, shareholders, and the general public.  

"Sustained organizational health, growth and verve, are the count for the 

organizational effectiveness, are attributed to the system's members' growth, morale, 

expansion, motivation, and satisfaction as well as the organization's positive perception." 

Organizational effectiveness is to be measured in terms of how well-equipped a 

company Survive in the current, cutthroat business environment by effectively managing 

the market needs and satisfaction and to mature and expand in the future by using creative 

adaptation techniques. 

Although the idea of organizational success appears to be very simple while in 

comparison of applying it in real-world situations, which is quite difficult. This is the 

reason why businesses and the individuals who manage them frequently have a variety of 

objectives that may conflict with one another. Diverse perspectives from owners, society, 

employees, managers, and other groups will even affect how well an organization 

understands its goals. Since reaching a consensus on the organization's goals is extremely 

difficult, it is nearly impossible to quantify effectiveness in precise terms. 

2.3 Meaning of effectiveness and efficiency:  

Despite having clear and distinct definitions of effectiveness and efficiency are 

frequently used closely or interchangeably. The following points can be used to clarify 

how these two terms differ from one another: 

1. Organizational effectiveness typically indicates the extent to which operational and 

functional objectives are achieved. In contrast, the idea of efficiency reflects the cost-

benefit ratio involved in fulfilling these objectives. In the simple words, efficiency can 

be known as the relationship between input and output. It demonstrates the inputs 

utilized to generate a specific volume of outputs.    

2. Organizational Effectiveness is a multipart concept that cannot be measured using a 

single factor. However, efficiency can be measured through the input-output ratio. This 
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distinction is crucial in explaining why certain organizations may be effective yet 

highly inefficient, or conversely, very efficient but lacking in effectiveness. 

3. Efficiency primarily pertains to the internal dynamics of the organization and is 

connected to economic and technical elements. In contrast, effectiveness is a more 

comprehensive concept that examines the long-term sustainability of the organization, 

which is solely formed by the efficiency of its internal structure.  

4. Effectiveness evaluates the interaction between the organization and its environment 

and addressing the human aspects within the organization. Conversely, efficiency 

emphasizes the technological dimensions of the organization. 

5. An organization that is effective does not have to be efficient, whereas an efficient 

organization does not assurance effectiveness. However, it is advantageous for an 

effective organization to be efficient. Efficiency can help an organization become 

effective by enhancing energy management and supporting long-term growth and 

sustainability still not a constituent of makes an organization effective. 

2.4 Factors influencing organizational effectiveness   

There are Various approaches encompass different criteria for evaluating 

organizational effectiveness. Thus, it becomes a crucial and challenging task for 

managers to assess the situation and to identify the elements that contribute to 

organizational effectiveness. The primary factors or variables that may influence 

effectiveness includes:   

1. Organizational factors  

2. Environmental factors   

3. Employee factors 

4. Management strategies and practices   

All the mentioned above factors are elaborated below:   

1. Organizational factors that influence effectiveness are categorized into two parts :   

(a) Organizational structure   

(b) Technology aspects  

(a) Organizational Structure:   

It affects efficacy in terms of size, in terms of Structure, centralization of decision-

making, functional specialization and smooth formalization is likely to increase efficiency 

and productivity. Employee job satisfaction and organizational structure are related. 

Employees are likely to feel satisfied at work if tasks are fairly divided, authority and 

responsibility are properly delegated, and proper direction is provided and proper 

coordination of work. 
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(b) Technology aspects:  

Organizational structure and technology are interrelated. The type of technology 

determines the organization's structure and nature. Technology change will require 

numerous organizational structural changes i.e., change in the process, such as going from 

a labor-intensive to a capital-intensive approach, Employees may be transferred or shifted 

to different departments within the same factory and department or to another factory and 

department of the company, change in the span of control, establishing new departments 

and closing down a few departments or section, the materials that are utilized have 

changed, Retraining and educating staff members on the latest technological 

advancements. If the organization fails to change the structure or system as per the needs 

of technology or market, it will never evidence to be effective. 

2. Environmental Factor: 

Every organization requires a suitable management information system capable of 

observing or witnessing an environmental change that impact organizational structure. 

The appropriateness of an organization's response to changes in the environment is 

determined by a number of criteria. These following elements and factors are listed 

below:  

i) The accuracy of the projection of environmental circumstances.  

ii) Accurate observation of environmental conditions.  

iii) The organization system's adherence to practicality. 
 

The company's economic research division, research and development department, 

management advisers, and legal advisors can all provide information regarding 

environmental changes to management. These experts will suggest any adjustments that 

should be made to the organizational structure in order to adapt to changing 

environmental conditions. 

There are two types of environmental factors that have an impact on the organization:  

(a) The external environment: it is known as an outside environment of the business 

which significantly affects the organization. Business cannot change the external 

environments which is uncontrollable in nature. It includes the market, legal, and 

technical aspects that directly affect the distribution of final goods and the supply 

of materials and other production factors. Ambiguity, complexity, and uncertainty 

are factors that are taken into account in the external environment.  

(b) Internal Environment: it is known as an inner environment of the business 

which significantly affects the organization. Business can change the internal 

environments which is controllable in nature. organizational expectations are 

determined by psycho-sociological factors that have a significant impact on the 

internal environment. The organization would be effective if its employees 

responded appropriately to its programs and policies. The management that exists 

among the members and the consistency in how people and the organization are 

perceived will determine how the employees respond. 

 



36 

3. Employees Factor:  

The most important factor influencing the organization's ability to achieve its 

goals is the human element. The behavioral approach to effectiveness describes that an 

organization would be highly effective if the goals of the individual and the organizations 

were closely aligned. 

In order to achieve success, the business should adapt the suggestion and ideas of its 

employees without sacrificing its core programs and policies. The organization must take 

a stance to address the situation if there is conflict between the goals of the individual and 

the group and solve the problems relate to the organization's fundamental existence. 

Employees should possess the following qualities to help the organization become more 

effective: 

1. They should be interested in working with and satisfied with the role given by the 

organization.  

2. They should be fully committed to the organisaton goals.   

3. Their needs, goals, and motives shouldn't oppose with the organization.  

4. The staff members must be competent and coherent.  

5. They must to be clear about their roles.  

6. If there is a job turnover then it should be reduced by organization or take some 

positive steps. 

4. Management strategies and practices   

The most important elements affecting the effectiveness of an organization are 

managerial strategies and practices. These policies procedures includes:  

1. Strategic goal-setting:  

It is quite difficult to be structured in a such a way that benefits to employees.. 

The management should comprehend the effort related to the achievement of the targeted 

goal while creating the goals. Employees will become lazy and take their work for 

granted if goals are simple to achieve.  

On the other side, if the employees will experience difficult situations, then they 

will demoralize to continue if the goals are set in a way that makes them impossible to 

achieve. Therefore, it is not suitable to set unachievable goals. Employees are always 

discouraged by unachievable goals, and they become overconfident and lazy when they 

can easily achieve them. Therefore, objectives or goals that maximize employees' 

potential should be established.  In the simple words, we can say that goals should be 

specific, measurable, achievable, realistic and timely.   

2. Acquisition and usage of resources:  

Acquisition and usage of resources are essential to the organization's 

effectiveness. Making the best use of the resources is the manager's primary or major 

responsibility. There shouldn't be any resource waste or idle.  
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A competent manager would estimate the needs of resources and implement them 

in various departments or projects so that each amount of resources and every person hour 

are used efficiently. Effective resource acquisition and use are correlated with a suitable 

control and feedback system. 

The organization or management would provide policy guidelines to control their 

actions and aware them to company objectives as well as to themselves if they deviated 

from the predetermined objective or plan of action. Managers are solely responsible for 

optimal utilization of resource and best make the best use of it.  

3. Making decisions and leadership:Making decisions is the responsibility of dynamic 

leadership. Effective leadership and decision-making could significantly increase the 

effectiveness of the company. An effective leader is one whose choices are directed 

toward achieving organizational objectives that are recognized and carried out by the staff 

members of the organization. A leader's style, abilities, and subordinates' manner will 

determine how successful they are. The Decision-making qualities, power and impactful 

leadership will increase the effectiveness of companies.  

4. Performance environment: management should implement different types of 

practices for the purpose of improving individual performance, which will ultimately be 

replicated in operational effectiveness. In simple words, we can say that managers should 

provide qualitative and creative goals resultant individuals performance can improve. 

Some of these practices include:   

1. Appropriate hiring, selection and placement procedures for employees.  

2. Proper Employee development and training.  

3. The jobs planning of employee should consider the available resources and training 

needs;  

4. Proper and fair Performance management and award systems. 

An organization's ability to adjust to a change or adaptable towards environment 

would be enhanced if its managers were flexible, creative, and open to new ideas. Healthy 

cooperation between the organization and the environment is possible, and occasionally 

internal changes may also be made to meet environmental needs. All these types of 

practices would increase the organization's efficacy.  

There are some metrics, usually used to evaluate organizational effectiveness, which 

are given as follows.   

a) Return on Investment (ROI) 

b) Customer Satisfaction Index (CSI) 

c) Employee Engagement Score (EES) 

2.5 Approaches to measure effectiveness:  

There are different approaches to measures effectives which are given as follows:  

Goal approach 
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Behavioural approach 

System-resource approach 

Strategic constituencies approach 

Internal Process Approach 

2.5.1 Goal Approach:  

The strategy places a strong emphasis on the organization's outputs or results, 

which aids in the process of achieving the organization's objectives. This method 

acknowledges that organizations are logical, planned, goal-seeking entities with the 

intention of achieving one or more preset goals. The output side, or final results, and 

whether or not the organization meets its objectives in relation to preferred output levels 

are the focus of the goal approach. Profit and efficiency maximization are common goal-

attainment criteria in this strategy. It gives priority to quality, innovation, and profit. 

2.5.2 Behavioural approach:  

Because it focused on human resources and how the business may use them to 

accomplish its goals, this strategy is highly well-liked by all. Adopting external 

modifications and increasing efficacy is the main goal of this method.  Behavioral aspects 

of corporate affect a lot in achieving long- term objectives of the business. If the top-level 

management is positive towards its lower-level management, then there will be a 

confidence in itself in the result or output.   

2.5.3 Systems Resources Approach:  

Systems Theory, which was introduced in the 1950s, is another name for this 

methodology. This organizational effectiveness method focuses on resources, or the 

degree to which the organization can obtain them in accordance with its requirements. 

The company purchases inputs, takes part in conversion procedures, and generates 

outputs, or final products. Inputs are prioritized over outputs in this approach or model. 

As long as they can obtain the required resources, this view gives effectiveness to 

organizations that exhibit poor performance or productivity. its focus on organizations as 

open systems that engage with their surroundings and welcome novel concepts or 

modifications. It also recognizes the significance of subsystem interdependence. The Key 

to the efficacy depends upon the concepts, inputs, process, outputs and feedback. 

2.5.4 Strategic Constituencies Approach:  

 Customers, suppliers, lenders, participants, and other groups that are impacted by 

the business both directly and indirectly are the main focus of this strategy. According to 

this method, an effective organization is one that satisfies the requirements of the groups 

in its surroundings that it depends on for support in order to survive.  The feedback 

process is most closely associated with the strategic constituencies approach. The 

organization finds out how successfully it has satisfied the needs and expectations of its 

strategic constituency through feedback. 
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2.5.5 Internal Process Approach:  

This approach deals more narrowly with the internal mechanisms of the 

organization. The focus is on minimizing strain, integrating individuals and the 

organization and conducting smooth and efficient operations. An organisation that 

focuses primarily on maintaining employee satisfaction and morale, minimizing conflict 

and being efficient subscribes to this view. Internal-Process Approach is the capability to 

get better at internal efficiency, co-ordination, commitment and staff satisfaction.   

Here are some Modern theories of organizational effectiveness: 

1. Contingency Theory  

 It was propounded in the year 1960. It Proposes organizational effectiveness 

which is depends on internal and external contingencies. This theory highlights more 

flexibility and adaptability in the business for success. There are some key concepts 

include in the Contingency Theory, which is based on situational factors and 

organizational design. 

2. Resource-Based View (RBV) Theory  

 It was propounded in the year 1980. This theory mainly emphases on internal 

resources and capabilities of the human resources. This theory views organizations as 

unique bundles of resources which is utilized more efficiently and effectively to generate 

a profitability. This model includes the key concepts, the core competencies, and resource 

allocation. This theory mainly emphasis on proper allocation of resources.  

3. Stakeholder Theory  

 It was also propounded in the year 1980. It Classifies various stakeholder groups 

such as customers, employees and shareholders. In simple words, affected human 

resources are grouped into inside or outside environment. its main priority is to satisfying 

stakeholder interests. There are some key concepts on which this theory based was 

stakeholder analysis and stakeholder management. 

4. Institutional Theory  

 It was also propounded in the year 1970. It Studies organizational conformity to 

institutional norms. It emphasizes on legitimacy, isomorphy and coercive forces. Key 

concepts of this theory include institutional environment and organizational legitimacy. 

5. Organizational Learning Theory  

 It was also propounded in the year 1990. This theory mainly emphases on 

knowledge creation, acquisition, and transfer of the resources for getting better in terms 

of profits.  It mainly highlights continuous learning and improvement. It involves the Key 

concepts of learning organization and knowledge management. 
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6. High-Performance Organization (HPO) Theory  

 It was also propounded in the year 2000. It recognizes the characteristics of high-

performing organizations and optimum use of resources. it mainly emphasizes on 

leadership, culture, and organizational design which creates a big impact on efficacy. Its 

key concepts were HPO factors, and organizational excellence. 

7. McKinsey 7S Framework  

 It was also propounded in the year1980 and developed by the Tom Peters and 

Robert Waterman, which analyzes organizational effectiveness on the basis of seven 

elements or factor, as follows: 

    1. Strategy 

    2. Structure 

    3. Systems 

    4. Skills 

    5. Style 

    6. Staff 

    7. Shared values 

8. Balanced Scorecard (BSC) Theory  

It was also propounded in the year 1990. It evaluates organizational performance on the 

basis of four perspectives or pillar, which is as follows.  

    1. Financial 

    2. Customer 

    3. Internal processes 

    4. Learning and growth 

9. Open Systems Theory (OST)  

It was also propounded in the year 1950.  Its emphasis on organizations as open systems 

interacting with their environment and give the importance to inputs, materials, outputs, 

and feedback. 

 Measures of organizational effectiveness  

It is critical to evaluate an organization is achieving its goals and objectives. It is quite 

difficult to measured but we can measure to some extent and there are some common 

measures of organizational effectiveness which are as follows: 

Financial Measures and Non-Financial Measures both are the techniques which 

will be very helpful in measuring organization objectives. Financial Measures includes 

the following:  
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1. Return on Investment (ROI): it is the widely used and which is explained as the Net 

income divided by total investment. 

2. Return on Assets (ROA): it is explained as a Net income divided by total assets and 

provides a valuable insight on assets return.  

3. Return on Equity (ROE): it is widely used by shareholder for deciding when or 

where to investment and explain as Net income divided by total shareholder equity. 

4. Revenue Growth: it is mainly used when the comparison of previous year return to 

current year return is needed which displays the Increase in revenue over a specific 

period. 

Non-Financial Measures includes the following:  

1. Customer Satisfaction: it is very important because as a corporate we have to evaluate 

that our products satisfied customer needs or not, through surveys, feedback forms, or 

Net Promoter Score (NPS). 

2. Employee Engagement: it is important that if the employees are positively engaged in 

work that will be Evaluated through surveys, employee retention rates and absenteeism 

rates. 

3. Productivity:  it describes output or end results and measured by output per employee, 

cycle time and throughput. 

4. Quality: it is a value because brand is known by quality and evaluated through defect 

rates, quality certifications and low customer complaints. 

2.6 Effectiveness with an Adaptive Coping Style: 

The most successful companies are those that quickly adapt their structure, 

technology, and policies to the changing environment in order to facilitate the 

accomplishment of their objectives. Edgar Schein advised that the adaptive coping style 

be used to maintain effectiveness in the organization and defines it as the series of actions 

and steps that start with a change in a certain aspect of the internal or external 

environment and finish with a more dynamic, adaptive equilibrium for managing and 

accepting change. 

The cycle of adaptive coping is a continuous process. This adaptive coping cycle 

stage consists of six phases, which are as follows:  

1. Sensing of change: This is a first step / stage of this process which Perceiving a 

change in a portion of the internal and external environment in the cycle.  

The primary cause of an organization's inability to manage its environment is either a 

failure to identify changes in the environment or an incorrect forecasting or 

acknowledgement of those changes. The organizations to manage their environments 

effectively, they should have an effective management information system. Future is 

uncertain and predication of future is very crucial therefore, the effective organization 

accurately forecasting the internal and external environment.  
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2. Importing the relevant information: This is the second stage / step of the cycle 

involves fetching the relevant information about the change of the external environment 

that have the influence to implement it. However, choosing which environmental inputs 

or information can be quite challenging to utilize, and organizations usually handle 

crucial inputs or information and most notably, information.   

3. Changing the conversion process: This is the third stage / step of the cycle. The 

conversion process is the process by which the organization takes inputs / information for 

the environment to use further in the organization changes. The conversion procedure 

should to be modified and used in accordance with the information's requirements or 

needs for the environment.  

4. Stabilizing internal changes: this is the fourth stage / step of the cycle involves 

accepting or adoptive internal changes while addressing undesirable variations in 

interconnected systems carried by the proposed changes. This is crucial because every 

subsystem or element in the company depends on the others variables, and any changes 

made to one variable could have an either positive or negative impact on the others.  

5. Exporting new outputs: this is the fourth stage / step of the cycle, in which the 

company is able to export new outputs that meet environmental standards once the 

internal change is known. A variety of additional attempts may be necessary to export 

some new outputs in the organization. The company may face loss or failure, if it doesn't 

adopt the new strategies. Therefore, it is necessary to adopt new changes.  

6. Getting or collecting feedback: this is the fourth stage / step of the cycle, in which 

getting feedback on the changes' outcomes. This helps to determine the extent to which 

the internal environment has been incorporated and the condition of the external 

environment. because of some possible similarities in the sensing process, this stage and 

the first stage are closely related. The Ineffectiveness could arise from failures at any of 

these steps. Successfully navigating each step is advised by an effective coping strategy.  

The primary organizational fundamentals for successful coping are as follows:  

1. The organization needs a suitable communication system that allows for the 

transmission of reliable and consistent information.  

2. There should be enough internal flexibility to allow the organization to bring 

about changes.  

3. Effective coping requires unity and dedication to the company's objectives, which 

provides adaptability.  

4. A supportive internal environment is necessary to maintain effective 

communication, reduce rigidity, and encourage self-defense.  

2.7 Criteria for Organizational Effectiveness 

RENSIS LIKERT has identified three variables that are useful in defining 

effectiveness, in addition to the above-mentioned factors that impact organizational 

effectiveness. The following are the other factor as follows:  
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1. Causal variables:  

Those elements have an impact on development within the company. These are 

the independent variables or internal variables that the organization and its management 

can control. These include policies, procedures, style skills, structure, and management 

strategies, among other things.  

2. Intervening variables:  

Those are the variables that describe the internal state of the organization, and 

they are influenced by causal variables such as leadership style and behavior Aspects. the 

organization's goals, decision-making and problem-solving abilities, staff morale and 

motivation, communication, group cohesion, etc. are examples of intervening variables.  

3. End result / output variables:  

Those variables which define the organization's final outcome, which may include 

successes or failures. The output or end result may be Production, sales, profit, and other 

metrics could be used to evaluate output.  

All of the above describe variables are related to each another. The output 

variables are influenced by the intervening variables, which are influenced by the causal 

variables. Organizations focused solely on short-term results occasionally have a 

tendency to ignore intervening factors.  

However, organizations with a long-term perspective value and appreciate the 

development and structure of the intervening variables. The output will suffer if the 

intervening variables are ignored, but this effect won't be felt right away; it will take some 

time for the output to show the effect. 

2.8 Conclusion  

The extent to which an organization has achieved its definite goals and objectives 

and how well it accomplished is known as organizational effectiveness. The effectiveness 

of an organization is influenced by many different factors such as Organizational factor, 

environmental factor, employee factor, and managerial policies and practices are the main 

determinants of organizational effectiveness. Every component that contributes to the 

overall efficacy and efficiency of the organization has an underlying refrain and no single 

component is always effective. These elements or factor can be changed to uniform the 

exclusive requirements of the staff and the organization. Finding the motivational 

resources or factor that would work best in each unique situation is the first crucial step. 

Certain organizations may find that certain tools are useful while others may not find 

these tools useful. In short, all the elements useful or not is decided by the nature of the 

organization. In addition to the previously enumerated elements, Edgar Schein suggested 

that maintaining efficacy be possible through the use of adaptive coping. He defined it as 

"the series of actions that start with a change in a portion of the internal or external 

environment and finish with a more dynamic, adaptable equilibrium for handling 

change."  
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 Exercises:  
 

1. Multiple choices questions (MCQ)  
 

1. Which of the following best defines organizational effectiveness? 

a) Efficiency in achieving goals 

b) Productivity and profitability 

c) Stakeholder satisfaction and goal achievement 

d) Employee job satisfaction 
 

Answer: c) Stakeholder satisfaction and goal achievement 
 

2. What is the primary focus of organizational effectiveness? 

a) Internal processes 

b) External environment 

c) Strategic goals 

d) Employee well-being 
 

Answer: c) Strategic goals 
 

3. Which model of organizational effectiveness emphasizes the importance of flexibility 

and adaptability? 

a) McKinsey 7S Framework 

b) Balanced Scorecard 

c) Contingency Theory 

d) Open Systems Theory 
 

Answer: d) Open Systems Theory 
 

4. Who developed the McKinsey 7S Framework?  

a) Tom Peters 

b) Peter Drucker 

c) Gary Latham 

d) Tom Peters and Robert Waterman 
 

Answer: d) Tom Peters and Robert Waterman 
 

5. Which metric is commonly used to evaluate organizational effectiveness? 

a) Return on Investment (ROI) 

b) Customer Satisfaction Index (CSI) 

c) Employee Engagement Score (EES) 

d) All of the above 
 

Answer: d) All of the above 
 

6. What is the purpose of conducting a SWOT analysis? 

a) Identify organizational strengths and weaknesses 

b) Evaluate employee performance 

c) Develop strategic plans 

d) Assess customer satisfaction 
 

Answer: a) Identify organizational strengths and weaknesses 
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7. Which initiative aims to improve organizational effectiveness by empowering 

employees? 

a) Total Quality Management (TQM) 

b) Six Sigma 

c) Employee Empowerment Program (EEP) 

d) Continuous Improvement Program (CIP) 
 

Answer: c) Employee Empowerment Program (EEP) 
 

8. What is the primary goal of organizational restructuring? 

a) Reduce costs 

b) Improve efficiency 

c) Enhance innovation 

d) Increase employee morale 
 

Answer: b) Improve efficiency 
 

9. Who plays a crucial role in shaping organizational culture? 

a) CEO 

b) HR Manager 

c) Department Heads 

d) All employees 
 

Answer: a) CEO 
 

10. Which leadership style is associated with high organizational effectiveness? 

a) Autocratic 

b) Democratic 

c) Laissez-faire 

d) Transformational 
 

Answer: d) Transformational 
 

11. Which change management model emphasizes the importance of communication? 

a) Lewin's Change Management Model 

b) Kotter's 8-Step Change Model 

c) ADKAR Change Management Model 

d) McKinsey 7S Framework 
 

Answer: c) ADKAR Change Management Model 
 

12. What is the primary reason for resistance to change? 

a) Fear of uncertainty 

b) Lack of communication 

c) Insufficient training 

d) All of the above 
 

Answer: d) All of the above 
 

13. Which performance management tool helps evaluate employee performance? 

a) Balanced Scorecard 

b) Key Performance Indicators (KPIs) 

c) 360-Degree Feedback 

d) All of the above 
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Answer: d) All of the above 

 

14. What is the purpose of conducting regular performance appraisals? 

a) Identify training needs 

b) Determine promotions 

c) Evaluate job performance 

d) Improve employee morale 
 

Answer: c) Evaluate job performance 
 

15. Which concept emphasizes continuous learning and improvement? 

a) Kaizen 

b) Six Sigma 

c) Total Quality Management (TQM) 

d) Organizational Development (OD) 
 

Answer: a) Kaizen 
 

16. What is the primary benefit of organizational learning? 

a) Improved productivity 

b) Enhanced innovation 

c) better decision-making 

d) Increased competitiveness 
 

Answer: d) Increased competitiveness 

 

2. Answers the short and long question:  

 

1. Explain the Concept organizational effectiveness in details.  

2. Explain the Meaning of effectiveness and efficiency in details.  

3. Explain the major difference between effectiveness and efficiency.  

4. Explain the Factors influencing organizational effectiveness in details.  

5. Explain the different Approaches to measure effectiveness in details.  

6. Write a short note on Goal approach.  

7. Write a short note on Behavioural approach. 

8. Write a short note on System-resource approach. 

9. Write a short note on Strategic constituencies approach. 

10. write a short note on Internal Process Approach. 

11. Explain the Effectiveness with an Adaptive Coping Style in details.  

12. Explain the Criteria for Organizational Effectiveness in short.  

13. explain the financial and non- financial measures of organizational effectiveness.   
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3.1 Introduction 

3.2 Meaning  

3.3 Nature of organisational change  

3.4 Reasons/causes for Organisational Change 

3.5 Process of Organisational Change 

3.6 Factors Affecting organisational change 

3.7 Planned change- meaning and steps in planned change   

3.8 Effects of change 

3.9 Types of Organisational Change  

3.10 Managing organisational change  

3.11 Strategies to drive successful organizational change 

 Exercise  

3.1 Introduction 

 Organisational change is an essential process that drives meaningful 

transformations within a company or institution. It involves making significant 

modifications to various aspects of the organisation, including its structure, culture, 

processes, systems, strategies, and personnel. The goal is to enhance performance, 

effectiveness, and adaptability, ensuring the organisation remains competitive in a 

dynamic business environment. Organisational change can be triggered by internal or 

external factors and is guided by the need to foster growth and success. It encompasses 

diverse areas such as restructuring, cultural evolution, process optimisation, 

technological advancements, strategic realignment, and people-centric initiatives. 

Implementing successful organisational change requires meticulous planning, inspiring 

leadership, and active engagement from stakeholders. By embracing change as a 

constant, organisations can navigate challenges, seize opportunities, and pave the way 

for sustained success.  

Change is inevitable in the life of an organization. In today’s business world, 

most of the organizations are facing a dynamic and changing business environment. 

They should either change or die, there is no third alternative. Organizations that learn 

and cope with change will thrive and flourish and others who fail to do so will be wiped 

out. The major forces which make the changes not only desirable but inevitable are 

technological, economic, political, social, legal, international and labor market 

environments.  

 In very simple words, we can say that change means the alteration of status quo 

or making things different. “The term change refers to any alterations which occurs in 

the overall work environment of an organization. When an organizational system is 

disturbed by some internal or external force, change frequently occurs. Change, as a 

process, is simply modification of the structure or process of a system. It may be good 

or bad, the concept is descriptive only.” 

 

ORGANISATIONAL CHANGE UNIT-3  
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3.2 Meaning   

Meaning 

Change is a part of life and provides opportunity for growth. It is a conscious 

decision by the management of organisation. In any organisation, we have people 

engaged in production, research, development, administration, etc. The organisation 

in order to change should prepare a stock of the situation and should effect change in 

their attitude and style of functioning. 

An organisation is an open system which implies that it is in a constant 

interaction and interdependent relationship with its environment. Any change can 

occur in its environment, such as change in consumer tastes and preferences, 

competition, economic policies of the government, etc. Organisational change refers 

to the process of growth, decline and transformation within the organisation. Though 

one thinks that organisations are enduring structures in a changing society. However, 

the truth is that organisations are changing all the time. Organisational change takes 

different forms. 

3.3 Nature of organisational change  

The nature of organisational change is inherently dynamic and multifaceted. It 

encompasses several key characteristics that define its nature and impact on an 

organisation some of them are: 

1. It is a Continuous process: Organisational change is an ongoing process rather 

than a one-time event. It recognises that organisations must continually adapt, 

evolve, and improve to remain relevant and competitive in a rapidly changing 

business environment. 

2. It is Complex: Organisational change is complex due to the interplay of various 

factors, such as organisational structure, culture, processes, technology, and 

human dynamics. It involves multiple stakeholders, intricate relationships, and 

interconnected elements that require careful consideration and management. 

3. It is Multidimensional: Organisational change affects various dimensions of an 

organisation simultaneously. It can impact the organisational structure, culture, 

strategy, processes, systems, technology, and even individual roles and 

responsibilities. Change initiatives often require a holistic approach that considers 

the interdependencies among these dimensions. 

4. Disruptive by nature: Change disrupts the status quo within an organisation. It 

challenges existing routines, practices, and mindsets. It can create uncertainty, 

resistance, and discomfort among employees, requiring effective change 

management strategies to minimise negative impacts and facilitate a smooth 

transition. 

5.  It is Contextual: The nature of organisational change is shaped by the unique 

context of each organisation. Factors such as industry dynamics, market 

conditions, regulatory requirements, and internal capabilities influence the nature 

and scope of change initiatives. What works for one organisation may not 

necessarily work for another. 

https://www.geeksforgeeks.org/6-types-of-organization-structure/
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6. It is a Strategic approach: Organisational change is often driven by strategic 

considerations. It aligns with the organisation’s vision, goals, and long-term 

objectives. Change initiatives are typically designed to improve performance, 

enhance competitiveness, foster innovation, capitalise on opportunities, or address 

challenges that impact the organisation’s strategic position. 

3.4  Reasons/causes for Organisational Change 
 

Organisational change can be triggered by various factors, both internal and external, 

some common causes of organisational change are: 
 

1. Due to External influences: Changes in the external environment, such as market 

dynamics, technological advancements, industry regulations, or shifts in customer 

preferences, can prompt organisations to adapt and change in order to stay 

competitive. 
 

2. Competitive pressures: Intense competition within the industry or the emergence 

of new market players can drive organisations to implement changes in their 

strategies, processes, or products to gain a competitive advantage. 

 

3. Organisational growth or decline: Significant growth or decline within an 

organisation can necessitate changes to accommodate the increased scale or to 

restructure and optimise operations during periods of decline. 
 

4. Due to advancement in Technology: Rapid advancements in technology can 

trigger organisational change as organisations adopt new technologies, upgrade 

systems, or automate processes to improve efficiency, productivity, and 

competitiveness. 
 

5. Mergers and acquisitions: When organisations undergo mergers, acquisitions, or 

partnerships, changes are often required to integrate operations, align cultures, 

streamline processes, and realise synergies. 
 

6. Internal inefficiencies or performance gaps: Identifying internal inefficiencies, 

performance gaps, or areas for improvement can drive organisations to implement 

changes in processes, systems, or structures to enhance performance, productivity, 

and operational effectiveness. 
 

7. Leadership and strategic shifts: Changes in leadership, new strategic directions, 

or shifts in organisational priorities can lead to changes as organisations align with 

the new vision, goals, or strategic objectives. 
 

8. Change in Tools, Machines and Equipment:Technological or mechanical 

changes in machines, tools and equipments may bring change in the organization. 

For example, installation of an automatic machinery in place of old machinery, 

may result in displacement or re- placement of people or loss of job to people and 

may create disequilibrium. 
 

9.  Change in Methods and Procedures: Man is a creature of habits. He feels 

irritated when change occurs in methods and procedures of work of which he is 

accustomed to. As it takes time to adjust to the new environment, it creates 

disequilibrium till the complete adjustment to the new environment. 
 

10. Change in Business Conditions: Changes in business conditions such as change 

in the quality of the product, change in the marketing system or practices, business 

cycles, change in industrial policy etc. all create disequilibrium in the work-

environment and it needs adjustment accordingly. 
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11. Change in Managerial Personal: Change in the managerial personal in the 

organization may result in disequilibrium. A personnel may retire or change place 

or may be appointed afresh, this will all affect the policies, practices, procedures 

and programmes of the organization and the people are to adjust themselves 

accordingly. 

12. Change in Formal Organization Structure: The formal organization structure 

establish a form and line of command of authority and responsibility in an 

organization. Along with these lines, channels of communication and interper-

sonal relations are established. If there is a change in this formal organizational 

structure, there will be a change in the formal relationship which creates 

disequilibrium. 

13. Change in Informal Organization: Informal organization is a must in every 

formal organization and is a very important part of our existence because many of 

our motivational forces find satisfaction in this relationship. Consequently when 

management likes to introduce any change that disturbs the informal relationship 

established among people there is bound to be a state of imbalance. 

3.5 Process of Organisational Change 

 Organisational change is a structured process that involves several stages to 

successfully implement and manage change initiatives. While the specific process may 

vary across organisations, the following steps provide a general framework: 

1. Recognising the need for change: The first step is to identify the necessity for 

change by closely examining internal assessments, employee feedback, market 

trends, and shifts in the business environment. It is crucial to gain a clear 

understanding of the drivers and reasons behind the change. 

2. Planning: This stage focuses on creating a well-thought-out change plan. It 

involves setting clear goals and objectives, defining the scope and scale of the 

change, and developing a roadmap that outlines the activities, timeline and 

required resources. 

3. Communicating and engaging stakeholders: Effective communication is 

essential to gain support and create buy-in for the change. Stakeholders, including 

employees, leaders, customers, and external partners, should be informed about 

the change, its purpose, and the potential benefits. Engaging stakeholders in the 

change process fosters collaboration, addresses concerns, and cultivates a sense of 

shared ownership. 

4. Assessing and managing risks: A comprehensive assessment of potential risks 

and challenges associated with the change is crucial. This involves identifying 

obstacles, potential resistance, and unintended consequences. Risk mitigation 

strategies and contingency plans should be developed to address these challenges 

and minimise disruptions. 

5. Implementing the change: This stage focuses on putting the change plan into 

action. Activities outlined in the plan, such as process restructuring, technology 

adoption, or organisational adjustments, are executed with careful project 

management, resource allocation, and coordination. 

https://www.geeksforgeeks.org/what-is-business-environment-meaning-and-features/
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6. Monitoring and evaluating progress: Regular monitoring and evaluation are 

vital to track progress, identify any deviations or obstacles, and make necessary 

adjustments. Key performance indicators (KPIs) and metrics are established to 

assess the effectiveness and impact of the change. Gathering feedback from 

employees and stakeholders helps inform ongoing improvements. 

7. Reinforcing and sustaining the change: Once the change has been implemented, 

efforts are made to reinforce and embed the new practices, behaviours, and 

processes into the organisational culture. This may involve providing training, 

support, and recognition to ensure that the change becomes deeply rooted. 

Continuous reinforcement and a focus on learning contribute to long-term 

sustainability. 

The Change Process: Kurt Lewin’s Model 

   Kurt Lewin’s model of planned change outlines three stages that organisations go 

through when implementing change. Stages are explained below: 

1. Unfreezing 

The first stage is known as “unfreezing,” which involves breaking away from 

established practices and preparing individuals to embrace new alternatives. During this 

stage, outdated beliefs, processes, and behaviours are discarded in favour of more suitable 

approaches for the current situation. The goal is to help organisational members 

understand that the status quo is no longer viable given the evolving demands of the 

environment. Unfreezing involves several steps which are explained as below. : 

Recognising the Driving Forces: Managers must develop a keen awareness of major 

environmental changes and internal issues that necessitate change. By understanding the 

pressures for change, they can effectively identify the need for transformation. 

Increasing the Driving Forces: Once the need for change is recognised, it is essential to 

communicate this need to the people involved. By explaining the reasons behind the 

change, individuals are more likely to embrace it willingly. 

Managing the Resisting Forces: Resistance to change often arises when individuals 

perceive potential harm or negative impact on their interests. It is crucial to address these 

concerns and fears by highlighting the benefits of the proposed changes and alleviating 

any misconceptions. 

To achieve unfreezing, various techniques can be employed, such as: 

i. Education: Providing information and knowledge regarding the need for change and its 

advantages. 
 

ii. Communication: Engaging in open discussions to clarify the rationale behind the 

change and address any uncertainties. 
 

iii. Participation in decision-making: Involving employees in the change process by 

encouraging their input and ideas. 
 

iv. Negotiation through the exchange of rewards: Offering incentives or rewards to 

motivate acceptance of the change. 
 

v. Persuasion: Shaping perceptions and attitudes through effective communication and 

influence strategies. 
 

https://www.geeksforgeeks.org/kpi-full-form-importance-and-types/
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vi. Encouragement and Support: Providing the necessary resources and assistance to 

facilitate the transition. 

These techniques aim to either strengthen the driving forces that propel behaviour 

away from the status quo or weaken the restraining forces that hinder progress. By 

unfreezing existing mindsets and behaviours, organisations can create a receptive 

environment for change and lay the foundation for subsequent stages of the change 

process. 

2. Changing or Moving 

Once individuals embrace the need for change, the proposed changes are introduced 

systematically, fostering new learning and the adoption of new behaviours. This moving 

phase encompasses key elements that facilitate a successful transition: 

i. Encouraging Compliance: In some cases, change may be enforced through incentives 

or consequences. However, true transformation requires more than compliance; it 

requires internalisation and identification. 

ii. Internalisation: Change becomes meaningful when individuals experience situations 

that call for new behaviours. Through firsthand encounters, they begin to understand 

the importance of change and gradually internalise new ways of behaving. 

iii. Identification: Individuals also identify suitable behavioural models within their 

environment. They recognise role models whose actions align with the desired change 

and choose to emulate them. 

iv. During the implementation of change, unexpected challenges may arise, requiring 

effective problem-solving. This period is marked by experimentation, ambiguity, and 

the need for careful guidance. 

v. To navigate this phase successfully, we should consider the following approaches: 

vi. Transparent Communication: Communicate the purpose, benefits, and expected 

outcomes of the change to all members. This ensures a shared understanding and 

aligns efforts toward a common goal. 

vii. Supportive Training and Resources: Provide comprehensive training programs and 

resources to help individuals acquire the skills and competencies needed for new 

behaviours. Offer guidance and assistance to address any challenges that emerge along 

the way. 

viii. Continuous Feedback and Improvement: Establish feedback channels to gather 

insights and suggestions from employees. This enables ongoing refinement of the 

change implementation strategy based on real-time input, fostering a sense of 

ownership and engagement. 

ix. Foster Adaptability: Cultivate a culture of adaptability and openness to change. 

Encourage individuals to embrace new alternatives and behaviours, creating an 

environment that supports growth and development. 

x. Leadership Guidance: Effective leadership plays a vital role in guiding organisational 

members through the change process. Leaders should provide clear direction, and 

support, and serve as role models for the desired behaviours, inspiring others to 

embrace the change. 
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By providing careful guidance and support, organisations can navigate the 

implementation of change effectively. This enables individuals to successfully transition 

and adopt the new behaviours and alternatives introduced, ultimately driving positive 

outcomes for the organisation. 

3. Refreezing 

The final phase of the change process is refreezing, where the changes 

implemented during the moving phase become ingrained as a permanent part of the 

organisation’s culture. During this phase, members of the organisation internalise the new 

beliefs, attitudes, and behaviours they have learned. It is the responsibility of the 

manager, acting as the change agent, to ensure the effective integration of these new 

behaviours with existing patterns. Without proper internalisation, there is a risk of 

individuals reverting to old ways of doing things. 

To solidify the changes and prevent regression, organisations must strive for a 

state of dynamic equilibrium. This entails maintaining a balance among various 

components that support the desired behaviours. Continuous reinforcement is essential to 

ensure the sustainability of the acquired behaviours. Acceptance of new practices and 

stabilisation of change occurs when sufficient positive outcomes and reinforcements are 

provided. 

 We should consider the following approaches during the refreezing phase: 

   Integration and Alignment: Ensure that the new behaviours, beliefs, and attitudes 

align with the overall organisational goals and values. Seamlessly integrate them into 

existing systems and processes to foster consistency and coherence. 

Ongoing Support: Provide continuous support and resources to reinforce newly acquired 

behaviours. This may include training, coaching, and mentoring to assist individuals in 

adapting to the changes. Supportive leadership and a positive organisational climate are 

critical in maintaining the desired behaviours. 

Celebrate Success: Recognise and celebrate accomplishments related to the change 

implementation. This helps reinforce positive outcomes and motivates individuals to 

continue embracing new behaviours. 

Feedback and Evaluation: Establish feedback mechanisms to monitor the effectiveness 

of the change and gather insights for improvement. Regular evaluation ensures the 

sustained adoption of desired behaviours and allows for further refinement, if necessary. 

Foster an Organisational Culture: Cultivate a culture that values and supports the 

desired behaviours. This involves aligning performance management systems, rewards, 

and recognition programs to reinforce the change and encourage its continuation. 

By prioritising internalisation and maintaining a supportive environment, 

organisations can successfully solidify the changes and embed them within the 

organisation’s core. This provides a strong foundation for long-term success and enables 

the organisation to adapt effectively to future challenges and opportunities. 
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3.6 Factors Affecting organisational change 

There are a number of factors both internal and external which affect 

organizational functioning. Any change in these factors necessitates changes in an 

organization. The more important factors are as follows: 

 External Forces Affecting Organizational Change 

Every organization exists in some context; no organization is an island in itself. Each 

must continually interact with other organizations and individuals- the consumers, 

suppliers, unions, shareholders, government and many more. Each organization has goals 

and responsibilities related to each other in the environment. The present day 

environment is dynamic and will continue to be dynamic. Changes in social, political, 

economic, technology, and legal environment force organizations to change themselves. 

Such changes may result in organizational changes like major functions production 

process, labor-management relations, nature of competitions, economic constraints, 

organizational methods etc. In order to survive in the changing environment, organization 

must change. How the change in various environmental, organizations, must change. 

How the changes in various environmental factors necessitate change in the organization 

may be seen in following context:- 

 Technology: When there is a change in technology in the organizational 

environment and other organizations adopt the new technology, the organizations 

under focus become less cost effective and its competitive position weakens. 

Therefore, it has to adopt new technology, its work structure is affected and a new 

equilibrium has to be established. 

 Marketing conditions: Since every organization exports its outputs to the 

environment, an organization has to face competition in the market. There may be 

two types of forces which may affect the competitive position of an organization —

other organizations supplying the same products and, buyers who are not buying the 

product. Any changes in these forces may require suitable changes in the in the 

organization. For example, when Indian economy was liberalized, there were many 

foreign organizations that entered the Indian market. This forced many Indian 

organizations to realign themselves with the new situations. The result in that there 

have been many cases of divesting the business and concentrating on the core 

business, acquiring core business, and developing competitive competence to face 

competitive threats. Similarly, there may be changes in buyers in terms of their 

needs, liking —disliking and income disposal for a product. These changes from the 

organizations to bring those products which meet buyer’s requirement. 

 Social changes: Social changes reflect in terms of people’s aspirations, the needs, 

and their ways of working. Social changes have taken place because of the several 

forces like level of education, urbanization, feeling of autonomy, and international 

impact due to new information sources. These social changes affect the behavior of 

people in the organization. There, it is required to make adjustment in its working so 

that it matches with people. 

 Political and legal changes: Political and legal factors broadly define the activities 

which an organization can undertake and the methods which will be followed by it in 

accomplishing those activities. Any changes in these political and legal factors may 

affect the organization operation. 

https://www.mbaknol.com/management-concepts/leaders-role-in-being-a-catalyst-for-organization-change/
https://www.mbaknol.com/management-concepts/different-approaches-of-industrial-relations/
https://www.mbaknol.com/strategic-management/importance-of-strategy-in-business-enviornment/
https://www.mbaknol.com/strategic-management/importance-of-strategy-in-business-enviornment/
https://www.mbaknol.com/strategic-management/using-information-technology-to-achieve-competitive-advantage/
https://www.mbaknol.com/managerial-economics/implementation-of-new-economic-policy-to-indian-economy-in-1991/
https://www.mbaknol.com/strategic-management/core-competencies-competitive-base-for-organizational-success/
https://www.mbaknol.com/strategic-management/core-competencies-competitive-base-for-organizational-success/
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 Internal Forces Affecting Organizational Change 

It is not only the changes in external factors, which may necessitate organizational 

changes; any change in organization’s internal factors may also necessitate changes. Such 

a change is required because of two reasons: changes in managerial personnel and 

deficiency in existing organizational practices. 

 Changes in the managerial personnel: Besides environmental changes there is a 

change in managerial personnel. Old managers are replaced by new mangers, which 

necessitated because of retirement, promotion, transfer or dismissal. Each new 

manager brings his own ideas and way of working in the organization. The 

relationships, more in the organization. The relationships, more particularly informal 

ones, changes because of changes in managerial personnel. Moreover, attitude of the 

personnel change even though there is no changes in them. The result in that an 

organization has to change accordingly. 

 Deficiency in Existing organization: Sometimes, changes are necessary because of 

deficiency in the present organizational arrangement ad process. These deficiencies 

may be in the form of unmanageable span of management, large number of 

managerial levels, lack in co-ordination between various departments, obstacles in 

communication, multiplicity of committees, lack of uniformity in policy decisions, 

lack of cooperation between the line and staff, and so on. Beside these internal 

factors, there are two more internal factors that give rise to organizational changes. 

 Nature of the work force: The nature of work force has changed over a passage of 

time. Different work values have been expressed by different generations. Workers 

who are in the age group of 50 plus value loyalty to their employers. Workers in their 

mid thirties to forties are loyal to themselves only. The youngest generation of 

workers is loyal to their career. The profile of the workforce is also changing fast. 

The new generation of workers has better educational; they place greater emphasis on 

human values and questions authority of managers. Their behavior has also become 

very complex and leading them towards organizational goals is a challenge for the 

managers. The employee turnover is also very high which again put strain on the 

management. 

 To avoid developing inertia: In many cases, organizational changes take place just 

to avoid developing inertia or inflexibility. Conscious manager take into account this 

view of organization that organization should be dynamic because any single method 

is not the best tool of management every time. Thus, changes are incorporated so that 

the personnel develop liking for change and there is no unnecessary resistance when 

major change in the organization are brought about. 

3.7 Planned change- meaning  
 

Planned change is defined as the process of preparing the entire organization or at least 

a significant part of it for new goals or new direction. The direction can be culture, 

internal structures, metrics and records, processes, or any other relevant and related 

aspect. 

3.7.1 Steps in planned change  

Once an organization is committed to planned change, it should create a logical 

and stepwise approach to reach those objectives. 

https://www.mbaknol.com/management-concepts/organizational-goals/
https://www.mbaknol.com/modern-management-concepts/overcoming-resistance-to-change/
https://www.mbaknol.com/modern-management-concepts/overcoming-resistance-to-change/
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1. Identification of the need 

The need for recognition happens at a higher level of the organization, which 

involves senior management. They are the ones who recognize that there is a need to 

change.The change may be necessitated due to external or internal forces, and the senior 

management determines it. 

2. Develop goals of change 

Goals that change are necessary to be defined before the starting of the planned 

change. Evaluation of both threats as well as opportunities should be done, and the 

required changes in specific terms should be determined like the changes required for the 

product, culture, etc. Specific goals should be designed for them. 

3. Change agent 

The change agent, as the name suggests, is the one who drives change in the 

organization. He may be internal or external. The change agent should realize the things 

which need a change, be it a product, culture, or other things in the organization. Change 

agent is expected to be open to suggestions and ideas and also should support the 

execution of the suggestions into daily practice. 

4. Analysis of the current situation 

In this step, an analysis of the existing situation is performed. The change agent, 

which is selected, gathers data about the organization’s current situation. This data 

gathering has only one intention, which is to help the existing employees prepare. 

To push the employees to adopt the change, the negative feedback of the existing 

situation must be imparted on them. This will motivate them to shun the existing situation 

and go to adopt the new change, which is planned. 

5. Select the implementation method 

Now that the current method is analyzed and evaluated, different possible 

methods of implementation would be presented. Once all the queries are solved, the 

chosen plan is selected for the implementation. Managers ensure that they are self-

motivated towards the change. They visit organizations that have implemented new ideas, 

talk to people who have different views and ideas, and do everything needed to stay 

motivated for the change since they are the ones who will drive the change in their 

respective teams. 

6. Developing a plan 

As the name suggests, in this step, planning takes place. Specifics of the plan such 

as what, where, and how is determined in this step, and the plan is expected to act like a 

GPS map providing direction for the organization. If there are any events or activities 

which would drive the change, then such events should be timed to integrate the change 

process. Department-wise or person-wise responsibility is delegated to accomplish their 

respective objectives. 

7. Implementation of the selected plan 

There could be multiple plans in the process, some of which may be rejected and 

is one of which will be selected. After all the queries are answered, the plan is put into 

https://www.marketing91.com/change-agent/
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effect. Everyday problems faced by employees during the implementation of change can 

dilute the excitement of the change. It is the responsibility of the managers to maintain 

the excitement for the change by providing the required resources to their employees. 

They can also ask employees to develop new skills, and reiterate the change by having a 

strong support system for those employees who drive the change in their teams or 

themselves. 

8. Follow-up and evaluation 

The goals which were defined before the initiation of the change process are 

compared to the results which are obtained and changes if any, are done in the 

implementation process to obtain the desired results. If necessary, a follow up should be 

done to determine the completion since a positive result is expected by implementing the 

planned change. 

3.8 Effects of change 

Organizations require change leaders to drive the change, and they may hire both 

external and internal change leaders for their expertise and specialization. Both of them 

have unique abilities and influence on the change process. Following are the effects on 

different 

1. The entering stage 

The internal change leaders are at an advantage in the entering stage since they 

have access to the clients. This means they do not have to spend time building relations 

with the existing clients.They also understand the organizational goals and the problems 

associated and have direct access to direct information of the company, which saves their 

time further.This helps them to function smoothly by increasing efficiency. On the other 

hand, external change leaders will need to spend more time obtaining information and 

data about the company, which delays their work as compared to internal change leaders. 

2. The contracting stage 

Internal change leaders will have fewer things to worry about since they are 

already in the organization. Things like internal contracts and ample expenses will 

remove their concern on such things.On the other hand, external changes leaders do not 

get it so easy. They will have a formal contract and can decide whether their specialties 

and skills match the organizational goals agreeing to the assignment. 

3. The diagnosis stage 

In this third stage, internal change leaders already have a basic level of trust with 

most people in the organization, but external change leaders will have to spend more time 

building rapport.On the other hand, external changes leaders have high status as 

compared to their internal counterparts. This helps them investigate more pressing issues 

and provide their assessment more objectively to the company seniors. 

4. The intervention stage 

To ensure success, both internal, as well as external change leaders, should 

depend on valid information to make decisions. In this stage, compared to the external 

change leader, the internal counterpart will be more cautious because of having more 

robust bonds with the company.A person in higher authority or power will be able to 

https://www.marketing91.com/implementing-change/
https://www.marketing91.com/authority/
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influence the decisions made. Still, the same person will not have a similar authority over 

the external change leader since he is not related to the organization. 

5. The evaluation stage 

The internal change leader is present for the change as it is implemented in the 

organization. This will allow the internal leaders to make minor modifications as the 

change progresses.On the other hand, external change leaders are not present to see long-

term results. This is because they are not available in the organization and are not internal 

employees to look out for the long-term results.Planned change is necessary for every 

organization, and the implementation of it has to be done methodically. The number of 

steps in planned change may vary depending on the organization and the type of industry, 

but organizations must be prepared for the change. 

3.9 Types of organizational change 

There are many reasons for organizational change,in same way, there are many 

forms it can take. These changes aren't mutually exclusive; sometimes a company may 

experience more than one at a time. 

1. Strategic change 

Strategic change is a fundamental shift in a company’s direction, purpose, or 

mission. Companies often reevaluate their position in the marketplace and decide 

changes are in order. These changes may be a new business model, redefined target 

audiences, or a pivot to new products or services. A company’s goal through a 

strategic change is to remain relevant and competitive through conditions that might 

have a negative impact if the change was not occurring. 

2. People-centric change 

This type of change covers anything that relates to the human aspects of a 

business. It could mean shifts in personnel, leadership shakeups, or an attempt to alter 

the company culture. The purpose of this type of change is to ensure employees are 

aligned with the evolving objectives of the company. Initiatives such as training 

programs, team-building exercises, and leadership development programs are often a 

part of people-centric changes. 

3. Structural change 

This type of change occurs when a business needs to modify its organizational 

framework. It could involve department mergers or the creation of new departments, 

downsizing or expansion of staff, changes to management hierarchy, or any other 

structural change. These changes often come when a business realizes its operational 

efficiency can be improved by making such changes. The goal is typically to improve 

workflows and productivity. 

4. Technological change 

Companies are continuously seeking to stay at the cutting edge of technology 

in their industry. Technological change happens when old systems need to be updated. 

It can be changes in local software, more advanced machinery, or a transition to 

https://dovetail.com/employee-experience/what-is-company-culture/


59 

cloud-based solutions. In addition to the changes in technology, this type of 

organizational change often requires training staff in the new technology. 

5. Unplanned change 

This type of change is the result of some unforeseen circumstances that the 

company must adapt to quickly. We have seen the example of the pandemic 

lockdowns, but events such as market disruptions, regulatory shifts, and economic 

issues can all prompt similar needs for organizational change. The negative impact of 

this type of change can be mitigated with improved risk assessment and contingency 

plans. 

6. Incremental change 

Although technically just a form that any of the previously mentioned types of 

change can take, incremental change is worth mentioning as a separate item. Changes 

do not always have to happen immediately. Sometimes, a business bakes an end goal 

into a lengthier timeframe, preferring to make incremental steps rather than one giant 

leap. When rapid change is not necessary, incremental change can allow management 

time to refine each step and adapt future ones before moving on. 

3.10 Impacts of organizational change on Management  

As company leaders, managers play a pivotal role in organizational change. Their 

influence determines the direction, pace, and success of any change initiative. 

Management is responsible for setting the vision and objectives for change and 

providing a clear roadmap.How well management conveys the reasons for the change 

and its benefits determines how much resistance there will be to the change from 

employees. The leaders’ commitment and involvement set the tone for the staff's 

enthusiasm for the project. 

i. The various roles of leaders 

At various points in the change process, leadership will wear many hats. In dealing 

with superiors, subordinates, and peers, there are a lot of relationships to be managed 

during an often stressful change process. 

ii. Communicator 

Managers are the company’s voice for the people who work for them. They are 

responsible  for relaying information about the change to all relevant members of 

staff. The will need to make sure everyone understands the reasons for the change, its 

benefits, and the details of its implementation. This will reduce the uncertainty and 

misconceptions, helping to reduce resistance to the change and ensure a smoother 

process. 

iii. Liaison 

Managers aren't only dealing with the people who work for them. They're also 

dealing with their peers: managers from other departments. They facilitate the flow of 

information between departments and aim for all departments to be on the same page 

regarding the changes. Managers may also be the liaison between customers and 

vendors, helping identify the change and making clients aware of how the change 

might impact deliveries, product quality, and pricing. 
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iv. Advocate 

Management always needs to advocate and support the change. As the tone setters 

for the rest of the company, their attitudes will play a key role in getting everyone on 

board.For those employees who are resistant to the change, management can help 

them understand why it is necessary and/or beneficial. 

v. Resistance manager 

Sometimes, advocacy alone isn't enough to temper resistance to organizational 

change. For those times, leadership needs to go a step further. By listening to 

employee concerns and offering solutions, management can turn hesitant employees 

into advocates. Everyone assuming this role must be well-versed in the changes so 

they can properly address issues and clear up any misunderstandings. 

vi. Coach 

Some changes are harder than others. In challenging cases, employees will need help 

adapting. A manager's role here is to provide staff with the resources and training 

needed to get up to speed with the new way of doing things.Encouragement 

and constructive feedback are also vital elements of effectively coaching staff through 

a major change. 

3.11 Strategies to drive successful organizational change 

i. Establish a clear vision and goals: Without a clear vision of its destination, 

no business can get there. Keeping the goals of the business aligned with the 

goals of stakeholders requires everyone to know where they stand and where 

they want to be. Measures and milestones should be outlined so the company 

knows when the changes have occurred and how they’re being implemented. 

ii. Prioritize steps: Operational change consists of many steps, not all of which 

can be completed at once. Prioritizing the steps that will have the largest 

impact on the company and which ones depend on others will help guide the 

process. 

iii. Secure buy-in from your entire organization: Even under the best 

circumstances, change can be hard. It's even harder when everyone isn't on 

board. All stakeholders should have a say early on about how the change will 

look, and the benefits of the final plan should be explained to everyone. 

Establish a plan to deal with organizational resistance. 

iv. Build a change implementation plan: Draw up a detailed roadmap that 

outlines every step of the transition, including required resources and the 

people and roles to be involved. 

v. Focus on training and support: As things start changing, staff need to adapt 

to the new way of doing things. Provide comprehensive training whenever 

necessary and put into place support for employees who need extra help. 

vi. Ensuring employees have the resources they need: The implementation plan 

should account for any resources required to implement the change. Once the 

process has begun, management needs to follow up with staff to ensure 

everyone has what they need. 

https://dovetail.com/employee-experience/interview-feedback/
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 Exercise: 

Q-1 Answer the following Questions: 

1 Write the Meaning and Definition of organisational change. 

2 Write about the Nature of organisational change. 

3 What are the Reasons/causes for Organisational Change? 

3 Explain Process of Organisational Change. 

4 Explain Factors Affecting organisational change. 

5 What is planned change? Write meaning and steps in planned change? 

6 What are the Effects of change? 

7 State and Explain Types of Organisational Change. 

8 Write on managing organisational change. 

9 Explain Strategies to drive successful organizational change. 
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4.1 Introduction 

Organizational dynamics, as a concept within the field of Organizational 

Behavior (OB), explores the complex and evolving interactions between individuals, 

groups, and structures within an organization. It delves into how these elements 

influence each other and shape the functioning, culture, and effectiveness of the 

organization as a whole. Understanding organizational dynamics is crucial for 

managers, leaders, and employees alike, as it helps navigate the often intricate web of 

relationships, behaviors, and processes that define how an organization operates. 

 

At its core, organizational dynamics examines how human behavior—shaped 

by attitudes, perceptions, motivations, and emotions—interacts with organizational 

structures, policies, and practices. These interactions have a direct impact on 

organizational performance, productivity, and the work environment. The forces at 

play within an organization are not static; they are dynamic, evolving, and often 

subject to external factors such as economic changes, technological advancements, or 

shifts in societal values. 

 

4.1.1The Key Components of Organizational Dynamics 

 

Individual Behavior: Organizational dynamics begins with the individual level, as 

employees' thoughts, actions, and interactions influence organizational outcomes. 

Individual behavior, including motivation, decision-making, job satisfaction, and 

performance, is shaped by both personal factors and the organizational environment. 

Understanding these dynamics allows managers to address employee needs, optimize 

performance, and improve workplace satisfaction. 

Group Behavior: In any organization, individuals rarely work in isolation. The 

collective behavior of groups, teams, and departments plays a significant role in 

shaping the organization's success. Group dynamics, including communication, 

collaboration, leadership, and decision-making processes, are central to organizational 

functioning. The ability to effectively manage and harness the power of groups is 

essential for achieving organizational goals. 

ORGANISATIONAL DYNAMICS UNIT-4  
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Organizational Culture: An organization's culture—its shared values, beliefs, and 

norms—shapes how employees behave, communicate, and make decisions. 

Organizational culture is often the unseen force that governs how work is done and 

how relationships are maintained. A strong, positive culture can enhance employee 

engagement, foster innovation, and improve organizational cohesion. Conversely, a 

toxic culture can lead to high turnover, low morale, and poor performance. 

Leadership and Power Dynamics: Leadership plays a pivotal role in shaping 

organizational dynamics. Leadership styles, whether transformational, transactional, 

or laissez-faire, directly influence how individuals and groups behave and perform. 

Additionally, power dynamics within an organization, such as hierarchical structures 

or informal networks of influence, affect decision-making, conflict resolution, and the 

distribution of resources. 

Change Management: Organizational dynamics are not only concerned with 

understanding the current state of an organization but also with managing change. 

Change is inevitable, whether it is driven by technological innovation, market shifts, 

or internal restructuring. Effective change management requires understanding how 

individuals and groups respond to change, as well as the strategies needed to facilitate 

smooth transitions and minimize resistance. 

Organizational dynamics in OB is a critical area of study that offers insights 

into the factors that drive organizational behavior and performance. By understanding 

the complex interplay of individual, group, and organizational factors, OB helps 

organizations optimize their processes, improve decision-making, and create a 

positive and productive work environment. With organizations increasingly operating 

in fast-changing and competitive environments, the ability to understand and manage 

organizational dynamics is more important than ever in fostering long-term success 

and adaptability. 

 

4.2 Organisational Culture 

 

Organizational culture is a foundational element in the study of organizational 

dynamics, as it significantly shapes the behaviors, values, and interactions of 

individuals within an organization. It refers to the shared beliefs, norms, practices, and 

values that define how employees interact with each other, approach their work, and 

contribute to the organization's goals. Organizational culture influences decision-

making, communication, motivation, and conflict resolution, making it a critical factor 

in determining the overall effectiveness of the organization. 

 

At its core, organizational culture is the "personality" of an organization. It 

develops over time through the collective experiences of employees, leadership, and 

the external environment. Organizational culture is not just about how things are done 

within the organization, but why they are done that way. It is often described in terms 

of shared assumptions and values, which can be both visible (e.g., workplace layout, 

dress code, rituals) and invisible (e.g., underlying assumptions, unspoken rules). 

 

4.2.1 Elements of Organizational Culture 

 

 Values and Beliefs: The core values and beliefs of an organization represent 

its fundamental principles and guide decision-making and behaviors. These 
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values are often articulated in the organization's mission or vision statements, 

and they influence how employees prioritize goals and allocate resources. For 

example, a company that values innovation may foster a culture of risk-taking 

and creativity, while one that emphasizes efficiency may prioritize streamlined 

processes and cost-cutting. 

 Norms and Practices: Organizational norms are the unwritten rules that 

govern how employees behave in different situations. They dictate what is 

considered acceptable behavior and how work is done on a daily basis. Norms 

influence everything from communication styles to work-life balance to 

problem-solving approaches. In some cultures, collaboration and teamwork are 

the norm, while in others, individual achievement and competition may be 

prioritized. 

 Symbols and Rituals: Organizational culture is also expressed through 

symbols, rituals, and artifacts that convey meaning and reinforce shared values. 

These might include specific ceremonies (such as annual meetings or award 

ceremonies), office layouts, or even the language used within the organization. 

These rituals and symbols help build a sense of belonging and identity among 

employees, reinforcing the values that are central to the organization's culture. 

 Leadership and Management Style: The leadership style within an 

organization significantly impacts its culture. Leaders are often the primary 

drivers of culture, shaping the organization's values and norms through their 

behavior, communication, and decision-making. For example, a 

transformational leader who encourages innovation will likely cultivate a 

culture of creativity and risk-taking, while a transactional leader focused on 

efficiency may foster a culture centered around structure and productivity. 

4.2.2 Types of Organizational Culture 
  

Organizational culture can take many forms, and various frameworks categorize 

cultures based on specific characteristics. One common framework is the Competing 

Values Framework, which classifies organizational cultures into four types: 

 

 Clan Culture: Focused on collaboration, trust, and a strong sense of 

community. These organizations value teamwork and employee well-being. 

 Adhocracy Culture: Emphasizes innovation, flexibility, and risk-taking. 

Organizations with this culture encourage creativity and experimentation. 

 Market Culture: Results-oriented and competitive. Organizations with a 

market culture focus on achieving goals, meeting customer needs, and 

outperforming competitors. 

 Hierarchy Culture: Highly structured and formalized. These organizations 

prioritize stability, control, and efficiency, often with clearly defined roles and 

procedures. 

4.2.3 Impact of Organizational Culture on Organizational Dynamics 

 

Organizational culture profoundly influences various dynamics within the 

organization. A strong, positive culture can foster collaboration, enhance employee 
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engagement, and promote a sense of shared purpose. Employees in such environments 

are often more motivated, more productive, and more likely to stay with the 

organization long-term. On the other hand, a negative or toxic culture—characterized 

by poor communication, lack of trust, or an emphasis on individualism—can lead to 

low morale, high turnover, and inefficiency. 

 

Moreover, organizational culture plays a significant role in managing change. 

Organizations with adaptive, flexible cultures are generally better equipped to respond 

to external challenges or market shifts. In contrast, rigid cultures may struggle with 

innovation and adaptability, resisting necessary changes that could improve 

performance. 

 

Organizational culture is a critical element of organizational dynamics, 

influencing how employees interact, make decisions, and pursue common objectives. 

By understanding and shaping organizational culture, leaders can align employees' 

behaviors and attitudes with the organization’s strategic goals, creating a more 

effective, productive, and harmonious workplace. A positive organizational culture 

not only boosts employee satisfaction but also drives the organization toward 

sustained success in an ever-changing business environment. 

 

4.3 Social Responsibilities of Organisations 

 

In the context of organizational dynamics, corporate social responsibility 

(CSR) refers to the ethical obligation organizations have to contribute positively to 

society, beyond their primary goal of generating profits. As organizations increasingly 

operate in a globalized world, their influence extends beyond just employees and 

shareholders to include communities, the environment, and society at large. 

Understanding the social responsibilities of organizations is crucial to maintaining 

sustainable growth, fostering goodwill, and ensuring long-term success. 

 

Corporate social responsibility (CSR) aligns closely with the broader concept of 

organizational dynamics, as it encompasses not just the interaction between an 

organization and its internal stakeholders (employees, managers, and leaders) but also 

its relationship with external stakeholders (consumers, communities, governments, 

and the environment). A company's commitment to social responsibility can have a 

profound impact on its culture, employee morale, brand image, and stakeholder 

relations. Organizations with a clear focus on CSR demonstrate a recognition that 

their actions affect the broader social fabric, and as such, they have an obligation to 

act ethically and responsibly. 
 

4.3.1 Key Areas of Social Responsibility 
 

 Environmental Responsibility: One of the most visible aspects of CSR in 

contemporary organizations is environmental responsibility. This refers to the 

steps companies take to minimize their environmental footprint, such as 

reducing waste, conserving energy, and adopting sustainable practices. For 

example, many organizations now implement recycling programs, reduce 

emissions, and utilize renewable energy sources to mitigate climate change. By 

taking environmental responsibility seriously, organizations contribute to a 

healthier planet while simultaneously fostering positive relationships with 

customers and regulatory bodies concerned with environmental sustainability. 
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 Ethical Labor Practices: Social responsibility also involves ensuring fair 

treatment of employees and stakeholders throughout the supply chain. This 

includes offering safe working conditions, fair wages, and promoting diversity 

and inclusion in the workplace. Ethical labor practices may also extend to 

addressing human rights concerns, such as eliminating child labor or promoting 

gender equality in the workforce. Organizations that prioritize these practices 

not only enhance their internal dynamics but also build a reputation as 

employers of choice, which can help attract and retain top talent. 

 Community Engagement and Support: Organizations have a responsibility to 

engage with the communities where they operate. This includes supporting local 

initiatives, contributing to charitable causes, or participating in community 

development programs. Many companies establish foundations, donate to local 

organizations, and encourage employees to volunteer. These activities enhance 

the company's image, strengthen its ties with local stakeholders, and help create 

a positive organizational culture centered on social impact. 

 Consumer Protection and Fair Marketing: Social responsibility extends to 

ensuring that organizations provide safe, high-quality products and services. 

Ethical consumerism is a growing concern, and organizations are increasingly 

being held accountable for the impact their products have on consumer health 

and safety. Fair marketing practices, transparency, and accountability in 

advertising all contribute to maintaining a trustworthy relationship with 

consumers. Additionally, businesses that prioritize consumer protection build 

trust and loyalty, which are key components of long-term business success. 

 Sustainable Economic Practices: Beyond environmental and social concerns, 

organizations are also expected to contribute to the economic well-being of 

society. This involves adopting ethical financial practices, contributing to local 

economies, and ensuring that business strategies foster economic growth. By 

supporting small businesses, creating jobs, and contributing to innovation, 

organizations can help drive broader economic prosperity while maintaining 

their competitive edge. 

4.3.2 Impact on Organizational Dynamics  
 

The social responsibilities of organizations profoundly influence their internal 

dynamics. A company committed to CSR can create a workplace culture that is driven 

by ethical values, which leads to increased employee satisfaction and motivation. 

Employees in socially responsible organizations are often more engaged, feel a greater 

sense of pride in their work, and are more likely to align with the organization's 

mission and values. 

Additionally, social responsibility can strengthen relationships with external 

stakeholders. Customers increasingly prefer brands that align with their values, and 

investors are more likely to support companies that demonstrate a commitment to 

social good. Organizations that embrace CSR create goodwill and trust, which can 

enhance their competitive position in the market. 

Furthermore, organizations that practice social responsibility are better positioned to 

manage risks related to regulatory changes, environmental challenges, and 

reputational damage. By adopting ethical and sustainable practices proactively, 
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organizations can mitigate the negative impacts of external pressures and build 

resilience over time. 

The social responsibilities of organizations are an integral aspect of organizational 

dynamics. Organizations that prioritize CSR are not only acting ethically but also 

strengthening their internal culture, enhancing stakeholder relationships, and ensuring 

long-term success. By adopting responsible practices in areas such as environmental 

sustainability, labor ethics, community engagement, consumer protection, and 

economic contribution, companies contribute to the well-being of society while also 

positioning themselves for competitive advantage in a rapidly evolving global 

marketplace. Social responsibility is no longer a mere option but a crucial element for 

businesses aiming to thrive in today’s interconnected world. 

4.4 Organisational Ethics and Values 

In the context of organisational dynamics, ethics and values serve as the 

cornerstone upon which an organisation builds its culture, decision-making, and 

relationships both within and outside the organisation. Organisational dynamics refers 

to the patterns of behavior, power structures, and interactions that evolve in an 

organisation. A company’s ethical standards and core values shape these dynamics by 

influencing how employees interact with one another, make decisions, and pursue the 

organisation’s objectives. In this context, ethical principles not only affect an 

organisation’s internal environment but also its reputation, sustainability, and long-

term success. 

4.4.1 Importance of Organisational Ethics and Values 

Organisational ethics refers to the moral guidelines that an organisation adopts 

in its operations, decision-making, and relationships with stakeholders. Values are the 

guiding principles that reflect what an organisation considers important and desirable. 

Together, these components establish the foundation for a productive and healthy 

organisational environment. Organisational ethics and values are critical in shaping 

several aspects of organisational dynamics: 

 Trust and Collaboration: Trust is essential for effective collaboration, and when 

ethical behavior is ingrained within the organisational culture, it fosters an 

environment where employees feel secure and respected. This sense of trust 

promotes open communication, teamwork, and a willingness to share knowledge 

and resources. Ethical conduct reduces the risk of internal conflicts and enhances 

cooperation between different levels of the organisation. 

 Decision-Making: Ethical values help guide decision-making processes by 

providing a clear framework for assessing actions and their potential impact. 

When organisations prioritize ethical decision-making, they are more likely to 

consider the long-term consequences of their actions rather than focusing solely 

on short-term gains. This leads to more sustainable practices that benefit both the 

organisation and its stakeholders. 

 Reputation and Public Perception: A strong ethical foundation is vital for 

maintaining a positive public image. Ethical lapses or scandals can severely 

damage an organisation’s reputation and result in a loss of customer loyalty, legal 

ramifications, and damage to stakeholder trust. Organisations that demonstrate a 
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commitment to values such as integrity, transparency, and fairness tend to build a 

solid reputation that attracts both customers and talent. 

 Employee Engagement and Satisfaction: Organisational values directly impact 

employee morale. When employees perceive their workplace as ethical and 

values-driven, they are more likely to feel engaged, motivated, and satisfied with 

their work. A positive ethical climate can contribute to job satisfaction, lower 

turnover rates, and improved overall productivity. Employees are also more likely 

to be proud of their organisation, which can translate into greater commitment 

and advocacy for the company. 

 Conflict Resolution: Conflicts are inevitable in any organisation, but when an 

organisation is grounded in strong ethical values, it provides a framework for 

resolving disputes fairly and equitably. Ethical decision-making ensures that all 

parties are treated with respect, fostering an environment where conflicts are 

addressed in a manner that aligns with the organisation’s core values. 

4.4.2 Key Ethical Values in Organisational Dynamics 

 

Several core ethical values are essential for creating a positive and dynamic 

organisational culture: 

 

 Integrity: Integrity is the commitment to honesty, fairness, and consistency in 

actions. Organisations that prioritize integrity foster an environment of 

transparency, accountability, and reliability. This helps establish a foundation of 

trust within the organisation and with external stakeholders. 

 Respect: Respect for diversity, individual differences, and differing perspectives 

is a cornerstone of ethical behaviour. Organisations that value respect are more 

likely to create inclusive environments where all employees feel valued and 

empowered to contribute to their fullest potential. 

 Fairness: Fairness involves treating all employees, customers, and stakeholders 

equitably, regardless of their background or position. It ensures that decision-

making processes are impartial, just, and without bias, which enhances morale 

and reduces discrimination or inequality. 

 Accountability: Accountability ensures that individuals and teams are 

responsible for their actions, decisions, and outcomes. When an organisation 

holds employees accountable to ethical standards, it helps maintain high 

performance and discourages unethical practices. 

 Transparency: Transparency promotes open communication and the sharing of 

information within the organisation. It builds trust and ensures that employees 

understand the rationale behind decisions and processes. Transparency also helps 

avoid misunderstandings and fosters a culture of openness. 

 Sustainability: Ethical organisations also value sustainability—making decisions 

that do not compromise the ability of future generations to meet their needs. 

Sustainability in this sense goes beyond environmental concerns; it includes 

social and economic dimensions such as fair labor practices, responsible resource 

use, and long-term financial health. 
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4.4.3 Challenges to Organisational Ethics and Values 

 

While organisational ethics and values are crucial to maintaining a dynamic 

and positive work environment, their implementation can face several challenges: 

 

 Cultural Differences: In multinational organisations, cultural differences can 

sometimes complicate the establishment of universal ethical standards. What is 

considered ethical in one culture may not be viewed the same way in another. 

Organisations must navigate these differences sensitively while ensuring core 

ethical principles remain intact. 

 Competing Interests: In large organisations, various departments or individuals 

may have competing interests or priorities. Balancing these often conflicting 

demands while adhering to ethical standards can be difficult, particularly when 

financial pressures or market demands are at odds with ethical considerations. 

 Short-Term Profit Focus: Some organisations may be tempted to prioritize 

short-term profits over long-term sustainability, leading to ethical compromises. 

This short-term focus can undermine long-term relationships with stakeholders 

and damage the organisation’s ethical reputation. 

 Lack of Leadership Commitment: Ethical values must be championed by 

leadership. If senior leaders fail to demonstrate a commitment to ethics, it can 

undermine the organisation’s efforts to instill these values at all levels. Leadership 

sets the tone for the entire organisation and their actions will influence the 

organisational dynamics. 

Organisational ethics and values are integral to shaping the dynamics of an 

organisation. They influence decision-making, trust, collaboration, employee 

engagement, and the overall reputation of the company. By embedding strong ethical 

values such as integrity, respect, fairness, and transparency, organisations can foster a 

healthy, sustainable, and productive environment. However, challenges such as 

cultural differences, competing interests, and financial pressures must be carefully 

managed to ensure that ethics remain a guiding force. Ultimately, organisations that 

prioritise ethics and values are better positioned to succeed in a rapidly changing 

business landscape while maintaining positive relationships with all stakeholders. 

4.5 Process of Learning Organisations 

A learning organisation is one that continually evolves by fostering a culture of 

continuous learning, knowledge sharing, and innovation. This approach empowers 

employees to adapt to change, solve complex problems, and contribute to 

organisational success through collective intelligence and creativity. In the context of 

organisational dynamics, the process of becoming and maintaining a learning 

organisation involves integrating learning practices into everyday activities, shaping 

the behaviour of individuals and groups, and fostering an environment that encourages 

exploration, risk-taking, and collaboration. 

The concept of a learning organisation was popularised by Peter Senge in his book 

The Fifth Discipline, where he identified five key disciplines necessary for creating a 

learning organisation: systems thinking, personal mastery, mental models, shared 

vision, and team learning. These disciplines help shape the dynamics within the 
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organisation, ensuring that learning and development are embedded in both strategic 

decisions and day-to-day operations. 

4.5.1 Key Components of a Learning Organisation 

 Systems Thinking 

 Systems thinking is the foundational discipline in a learning organisation. It 

involves understanding how different parts of the organisation are interrelated and 

how actions in one area can affect others. By adopting a systems thinking approach, 

an organisation can avoid siloed thinking and develop a holistic perspective on 

challenges and opportunities. This mindset helps employees see the "big picture" and 

recognize patterns over time, which is critical for adapting to environmental changes 

and anticipating future needs. The result is a more agile organisation, capable of 

responding to shifting market dynamics and technological disruptions. 

 Personal Mastery 

 Personal mastery refers to the process of individuals striving to achieve their 

fullest potential. It involves continual self-improvement, gaining expertise, and 

developing the skills necessary to contribute meaningfully to the organisation’s 

success. In a learning organisation, personal mastery is encouraged through ongoing 

training, mentoring, and the creation of opportunities for professional development. 

As employees develop their personal mastery, they not only enhance their own 

capabilities but also bring new insights and ideas that can drive organisational learning. 

 Mental Models 

 Mental models are deeply ingrained assumptions, beliefs, and frameworks that 

shape how individuals interpret the world and make decisions. In a learning 

organisation, there is a strong emphasis on challenging and updating these mental 

models to ensure they remain relevant in a changing environment. This process 

involves encouraging employees to question existing assumptions, share diverse 

perspectives, and consider alternative approaches. By doing so, organisations can 

avoid the trap of operating based on outdated practices and instead foster a culture of 

innovation and adaptive thinking. 

 Shared Vision 

 A shared vision is a unifying goal that aligns the efforts of all members of the 

organisation. In a learning organisation, this vision is not imposed from the top down 

but is collectively developed and embraced by employees at all levels. A shared vision 

helps create a sense of purpose and direction, motivating individuals to contribute to 

the organisation's learning and success. It fosters collaboration, as people work 

together towards a common goal, and helps align personal objectives with 

organisational priorities. A clear and compelling shared vision ensures that learning is 

aligned with the broader strategic goals of the organisation. 

 Team Learning 

 Team learning involves the capacity of a group to think together, solve 

problems collectively, and develop shared understanding. It goes beyond individual 

learning by fostering collaborative learning and knowledge exchange. In a learning 
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organisation, teams are encouraged to engage in dialogue, share experiences, and learn 

from each other’s insights. Techniques like brainstorming, group problem-solving, 

and regular team reflections help promote team learning. By enhancing team learning, 

organisations can create synergy, allowing teams to tackle complex challenges and 

innovate in ways that would be difficult for individuals working in isolation. 

4.5.2 The Process of Becoming a Learning Organisation 

 

The journey to becoming a learning organisation involves several stages. It is not a 

one-time initiative, but a continuous process that requires commitment, reflection, and 

adaptation. Here are the key steps in the process: 

 

 Establishing a Learning Culture 

A learning organisation begins with establishing a culture that values learning at 

all levels. This involves creating an environment where employees are encouraged to 

experiment, make mistakes, and learn from those mistakes without fear of retribution. 

Leaders must model a commitment to learning by being open to new ideas, admitting 

errors, and continuously seeking self-improvement. This culture of psychological 

safety is essential for fostering creativity, knowledge sharing, and a willingness to take 

risks. 

 Investing in Learning and Development 

 Organisations must invest in programs that support both individual and 

collective learning. This could include formal training, mentoring, knowledge-sharing 

platforms, workshops, and job rotation schemes. Importantly, learning should not be 

restricted to technical skills but should also focus on leadership development, 

emotional intelligence, and collaborative skills. By continuously upskilling their 

workforce, organisations ensure that employees are equipped to meet current and 

future challenges. 

 Encouraging Reflection and Feedback 

 Reflection is a key element in the learning process. Organisational dynamics 

improve when employees regularly reflect on their actions, decisions, and results. 

Feedback mechanisms, such as performance reviews, 360-degree feedback, and 

regular team retrospectives, help identify areas for improvement and opportunities for 

growth. In a learning organisation, feedback is viewed as a positive tool for growth 

rather than as criticism, and employees are encouraged to seek and provide 

constructive feedback. 

 Facilitating Knowledge Sharing 

 Effective knowledge sharing is critical to the learning process. A learning 

organisation promotes an open exchange of information, ideas, and insights across 

departments and teams. This can be facilitated through digital platforms, informal 

meetings, knowledge repositories, and cross-functional projects. By breaking down 

silos and encouraging collaboration, organisations can ensure that valuable knowledge 

is shared and applied across the organisation. 
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 Encouraging Innovation and Experimentation 

Learning organisations embrace innovation as a key driver of progress. They 

encourage employees to think outside the box and experiment with new approaches. 

This is done by supporting pilot projects, testing new ideas in controlled environments, 

and fostering an attitude of curiosity and exploration. Experimentation can lead to 

breakthroughs, even if some efforts fail, as long as the failure is viewed as an 

opportunity for learning rather than a setback. 

4.5.3 Challenges in Becoming a Learning Organisation 

 

While the process of becoming a learning organisation offers significant benefits, 

it also presents challenges. Resistance to change is common, especially in 

organisations with entrenched cultures or hierarchical structures. There can also be a 

lack of alignment between short-term goals and long-term learning objectives. 

Overcoming these challenges requires strong leadership, clear communication, and a 

commitment to continuous improvement. 

 

The process of becoming a learning organisation is central to fostering a dynamic, 

responsive, and innovative environment. By focusing on continuous learning, 

knowledge sharing, and collaboration, organisations can adapt to changing 

environments, solve complex problems, and enhance their long-term performance. 

The integration of systems thinking, personal mastery, shared vision, mental models, 

and team learning creates a culture that drives both individual and collective growth. 

Through sustained investment in learning, reflection, and experimentation, 

organisations can navigate the complexities of the modern business landscape and stay 

competitive in an ever-changing world. 

 

4.6 Cross Cultural Dynamics 

 

In today's globalized business environment, organizations are increasingly 

operating in cross-cultural contexts. Understanding cross-cultural dynamics is 

essential for fostering effective communication, teamwork, and innovation in a diverse 

workforce. Organizational dynamics refer to the patterns of interactions, relationships, 

and processes that shape how an organization functions. When these dynamics involve 

individuals from different cultural backgrounds, there is an added layer of complexity 

that requires careful attention. 

 

4.6.1 Cultural Differences and Their Impact 

 

 Cultural differences can manifest in various ways, such as communication 

styles, decision-making processes, attitudes towards authority, and work ethics. For 

instance, some cultures may prioritize hierarchy and formal authority, while others 

may emphasize egalitarianism and team-based decision-making. These differences 

can influence how employees interact with one another, how decisions are made, and 

how tasks are managed. 

 

 For example, in a culture with a high-context communication style, such as 

Japan or many Arab countries, much of the communication relies on non-verbal cues 

and implicit messages. In contrast, low-context cultures, like the United States or 

Germany, tend to rely more on explicit and direct communication. When employees 
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from these different cultural backgrounds work together, misunderstandings or 

conflicts can arise if the differences are not acknowledged and managed effectively. 

 

4.6.2 The Role of Cultural Intelligence (CQ) 

 

To navigate cross-cultural dynamics successfully, individuals and organizations 

must develop cultural intelligence (CQ), which refers to the ability to understand, 

respect, and adapt to different cultural norms and practices. CQ involves cognitive, 

emotional, and behavioral components: 

 

 Cognitive CQ: Knowledge about cultural differences and how these affect 

behavior. 

 Emotional CQ: The ability to relate to and empathize with people from different 

cultures. 

 Behavioral CQ: The ability to adapt one's behavior to interact effectively in 

diverse cultural settings. 

Leaders with high CQ can bridge cultural gaps, fostering an environment of 

inclusivity and collaboration. This can be particularly important in multinational 

organizations, where a lack of cultural awareness can hinder performance and lead to 

misunderstandings. 

 

4.6.3 Organizational Strategies for Managing Cross-Cultural Dynamics 

 

Organizations can implement various strategies to manage cross-cultural 

dynamics effectively: 

 

 Training and Development: Providing cultural sensitivity and diversity training 

helps employees understand cultural differences and develop skills to work 

effectively in diverse teams. 

 Inclusive Leadership: Leaders should model inclusive behavior and encourage a 

culture of respect and openness to different perspectives. This includes adapting 

leadership styles to suit cultural preferences—for example, balancing directive 

and participative leadership based on the team's cultural orientation. 

Clear Communication: Establishing clear communication norms and expectations 

can help mitigate the risk of misunderstandings. Encouraging open dialogue and 

providing platforms for feedback can also improve cross-cultural collaboration. 

Team Diversity: Creating diverse teams, where different perspectives and 

experiences are valued, can lead to more creative problem-solving and innovation. 

However, teams must be carefully managed to ensure cohesion and avoid cultural 

clashes. 

Conflict Resolution Mechanisms: Conflicts are inevitable in cross-cultural teams, 

but having structured conflict resolution processes that respect cultural sensitivities 

can help organizations address issues effectively. 

Cross-cultural dynamics are a crucial aspect of organizational success in the 

modern global economy. By recognizing and addressing cultural differences, 

developing cultural intelligence, and implementing strategies that promote inclusivity 
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and effective communication, organizations can enhance productivity, innovation, and 

employee satisfaction. As organizations continue to expand across borders, the ability 

to manage cultural diversity will remain a key driver of competitive advantage. 

 

4.7 Management of Diversity 

 

Diversity management plays a crucial role in shaping the dynamics of 

organizations in today’s globalized business environment. It refers to the practices, 

policies, and strategies used by organizations to create an inclusive and respectful 

work environment that leverages the varied backgrounds, experiences, and 

perspectives of employees. Effectively managing diversity not only enhances 

organizational culture but also boosts productivity, innovation, and overall 

organizational performance. 

4.7.1. Understanding Diversity and Its Importance 

Diversity in the workplace encompasses a wide range of differences among 

individuals, including but not limited to ethnicity, gender, age, nationality, sexual 

orientation, disability, and socioeconomic background. These differences can 

influence how employees approach problem-solving, communicate, and collaborate. 

Embracing this diversity can enrich organizational dynamics by providing a broader 

range of ideas, experiences, and solutions. 

In a competitive business environment, diverse teams are proven to generate 

better outcomes. Organizations that embrace diversity can tap into varied viewpoints, 

improving creativity, innovation, and decision-making processes. Moreover, a diverse 

workforce is better equipped to serve a global customer base, as employees can relate 

to different cultural nuances and preferences. 

4.7.2. Strategies for Managing Diversity 

Effective diversity management requires intentional strategies that foster 

inclusivity and reduce biases. Key strategies include: 

 Leadership Commitment: Strong leadership is critical to promoting diversity 

within an organization. Leaders must not only endorse diversity but also take 

visible, concrete actions to ensure its integration into the organization's culture. 

This involves creating policies that prioritize diversity, equity, and inclusion (DEI) 

and holding individuals accountable for their actions. 

 Recruitment and Hiring Practices: One of the first steps to managing diversity is 

to implement inclusive recruitment practices. This involves ensuring that hiring 

processes do not inadvertently favor one group over another. Job postings should 

be widely disseminated, and interview panels should be diverse. By attracting a 

broader pool of candidates, organizations can enhance diversity in their workforce 

from the outset. 

 Training and Awareness Programs: Diversity training programs help employees 

understand the value of diversity and the importance of inclusivity in the workplace. 

These programs aim to challenge stereotypes, reduce unconscious biases, and teach 

employees how to communicate and collaborate effectively across differences. 
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 Employee Resource Groups (ERGs): ERGs are voluntary, employee-led groups 

that bring together individuals with common interests or backgrounds. They 

provide a sense of community for employees, promote networking, and can serve 

as a platform for sharing ideas that improve organizational practices related to 

diversity. 

 Mentoring and Career Development: Providing mentorship and career 

development opportunities for underrepresented groups can help ensure that all 

employees have equal access to leadership roles. This approach promotes upward 

mobility and contributes to the creation of a more equitable organizational 

environment. 

4.7.3. Benefits of Managing Diversity 

The benefits of managing diversity are manifold. First, it leads to a more engaged 

workforce. When employees feel valued and included, they are more likely to be 

motivated, productive, and loyal. Second, diverse teams are better at problem-solving 

and innovation due to the range of perspectives they bring. This is particularly 

important in industries where creativity and new ideas drive competitive advantage. 

Moreover, organizations that prioritize diversity are better positioned to attract 

top talent. As more employees, particularly younger generations, seek workplaces that 

reflect their values of inclusivity and fairness, companies that are committed to 

diversity are more likely to retain skilled professionals. 

Managing diversity is not just a moral or ethical obligation but a strategic 

imperative for organizations seeking long-term success. By fostering an inclusive 

culture, developing diverse teams, and leveraging the unique strengths of individuals 

from different backgrounds, organizations can create a dynamic, innovative, and high-

performing work environment. As diversity continues to be a defining characteristic of 

the modern workforce, effective diversity management will remain essential for 

organizations striving to thrive in a competitive global market. 

4.8 Strategic Alliances and Coalition 

 

Strategic alliances and coalitions are powerful tools in driving organizational 

dynamics, enabling companies to adapt, grow, and thrive in a complex and 

competitive environment. These collaborative partnerships between two or more 

organizations are formed with the aim of achieving mutual goals that would be 

difficult or impossible to accomplish independently. The dynamics of these alliances 

and coalitions have a profound impact on organizational structures, strategies, and 

capabilities. 

 Strategic Alliances 

A strategic alliance is a relationship in which two or more organizations come 

together to share resources, knowledge, or capabilities to achieve common objectives. 

These partnerships are typically non-equity-based, meaning each organization retains 

its independence but aligns its strategies for mutual benefit. Strategic alliances are 

crucial for accessing new markets, enhancing technological capabilities, or reducing 

costs through shared resources. For example, in the technology sector, companies 

often form alliances to co-develop products or share research and development costs. 
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The dynamics of a strategic alliance involve trust, effective communication, and 

clear goal-setting. Organizations need to manage differences in culture, decision-

making processes, and operational structures. Successful alliances encourage synergy, 

where the combined strengths of the partners exceed the sum of their individual 

efforts. This requires flexible governance structures and alignment of long-term 

interests. 

 Coalitions 

A coalition is a more formalized, often temporary alliance of organizations or 

entities that come together to achieve a specific objective, such as influencing public 

policy or responding to a crisis. Coalitions can be particularly useful in industries 

where external factors, such as regulation or market conditions, require collective 

action. For instance, industry groups or trade associations often form coalitions to 

lobby for favorable regulations or to pool resources in the face of economic challenges. 

The dynamics of coalitions are typically shaped by negotiation, power balance, and 

consensus-building. Members of a coalition must navigate competing priorities and 

interests, making coordination critical. Unlike strategic alliances, coalitions often 

require a higher degree of interdependence and collective decision-making, which can 

introduce complexity in governance. 

 Organizational Impact 

Both strategic alliances and coalitions influence organizational dynamics by 

promoting collaboration, innovation, and adaptability. These partnerships allow 

organizations to leverage external capabilities and knowledge, helping them stay 

competitive and responsive to market changes. However, the success of these 

collaborations depends on clear communication, shared objectives, and a willingness 

to manage differences. In dynamic environments, the ability to form and maintain 

effective alliances and coalitions is often a key determinant of long-term success. 

4.9 Formation 

Organizational dynamics refers to the patterns of behavior, relationships, and 

interactions that shape an organization's culture, decision-making processes, 

performance, and overall effectiveness. These dynamics are continuously influenced 

by internal and external factors such as leadership, organizational structure, 

communication, and the broader social, economic, and technological environments. 

Understanding how organizational dynamics form is crucial for leaders and managers 

as it helps them navigate challenges, leverage opportunities, and foster a productive 

work environment. 

4.9.1. Leadership and Vision 

At the core of organizational dynamics lies leadership. The vision and 

direction set by leaders define the organization’s goals and shape its culture. Leaders 

influence organizational dynamics by establishing the values, norms, and behaviors 

that are encouraged or discouraged within the workplace. They serve as role models, 

and their actions create a ripple effect that impacts every level of the organization. For 

instance, transformational leadership can foster innovation and collaboration, while 

autocratic leadership may breed fear and restrict open communication. 
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4.9.2. Organizational Structure 

The structure of an organization plays a critical role in determining how work 

is divided and how individuals and teams interact. A hierarchical structure may 

promote clear authority lines but can limit flexibility and responsiveness. Conversely, 

a flat structure fosters communication and innovation but may create ambiguity in 

decision-making. As the organization grows and evolves, its structure may need to 

change to maintain efficiency and meet new challenges. 

The dynamic nature of organizational structures also affects how power is 

distributed, which in turn impacts decision-making processes, employee motivation, 

and the flow of information. Additionally, decentralization versus centralization of 

decision-making is a critical aspect of this formation. For example, decentralized 

organizations encourage autonomy and quicker responses to changes in the 

environment, while centralized organizations may benefit from more uniform policies 

and greater control. 

4.9.3. Communication Channels 

Communication is a fundamental component in shaping organizational 

dynamics. Clear, transparent, and efficient communication facilitates the exchange of 

ideas, feedback, and collaboration, which are vital for problem-solving and innovation. 

Poor communication, on the other hand, can result in misunderstandings, 

inefficiencies, and conflicts. 

Formal communication channels, such as meetings, emails, and reports, are 

complemented by informal channels, such as social interactions and internal networks. 

How information flows within an organization affects its responsiveness to change 

and its ability to align efforts toward common goals. In high-performing organizations, 

communication is open and encourages feedback at all levels. 

4.9.4. Organizational Culture 

Organizational culture is another powerful force in shaping organizational 

dynamics. It is the set of shared values, beliefs, and practices that guide the behavior 

of employees. Culture is often formed over time through a combination of leadership, 

policies, and the collective experiences of the workforce. A strong, positive culture 

fosters engagement, loyalty, and innovation, while a toxic culture can lead to high 

turnover, disengagement, and poor performance. 

For example, a culture of trust and collaboration encourages cross-functional 

teams to work together effectively, while a culture of competition may lead to siloed 

departments and a lack of cooperation. Organizational culture is also influenced by 

external factors such as societal values, industry norms, and technological changes. 

4.9.5. External Environment 

Organizational dynamics do not exist in a vacuum; they are shaped by the 

external environment. This includes market trends, economic conditions, political 

landscapes, and technological advancements. Changes in these factors can force 

organizations to adapt their strategies, structures, and processes. For example, the rise 



78 

of digital technologies has forced many traditional organizations to adopt new 

technologies and business models, impacting their internal dynamics. 

External pressures such as competition, regulatory changes, and societal shifts 

also push organizations to innovate and re-evaluate their strategies, forcing shifts in 

their internal operations and organizational behavior. 

The formation of organizational dynamics is a multifaceted process that 

evolves over time. It is shaped by leadership, organizational structure, communication 

patterns, culture, and external forces. A thorough understanding of these dynamics 

allows leaders to adapt to change, foster innovation, and create a healthy, productive 

work environment. In today’s fast-paced and interconnected world, the ability to 

manage organizational dynamics is a critical skill for ensuring long-term success and 

sustainability. 

4.10 Merits and demerits of Delegation of authority 

Delegation of authority is a fundamental principle of management that 

involves assigning decision-making power and responsibilities to subordinates to 

empower them to perform tasks and achieve organizational goals. It is widely 

regarded as a key mechanism for effective organizational dynamics, enhancing 

efficiency, motivation, and organizational growth. However, it also presents certain 

challenges. This article explores both the merits and demerits of delegation of 

authority, particularly in relation to organizational dynamics. 

4.10.1 Merits of Delegation of Authority 

Enhanced Efficiency and Productivity 

Delegating authority allows managers to distribute tasks across the 

organization, preventing bottlenecks that might occur if only a few individuals are 

responsible for decision-making. This enables the organization to operate more 

efficiently, as tasks are performed by those best suited to execute them. As a result, 

productivity increases, and the organization can handle more complex and diverse 

activities. 

 Employee Empowerment and Motivation 

One of the key benefits of delegation is the empowerment of employees. When 

managers delegate authority, they trust their subordinates to make decisions and take 

ownership of tasks. This autonomy boosts employee morale and job satisfaction, as 

individuals feel more valued and integral to the organization’s success. Motivated 

employees are often more engaged and productive, which leads to greater 

organizational performance. 

 Development of Skills and Talent 

Delegation provides employees with the opportunity to acquire new skills and 

experience in decision-making, problem-solving, and leadership. By taking on higher-

level tasks, subordinates gain exposure to complex situations and have the chance to 

expand their knowledge. This skill development contributes to personal growth and 
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career advancement, ultimately benefiting the organization by fostering a more 

competent and capable workforce. 

 Reduction in Managerial Overload 

Managers often face heavy workloads, particularly in large organizations. By 

delegating tasks, they can focus on strategic planning and other high-priority activities 

that require their specific expertise. This division of labor ensures that both managers 

and their subordinates can concentrate on tasks appropriate to their roles, which 

enhances overall organizational performance. 

 Faster Decision-Making 

Delegation facilitates quicker decision-making, especially in decentralized 

organizations. When authority is delegated to lower levels of the hierarchy, decisions 

can be made on the spot without needing to escalate issues to higher management. 

This leads to faster responses to changes in the environment, quicker resolution of 

problems, and a more agile organization. 

 Improved Leadership at All Levels 

Delegation fosters leadership qualities in employees by giving them 

responsibility for outcomes. As individuals take on more authority, they develop their 

leadership skills, learning to manage resources, make decisions, and influence others. 

This decentralized leadership structure strengthens the organization by creating 

multiple capable leaders, rather than relying on a few top executives. 

4.10.2 Demerits of Delegation of Authority 

Risk of Overload on Subordinates 

 

One potential downside of delegation is that subordinates may be overwhelmed 

by the additional responsibilities they are given. Without proper training, guidance, or 

the right resources, employees might struggle to handle their delegated tasks, leading 

to stress, burnout, or mistakes. In such cases, the effectiveness of delegation is 

undermined, and the organization may suffer from poor performance and increased 

turnover. 

 Loss of Control for Managers 

When managers delegate authority, they give up a certain level of control over 

decisions and processes. This can be challenging for managers who are used to 

making all decisions themselves. While delegation promotes autonomy at lower levels, 

it also creates the possibility of misalignment with organizational goals if subordinates 

do not fully understand or embrace the broader vision. Managers must ensure they 

maintain adequate oversight, or the quality of decisions may suffer. 

 Confusion in Accountability 

Delegation can lead to ambiguity in accountability, especially if roles and 

responsibilities are not clearly defined. If the person delegating authority and the 

person receiving the delegation do not have clear communication and expectations, it 
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can result in confusion about who is responsible for specific tasks. This lack of clarity 

may lead to inefficiencies, missed deadlines, and finger-pointing if things go wrong. 

 Increased Risk of Error 

While delegation can enhance efficiency, it also carries the risk of errors if the 

individuals who are given authority are not fully capable or prepared for the tasks they 

are assigned. Inadequate delegation (e.g., delegating complex tasks to inexperienced 

employees) can lead to mistakes, which may harm the organization’s reputation or 

lead to financial losses. Managers need to balance delegation with adequate training 

and support. 

 Possible Resistance to Change 

Some employees may resist delegation, particularly if they are uncomfortable 

with new responsibilities or fear failure. This resistance can manifest in reluctance to 

take initiative, procrastination, or passive behavior. Overcoming this resistance 

requires managers to communicate the benefits of delegation clearly, provide the 

necessary support, and foster a culture of trust and collaboration. 

 Inefficient Delegation 

Not all delegation is beneficial. Poor delegation, such as assigning tasks to 

subordinates without considering their skills or interests, can result in inefficiency. If 

an employee is given a task outside their area of expertise or interest, it may lead to 

suboptimal performance. Additionally, if managers delegate too much authority 

without providing sufficient guidance or resources, the outcome may be poor. 

Delegation of authority is a crucial tool for optimizing organizational 

dynamics, as it helps improve efficiency, foster employee development, and promote a 

more agile decision-making process. However, it is not without its challenges. Proper 

delegation requires careful planning, clear communication, and the consideration of 

individual capabilities and organizational goals. When done effectively, delegation 

can enhance organizational performance, but when mishandled, it can lead to 

confusion, inefficiency, and dissatisfaction. Therefore, successful delegation requires 

a balance of trust, oversight, and strategic alignment to ensure the benefits outweigh 

the potential risks. 

 Long Questions:- 
 

1. What is Organizational Dynamics and Also explain Organisational Culture. 

2. Social responsibilities of Organisation. 

3. Organisational Values and Ethics 

4. Process of Learning Organisations 
 

 Short Notes:- 
 

1. Write a Brief on Cross Cultural Dynamics 

2. Explain Management of Diversity 

3. Give a Sense Strategic Alliances and Coalition 

4. What is the Formation of Organisational Dynamics. 
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5.1 Introduction 

5.2 Why is citizenship behaviour so important for organization? 

5.3 Five Dimensions of organizational citizenship behaviour 

5.4 Crucial steps to adopting organizational citizenship behaviour 

5.5 Benefits of OCB 

5.6 Some tips to help promote organizational citizenship behaviour  

5.7 OCB: Potential Pitfalls 

 Exercise  

 

5.1 Introduction 

The term "organizational citizenship behavior" (OCB) refers to workers who 

go above and beyond the call of duty to support their company. OCB goes above and 

beyond what is required of employees, including giving solutions to organizational 

issues, assisting coworkers, helping clients, and volunteering for additional 

responsibilities. Because OCB may boost employee morale, performance, and 

productivity, it benefits both employers and workers. 

Employees’ primary duty is to perform assigned work, avoid troublesome 

behaviour, and deliver beneficial work. Organizational citizenship behaviour involves 

non- critical actions that benefit the team and enhance organizational efficiency.  

Organizational citizenship behaviour (OCB), also known as ‘the Good Soldier 

Syndrome’, involves employees going above and beyond their duties to contribute to 

the efficient functioning of an organization. These behaviours are often viewed 

positively by managers and business leaders.   

5.2 why is citizenship behaviour so important for organization? 

Organizational Citizenship Behaviour (OCB) is a key aspect of a high 

performing organization, promoting a positive work environment and enhancing 

performance. OCB involves voluntary behaviours that go beyond job descriptions, 

contributing to the overall success of the organization. These behaviours include 

improved teamwork, increased efficiency, enhanced customer satisfaction, stronger 

organizational commitment, resilience during challenges, a positive organizational 

culture, leadership support, cost savings, innovation, and better work relationship. 

Examples of OCB in practice include helping colleagues understand organizational 

processes, volunteering for team-building activities, staying late to complete projects, 

and offering to train others on new tools or technologies. By encouraging and 

recognizing these behaviours, organizations can build a resilient, innovative, and 

employee-centric workplace. Overall, OCB is a cornerstone of a high- performing 

organization, ensuring a healthy and productive work environment.  

5.3 Five Dimensions of organizational citizenship behaviour 

1. Altruism: Altruism refers to voluntarily helping others with a specific work-related 

task, such as assisting a co-worker with heavy workload.  

ORGANIZATIONAL CITIZENSHIP 

BEHAVIOUR 
UNIT-5  
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2. Courtesy: courtesy involves discretionary behaviours that aim at preventing work 

related problems, for example-providing advance notice to colleagues when 

something is changed by you which may affect them.  

3. Conscientiousness: conscientiousness refers to exceeding the minimum role 

requirements of the organization. It involves punctuality, adherence to company rules, 

regulations and procedures when no one is watching.  

4. Sportsmanship: Sportsmanship means willingness of employees to tolerate less-

than-ideal organizational situations without complaining and sacrificing one’s own 

personal interest.  

5. Civic virtue: civic virtue refers to employees’ deep concerns and active attention in 

the existence of the organization, such as giving one’s own suggestions for 

development in a meeting.  

These dimensions collectively promote a cooperative, efficient and positive 

organizational culture, contributing to better overall performance and employee 

satisfaction. 

5.4 Crucial steps to adopting organizational citizenship behaviour 

1. Cultivate a Organizational culture: This is a critical step and the backbone 

of implementing organizational citizenship behaviour amongst employees. The 

main objective of this step is to create an atmosphere at work where respect, 

cooperation, and support for one other are valued. To create a positive culture, 

leadership is also crucial. There is need to promote open communication, 

acknowledge and celebrate accomplishments, and foster a feeling of 

community among employees.  

 

2. Clarify Expectations and values: Emphasize organizational citizenship 

conduct, define values and expectations through operations programs, 

handbooks, and team meetings. Recognize contributions beyond job scope, 

encouraging employees to advance the organization.  

 

3. Provide continuous training and development: it is essential to provide 

training courses that emphasize communication, cooperation, and interpersonal 

skills. provide workers with the resources they need to develop their skills and 

make valuable contributions to the company. Training sessions might also 

cover emotional intelligence, problem-solving and conflict resolution.  

 

4. Recognize and reward organizational citizenship behaviour: Provide a 

recognition and incentive program for employees who demonstrate good 

corporate citizenship. Official recognition programs, open recognition at team 

meetings, or even modest tokens of gratitude can all be examples of this. 

Recognizing and applauding these behaviors inspires the participants and sets 

an example for others to follow. 

 

5. Encourage leadership support: Leadership plays a pivotal role in modelling 

and promoting organizational citizenship behaviour. There is a need to urge 

leaders to demonstrate these traits by their own choices and actions. The 

importance of organizational citizenship behavior throughout the entire 
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company is highlighted when employees witness leaders demonstrating 

proactive support, teamwork, and dedication. Employees at all levels are 

encouraged to embrace and adopt organizational citizenship behavior when 

they receive support from the leadership. 

5.5 Benefits of OCB 

1. Reduced stress levels: organizational citizens help alleviate both individual and 

collective stress. When employees actively give and receive support, it enhances 

their sense of wellbeing and helps prevent burnout.  

2. Higher productivity: by assisting each other and filling in gaps, employees 

practicing OCB help maintain workflow efficiency. This reduces bottlenecks and 

keeps tasks on track, particularly during high-pressure periods.  

3. Improved team dynamics: employees who engage in OCB willingly support 

their colleagues, share knowledge, and step in to help when needed. These actions 

foster trust and build supportive relationship within teams.  

4. Increased performance: behaviours like altruism and conscientiousness 

significantly impact team and individual performance.  

5. Minimized Competition: OCB discourage harmful competition by promoting a 

culture of collaboration and mutual respect. Employees focused on relationships, 

and high-quality work inspires others to do the same, creating a more cohesive 

environment. 

6. Lower employee turnover: positive work environments fostered by OCB 

encourage employees to stay. Increased motivation and engagement often lead to 

greater commitment to the organization.   

5.6 some tips to help promote organizational citizenship behaviour  

Organizational citizenship Behaviour is voluntary extra-role behaviours 

employees exhibit that contribute positively to the organization but are not explicitly 

recognized by formal reward systems. To promote OCB, foster a positive 

organizational culture, strengthen leadership practices, enhance job satisfaction, 

strengthen social connections, communicate effectively, implement supportive 

policies, build trust, and leverage positive reinforcement. This requires ongoing effort 

and commitment from leadership and the organization as a whole.   

5.7 OCB: Potential Pitfalls 

There are three main issues the organizations have to be cautious of, when 

promoting OCB in workplace.  

 Gender Bias: the top management should be especially wary of implicit 

gendered expectations- research has shown that men are rewarded for OCB 

more than women (Heiman & Chen,2005) because women are expected to 

engage in certain types of citizenship behaviours more than men and are less 

recognised. 
 

 Organizational justice: If some supervisors reward an employee for 

exhibiting OCB more than others, perceived unfairness may increase among 

certain clusters of employees. This will not only lead to a decrease in OCB 
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among those not rewarded for it but may have other side effects related to 

perceived injustice, such as an increase in counterproductive behaviour like 

theft and absenteeism (Marcus & Schuler, 2004).  
 

 Conditioning: If employees exhibit OCB regularly and if it is awarded 

regularly, the level of OCB in the organization would rise and after some time 

organization get habituated to it. The risk in this is, what was once considered 

OCB (e.g. working overtime) may become an internalized organizational 

norm. Then it is no longer spontaneous and voluntary but employees expected 

to do that  
 

 Exercise 
 

 Answer the following Questions: 

1. Why is citizenship behaviour so important for organization? 

2. Explain the five dimensions of organizational citizenship behaviour.  

3. Write a Crucial step to adopting organizational citizenship behaviour.  

4.  Describe the Benefits of Organizational Citizenship behaviour.  

 Multiple Choice Questions 
 

1. What does the term "Organizational Citizenship Behaviour" (OCB) primarily 

refer to? 

a) Mandatory job responsibilities 

b) Task-oriented goals 

c) Voluntary behaviours that enhance organizational functioning 

d) Legal compliance within the workplace 

Answer: c) Voluntary behaviours that enhance organizational functioning 

2. Which of the following is NOT an example of OCB? 

a) Helping a colleague with their work 

b) Volunteering for tasks outside of one’s job description 

c) Coming to work on time 

d) Suggesting improvements to organizational processes 

Answer: c) Coming to work on time 
 

3. Who first introduced the concept of Organizational Citizenship Behaviour? 

a) Abraham Maslow 

b) Dennis Organ 

c) Frederick Herzberg 

d) Elton Mayo 

Answer: b) Dennis Organ 
 

4. Which of the following dimensions is commonly associated with OCB? 

a) Altruism 

b) Compliance 

c) Courtesy 

d) All of the above 

Answer: d) All of the above 

 
 



85 

5. Which of the following factors is most likely to encourage OCB? 

a) High job dissatisfaction 

b) A strong sense of organizational justice 

c) Strict supervision 

d) Lack of autonomy 

Answer: b) A strong sense of organizational justice 
 

6. How can managers promote OCB within their teams? 

a) By implementing strict rules and policies 

b) By fostering a supportive and fair work environment 

c) By avoiding feedback on extra efforts 

d) By reducing interpersonal communication 

Answer: b) By fostering a supportive and fair work environment  
 

7. What is an example of "sportsmanship" as a dimension of OCB? 

a) Avoiding complaints about minor inconveniences 

b) Volunteering to mentor a new employee 

c) Helping colleagues with their tasks 

d) Organizing team-building activities 

Answer: a) Avoiding complaints about minor inconveniences 
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6.1 Introduction 

6.2 Sources and types 

6.3 Theories of attitude 

6.4 Cognitive dissonance theory 

6.5 Overview of Major job attitudes   

6.6 6.6 Job satisfaction 

6.7 Organizational commitment and prejudice 
 

6.1 Introduction 

Attitudes in Organizational Behavior (OB) refer to the evaluations, feelings, 

and tendencies individuals have toward various elements of their work environment, 

including their job, coworkers, supervisors, and the organization as a whole. These 

attitudes are important because they directly influence behavior, motivation, and 

performance within an organization. In organizational behavior, understanding and 

managing attitudes is essential to creating a positive work environment, improving 

employee engagement, and boosting organizational effectiveness. 

An attitude is typically composed of three components: the cognitive, affective, 

and behavioral components. The cognitive component refers to the beliefs or thoughts 

an individual holds about a situation, object, or person, such as believing that a 

manager is fair or that the work is meaningful. The affective component is the 

emotional reaction or feeling toward that situation, such as feeling satisfied or 

frustrated. Finally, the behavioral component is the intention or the way an individual 

is likely to act based on their attitude, such as an employee’s intention to perform well 

or engage with colleagues based on their positive feelings about their work. 

Common types of attitudes in OB include job satisfaction, organizational 

commitment, and job involvement. Job satisfaction refers to how content an employee 

is with their job, including factors like work tasks, relationships with colleagues, and 

work-life balance. Organizational commitment refers to the emotional attachment an 

employee has to their organization and the desire to remain part of it. Employees with 

high organizational commitment are more likely to be engaged, loyal, and productive. 

Job involvement reflects the degree to which an individual identifies with their job 

and feels that it is a key part of their identity. 

Attitudes play a critical role in shaping workplace behavior. Positive attitudes 

can lead to higher levels of motivation, job satisfaction, and performance, as well as 

lower absenteeism and turnover rates. On the other hand, negative attitudes, such as 

job dissatisfaction or cynicism, can result in disengagement, decreased productivity, 

and higher turnover. 

However, the relationship between attitudes and behavior is not always 

straightforward. Various factors, such as organizational culture, personal values, and 

external circumstances, can influence how attitudes are translated into actions. 

Nevertheless, understanding and managing employee attitudes is a key focus for 

managers and organizational leaders to foster a positive, productive work environment. 

ATTITUDES UNIT-6  
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6.2 Sources and types 

In Organizational Behavior (OB), attitudes are influenced by a range of factors, 

and understanding their sources and types is crucial for managing employees 

effectively. Attitudes can shape an individual's behavior, productivity, and 

engagement within the organization, so comprehending where these attitudes originate 

and the different types of attitudes can help organizations promote a positive work 

environment. 

6.2.1 Sources of Attitudes in OB 

 Personal Factors: 

Individual Values: Personal beliefs and values strongly influence attitudes. For 

instance, employees who value innovation are more likely to have a positive attitude 

toward change. 

Personality: A person’s inherent traits, such as optimism, neuroticism, or introversion, 

can shape how they respond to work-related situations. For example, a highly 

optimistic individual may have a more positive outlook on job satisfaction. 

Emotional Reactions: People’s emotional states—whether they are happy, stressed, 

or frustrated—can affect their attitudes toward work. Negative emotions often result in 

negative attitudes toward the organization or job. 

Past Experiences: Employees' previous work experiences, whether positive or 

negative, play a significant role in shaping their attitudes toward their current role, 

organization, and coworkers. 

 Situational Factors: 

Work Environment: The physical and social work environment can impact attitudes. 

A supportive, open, and respectful work culture fosters positive attitudes, while a 

toxic, stressful, or competitive environment can lead to negative attitudes. 

Leadership and Management: The leadership style and behavior of managers can 

greatly influence employee attitudes. Supportive, fair, and transparent leaders are 

likely to promote positive attitudes among their teams. 

Job Characteristics: The nature of the job itself, including job complexity, autonomy, 

and task significance, can affect employee attitudes. Challenging and meaningful 

work tends to lead to higher job satisfaction. 

Social Influence: Peer pressure, group dynamics, and organizational norms also play 

a role. If an employee works in a team with highly engaged individuals, they are more 

likely to develop a positive attitude toward their work. 

6.2.2 Organizational Factors: 

Organizational Culture: The values, beliefs, and practices shared by members of the 

organization influence how employees view their roles and work. A culture that 

emphasizes collaboration and respect promotes positive attitudes. 
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Reward Systems: Recognition, compensation, and career advancement opportunities 

can influence employee attitudes. Fair and motivating reward systems foster job 

satisfaction and organizational commitment. 

6.2.3 Types of Attitudes in OB 

 Job Satisfaction: 

Job satisfaction refers to how an employee feels about their job, including the 

tasks they perform, the relationships they have with colleagues, and the recognition 

they receive. A satisfied employee is more likely to be engaged, productive, and 

committed to the organization. Factors affecting job satisfaction include work 

conditions, pay, job security, and opportunities for advancement. 

 Job Involvement: 

Job involvement refers to the degree to which an individual identifies with 

their job and feels personally invested in it. Employees who are highly involved in 

their jobs are more likely to go above and beyond in their work. High job involvement 

leads to greater job satisfaction and organizational commitment. 

 Organizational Commitment: 

Organizational commitment is the emotional attachment an employee has 

toward their organization. Employees who are highly committed to their organization 

are more likely to stay with the company, exhibit greater loyalty, and contribute 

positively to the work culture. Commitment can be influenced by the work 

environment, leadership, and opportunities for career growth. 

 Workplace Cynicism: 

Workplace cynicism is a negative attitude characterized by skepticism or a 

lack of trust in the organization, its leaders, or its policies. Employees who experience 

high levels of cynicism may become disengaged, less productive, and more likely to 

leave the organization. 

 Perceived Organizational Support (POS): 

POS refers to employees' beliefs that their organization values their 

contributions and cares about their well-being. A high level of perceived 

organizational support is associated with increased job satisfaction, organizational 

commitment, and performance. 

 Employee Engagement: 

Employee engagement reflects the emotional commitment an employee has to 

their job and organization. Engaged employees are passionate, enthusiastic, and 

invested in their work. Engagement is driven by factors such as recognition, career 

development, and a sense of purpose. 

 Attitude Toward Change: 

An employee’s attitude toward change can significantly affect their 

adaptability and willingness to embrace new processes, technologies, or structures. 
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Employees with a positive attitude toward change are more likely to engage with 

organizational transformations, while those with a negative attitude may resist change, 

leading to potential disruptions in workflow. 

Understanding the sources and types of attitudes in OB is essential for 

organizations aiming to foster a positive, productive work environment. Attitudes are 

shaped by personal experiences, situational factors, and organizational practices. By 

addressing these factors and promoting positive attitudes—such as job satisfaction, 

organizational commitment, and engagement—organizations can enhance employee 

performance, reduce turnover, and improve overall workplace dynamics. 

6.3 Theories of attitude 

In Organizational Behavior (OB), attitudes are fundamental in understanding 

how individuals interact with their work environment and influence organizational 

outcomes such as performance, motivation, and retention. Attitudes are typically 

defined as evaluative statements—either favorable or unfavorable—about objects, 

people, or events. Theories of attitude help explain how attitudes are formed, changed, 

and how they influence behavior in the workplace. Below are some of the most 

prominent theories of attitude in OB: the Tripartite Model, Cognitive Dissonance 

Theory, Social Judgment Theory, and Theory of Planned Behavior. 

6.3.1. Tripartite Model of Attitudes 

The Tripartite Model of attitudes, proposed by Daniel Katz (1960), is one of 

the most widely used frameworks for understanding attitudes. This model posits that 

attitudes consist of three distinct components: 

Cognitive Component: This involves the beliefs, thoughts, or ideas that an individual 

has about an object, person, or situation. For example, an employee might believe that 

their company provides good health benefits. 

Affective Component: This represents the emotional reaction or feelings an 

individual has about the object or situation. In the case of the employee, they might 

feel satisfied or happy about the company's health benefits. 

Behavioral Component: This component involves the actions or intentions to behave 

in a certain way based on the cognitive and affective components. The employee, for 

instance, might choose to remain with the company because of their positive feelings 

about the benefits. 

In Organizational Behaviour, this model helps explain how employees' beliefs 

and feelings about their jobs, supervisors, and organizations influence their behaviors. 

For instance, an employee who believes their work is meaningful (cognitive), enjoys 

doing their tasks (affective), and works hard as a result (behavioral) would 

demonstrate high levels of job satisfaction and engagement. 

6.3.2. Cognitive Dissonance Theory 

Developed by Leon Festinger in 1957, the Cognitive Dissonance Theory 

suggests that when there is inconsistency between a person’s attitudes, beliefs, and 
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behavior, it creates discomfort or "dissonance." Individuals are motivated to reduce 

this discomfort by changing their attitudes, beliefs, or behaviors to restore consistency. 

In the workplace, cognitive dissonance can arise when employees experience a 

conflict between their attitudes and behaviors. For example, an employee might 

believe that the company values work-life balance (attitude) but finds that the 

demands of their job require them to work overtime frequently (behavior). This 

inconsistency can lead to discomfort, and the employee might take actions to reduce 

the dissonance, such as adjusting their beliefs (e.g., believing that working overtime is 

a necessary part of their role) or changing their behavior (e.g., seeking employment 

elsewhere). 

Implications in OB: Cognitive dissonance theory is particularly relevant when 

addressing employee job dissatisfaction, conflicts between personal values and 

organizational goals, or when organizations implement new policies or changes that 

employees may not agree with. Organizations can manage cognitive dissonance by 

ensuring that employees' attitudes and behaviors align, such as offering training to 

ensure alignment between personal values and organizational culture. 

6.3.3. Social Judgment Theory 

The Social Judgment Theory, proposed by Muzafer Sherif and Carl Hovland in 

the 1960s, explains how individuals evaluate and form attitudes based on their 

existing attitudes or beliefs. According to this theory, when people are exposed to 

persuasive messages, they assess the message in relation to their current attitudes or 

viewpoints. This theory divides people’s attitudes into three categories: 

Latitude of Acceptance: The range of ideas or beliefs that a person finds acceptable. 

When exposed to new information or arguments within this range, the individual is 

more likely to accept it. 

Latitude of Rejection: The range of ideas that an individual finds unacceptable. 

Messages that fall within this latitude will be rejected outright. 

Latitude of Non-Commitment: The range of ideas that the individual is neither for 

nor against. Messages falling into this category might not provoke strong feelings but 

can influence the person over time. 

In the context of OB, Social Judgment Theory helps explain why some 

employees might readily accept certain organizational changes or new policies, while 

others might resist them, depending on how aligned these changes are with their 

existing beliefs and attitudes. 

Implications in OB: Managers can use the insights from this theory to tailor their 

communication and persuasive efforts based on employees' pre-existing attitudes. For 

example, when implementing a new performance evaluation system, managers can 

ensure that the changes fall within employees' "latitude of acceptance" to foster 

greater acceptance and commitment to the change. 

6.3.4. Theory of Planned Behavior 

The Theory of Planned Behavior (TPB), developed by Icek Ajzen in 1985, 

suggests that human behavior is driven by intentions, which are influenced by three 
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key factors: attitudes, subjective norms, and perceived behavioral control. According 

to this theory, attitudes alone may not always predict behavior unless certain other 

factors are present. 

Attitudes Toward the Behavior: This refers to the positive or negative evaluations 

an individual has toward performing a specific behavior. In the workplace, this could 

involve an employee's attitude toward a new project or task. 

Subjective Norms: This refers to the perceived social pressures to engage or not 

engage in a particular behavior. For example, an employee may feel pressure from 

colleagues or supervisors to perform well or to adopt new work practices. 

Perceived Behavioral Control: This refers to the individual’s perception of their 

ability to perform the behavior. In OB, this can refer to how empowered employees 

feel to make decisions or take actions within their job. 

TPB suggests that if employees have positive attitudes toward a behavior, 

perceive social support for it, and feel they have control over the behavior, they are 

more likely to engage in that behavior. 

Implications in OB: The Theory of Planned Behavior can be applied to predict 

and influence employee behavior, such as their intention to stay with the organization, 

engage in training, or embrace change. Managers can influence employee behavior by 

shaping attitudes (e.g., through positive reinforcement), ensuring supportive norms 

(e.g., team encouragement), and enhancing perceived control (e.g., by offering 

resources and autonomy). 

6.3.5. The Self-Perception Theory 

Proposed by Daryl Bem in 1967, the Self-Perception Theory suggests that 

individuals infer their attitudes from observing their own behavior, particularly in 

situations where their attitudes are unclear or ambiguous. Essentially, people may 

form attitudes based on the actions they take, rather than vice versa. 

In OB, this theory suggests that employees may come to form attitudes about 

their work, job satisfaction, or commitment by reflecting on their actions. For example, 

if an employee continually puts in extra effort at work, they may come to believe they 

are highly committed to their job, even if they did not initially hold this belief. 

Implications in OB: Understanding the Self-Perception Theory can help 

organizations encourage desired behaviors. For instance, if an organization wants to 

improve employee engagement, encouraging employees to take on meaningful tasks 

or actively participate in decision-making could lead them to perceive themselves as 

more committed to the organization. 

Understanding the different theories of attitude in OB is crucial for managers 

and organizational leaders seeking to influence employee behavior, engagement, and 

overall workplace dynamics. The Tripartite Model helps break down attitudes into 

cognitive, affective, and behavioral components, providing a clear understanding of 

how attitudes form. Cognitive Dissonance Theory and Social Judgment Theory 

explain how inconsistencies in beliefs and pre-existing attitudes influence acceptance 

of new information. The Theory of Planned Behavior adds a layer of complexity by 
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considering the role of social norms and control in determining actions. Lastly, Self-

Perception Theory emphasizes how individuals form attitudes based on their behavior, 

offering insight into the potential for behavior-driven attitude change.  

By applying these theories, organizations can foster more effective 

communication, improve job satisfaction, and create work environments that support 

both individual and organizational goals. 

6.4 Cognitive dissonance theory 

Cognitive dissonance theory, developed by psychologist Leon Festinger in 

1957, describes the psychological discomfort that arises when an individual holds two 

or more contradictory beliefs, values, or attitudes simultaneously. This discomfort 

motivates individuals to resolve the inconsistency, either by changing their beliefs, 

acquiring new information to support the existing belief, or minimizing the 

importance of the conflict. In the context of Organizational Behavior (OB), cognitive 

dissonance plays a crucial role in influencing employee attitudes, decision-making, 

motivation, and behavior. 

6.4.1 Cognitive Dissonance in Organizational Context 

Within organizations, employees often face situations where their personal 

beliefs or values conflict with organizational practices, policies, or decisions. This 

dissonance can arise from various sources, such as differences between an employee’s 

personal ethical standards and company policies, contradictions between what an 

employee believes is best for the organization and the actual behavior of colleagues or 

leaders, or mismatches between job roles and individual interests. 

  For example, an employee who believes in maintaining high ethical standards 

may experience cognitive dissonance if they are asked to participate in questionable 

business practices, such as falsifying reports or exploiting vulnerable customers. 

Similarly, employees may feel dissonance if there is a discrepancy between their 

personal goals (e.g., work-life balance) and the organization’s demands (e.g., 

excessive overtime or high performance expectations). 

6.4.2 The Impact of Cognitive Dissonance on Employee Behavior 

Cognitive dissonance has a significant impact on how employees think, feel, 

and behave in the workplace. The discomfort caused by conflicting beliefs or actions 

can lead to several behavioral outcomes: 

Attitude Change: One of the primary ways individuals resolve cognitive dissonance 

is by changing their attitudes or beliefs to align with their behavior. For instance, an 

employee who must adhere to a policy they find unethical may adjust their belief 

system, convincing themselves that the policy is necessary for the company’s success, 

even if it contradicts their moral principles. In this case, the employee rationalizes 

their actions to reduce discomfort. 

Selective Perception: Employees may engage in selective perception to avoid 

confronting dissonant beliefs. They may focus only on information that supports the 

company's policies or their own behaviors while ignoring contradictory data. This 
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selective attention helps reduce the psychological discomfort associated with 

cognitive dissonance. 

Behavioral Change: Employees may change their behavior to align with their beliefs. 

For instance, an employee who feels uncomfortable with the company's practices may 

choose to leave the organization, transfer to another department, or start openly 

questioning leadership decisions. In extreme cases, persistent cognitive dissonance 

can lead to disengagement, reduced commitment, or even turnover. 

Reduced Motivation: When cognitive dissonance remains unresolved, it can reduce 

an employee's intrinsic motivation. If employees are forced to perform actions that are 

at odds with their values, they may feel demotivated or apathetic toward their work. 

The discomfort of holding conflicting beliefs without resolution can diminish job 

satisfaction and overall productivity. 

6.4.3 Cognitive Dissonance and Decision-Making 

In organizational decision-making, cognitive dissonance can influence how 

employees make choices. Decision-makers may experience dissonance when faced 

with options that conflict with their prior choices or beliefs. For example, a manager 

who believes in promoting internal talent may experience dissonance if they are 

pressured to hire an external candidate for a critical position. To resolve this 

dissonance, the manager might either alter their belief about the importance of internal 

promotion or justify the decision by focusing on the external candidate’s 

qualifications. 

Cognitive dissonance can also lead to biased decision-making, as individuals 

may selectively focus on information that supports their preferred choice and ignore 

contradicting evidence. This phenomenon, known as confirmation bias, can be 

detrimental to organizational decision-making processes, as it limits the consideration 

of all relevant data. 

6.4.4 Managing Cognitive Dissonance in Organizations 

Organizations can manage cognitive dissonance by fostering an environment 

of open communication and ethical consistency. Leaders should ensure that policies 

and practices align with the company’s values and that employees are empowered to 

voice concerns without fear of retribution. Providing clear justifications for decisions, 

especially those that might cause dissonance, can help employees reconcile conflicting 

beliefs. 

Additionally, organizations can offer training programs to help employees 

manage conflict and stress, improve emotional intelligence, and develop critical 

thinking skills. Encouraging a culture of transparency and fairness can help reduce 

dissonance by minimizing contradictions between employees’ values and 

organizational practices. 

Cognitive dissonance theory offers valuable insights into understanding the 

psychological processes behind employee behavior and decision-making in 

organizations. It explains how inconsistencies between personal beliefs and 

organizational expectations can lead to discomfort and influence attitudes, motivation, 

and performance. By recognizing the role of cognitive dissonance, organizations can 
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better address employee concerns, improve engagement, and create a more 

harmonious work environment. Managing dissonance effectively can contribute to 

higher job satisfaction, reduced turnover, and improved organizational performance. 

6.5 Overview of Major job attitudes   

Job attitudes refer to employees' evaluations, feelings, and beliefs about their 

work environment, roles, and the organization as a whole. These attitudes significantly 

influence behavior in the workplace, including job performance, satisfaction, 

commitment, and turnover. In Organizational Behavior (OB), understanding these job 

attitudes is crucial for managing employee motivation, satisfaction, and overall 

organizational effectiveness. There are several key job attitudes that researchers and 

practitioners focus on: job satisfaction, organizational commitment, employee 

engagement, and job involvement. Below is an overview of these major job attitudes. 

1. Job Satisfaction 

Job satisfaction is one of the most widely studied job attitudes in OB. It refers 

to the extent to which employees feel content or satisfied with their jobs. Job 

satisfaction can be influenced by various factors, including the nature of the work 

itself, pay, promotion opportunities, work conditions, relationships with coworkers 

and supervisors, and alignment with personal values. 

Job satisfaction is typically measured using self-report surveys where 

employees rate their satisfaction in various aspects of the job. High job satisfaction is 

associated with better job performance, lower turnover, and higher organizational 

citizenship behaviors (OCBs). 

On the other hand, dissatisfaction can lead to absenteeism, lower motivation, 

and ultimately employee turnover if unresolved. 

2. Organizational Commitment 

Organizational commitment refers to an employee's emotional attachment, 

identification with, and involvement in the organization. It describes how much 

employees feel connected to the organization and are willing to exert effort on its 

behalf. 

3. Employee Engagement 

Employee engagement refers to the level of enthusiasm and commitment 

employees feel toward their work. Engaged employees are highly motivated, focused, 

and invested in their job roles and responsibilities. They are more likely to exhibit 

discretionary effort, go beyond basic job requirements, and contribute to the 

organization’s success. 

Employee engagement is typically characterized by vigor, dedication, and 

absorption in work tasks. Engaged employees are more likely to be productive and 

demonstrate higher levels of creativity and innovation. 
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Engagement is closely related to job satisfaction and organizational 

commitment but is distinguished by its focus on the level of emotional and cognitive 

involvement in the work itself. 

4. Job Involvement 

Job involvement is the degree to which employees identify with their job and 

view it as a central part of their self-concept. Highly involved employees feel that 

their job is a significant aspect of their identity and derive a sense of purpose from 

their work. 

Job involvement affects how employees perceive the importance of their tasks 

and their motivation to perform well. Employees who are highly involved in their jobs 

tend to be more committed, productive, and less likely to engage in behaviors such as 

absenteeism or turnover. 

Unlike job satisfaction, which is about overall contentment, job involvement focuses 

more on the psychological attachment and the importance placed on the work itself. 

5. Other Job Attitudes 

In addition to the primary job attitudes listed above, other factors, such as 

organizational justice (perceptions of fairness in decision-making), job stress, and 

work-life balance, also influence employee attitudes. For instance, perceived fairness 

in the workplace has a strong effect on job satisfaction and organizational 

commitment. Similarly, how employees balance work and personal life can 

significantly affect their overall job satisfaction and engagement. 

6.5.1 There are three key types of organizational commitment: 

Affective Commitment: The emotional attachment employees have to their 

organization. Employees with high affective commitment genuinely want to stay with 

the organization because they feel a sense of belonging and shared values. 

Continuance Commitment: The perceived cost of leaving the organization. 

Employees with high continuance commitment stay with the organization because 

they believe they have too much to lose (e.g., job security, benefits, etc.). 

Normative Commitment: The sense of obligation employees feel toward staying in 

the organization. Employees with high normative commitment feel they ought to 

remain with the organization, often due to moral or ethical reasons. 

High organizational commitment is linked to better job performance, lower 

absenteeism, and reduced turnover intentions. 

Job attitudes are critical to understanding employee behavior in organizations. 

By measuring and addressing factors like job satisfaction, organizational commitment, 

engagement, and job involvement, organizations can foster a more productive, 

committed, and satisfied workforce. Positive job attitudes lead to better performance, 

lower turnover, and enhanced organizational effectiveness. Therefore, leaders and 

managers need to actively monitor and cultivate these attitudes to ensure the success 

of both the individuals and the organization as a whole. 
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6.6 Job satisfaction 

Job satisfaction and attitude are two key concepts in the field of Organizational 

Behavior (OB) that influence employees' performance, motivation, and overall well-

being at work. These concepts are interrelated and have significant implications for 

both individuals and organizations. Understanding how job satisfaction and attitude 

interact can help managers and organizations create an environment that fosters higher 

productivity, engagement, and retention. 

6.6.1 Job Satisfaction: Definition and Importance 

Job satisfaction refers to the extent to which employees feel content with their 

jobs. It involves a complex mix of emotional, cognitive, and behavioral responses to 

various aspects of the job, such as the work itself, compensation, working conditions, 

relationships with coworkers and supervisors, and opportunities for growth and 

advancement. Job satisfaction is often considered a multidimensional construct, as 

employees may be satisfied with one aspect of their job but dissatisfied with another. 

A satisfied employee is more likely to be motivated, productive, and engaged 

with their work. They are also less likely to exhibit negative behaviors such as 

absenteeism, turnover, or workplace conflicts. Job satisfaction is crucial for 

maintaining a positive organizational culture, as it directly impacts the morale and 

cohesion of teams. 

 The Role of Attitude in Job Satisfaction 

Attitude plays a central role in shaping job satisfaction. Attitudes are 

psychological tendencies that are expressed through evaluations of people, objects, or 

events. They are often formed by personal experiences, perceptions, and feelings 

toward the work environment. In the context of OB, attitudes toward the job, 

colleagues, management, and the organization as a whole can influence an individual's 

level of job satisfaction. 

6.6.2 There are three components of attitude: 

 Cognitive Component: This involves the beliefs or thoughts an individual holds 

about their job. For example, an employee may believe that the work they do is 

important and meaningful, which can lead to higher satisfaction. 

 Affective Component: This represents the feelings or emotions an employee has 

toward their job. Positive feelings, such as excitement or pride, tend to enhance job 

satisfaction, while negative emotions, like frustration or disappointment, can 

decrease it. 

 Behavioral Component: This reflects the actions or behaviors that result from an 

individual’s attitude. For instance, an employee with a positive attitude may be 

more likely to participate in team activities or volunteer for extra tasks, 

demonstrating engagement with their work. 

  An individual’s attitude toward their job can directly impact their level of job 

satisfaction. For example, employees who have a positive attitude toward their job, 
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colleagues, and supervisors are likely to experience higher job satisfaction, as their 

positive outlook enhances their overall perception of their work environment. 

6.6.3 Factors Influencing Job Satisfaction and Attitude 

Several factors contribute to the development of job satisfaction and the formation of 

positive or negative attitudes in the workplace. These include: 

 Work Conditions: Physical work conditions, such as the quality of the work 

environment, safety, and comfort, can affect both attitude and job satisfaction. A 

clean, safe, and well-equipped workplace is likely to foster positive attitudes and 

higher job satisfaction. 

 Compensation and Benefits: Adequate compensation, benefits, and recognition 

for work done are significant predictors of job satisfaction. Employees who feel 

fairly compensated are more likely to develop a positive attitude toward their job. 

 Relationships with Colleagues and Supervisors: Social interactions at work play 

a critical role in shaping both attitudes and satisfaction. Supportive, collaborative 

relationships with coworkers and supervisors lead to greater satisfaction and a 

positive attitude, while conflict or lack of support can diminish satisfaction. 

 Opportunities for Growth: Employees who perceive opportunities for career 

development, skill enhancement, and promotion tend to have a more positive 

attitude toward their job and greater job satisfaction. Feeling that their efforts are 

recognized and that they have a future within the organization can enhance 

motivation and loyalty. 

 Job Autonomy: The degree of control employees have over their work—such as 

the ability to make decisions or determine how tasks are completed—can influence 

both job satisfaction and attitude. Autonomy often leads to greater intrinsic 

motivation and satisfaction. 

 Organizational Culture and Leadership Style: The culture and leadership within 

an organization also have a profound effect on employee attitudes. Organizations 

with a culture of trust, transparency, and respect tend to promote positive attitudes 

and higher job satisfaction. Likewise, leaders who are supportive, communicative, 

and empathetic help foster an environment where employees are likely to develop 

positive attitudes. 

6.6.4 The Relationship Between Job Satisfaction, Attitude, and Organizational    
Outcomes 

Job satisfaction and attitude are strongly linked to important organizational outcomes. 

When employees are satisfied with their jobs, they are more likely to demonstrate 

positive attitudes such as commitment to the organization, job involvement, and 

organizational citizenship behaviors (OCBs). OCBs refer to voluntary behaviors that 

contribute to the overall functioning of the organization, such as helping coworkers, 

suggesting improvements, or going beyond the basic job requirements. 

In contrast, employees with negative attitudes toward their jobs may display 

disengagement, reduced performance, and higher turnover intentions. Low job 

satisfaction and negative attitudes can result in absenteeism, decreased motivation, 
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and a lack of commitment, ultimately affecting the overall effectiveness of the 

organization. 

 Job satisfaction and attitude are interrelated elements that play a critical role in 

influencing both individual and organizational performance. Positive job satisfaction 

and attitudes lead to higher motivation, productivity, and engagement, while negative 

satisfaction and attitudes can lead to disengagement and turnover. Organizations that 

prioritize improving job satisfaction and fostering positive attitudes—by enhancing 

work conditions, providing fair compensation, encouraging growth opportunities, and 

fostering supportive relationships—are likely to enjoy higher levels of employee 

performance and organizational success. Understanding the dynamics between job 

satisfaction and attitude is essential for creating a work environment that supports both 

employee well-being and organizational effectiveness. 

6.7 Organizational commitment and prejudice 

 In the field of Organizational Behavior (OB), two critical aspects that 

significantly influence the work environment are organizational commitment and 

prejudice. Both concepts impact employee attitudes, behavior, and overall 

organizational effectiveness. While organizational commitment refers to the 

psychological attachment employees have to their organization, prejudice refers to 

biased attitudes and behaviors toward individuals or groups based on factors such as 

race, gender, or background. The interplay between organizational commitment and 

prejudice is important because it shapes both individual experiences and 

organizational culture. 

6.7.1 Organizational Commitment: Definition and Importance 

 Organizational commitment refers to the emotional attachment, identification, 

and involvement an employee has with their organization. It reflects the degree to 

which employees are dedicated to their work and the company, and it influences 

several critical workplace outcomes such as job satisfaction, performance, turnover 

intentions, and overall productivity. 

 There are three primary components of organizational commitment: 

Affective Commitment: This refers to the emotional attachment an employee feels 

toward the organization. Employees with high affective commitment stay with the 

organization because they genuinely want to. 

Continuance Commitment: This is the commitment based on the perceived costs of 

leaving the organization. Employees with high continuance commitment may stay 

because they feel they have few other options or fear the loss of benefits. 

Normative Commitment: This reflects an employee's sense of obligation to remain 

with the organization, often driven by values, cultural norms, or social expectations. 

 High organizational commitment is generally associated with positive 

outcomes such as increased job performance, lower turnover rates, and higher levels 

of organizational citizenship behavior (OCB), which contributes to a cooperative and 

productive work environment. 
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 Prejudice in Organizational Behavior 

 Prejudice refers to preconceived judgments or biased attitudes toward 

individuals or groups based on characteristics like race, gender, age, sexual orientation, 

or other demographic factors. In the context of OB, prejudice can manifest as 

discriminatory behavior, stereotyping, or unequal treatment of employees based on 

these factors. This can lead to a toxic work environment, low morale, and diminished 

trust between employees and management. 

 Prejudice can be either explicit (conscious and intentional) or implicit 

(unconscious and automatic). Implicit bias, in particular, can be challenging to address 

because individuals may not be aware of their biased attitudes or behaviors. 

Nonetheless, prejudice can have far-reaching consequences in terms of employee 

performance, team dynamics, and overall organizational effectiveness. 

6.7.2 The Impact of Prejudice on Organizational Commitment 

 Prejudice can significantly undermine organizational commitment, particularly 

among marginalized or underrepresented groups. When employees experience 

discrimination, exclusion, or bias based on their identity, they are less likely to feel 

emotionally attached to the organization. They may also experience lower levels of 

trust in leadership and colleagues, which negatively affects their commitment to the 

company. 

 For example, if employees perceive that promotions or opportunities for 

advancement are biased or discriminatory, they may feel disengaged, leading to a 

decrease in affective commitment. Moreover, if an organization does not actively 

combat prejudice or foster an inclusive culture, employees may develop a sense of 

"continuance commitment"—staying with the organization because they feel they 

have no other viable options, rather than staying because they want to be there. 

 Prejudice can also impact normative commitment, as employees may feel 

alienated or unvalued, which diminishes their sense of obligation to remain with the 

organization. This can lead to a higher likelihood of turnover and reduced motivation 

to contribute to the organization's goals. 

6.7.3 Addressing Prejudice to Strengthen Organizational Commitment 

 To foster a positive work environment and enhance organizational 

commitment, organizations must address prejudice and promote inclusivity. This 

involves: 

Diversity and Inclusion Training: Educating employees about unconscious bias and 

the importance of inclusivity can help reduce prejudice and create a more supportive 

culture. 

Fair Policies and Practices: Ensuring that recruitment, promotions, and performance 

evaluations are based on merit, rather than biased factors, helps increase employees' 

sense of fairness and commitment to the organization. 
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Creating a Supportive Work Environment: Organizations should promote an 

environment where all employees feel valued, respected, and included. This helps 

foster higher levels of affective commitment, as employees are more likely to stay 

when they feel they are treated fairly and their contributions are recognized. 

Leadership Role: Leaders must set an example by modeling inclusive behaviors and 

actively addressing any signs of discrimination or bias within the organization. 

 Conclusion 

 Organizational commitment and prejudice are deeply interconnected in 

organizational behavior. Prejudice can undermine employees' emotional attachment 

and commitment to their organization, leading to lower morale, higher turnover, and 

diminished productivity. Conversely, an inclusive and supportive environment that 

actively combats prejudice fosters higher levels of organizational commitment, 

improving both individual and organizational performance. By prioritizing diversity, 

equity, and inclusion, organizations can cultivate a more committed, engaged, and 

motivated workforce, which ultimately contributes to long-term success. 

 Long Question: - 

 

1. What is Attitude? Explain. 

2. What are the sources and types of Attitudes. 

3. Explain in detail about the theories of Attitude. 

4. Cognitive dissonance theory. 

 

 Short Notes: - 

 

1. Give brief sense about attitude. 

2. Job satisfaction in attitude. 

3. What is Organizational commitment and prejudice? 

4. Give your opinion on Attitude at workplace. 
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7.1 Introduction 

7.2 Nature and types 

7.3 Sources of emotions and moods 

7.4 7.4 Managing emotions at work 

7.5 7.5 Emotional intelligence 

7.6 Concept and dimension 

7.1 Introduction 

 

 Emotions and moods play a critical role in shaping workplace dynamics, 

influencing individual performance, interpersonal relationships, and overall 

organizational effectiveness. In Organizational Behavior (OB), emotions are typically 

understood as intense, short-lived feelings that are usually linked to specific events or 

stimuli, while moods are more generalized, prolonged emotional states that may not 

have a clear external cause. Both emotions and moods impact decision-making, 

communication, leadership, job satisfaction, and motivation, all of which are essential 

to understanding employee behavior and improving organizational outcomes. 

7.1.1 Emotions in Organizational Behavior 

 Emotions are powerful forces that can either enhance or detract from 

organizational performance. They are often triggered by specific events such as 

receiving praise, facing criticism, experiencing stress, or encountering interpersonal 

conflicts. These emotional responses can affect how employees approach tasks, 

interact with colleagues, and make decisions. For example, positive emotions like joy 

and enthusiasm can foster creativity, collaboration, and engagement, while negative 

emotions such as anger or frustration may lead to reduced productivity, poor decision-

making, and strained workplace relationships. 

 Research in OB has shown that emotional intelligence (EI)—the ability to 

recognize, understand, and manage one’s own emotions and those of others—plays a 

significant role in the workplace. High EI is associated with better conflict resolution, 

effective leadership, and improved teamwork. Organizations often emphasize EI 

development as part of leadership training programs, recognizing that emotionally 

intelligent leaders can create positive work environments, enhance employee well-

being, and drive organizational success. 

7.1.2 Moods in Organizational Behavior 

 Moods, while less intense than emotions, have a more pervasive and enduring 

influence on behavior. Unlike emotions, which are usually tied to a specific event, 

moods tend to be general and diffuse. A positive mood, for instance, can enhance job 

satisfaction and increase motivation, leading to higher levels of performance and 

creativity. Conversely, a negative mood may result in disengagement, lower 

productivity, and decreased job satisfaction. 

 Moods can be influenced by both internal factors, such as personal well-being, 

and external factors, including organizational climate and culture. A workplace that 

EMOTIONS AND MOODS UNIT-7  
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promotes fairness, recognition, and respect is more likely to foster positive moods 

among employees. Conversely, a toxic work environment with high levels of stress, 

conflict, or poor management can contribute to negative moods, which in turn can 

affect employee morale and turnover. 

7.1.3 Emotions, Moods, and Organizational Culture 

 An organization’s culture can have a profound impact on the emotional and 

mood states of its employees. Cultures that encourage open communication, trust, and 

collaboration tend to cultivate positive emotions and moods, which can increase job 

satisfaction and organizational commitment. On the other hand, organizations with 

rigid hierarchies, lack of communication, or poor leadership may contribute to 

negative emotions and moods, leading to disengagement and high turnover. 

 Moreover, emotions and moods are contagious in organizational settings. This 

phenomenon, known as emotional contagion, suggests that the emotional states of 

individuals can spread across teams, departments, or entire organizations, impacting 

overall morale and productivity. Leaders who exhibit positive emotions can help boost 

team spirits and enhance performance, while leaders who display negative emotions 

may inadvertently create a toxic work environment. 

 Understanding emotions and moods is essential in Organizational Behavior 

because they directly influence individual and group performance, organizational 

culture, and employee well-being. By recognizing and addressing the emotional and 

mood dynamics in the workplace, organizations can foster more productive, 

harmonious, and successful environments. 

7.2 Nature and types 

 In Organizational Behavior (OB), emotions and moods are integral 

components of understanding how individuals behave in the workplace. Both play a 

crucial role in shaping workplace interactions, influencing decision-making, 

productivity, and overall organizational performance. Although the terms "emotion" 

and "mood" are often used interchangeably, they are distinct in nature and impact. 

7.2.1 Nature of Emotions in OB 

 Emotions are intense, short-lived feelings that arise in response to specific 

stimuli or events. These responses are typically brief but highly impactful, often 

triggering physiological and psychological changes. Emotions are directly tied to 

external events such as a praise from a boss, a missed deadline, a conflict with a 

colleague, or achieving a personal milestone. They have a clear cause and tend to be 

specific to an event or experience, making them different from moods, which are 

broader and less specific. 

 In the workplace, emotions are crucial as they can either motivate individuals 

or lead to disengagement. Positive emotions like joy, excitement, or gratitude can 

boost motivation, improve creativity, and enhance interpersonal relationships. In 

contrast, negative emotions such as anger, frustration, and fear can have adverse 

effects on an employee's work performance, decision-making, and collaboration with 

others. 
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7.2.2 Nature of Moods in OB 

 Unlike emotions, moods are more generalized and persistent emotional states 

that do not have a specific, identifiable cause. Moods tend to last longer than 

emotions—ranging from hours to days—and are often less intense. They can be 

positive (e.g., feeling happy or content) or negative (e.g., feeling irritable or sad). 

Since moods do not arise from a specific event, they are more diffuse and can affect 

the way an individual perceives and interacts with the world around them. 

 In organizational settings, moods influence a wide range of behaviors and 

attitudes, such as job satisfaction, work engagement, and overall performance. For 

instance, a person in a positive mood is more likely to engage in creative problem-

solving and display cooperative behavior, while someone in a negative mood may be 

more resistant to teamwork and less proactive in tackling challenges. 

7.2.3 Types of Emotions in OB 

 Emotions can be categorized into a variety of types, depending on their 

intensity, duration, and the situation that triggers them. In OB, some of the most 

significant emotions that influence workplace behavior include: 

7.2.4 Positive Emotions 

Joy: Joy or happiness at work is a critical factor in fostering employee motivation and 

engagement. Employees who experience joy at work are more likely to go above and 

beyond their basic duties, contributing to higher productivity. 

Pride: Feeling proud of one’s achievements or the accomplishments of the team can 

boost self-esteem and motivate employees to maintain high standards in their work. 

Gratitude: Employees who feel appreciated for their contributions are more likely to 

remain committed to the organization and demonstrate higher levels of organizational 

citizenship behaviors (OCB). 

 Negative Emotions 

Anger: Anger in the workplace often arises from perceived injustice or unfair 

treatment. It can lead to reduced collaboration, impaired decision-making, and a 

hostile work environment. In extreme cases, unchecked anger can escalate into 

conflict. 

Frustration: Frustration occurs when employees encounter obstacles that prevent 

them from reaching their goals, often leading to feelings of helplessness and 

disengagement. 

Fear: Fear can stem from job insecurity, strict deadlines, or pressure from 

management. It can lead to avoidance behaviors, such as reduced risk-taking or even 

burnout if the fear is not addressed. 
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 Complex Emotions 

Guilt: Employees may feel guilty if they believe they have let down a colleague, 

missed a deadline, or failed to meet expectations. Guilt can prompt corrective actions, 

but it can also lower self-confidence and morale if it is not addressed constructively. 

Embarrassment: Mistakes, public failures, or perceived shortcomings can lead to 

embarrassment, impacting an employee's social interactions and their willingness to 

take risks in the future. 

Sadness: Sadness, often triggered by personal loss, failure, or organizational 

challenges, can reduce energy levels and hinder an individual’s ability to perform 

effectively. 

7.2.5 Types of Moods in OB 

 While emotions are intense and fleeting, moods are milder but longer-lasting, 

influencing how individuals view their environment and interact with others in the 

workplace. Common types of moods in OB include: 

1. Positive Moods 

Happiness: A general feeling of well-being that promotes openness, creativity, and 

collaboration. Employees in a happy mood are more likely to engage in prosocial 

behaviors and demonstrate greater satisfaction with their jobs. 

Calmness: A sense of tranquility that can enhance decision-making, reduce stress, 

and improve overall productivity. Calm employees are typically more focused, 

thoughtful, and resilient in the face of challenges. 

2. Negative Moods 

Irritability: Irritable employees are easily annoyed and may overreact to minor issues. 

This mood can create interpersonal tensions and reduce workplace harmony. 

Sadness or Pessimism: Individuals in a negative mood may feel disengaged or less 

motivated. Pessimistic employees often focus on challenges rather than opportunities, 

which can stifle innovation and creativity. 

3. Anxiety:  

A state of unease or nervousness, often related to uncertainties about work 

performance, deadlines, or job security. Anxiety can undermine productivity and 

increase the likelihood of errors. 

Impact of Emotions and Moods on Organizational Behavior 

 Both emotions and moods are contagious in the workplace. Leaders and team 

members can influence each other’s emotional states, creating either a positive or 

negative emotional climate. For example, a leader who consistently displays 

enthusiasm can foster a positive mood among employees, boosting morale and 

productivity. On the other hand, leaders who express frustration or anger may 

inadvertently create a toxic work environment. 
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 In addition, emotions and moods shape how employees interpret events, 

engage with colleagues, and approach challenges. Employees experiencing positive 

emotions are more likely to exhibit higher levels of creativity, cooperation, and 

commitment. In contrast, negative emotions can impair decision-making, lower job 

satisfaction, and contribute to turnover. 

 Understanding the nature and types of emotions and moods in OB is essential 

for managing workplace dynamics effectively. Emotions are short-lived and event-

specific, while moods are longer-lasting and more diffuse. Both play a significant role 

in determining employee behavior, decision-making, and overall organizational 

performance. By recognizing the impact of emotions and moods, organizations can 

create work environments that promote positive emotional experiences, leading to 

improved morale, productivity, and organizational success. 

7.3 Sources of emotions and moods 

 Emotions and moods significantly influence how individuals behave in the 

workplace, affecting performance, decision-making, collaboration, and overall 

organizational culture. Understanding the sources of emotions and moods helps 

managers and leaders anticipate and manage these emotional dynamics to create more 

productive, harmonious work environments. These sources can be classified into 

internal (individual) and external (organizational and environmental) factors. Below, 

we explore the key sources of emotions and moods in Organizational Behavior (OB). 

7.3.1. Personal Dispositions and Personality Traits 

 One of the primary internal sources of emotions and moods is an individual’s 

personality. People with different personality traits experience emotions and moods 

differently.  

 For example: 

 Positive Affectivity (PA) refers to the tendency to experience positive 

emotions like happiness, excitement, and enthusiasm. Individuals high in PA are 

generally more optimistic, cheerful, and energetic, which can lead to frequent positive 

moods at work. 

 Negative Affectivity (NA), on the other hand, refers to the tendency to 

experience negative emotions such as anxiety, anger, or sadness. Individuals high in 

NA are more likely to experience negative moods, which can make them prone to 

pessimism, irritability, or stress. 

 These traits play a fundamental role in how employees perceive and respond to 

their work environment. People with high PA may approach challenges with optimism 

and resilience, while those with high NA might focus on obstacles, leading to 

frustration and disengagement. 

7.3.2. Emotional Intelligence (EI) 

 Emotional intelligence (EI), or the ability to recognize, understand, and 

regulate one’s own emotions and the emotions of others, is another important internal 

factor that influences emotions and moods in OB. Employees with high EI are more 
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likely to experience and express emotions in a constructive way, maintaining positive 

moods even under pressure. 

 Self-awareness and self-regulation allow individuals to manage their emotional 

responses to stressful situations, reducing the likelihood of negative emotions such as 

anger or frustration. 

 Empathy and social skills enable individuals to manage interpersonal 

relationships effectively, fostering positive emotional connections with others. 

 A lack of EI, conversely, can lead to emotional outbursts, poor interpersonal 

relationships, and negative moods that can affect overall team dynamics and 

organizational climate. 

7.3.3. Job Characteristics 

 Job characteristics are a significant external factor that shapes emotions and 

moods in the workplace. The nature of one’s job—its demands, autonomy, feedback, 

and level of responsibility—can either enhance or diminish employee well-being. Key 

job characteristics influencing emotions and moods include: 

Job Stress: High levels of job stress due to heavy workloads, tight deadlines, or 

unrealistic expectations can lead to negative emotions such as anxiety, frustration, and 

burnout. Chronic stress can contribute to mood disorders like depression or irritability. 

Job Satisfaction: Positive emotions arise when employees feel satisfied with their 

work, are recognized for their contributions, and have opportunities for growth. In 

contrast, dissatisfaction with job responsibilities, working conditions, or compensation 

can lead to negative emotions and disengagement. 

Autonomy and Control: Employees with greater autonomy over their work tend to 

experience positive emotions such as pride and empowerment. Conversely, 

micromanagement or lack of control can foster feelings of frustration, resentment, and 

helplessness. 

7.3.4. Social Interactions and Interpersonal Relationships 

 The quality of social interactions and interpersonal relationships at work is 

another crucial source of emotions and moods. Human beings are inherently social, 

and workplace interactions greatly affect emotional experiences. These interactions 

include relationships with: 

Supervisors and Managers: A supportive and empathetic manager can inspire 

positive emotions such as gratitude, loyalty, and job satisfaction. However, a poor 

relationship with a manager—characterized by a lack of communication, unfair 

treatment, or micromanagement—can lead to frustration, resentment, and 

disengagement. 

Colleagues and Team Members: Positive, collaborative relationships among 

colleagues can promote feelings of camaraderie, trust, and happiness. On the other 

hand, interpersonal conflicts, bullying, or lack of support can lead to negative 

emotions such as anger, anxiety, and isolation. 
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 The emotional contagion phenomenon suggests that emotions are contagious, 

and the emotional climate of a workplace can spread among employees. For example, 

a leader’s positive demeanor can uplift the team’s mood, while a leader’s frustration 

or anger can spread negativity. 

7.3.5. Organizational Culture and Climate 

 An organization’s culture and climate are powerful external influences on 

emotions and moods. Organizational culture defines shared values, beliefs, and 

practices that shape employees' emotional experiences and behaviors. A culture that 

fosters respect, fairness, and inclusion tends to promote positive moods, while a toxic 

or competitive culture can breed stress, anxiety, and negative emotions. 

Supportive Culture: An organization with a culture of support, recognition, and 

employee well-being can encourage positive emotions and moods, enhancing job 

satisfaction, engagement, and productivity. 

Toxic Culture: In contrast, a toxic organizational culture marked by high levels of 

competition, micromanagement, and discrimination can contribute to negative 

emotions like stress, frustration, and resentment, leading to higher turnover and lower 

morale. 

 Organizational climate, which refers to employees’ perceptions of the work 

environment, also plays a role in emotional well-being. A positive climate, where 

employees feel valued and supported, fosters positive moods and high performance. 

Conversely, a negative climate—characterized by low morale, poor communication, 

and lack of trust—can result in persistent negative emotions. 

7.3.6. Work-Life Balance and Personal Life 

 The balance between work and personal life is an important source of 

emotions and moods. Employees who experience poor work-life balance often report 

feelings of stress, frustration, and burnout. Long working hours, role overload, and 

work-related demands can lead to negative emotional states, which, over time, can 

affect job satisfaction and productivity. 

 On the other hand, employees who are able to manage their work-life balance 

effectively—through flexible work schedules, support from family, and personal 

time—are more likely to maintain positive emotions and moods, contributing to 

greater overall well-being and job satisfaction. 

7.3.7. External Events and Life Circumstances 

 Personal life events or circumstances outside of work can also influence 

emotions and moods at work. Events such as the loss of a loved one, financial troubles, 

health problems, or significant life changes can trigger negative emotions, leading to 

stress, anxiety, or sadness. Conversely, positive personal events, such as the birth of a 

child or a milestone achievement, can contribute to positive moods. 

 Such emotional experiences may spill over into the workplace, affecting one’s 

interactions and performance. Managers who are attuned to these personal factors and 

provide appropriate support can help employees manage the impact of personal events 

on their work. 
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 Emotions and moods in Organizational Behavior are shaped by a wide range 

of internal and external sources. Personal traits, emotional intelligence, job 

characteristics, social interactions, organizational culture, work-life balance, and life 

events all contribute to the emotional landscape of the workplace. By understanding 

these sources, organizations can take proactive steps to manage emotional dynamics, 

foster positive emotional experiences, and mitigate the negative impacts of stress, 

conflict, and dissatisfaction. Creating a supportive, balanced, and emotionally 

intelligent work environment can lead to improved performance, greater job 

satisfaction, and a healthier organizational climate. 

7.4 Managing emotions at work 

 Emotions are an inherent part of human behavior and can significantly 

influence workplace dynamics, productivity, and overall organizational success. In 

Organizational Behavior (OB), the ability to manage emotions effectively—both one’s 

own and others'—is crucial for creating a positive work environment and achieving 

organizational goals. Emotional management, often referred to as emotional 

regulation, helps individuals navigate complex social interactions, reduce conflict, and 

foster a productive and harmonious workplace. 

7.4.1 The Importance of Managing Emotions at Work 

 Emotions play a critical role in shaping decision-making, motivation, and 

performance. While positive emotions such as happiness and excitement can boost 

creativity, collaboration, and engagement, negative emotions such as anger, frustration, 

or anxiety can have detrimental effects. Unmanaged emotions can lead to poor 

decision-making, increased stress, interpersonal conflict, and decreased job 

satisfaction. In extreme cases, they can even contribute to burnout and high turnover 

rates. 

 Effective emotional management helps mitigate these negative impacts, 

fostering a more constructive and supportive work environment. Employees who can 

manage their emotions are better able to focus on their tasks, maintain healthy 

relationships, and respond to workplace challenges with resilience and adaptability. 

7.4.2 Strategies for Managing Emotions at Work 

1. Emotional Intelligence (EI) 

 Emotional Intelligence (EI) is the ability to recognize, understand, and manage 

one's own emotions as well as the emotions of others. It is a crucial skill for managing 

emotions at work. EI consists of several key components: 

Self-awareness: The ability to recognize and understand one's own emotions and their 

impact on work behavior. Self-aware employees are more likely to recognize when 

they are becoming upset or stressed and can take steps to manage these emotions 

before they escalate. 

Self-regulation: The ability to control or redirect disruptive emotions and impulses. 

This helps employees remain calm under pressure, avoid rash decisions, and stay 

focused on their tasks. 
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Empathy: The capacity to understand others' emotional states and respond 

appropriately. Empathetic employees are better at building strong relationships, 

resolving conflicts, and supporting their colleagues emotionally. 

Social Skills: Effective communication and relationship-building skills are essential 

for managing emotions in the workplace. Employees with strong social skills are able 

to navigate challenging interactions with ease and foster collaboration and teamwork. 

 Developing emotional intelligence through training and self-reflection can 

greatly enhance an employee’s ability to manage their own emotions and understand 

the emotional dynamics of others in the workplace. 

2. Mindfulness and Stress Management 

 Mindfulness involves staying present in the moment and being aware of one’s 

thoughts and feelings without judgment. It has been shown to be effective in helping 

individuals manage emotions, particularly in high-stress situations. Practicing 

mindfulness enables employees to respond to challenges more calmly and 

thoughtfully, rather than reacting impulsively. 

 Stress management techniques, such as deep breathing, meditation, or physical 

exercise, can also help individuals manage their emotions. By reducing stress, 

employees can maintain emotional stability and avoid emotional outbursts that could 

negatively affect their relationships with colleagues. 

3. Communication Skills 

 Open, clear, and empathetic communication is key to managing emotions in 

the workplace. Misunderstandings and poor communication are often the root causes 

of emotional conflicts in the workplace. Employees who communicate their thoughts 

and feelings assertively, yet respectfully, are better able to manage and resolve 

emotional situations. 

 Active listening is also an essential communication skill. When employees feel 

heard and understood, it reduces emotional tension and fosters positive interactions. 

Managers and team leaders can model active listening by giving employees their full 

attention and responding thoughtfully to their concerns. 

4. Conflict Resolution 

 Conflict is inevitable in any workplace, but how it is managed can determine 

whether it has a positive or negative outcome. Effective conflict resolution involves 

acknowledging the emotions involved, addressing the underlying issues, and finding 

mutually agreeable solutions. It requires emotional awareness, empathy, and strong 

negotiation skills. 

 Conflict resolution strategies might include: 

 Collaborative problem-solving: Encouraging all parties to share their 

perspectives and work together to find a solution. 

Active listening: Ensuring each individual feels understood and validated during 

discussions. 
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Keeping emotions in check: Encouraging calmness and focusing on facts rather than 

letting emotions drive the conversation. 

 By addressing conflicts proactively and managing emotional responses, 

organizations can maintain a healthy and productive work environment. 

5. Creating a Supportive Work Environment 

 A supportive organizational culture can help employees manage emotions 

more effectively. When employees feel supported by their managers and colleagues, 

they are less likely to experience negative emotions such as stress or anxiety. A 

positive work environment promotes open communication, trust, and a sense of 

belonging, all of which contribute to emotional well-being. 

 Organizations can also provide resources for managing emotions, such as 

employee assistance programs (EAPs), stress management workshops, and mental 

health support. These resources can help employees cope with work-related stressors 

and personal challenges that may affect their emotional health. 

6. Training and Development 

 Workplaces can foster emotional management by offering training programs 

on topics such as emotional intelligence, stress management, and conflict resolution. 

These programs help employees develop the skills needed to manage their emotions 

and navigate difficult workplace situations. Leaders and managers, in particular, 

should receive training in emotional management to set a positive example and create 

a supportive environment for their teams. 

 Managing emotions at work is crucial for creating a positive, productive, and 

harmonious organizational environment. Emotional intelligence, mindfulness, 

communication skills, conflict resolution, and a supportive workplace culture all 

contribute to effective emotional regulation. By recognizing and addressing emotional 

dynamics, organizations can enhance employee well-being, improve job satisfaction, 

and foster a more collaborative, resilient workforce. 

 Ultimately, the ability to manage emotions effectively not only benefits 

individual employees but also contributes to the long-term success and health of the 

organization. As workplace demands continue to evolve, emotional management will 

remain a key component in optimizing both personal and organizational performance. 

7.5 Emotional intelligence 

 Emotional Intelligence (EI) refers to the ability to recognize, understand, and 

manage our own emotions, as well as the emotions of others. In Organizational 

Behavior (OB), EI is a key factor influencing individual performance, interpersonal 

relationships, decision-making, leadership effectiveness, and overall organizational 

climate. It involves a set of skills that allow individuals to navigate complex social 

interactions and challenges, making EI an essential competency for success in the 

workplace. 
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 Components of Emotional Intelligence 

 EI is typically broken down into five core components, as outlined by Daniel 

Goleman, a prominent psychologist in the field of emotional intelligence: 

 Self-Awareness: 

  This is the ability to recognize and understand one’s own emotions and how 

they affect thoughts and behavior. Self-aware employees are able to accurately assess 

their strengths and weaknesses and are more likely to act with confidence and clarity. 

In OB, self-awareness helps individuals manage stress, avoid overreacting, and align 

their behaviors with their values and goals. 

 Self-Regulation:  

 This refers to the ability to control or redirect disruptive emotions and 

impulses. Self-regulation enables individuals to remain calm under pressure, resist the 

urge to act impulsively, and remain adaptable to changing circumstances. Employees 

with high self-regulation are less likely to react negatively to stressful situations or 

interpersonal conflicts, contributing to a more positive workplace environment. 

 Motivation:  

 Individuals with high EI are typically more motivated to achieve their personal 

and professional goals. Motivation in this context refers to the ability to remain 

committed and optimistic, even in the face of setbacks. In OB, employees with strong 

intrinsic motivation are often more engaged, proactive, and committed to continuous 

learning and improvement. They also contribute positively to organizational culture 

by inspiring others. 

 Empathy:  

 Empathy is the ability to recognize and understand the emotions of others. 

Empathetic individuals can connect with their colleagues on a deeper level, building 

trust and fostering positive relationships. In OB, empathy is crucial for effective 

leadership, conflict resolution, and team collaboration. Leaders who demonstrate 

empathy are better equipped to support their employees’ needs and create an 

emotionally intelligent workplace. 

Social Skills: Social skills involve the ability to manage relationships and build 

networks. This includes effective communication, collaboration, conflict resolution, 

and leadership. In the workplace, individuals with strong social skills can navigate 

complex social dynamics, promote teamwork, and maintain productive, harmonious 

relationships. Socially skilled leaders can inspire loyalty and drive organizational 

success by motivating their teams and aligning their efforts toward common goals. 

Importance of Emotional Intelligence in OB 

 In Organizational Behavior, EI is linked to a wide range of positive outcomes. 

Employees with high emotional intelligence tend to perform better, exhibit higher 

levels of job satisfaction, and maintain healthier relationships with colleagues. EI also 

plays a pivotal role in leadership effectiveness. Leaders with high EI can inspire trust, 
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manage conflicts effectively, and foster a work environment that encourages 

collaboration and innovation. 

 Moreover, emotionally intelligent employees contribute to organizational 

resilience. They are better equipped to handle stress, adapt to change, and overcome 

challenges, which is particularly important in today’s fast-paced, constantly changing 

work environments. Emotional intelligence can also help organizations reduce 

turnover and improve employee well-being, as emotionally intelligent individuals are 

generally more adept at managing their emotions and relationships in a healthy 

manner. 

Developing Emotional Intelligence in the Workplace 

 While some individuals may naturally possess higher levels of emotional 

intelligence, it is a skill that can be developed and refined over time. Training 

programs focused on EI, including workshops on self-awareness, stress management, 

and communication, can help employees improve their emotional intelligence. 

Additionally, mentoring and coaching, regular feedback, and creating a culture that 

values emotional competence can all support the development of EI within an 

organization. 

 Emotional Intelligence is a critical aspect of Organizational Behavior that 

affects individual and team performance, leadership effectiveness, and overall 

organizational health. By fostering emotional intelligence in employees, organizations 

can enhance communication, reduce conflict, and improve overall morale. As the 

workplace continues to evolve, the ability to manage emotions and build strong, 

positive relationships will remain a key factor in driving organizational success. 

7.6 Concept and dimension 

 In Organizational Behavior (OB), understanding emotions and moods is 

crucial for analyzing employee behavior, managing workplace dynamics, and 

improving organizational outcomes. Both emotions and moods significantly influence 

decision-making, interpersonal interactions, job satisfaction, and performance. While 

these terms are often used interchangeably, they represent different psychological 

phenomena. Emotions are short-lived, intense, and typically triggered by specific 

events, while moods are more enduring, generalized emotional states that are less tied 

to specific occurrences. Understanding their concepts and dimensions is key to 

managing them effectively in the workplace. 

7.6.1 Concept of Emotions in OB 

 Emotions are defined as intense, short-term reactions to specific stimuli, events, 

or situations. They are usually immediate responses to something that has occurred 

and are often associated with physiological changes (e.g., increased heart rate, 

sweating, or a change in facial expression). Emotions are generally directed at an 

object or situation, which makes them event-specific. For instance, an employee might 

feel anger after receiving critical feedback, or joy after completing a challenging 

project successfully. 

 Emotions play a significant role in influencing behavior in the workplace, 

affecting decision-making, problem-solving, motivation, and communication. They 
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are powerful drivers of action. Positive emotions, like happiness or pride, can boost 

creativity, job satisfaction, and engagement, while negative emotions, such as anger, 

fear, or frustration, can reduce productivity, hinder collaboration, and lead to conflict. 

7.6.2 Concept of Moods in OB 

 Moods, on the other hand, are more generalized and less intense than emotions. 

They tend to last for longer periods—ranging from hours to days—and are not 

necessarily caused by specific events. Moods are more diffuse and can influence how 

individuals perceive and respond to various situations in the workplace. For example, 

a person in a positive mood may approach their work with greater enthusiasm and 

creativity, while someone in a negative mood may focus more on challenges or 

obstacles, leading to disengagement or lack of motivation. 

 Unlike emotions, which have specific triggers, moods can arise from a variety 

of internal or external factors, such as stress, sleep deprivation, or the general work 

environment. While moods may not be as easily identified or addressed as emotions, 

they still play an important role in influencing behavior, performance, and 

interpersonal dynamics. 

7.6.3 Dimensions of Emotions in OB 

 Emotions can be understood along several dimensions in OB. The most 

prominent dimensions are intensity, duration, valence, and complexity: 

Intensity: This dimension refers to the strength or power of an emotional experience. 

Emotions can range from mild (e.g., a slight irritation) to intense (e.g., extreme joy or 

rage). Intense emotions tend to have a more noticeable impact on behavior, 

influencing decision-making and interpersonal relationships more strongly than mild 

emotions. High-intensity emotions can also lead to impulsive actions or decision-

making, sometimes overshadowing rational thought. 

Duration: Emotions are typically short-lived, often lasting only a few minutes or 

hours. However, the duration of an emotion can vary based on the intensity and the 

individual’s ability to manage or regulate it. For example, a burst of anger triggered by 

a colleague’s comment may last only a few minutes, but unresolved anger can linger, 

influencing future interactions. 

Valence: Valence refers to whether an emotion is positive or negative. Positive 

emotions like happiness, pride, and excitement tend to enhance motivation, foster 

collaboration, and increase overall job satisfaction. Negative emotions, such as anger, 

fear, and disappointment, can create tension, lead to poor performance, and disrupt 

team dynamics. Understanding the valence of emotions helps in anticipating employee 

behavior and addressing issues before they escalate. 

Complexity: Emotions can range from simple to complex, depending on the situation 

and individual. Simple emotions, such as joy or anger, are easily identifiable and 

straightforward in their impact on behavior. Complex emotions, such as guilt or 

embarrassment, may involve multiple feelings simultaneously (e.g., a combination of 

sadness and frustration), and can be more difficult to manage and interpret. Complex 

emotions often require higher emotional intelligence to navigate effectively. 
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7.6.4 Dimensions of Moods in OB 

 While moods share some similarities with emotions, they have unique 

characteristics. The key dimensions of moods include positivity-negativity, activation-

deactivation, and cognitive influence: 

Positivity-Negativity: Moods can be categorized as either positive or negative, much 

like emotions. Positive moods contribute to a sense of well-being, optimism, and 

engagement. Employees in a positive mood are likely to be more creative, cooperative, 

and productive. Negative moods, on the other hand, are associated with feelings of 

stress, irritation, and dissatisfaction, leading to decreased performance and higher 

conflict. 

Activation-Deactivation: Moods can also be categorized based on their level of 

activation, ranging from high-energy (activation) to low-energy (deactivation). High-

activation moods are energetic and can drive proactive behavior, while low-activation 

moods are more subdued and may lead to passivity or disengagement. For example, a 

mood of excitement (high activation) may lead to increased engagement, while a 

mood of calmness or lethargy (low activation) may contribute to a lack of motivation. 

Cognitive Influence: Moods influence the way people think and process information. 

Individuals in a positive mood tend to focus on possibilities, solutions, and 

opportunities, leading to more creative thinking and problem-solving. Those in a 

negative mood may have a narrower focus, concentrating more on problems and 

potential risks. This can lead to more cautious decision-making or missed 

opportunities for innovation. 

Impact of Emotions and Moods in OB 

    Both emotions and moods significantly affect various aspects of OB, including: 

 Job Performance: Emotions, especially positive ones, are strongly linked to higher 

job performance. People who experience positive emotions tend to have better focus, 

higher motivation, and greater creativity. On the other hand, negative emotions can 

impair concentration, decision-making, and performance. 

 Decision-Making: Emotions can influence the decisions individuals make in the 

workplace. Positive emotions may lead to risk-taking and more innovative decisions, 

while negative emotions may cause more conservative or avoidant decision-making. 

 Workplace Relationships: Emotions and moods also affect how individuals interact 

with colleagues. Positive emotions often facilitate cooperation and teamwork, while 

negative emotions can lead to conflict and strained relationships. 

 Leadership: Leaders’ emotions and moods have a ripple effect on their teams. 

Leaders who display positive emotions, such as enthusiasm or optimism, can foster a 

motivated and engaged workforce. Conversely, leaders who consistently display 

negative emotions may contribute to a toxic work environment. 

 Emotions and moods are integral to understanding Organizational Behavior 

(OB) because they directly influence employee motivation, performance, interpersonal 

dynamics, and organizational culture. Emotions, being short-lived and event-driven, 

have a more immediate and intense impact, while moods, being more diffuse and 
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enduring, shape the long-term emotional climate of a workplace. By understanding the 

dimensions of both emotions and moods, organizations can better manage workplace 

behavior, improve decision-making, and foster a positive work environment that 

drives success. Emotional intelligence, communication, and leadership strategies can 

all be employed to manage and channel emotions and moods effectively, creating a 

productive and harmonious workplace. 

 Long Questions: - 

 

1. What is emotions in normal sense? 

2. Are emotions have types? 

3. Explain the nature of emotion and mood. 

4. Give difference between emotions and moods. 

 Short notes: - 

 

1. How to manage Emotions at workplace. 

2. What is Emotional Intelligence? 

3. Sources of emotions and moods. 

4. Concept and dimensions of emotion. 
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8.1 Introduction 

8.2 Meaning and Definition 

8.3 Characteristics of Perception  

8.4 Nature of Perception 

8.5 Importance of Perception 

8.6 Factors affecting Perception 

8.7 Types of Perception 

8.8 Process of Perception 

8.9 Errors in Perception  

 Exercise  

8.1 Introduction 

 The word Perception comes from the Latin words, “percipio” meaning 

“receiving, collecting, action of taking possession, apprehension with the mind or 

senses”. people‟s behavior is based on their perception of what reality is, not on reality 

itself. The world as it is perceived is the world that is behaviorally important. 

For example, in appraising performance, managers use their perceptions of an 

employee‟s behaviour as a basis for evaluation. One work situation that highlights the 

importance of perception is the selection interview. Perception is also culturally 

determined. Based on our cultural backgrounds, we tend to perceive things in certain 

ways. Perception is a core feature of existence. Throughout evolution, creatures have 

relied on perception to find sunlight and food and to avoid predators. In the context of 

human existence, perception is the basis for everything we experience from the feeling 

of rain on our skin to the sound of joy in a child‟s laugh.  

 Perception is a core feature of existence. Throughout evolution, creatures have 

relied on perception to find sunlight and food and to avoid predators. In the context of 

human existence, perception is the basis for everything we experience from the feeling 

of rain on our skin to the sound of joy in a child‟s laugh. Our brains are constantly 

bombarded by a barrage of sensory data. For example, while you‟re sitting at a 

computer reading this article, your brain is receiving tactile information from receptors 

in your skin activated by the sensation of clothing and the pressure on your body from 

sitting in a chair, auditory information conveying any music or ambient noise that is 

currently tickling the hair cells in your ears, visual information from the light hitting 

your retina produced by your computer or phone, proprioceptive information about the 

relative position of your body parts with respect to one another, and much more. 

Perception is the translation of all of this sense data into the coherent experience of 

reading an article. 

 Perception is the process by which the brain interprets and organizes sensory 

information from the environment to produce a meaningful experience of the world. The 

act of perceiving involves various cognitive processes such as attention, sensation, and 

memory, that allow us to recognize, understand, and interpret our surroundings. 

PERCEPTION UNIT-8  
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Perception can be influenced by personal experiences, emotions, motivations, and 

expectations, and can sometimes lead to perceptual illusions and misinterpretations of 

reality. 

8.2 Meaning and Definition  

 Meaning: Perception is understood as the set of mental processes through which 

our brain interprets the stimuli that it picks up, at a sensory level, from the environment 

that surrounds us, thus creating a conscious impression of reality. To these sensory 

stimuli, thoughts and feelings of their own are usually added, to complete the image 

formed in a logical or meaningful way for each observer. 

Definition:  

 According to Stephen P. Robbins “A process by which individuals organize and 

interpret their sensory impressions in order to give meaning to their environment.” 

 According to Fred Luthans “Perception is an important meditative cognitive process 

through which persons make interpretations of the stimuli‟s or situation they are 

faced with” 

8.3 Characteristics/Features of Perception  

1) It is a Process  

 It is carried out in a continuous, dynamic process, located in a time and in a 

space. The process can be internal or external (a memory or an observation of an 

element, for example), or it can include both phenomena (we observe an object and 

remember similar ones). The process of perception is also mediated (various factors 

such as language, memory, affections, needs, etc. participate), active (requires our 

action) and interactive (there must be a relationship between the person and the object / 

environment / stimulus). 

2) It is constructive concept 

 In addition to our inferences, perception incorporates data that memory 

possesses, classifies it and fuses it into a single object: it builds an idea based on new 

and pre-existing observations and data. 

3) It is inferential 

 Perception is the first cognitive process. It allows taking information from the 

environment to form an image or idea after the decoding and assimilation of sensory and 

energetic stimuli (makes an inference and interpretation). 

4) It uses our senses 

 In order to perceive, we need to capture stimuli through our senses that is why 

perception can be: 

 Visual (image) 

 Auditory (sound) 

 Olfactory (aroma) 

 Gustatory (flavor) 

 Tactile (physical contact) 
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5) It has a purpose 

 Perception has an objective, a purpose, which is to achieve a construction. This 

construction can be done to understand the situation, to try to remember and memorize 

content, to detect dangers, modifying it according to immediate, urgent, or daily needs. 

6) It is relative concept  

 Perception is never absolute but relative: it always occurs in a context that can 

change over time. Thus, perception adapts to the observer's experimentation with the 

stimulus, in a time and in a space. 

7) Perception is a mental, Cognitive and Intellectual process 

 an individual selects data or information from the environment, organizes it, and 

draws significance or meaning from it. Perception is basically a cognitive or thinking 

process and an individual‟s activities, emotions, feelings, etc. are based on his 

perception. Perception being an intellectual and cognitive process will be subjective in 

nature. This means that different people may perceive the same environment differently 

based on the effect of the environment. 

8.4 Nature of Perception 

 Perception refers to the interpretation of sensory data. In other words, sensation 

involves detecting the presence of a stimulus whereas perception involves understanding 

what the stimulus means. For example, when we see something, the visual stimulus is 

the light energy reflected from the external world and the eye becomes the sensor. This 

visual image of the external thing becomes perception when it is interpreted in the visual 

cortex of the brain. Thus, visual perception refers to interpreting the image of the 

external world projected on the retina of the eye and constructing a model of the three 

dimensional world.” 

1. Perception is the process by which an individual gives meaning to the environment. 

2. People„s actions, emotions, thoughts and feelings are triggered by their perceptions 

of their surroundings. 

3. Perception has been defined in a variety of ways; it basically refers to the manner 

in which a person experiences the world. 

4. Perception is an almost automatic process and works in the same way within each 

individual, yet it typically yields different perceptions. 

 From the above explanation it becomes clear that perception is something more 

than sensation. It correlates, integrates and comprehends diverse sensations and 

information from many organs of the body by means of which a person identifies things 

and objects, the sensations refer to. 

 Perception is determined by both physiological and psychological characteristics 

of the human being whereas sensation is conceived with only the physiological features. 

Thus, perception is not just what one sees with the eyes it is a much more complex 

process by which an individual selectively absorbs or assimilates the stimuli in the 

environment, cognitively organizes the perceived information in a specific fashion and 

then interprets the information to make an assessment about what is going on in one‟s 

environment. 
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Perception is a subjective process, therefore, different people may perceive the same 

environment differently based on what particular aspects of the situation they choose to 

selectively absorb, how they organize this information and the manner in which they 

interpret it to obtain a grasp of the situation. 

8.5 Importance of Perception 

 Perception is important in our daily life as well as in the workplace. It is used to 

help us make valid and realistic estimates and give us an understanding of the world 

around us. Every person perceives the world differently, thus helps us understand 

human nature. As perception is based on a person‟s needs, therefore, it can help us 

determine the needs of the person. It can also aid us in empathizing with others, walking 

in their shoes, getting to feel what the other is feeling. We act according to what and 

how we see, therefore, perception moulds how we behave.  

(i) Perception is very important in understanding the human behaviour, because every 

person perceives the world and approaches the life problems differently- Whatever 

we see or feel is not necessarily the same as it really is. It is because what we hear is 

not what is really said, but what we perceive as being said. When we buy something, 

it is not because it is the best, but because we take it to be the best. Thus, it is because 

of perception, we can find out why one individual finds a job satisfying while another 

one may not be satisfied with it. 

(ii) If people behave on the basis of their perception, we can predict their behaviour in 

the changed circumstances by understanding their present perception of the 

environment. One person may be viewing the facts in one way which may be 

different from the facts as seen by another viewer. 

(iii) With the help of perception, the needs of various people can be determined, because 

people‟s perception is influenced by their needs. Like the mirrors at an amusement 

park, they distort the world in relation to their tensions. 

(iv) Perception is very important for the manager who wants to avoid making errors 

when dealing with people and events in the work setting. This problem is made more 

complicated by the fact that different people perceive the same situation differently. 

In order to deal with the subordinates effectively, the managers must understand their 

perceptions properly. 

 Thus, for understanding the human behaviour, it is very important to understand 

their perception, that is, how they perceive the different situations. People‟s behaviour is 

based on their perceptions of what reality is, not on reality itself. The world as it is 

perceived is the world that is important for understanding the human behaviour. 

8.6 Factors affecting Perception 

 A number of factors operate to shape and sometimes distort perception. These 

factors can reside in the perceiver, in the object or target being perceived, or in the 

context of the situation in which the perception is made. The factors affecting perception 

are factors in the perceiver, factors in the target, and factors in the situation.  
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Perception is how an individual selects, organizes, and interprets information to create a 

meaningful picture. 

 Perception depends not only on the physical stimuli but also on the stimuli‟s 

relation to the surrounding field and on conditions within the individual. Perception is a 

process by which individuals organize and interpret their sensory perceptions to give 

meaning to their environment. However, what one perceives can be substantially 

different from objective reality. It is the process through which the information from the 

outside environment is selected, received, organized, and interpreted to make it 

meaningful. This input of meaningful information results in decisions and actions. 

Several factors operate to shape and sometimes distort perception. These factors can 

reside in the perceiver in the object or target being perceived or in the context of the 

situation in which the perception is made. When an individual looks at a target and 

attempts to interpret what he or she sees, that interpretation is heavily influenced by the 

personal characteristics of the individual perceiver. 

 Personal characteristics that affect perception include attitudes, personality, 

motives, interests, past experiences, and expectations. Some factors influence the target, 

such as novelty, motion, sounds, size, background, proximity, similarity, etc. 

Characteristics of the target being observed can affect what is perceived. Because 

targets are not looked at in isolation, the relationship of a target to its background also 

influences perception, as does our tendency to group close things and similar things 

together. There are also some situational factors, like the time of perceiving others, work 

settings, social settings, etc., that influence the perception process. Besides these, there 

are some other factors, like perceptual learning, which is based on past experiences or 

any special training that we get. Every one of us learns to emphasize some sensory 

inputs and ignore others.  

 Another factor is the mental set, which refers to preparedness or readiness to 

receive some sensory input. Such expectancy keeps the individual prepared with good 

attention and concentration. The level of knowledge we have may also change the way 

we perceive their behaviors. It creates expectancy in people. The nature of the things 

that must be perceived is also an influential factor. By nature, we mean whether the 

object is visual or auditory and whether it involves pictures, people, or animals. 

Perception is determined by both the physiological and psychological characteristics of 

the human being, whereas sensation is conceived with only the physiological features. 

Thus, perception is not just what one sees with the eyes. Factors affecting perception are 

as follows:  

1) Factors in the Perceiver 

2) Factors in the Target 

3) Factors in the Situation 

1) Factors in the perceiver 

 The following are those variables that decide the property or behavior of a 

perceiver. When an individual looks at a target and attempts to interpret what he or 

she sees, the interpretation is heavily influenced by the personal characteristics of the 

individual perceiver. Among the more relevant personal characteristics affecting 

perception are attitudes, motives, interests, past experiences, and expectations. 
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A. Attitudes 

 If the people‟s attitude is positive, then he/she will definitely positively pursue 

the perception, but if s/he takes it negatively, however, the item or the thing is 

impressive and quite good s/he is observing, it will observe as a bad one. 

 So, it is considered the factors in the perceiver which definitely affect the 

perception. For example; if an employee is giving his best and improving himself but 

the manager is not looking at his positive side but only looks for the criticism, and 

cannot encourage him. then the employee might turn the job for another one. 

B. Motives 

 Motives are the motivations that cause us to work every day. They are also 

responsible for the perception that causes a person‟s urgent needs and demands to 

surely influence perception. For example; in the football club, if the player wants to be 

selected in every starting eleven, and wants to show the best level of himself. He will 

definitely work hard and get praise from the manager. In this case, the perception of 

getting starting eleven and praise is caused by motivation and the motives the 

perceiver got. 

C. Interest 

 Interest is one of the key influentials of perception. As people tend to work in a 

better way if they find compatible interest or enthusiasm. For example; some people 

are more interested in sports than the curriculum courses. If they get the proper 

guidance and maintenance, they will be successful in those areas. for example; the 

Nepalese Pubg Team got famous for playing Pubg, which is their core interest. 

D. Experience 

 Successful experience will boost up a perception, and on the other side, 

failures will cause to stop and amend the perception of doing the same work again. 

E. Expectations 

 People always have specific expectations and they will always assume those 

expectations on other people, jobs, or anything. For example; backbenchers are 

perceived as a weak students in exams by the teachers. 

2) Factors in the target 

 The characteristics of the target being observed can affect the perception. Loud 

people are more likely to be noticed than the quiet ones. There are extremely attractive 

and unattractive individuals. Motion, Sounds, Size, and other attributes of a target 

shape the way we see it. 

a. Novelty (new factor) 
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 People surely will notice the new thing happening in the surrounding. For 

example; people notice the developmental works on the roads very quickly. Also, they 

find intriguing the facts that animals walking on the roads or something phenomenal. 

b. Motion 

 Secondly, motions are easily perceived by people. This principle presumes that 

people are more likely to focus on emotional or moving objects than non-emotional 

objects. Examples; soldiers in combat learn this very quickly, Adverteries make more 

of a moving screen than the static advertisement. 

c. Sound 

 Louder and frequent is the sound easier and quicker which will be factors 

affecting perception and vice versa. 

d. Size 

This principle assumes that the larger the size, the more likely it is to be attracted by 

the people than the smaller size. For example; big hoarding boards are used to attract 

more people using the size principle. 

e. Background 

 It is just a similar approach in the figure-ground principle. It assumes the focus 

of the perceiver is always on the figure which is on the first layer and the background 

is ignored by the perceiver. 

f. Proximity 

 It assumes that proximate things are perceived easily and quickly. And also 

shows that an individual is always different from the other ones. 

Similarity: This concept follows the moral that individuals are similar to others, and 

work the same way in a group. For example; an army person perceives an army staff 

easily. 

3) Factors in the situation: 

a. Time 

 Time affects the perception in a way that if a perceiver implements the 

knowledge h/she just got will be more effective than the implementation after a long 

period of time. For example; if a student notes down what they learn in the school 

time after coming home on the same day, then the student will have no doubts about 

the subject matter again. So, time matters the most in these areas. 

b. Work setting 

 This principle talks about the working environment or nature of the workplace. 

Obviously, if an individual work in a friendly, mutually respected company, then 
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surely s/he is motivated to get the best out of possible resources. But, if the company 

is old school which just focuses on the high work rate on the employees, then there 

will be negative impacts on the individuals. 

c. Social setting 

 It generally gives light on social adjustment and social judgemental. For 

example; if a girl wears lipstick in college, then she will be badly judged, but if she 

had lipstick at a party, she would be judge differently. The following Factors also 

affecting Perception which is described as follows:. There are individual differences in 

perceptual skills; two people can perceive the same stimulus differently. The factors 

that affect people‟s perceptions are: 

d.Perceptual learning 

 Based on past experiences or any special training we receive, we learn to 

emphasize some sensory inputs and ignore others. For example, a person who has 

been trained in some occupation such as art or other skilled jobs may perform better 

than other untrained people; experience is the best teacher for such perceptual skills. 

For example, blind people identify people by their voices or the sounds of their 

footsteps. 

e. Mental set 

 The set refers to the preparation or disposition to receive sensory information; 

such an expectation keeps the individual prepared with good attention and 

concentration. For example, when we wait for a train to arrive, we hear its horn or 

sound, even if there is a lot of noise disturbance. 

f. Motives and needs 

 Our motives and needs will influence our Perception. For example, a hungry 

person is motivated to recognize only food items among other items; their attention 

cannot turn to other things until their motive is satisfied. 

g. Cognitive styles 

 It is said that people differ in the way they distinctively process information; 

each individual will have their way of understanding the situation. It is noted that 

flexible people will receive good care and be less affected by interfering influences. 

They will be less dominated by internal needs and motives than people on edge. 

8.7 Types of Perception 

i. Visual Perception 

 It is the ability to see, organize and interpret the environment itself; this is a 

critical process because it gives us the ability to learn new information; without visual 

Perception, we would not be able to make sense of the words on a page, recognize 

everyday objects, or have the hand-eye coordination required for many daily tasks. 
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ii. Auditory Perception 

 It is the ability to perceive sound by detecting vibrations and changes in the 

pressure of the surrounding environment over time through an organ such as the ear. 

iii. Tactile Perception 

 The Perception made through touch receptors is known as tactile Perception; this 

implies only the sense of touch perceives any stimulus presented by contact.  

iv. Taste perception 

 The sensation occurs when the taste buds on the tongue and throat transmit 

information about the chemical composition of a soluble stimulus; “The sweet left it 

with a bad taste”; “The melon tasted delicious.”  

v. Olfactory Perception 

 It is a process that begins in the nose with the stimulation of olfactory sensory 

neurons and ends in the higher brain centers that, when activated, make us aware of a 

smell. In humans, this awareness is usually confirmed by verbal reports, whereas some 

odor detection or discrimination task is used in animal studies. 

 In mammals, olfactory stimuli are received and processed by multiple systems 

(the main olfactory, vomeronasal, and septal organ systems). Activation (particularly by 

irritants) of the trigeminal, vagal, and glossopharyngeal receptors in the respiratory tract 

can contribute to perceptual experience. However, most research has focused on the 

powerful olfactory system, which also appears to be the only functional olfactory 

system in humans.  

vi. Movement perception 

 The process through which humans and other animals orient themselves or the 

physical movements of others. Most animals, including humans, move in search of food 

that is often on the move; they move to avoid predators and to mate; animals must 

perceive their movements to balance and move effectively; Without such perceptual 

functions, the chances of survival would be drastically reduced.  

vii. Extrasensory Perception 

 It occurs independently of known sensory processes, generally, telepathy or 

thought transfer between people, prophecy, supernormal knowledge of objects or events 

not necessarily known by others, and precognition or ability of the future. 

 Scientific investigation of these and other similar phenomena dates back to the 

late 19th century, and most of the evidence comes from experiments involving card 

divination. Subjects attempt to correctly guess the symbols on the cards hidden from 

view under controlled conditions, considered a percentage better than the probability of 

correct calls in a statistically significant number of trials. Although many scientists 

continue to doubt the existence, people who claim this ability are sometimes used by 

research teams searching for missing people or things.  
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viii.Social Perception 

 It relates to the way people think and makes sense of other people: how they 

form impressions, draw conclusions, and try to explain other people‟s behavior; 

sometimes called social cognition or the study of „naive psychology,‟ Social Perception 

focuses on the factors that influence the ways people understand other people and how 

people process, organize and remember information about others.  

8.8 Process of Perception  

 Perception is the way we take in the world around us. At every single time we 

are exposed to stimuli belonging to our senses, the way we process these stimuli is 

called perception. Perception cannot be segregated from sensation. Perception is an 

essential part of all interpersonal communication and helps us to make decisions. 

Devito in 2009 elaborated on the five stages of perception. When stimuli are 

perceived, the brain starts selecting, organizing and integrating the sensory stimuli or 

information to create an event.  The 5 Stages of Perception are as follows: 

1. Stimulation  

 The world is full of stimuli that are bombarding on us from all directions and 

through all oursenses at any given time. The way we select and respond to certain of 

these stimuli,responding to some and not others, depends on the extent of stimulation 

of the stimuli.During a lecture, not responding to the teacher due to daydreaming is 

one such example, but if the teacher suddenly calls out your name, attention is 

suddenly diverted towards the lecture or the teacher. We engage in selective 

perception, that is, perceiving mostly the positive things around us. Everyone wants to 

engage in the positive and get positive affirmations, therefore, asking people for 

feedback regarding a certain owned item is an example of how positive feedback from 

the environment is vital.   

2.Organization 

 

 Organizing is the second part of the perception process, in which we sort and 

categorize information that we perceive based on innate and learned cognitive patterns 

called schemata. There are four types of these schemata: prototypes, personal 

construct, stereotypes, and scripts. One or all of these tools can be used to organize 

our perceptions in a meaningful way. 

 The first of the schemata is known as a prototype. A prototype defines the 

clearest or most representative examples of some category. It is an ideal or best 

example of a particular category. Stating that a particular person would make the ideal 

friend, or that someone is the perfect worker, are both means of prototyping. We 

classify people by the category that most represents them. Then we consider how well 

they measure up. The second schemata, personal construct, allows us to measure 

people and situations. We do so usually after we generalize people into their category 

or stereotype. Then we make judgments in a limited manner, and our perception may 

not include nonhighlighted qualities. Thus, we are reminded that the processes of 

selecting and organizing interact to affect our perception. 

 The third schemata, known as stereotyping, is the process of predicting 

generalizations of people and situations. It is very widely used and can be negative as 
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well as positive. However, it is rarely a completely accurate form of measure. Finally, 

the last schemata is known as a script. A script is a sequence of activities that spells 

out how we and others are expected to act in a specific situation. We follow these 

scripts when someone says hello, when we date, when we are at church, and in many 

other situations. We have been trained by our environment to follow certain paths that 

can be constructive, destructive, or both. 

 The organization of what we select to interpret has a very large influence on 

our perception. The different environments that we have lived in throughout our lives 

will always influence our insight. All four cognitive schemata are ever-changing based 

on new environments and how open we are to new ideas. The ability to understand 

that we cannot possibly have a complete understanding of people in this world is 

crucial to the interpretation process. Only if we realize that we change with every 

input of information, with every bite of food, with every breath of air can we 

understand that cognitive schemata are ever-changing. Therefore, we must revisit 

regularly how we organize our perceptions constantly and replace what we have 

thought to be true with what we have learned to be true. 

 Once we have selected the stimulus from the environment, our brain tends to 

organize it. Our senses (touch, taste, smell, sight, and hearing) trigger the neural 

activity in the brain and it places the various sense stimuli into different slots. Normal 

perception calls for the capacity to identify and recognize objects. A single stimulus 

can give rise to multiple percepts. For example, Rubin‟s Vase, a well-known optical 

illusion. Initially, we select the item to attend to thereby blocking out almost 

everything else. Our brain focuses on the task at hand to give it our attention. In the 

case of Rubin‟s vase, some people organize the dark parts of the image as the 

foreground and the light parts as the background, while others have the opposite 

interpretation.Those who attend to the dark part of the image see a vase and those who 

see the white part of the image, perceive two faces opposite each other. 

3. Interpretation-Evaluation 

 Although selecting and organizing incoming stimuli happens very quickly, and 

sometimes without much conscious thought, interpretation can be a much more 

deliberate and conscious step in the perception process. Interpretation is the third part 

of the perception process, in which we assign meaning to our experiences using 

schemata. Schemata are like databases of stored, related information that we use to 

interpret new experiences. We all have fairly complicated schema that have developed 

over time as small units of information combine to make more meaningful complexes 

of information. 

 We have an overall schema about education and how to interpret experiences 

with teachers and classmates. This schema started developing before we even went to 

preschool based on things that parents, peers, and the media told us about school. For 

example, we learned that certain symbols and objects like an apple, a ruler, a 

calculator, and a notebook are associated with being a student or teacher. We learned 

new concepts like grades and recess, and you engaged in new practices like doing 

homework, studying, and taking tests. We also formed new relationships with 

teachers, administrators, and classmates. As we progressed through your education, 

your schemata adapted to the changing environment. How smooth or troubling 

schema reevaluation and revision are varies from situation to situation and person to 

person. For example, some students adapt their schema relatively easily as they move 

https://louis.pressbooks.pub/fundamentalsofcomm/chapter/chapter-xx-perceiving-and-understanding/#term_294_306
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from elementary, to middle, to high school, and on to college and are faced with new 

expectations for behavior and academic engagement. Other students do not adapt as 

easily, and holding on to their old schema creates problems as they try to interpret new 

information through old, incompatible schema. 

 We have all been in a similar situation at some point in our lives, so we know 

that revising our schema can be stressful and that such revision takes effort and 

usually involves some mistakes, disappointments, and frustrations. But being able to 

adapt our schema is a sign of cognitive complexity, which is an important part of 

communication competence. So even though the process may be challenging, it can 

also be a time for learning and growth. 

 It is important to be aware of schema because our interpretations affect our 

behavior. For example, if you are doing a group project for class and you perceive a 

group member to be shy based on your schema of how shy people communicate, you 

may avoid giving him presentation responsibilities in your group project because you 

do not think shy people make good public speakers. Schemata also guide our 

interactions, providing a script for our behaviors. We know, in general, how to act and 

communicate in a waiting room, in a classroom, on a first date, and on a game show.  

 As we have seen, schemata are used to interpret others‟ behavior and form 

impressions about who they are as a person. To help this process along, we often 

solicit information from people to help us place them into a preexisting schema. In the 

United States and many other Western cultures, people‟s identities are often closely 

tied to what they do for a living. When we introduce others, or ourselves, occupation 

is usually one of the first things we mention. Think about how your communication 

with someone might differ if he or she were introduced to you as an artist versus a 

doctor. We make similar interpretations based on where people are from, their age, 

their race, and other social and cultural factors. We will learn more about how culture, 

gender, and other factors influence our perceptions as we continue through the 

chapter. In summary, we have schemata about individuals, groups, places, and things, 

and these schemata filter our perceptions before, during, and after interactions. As 

schemata are retrieved from memory, they are executed, like computer programs or 

apps on your smartphone, to help us interpret the world around us. Just like computer 

programs and apps must be regularly updated to improve their functioning, competent 

communicators update and adapt their schemata as they have new experiences. 

 We tend to interpret the stimuli according to our needs, experiences, wants and 

desires. When we interpret the stimuli we give it meaning, organizing and 

categorizing it. This enables us to see things around with a unique perspective that is 

novel for each individual. Interpreting the stimuli and giving it meaning, furthers the 

assessing of a situation.  

4. Memory 

 Memory is the storage of perceptions of past events, sensations, schemas of 

these events and their interpretation-evaluation. It is the subsequent retrieval of 

information. It involves the processes of encoding, storage and retrieval.  Memory is 

stored in Short-Term memory for a short duration of time lasting up to a few minutes 

and Long-Term memory lasting a lifetime with an unlimited capacity. 

5. Recall 

https://louis.pressbooks.pub/fundamentalsofcomm/chapter/chapter-xx-perceiving-and-understanding/#term_294_306
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 Recall is getting the stored information out of the memory as and when 

required for usage. The way information is stored helps in recalling as well. If the 

information is organized, retrieval is smooth 

8.9 Errors in Perception 

 Perception is the process of analyzing and understanding a stimulus, but it may 

not always be possible to perceive motivations as they are; knowingly or unknowingly, 

we confuse the inspiration and misperceive it. 

 It may be due to a defect in our sensory organs or a malfunctioning brain. The 

prejudices in the individual, the time of Perception, the unfavorable background, the 

lack of clarity of the stimulus, the confusion, the conflict in mind, and other factors are 

often responsible for the errors in the Perception. 

There are two types of errors: 

 Mirage or illusion 

 The illusion is a false perception; here, the person will confuse a stimulus and 

misperceive it. For example, in the dark, a rope is mistaken for a snake or vice versa, the 

voice of an unknown person is mistaken for the voice of a friend, and a person standing 

at an unknown distance can be perceived as a known person. 

 Most of our illusions are visual and auditory, but fantasies belonging to other 

senses are also possible. 

 Hallucination 

 Sometimes we find cases where the individual perceives some stimulus, even 

when it is not present; this phenomenon is known as hallucination. The person can see 

an object, a person, etc., or hear a voice even though there are no actual objects or 

sounds.The hallucinations belong to all the sensations in people, but visual and auditory 

hallucinations are more common. Generally, people with a sick mind, emotional 

disorders, alcoholics, and those in confused states can experience hallucinations; 

however, between abnormal people and intoxicated people, hallucinations are very 

common. 

 In addition to these errors, there are some abnormalities in sensory perceptions 

called anesthesia (no sensation), hyperesthesia (excessive sensitivity), and paresthesia 

(distorted or erroneously localized sensation). In these cases, the tactile sensation (of the 

skin) is misperceived. 

 Exercise: 

1. The process by which you become aware of messages through your sense is called? 

      a) Organization 

      b) Sensation 

      c) Interpretation-Evaluation 

      d) Perception 
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Answer: d 

2. _____ prevents you from seeing an individual as an individual rather than as a 

member of a group. 

 a)  Cultural mores 

 b)  Stereotypes 

 c)  Schematas 

 d)  Attributions 

 

Answer: c 

3.  What is a perception? 

a) a cognitive bias that makes us listen only to information we already agree 

with 

b) a method teachers use to reward good listeners in the classroom 

c) c) any factor that gets in the way of good listening and decreases our ability 

to   interpret correctly 

d) d) a response that allows you to state your interpretation and ask your 

partner whether or not that interpretation is correct 
 

Answer: d 

4. There are some abnormalities in sensory perceptions called____________ 

a) anesthesia (no sensation)  

b) hyperesthesia (excessive sensitivity) 

c) paresthesia (distorted or erroneously localized sensation) 

d) All of these 

Q-2 Answer the following Questions:  

1) Write the Meaning and Definition of Perception.  

2) Describe the characteristics of Perception.  

3) Explain the Nature of Perception. 

4) Explain the Importance of Perception. 

5) Explain in detail the Factors affecting Perception. 

6) What are the Types of Perception? 

7) Explain the Process of Perception. 

8) Describe the Errors in Perception. 

Q-3 Short Notes: 

1) Significance of Perception  

2) Features of Perception  
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9.1 Introduction 

9.2 Understanding Groups 

9.3 Phases of Group Development 

9.4 Group Cohesion and Alienation 

9.5 Conformity and Obedience 

9.6 The Concept and Systems of Roles 

9.7 Role Analysis 

9.8 Organisational Stress and Burnout 

9.9 Coping with Stress and Burnout 

 Exercise  

9.1 Introduction 

 In Organizational Behavior (OB), understanding group dynamics and role 

dynamics is essential for fostering effective collaboration, enhancing team 

performance, and improving overall organizational success. Both concepts explore 

how individuals interact within groups and how their specific roles influence behavior, 

productivity, and organizational outcomes. These dynamics are fundamental in 

shaping workplace culture, influencing decision-making, and determining the success 

of teams and individuals within an organization. 

 Group dynamics refers to the patterns of interaction, influence, and behavior 

that emerge when individuals come together to form a group. It focuses on how 

people within a group communicate, share ideas, resolve conflicts, and work toward 

collective goals. In an organizational context, groups are central to achieving 

objectives and driving innovation. Groups can be formal, such as work teams, 

committees, or departments, or informal, formed based on social relationships or 

shared interests. Understanding group dynamics is crucial for managing collaboration, 

enhancing communication, and preventing issues like groupthink or unhealthy 

competition that can arise in teams. 

 Key factors influencing group dynamics include group cohesion, which refers 

to the bonds that hold a group together; group norms, or the shared expectations for 

behavior within the group; and leadership, which plays a critical role in guiding and 

motivating the group. The way a group handles conflict, communication, and 

decision-making processes can significantly impact its performance and morale. 

 Role dynamics, on the other hand, focuses on the roles individuals occupy 

within a group or organization and how these roles shape their behavior and 

interactions. A role is a set of expectations associated with a particular position or 

function within a group. In OB, understanding role dynamics is essential for ensuring 

clarity in responsibilities and preventing issues like role conflict (when expectations 

from different sources contradict) or role ambiguity (when an individual is unsure 

about their duties). Each role in an organization, whether it’s a manager, team member, 

or specialist, carries certain responsibilities, and how these roles are defined can 

influence both individual and group outcomes. 

GROUP AND ROLE DYNAMIC UNIT-9  
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 The intersection of group and role dynamics is critical in organizations. For 

example, clear role definitions within a cohesive group can promote efficiency, reduce 

conflicts, and increase overall satisfaction. Conversely, confusion about roles or poor 

group dynamics can lead to misunderstandings, low morale, and suboptimal 

performance. Managing both group and role dynamics effectively helps ensure 

smooth functioning, fosters cooperation, and aligns individual and team goals with 

organizational objectives. 

9.2 Understanding Groups 

 In Organizational Behavior (OB), a group is defined as two or more 

individuals who interact, depend on each other, and work together to achieve common 

goals. Groups are an essential part of organizational life because they are the primary 

means through which tasks are accomplished, decisions are made, and innovation is 

fostered. Understanding how groups function, how they influence individual behavior, 

and how they contribute to organizational outcomes is crucial for managers and 

leaders looking to optimize team performance and improve workplace dynamics. 

9.2.1 Types of Groups in Organizations 

Groups in organizations can be classified into two broad categories: 

Formal Groups: These are groups created by the organization to achieve specific 

tasks or objectives. They are typically structured with defined roles, responsibilities, 

and goals. Examples of formal groups include project teams, departments, committees, 

and workgroups. These groups are essential for the operational efficiency of the 

organization, as they align individual tasks with organizational goals. 

Informal Groups: Unlike formal groups, informal groups form naturally based on 

social relationships, shared interests, or personal connections among employees. 

These groups may not have formally defined roles or goals but can still have a 

significant influence on the workplace culture and employee well-being. Informal 

groups often provide social support, enhance job satisfaction, and can help employees 

navigate the organization’s informal norms and culture. 

9.2.2 Group Formation and Stages 

 Groups in organizations typically go through several stages of development, 

which were first outlined by psychologist Bruce Tuckman in 1965. These stages help 

to explain how groups evolve and function over time: 

Forming: This is the initial stage where group members meet, establish ground rules, 

and begin to define their roles within the group. There is often uncertainty as 

individuals get to know each other and figure out how they will work together. 

Storming: In this stage, conflicts and differences in opinion may arise as group 

members assert themselves and try to establish their roles. Disagreements over goals, 

tasks, and processes are common, and groups may struggle to maintain cohesion. 

Norming: As conflicts are resolved, group members begin to work more 

collaboratively. Norms, or unwritten rules for how the group will operate, are 
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established. Roles are clarified, and group members start to feel a sense of unity and 

commitment to the group's objectives. 

Performing: At this stage, the group becomes fully functional, with members 

working efficiently toward achieving the group's goals. Communication is smooth, 

and collaboration is high. The group operates effectively and can handle complex 

tasks with little friction. 

Adjourning (added later): This stage occurs when a group’s task is completed, and 

the group disbands. The members reflect on their accomplishments and may 

experience a sense of closure. 

9.2.3 Characteristics of Groups 

Several characteristics define the functioning of a group within an organization: 

Cohesion: Group cohesion refers to the extent to which members feel connected to 

each other and motivated to remain in the group. High cohesion often leads to better 

communication, stronger collaboration, and higher morale. However, excessive 

cohesion can sometimes result in groupthink, where the desire for harmony leads to 

poor decision-making. 

Norms: Groups develop their own norms, or shared expectations about behavior. 

These norms dictate how members interact, communicate, and approach tasks. For 

example, a group may develop a norm of punctuality, ensuring that meetings start on 

time. Norms can positively shape group dynamics by fostering consistency and 

cooperation, but they can also stifle creativity if they become too rigid. 

Roles: In every group, individuals take on specific roles, whether formal or informal. 

Roles provide structure by clarifying responsibilities and expectations. Common roles 

within a group include leader, facilitator, communicator, and gatekeeper. Role clarity 

enhances group performance by ensuring that everyone knows what is expected of 

them, while role ambiguity can lead to confusion and inefficiency. 

Size and Composition: The size of a group can affect its dynamics. Smaller groups 

tend to communicate more easily, are more agile in decision-making, and foster closer 

interpersonal relationships. However, larger groups may bring a greater diversity of 

ideas and perspectives but can also suffer from coordination issues and less 

participation. The composition of the group—such as the mix of skills, experiences, 

and personalities—also influences its effectiveness. 

Interdependence: For a group to function effectively, members must be 

interdependent, meaning their tasks and actions are linked to the actions of others. 

High interdependence fosters cooperation and collaboration, as group members 

understand that their success is tied to the success of others. 

9.2.4 Group Dynamics and Performance 

Group dynamics directly impact group performance. Positive dynamics, such as 

strong communication, trust, and collaboration, lead to high-performing teams. When 

groups are cohesive, and members have complementary skills and a shared sense of 

purpose, they can accomplish complex tasks and solve problems more effectively. On 

the other hand, poor group dynamics—such as unresolved conflicts, unclear roles, or 
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lack of communication—can impede performance, create tension, and lead to 

disengagement. 

 Leadership plays a significant role in shaping group dynamics. Leaders 

influence the group's direction, motivate members, resolve conflicts, and ensure that 

the group remains focused on its goals. Effective leaders help maintain a balance 

between task orientation (getting the job done) and people orientation (maintaining 

positive relationships within the group). 

 In Organizational Behavior, groups are the building blocks of organizations, 

facilitating collaboration, decision-making, and problem-solving. Understanding the 

nature of groups, how they form, develop, and function, and the dynamics that 

influence their performance is crucial for managing teams effectively. By fostering 

strong group cohesion, clarifying roles, establishing positive norms, and managing 

group conflict, organizations can enhance team performance and contribute to overall 

organizational success. Effective group management can create an environment where 

employees thrive, innovation flourishes, and organizational goals are met. 

9.3 Phases of Group Development 

 In Organizational Behavior (OB), the study of group dynamics is essential to 

understanding how teams evolve, interact, and perform over time. One of the most 

widely recognized models of group development is Bruce Tuckman’s model, 

introduced in 1965. Tuckman’s model outlines five distinct phases that groups 

typically go through as they form, evolve, and dissolve. These phases are Forming, 

Storming, Norming, Performing, and Adjourning. Understanding these phases helps 

managers and leaders navigate team challenges, enhance productivity, and foster a 

positive work environment. Below is a closer look at each phase. 

9.3.1. Forming 

 The Forming phase is the initial stage of group development, where group 

members come together for the first time. At this stage, there is a high level of 

uncertainty and anxiety as group members are getting to know one another and 

understanding the purpose of the group. Individuals in the forming stage are often 

polite, reserved, and tentative, trying to figure out the group's norms, goals, and 

expectations. The focus is largely on establishing relationships, understanding roles, 

and clarifying objectives. 

 In this phase, the group is typically not yet productive or fully engaged in the 

tasks at hand. Instead, the group members spend time learning about each other's 

strengths, weaknesses, and work styles. Leadership is crucial during this phase, as the 

group needs guidance to stay on track and understand the larger organizational goals. 

Leaders may take a more directive role, providing clear instructions and organizing 

the tasks ahead. 

Key characteristics of Forming: 

 High uncertainty and anxiety. 

 Superficial interactions and politeness. 

 Group members focus on defining roles and relationships. 

 Leaders provide clear guidance and structure. 
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9.3.2. Storming 

 The Storming phase is marked by conflict, disagreement, and competition as 

group members start to assert their opinions, challenge the group’s goals, and vie for 

power or influence. This phase is critical because it allows individuals to express their 

differing views, preferences, and working styles. Tensions may arise over leadership 

styles, task distribution, and priorities, leading to frustration or dissatisfaction among 

group members. 

 Although storming can lead to negative emotions and conflict, it is a natural 

and necessary part of group development. If managed well, conflict can be 

constructive, encouraging the group to address issues openly and find solutions. 

During this phase, the group begins to refine its roles, responsibilities, and working 

methods. Leadership during the storming phase is crucial for resolving conflict, 

encouraging open communication, and helping group members navigate 

disagreements. 

Key characteristics of Storming: 

 Emergence of conflicts, disagreements, and competition. 

 Group members test boundaries and challenge authority. 

 Leadership requires conflict resolution and facilitation. 

 Group members may experience frustration or dissatisfaction. 

9.3.3. Norming 

 The Norming phase occurs when the group begins to resolve its conflicts and 

start working together more cohesively. During this phase, group members develop 

trust, respect, and a sense of camaraderie. They begin to accept differences, clarify 

roles, and establish norms for behavior and work processes. Group members are more 

willing to collaborate, share ideas, and take responsibility for group outcomes. 

 This phase is marked by increased cooperation and collaboration. The group 

establishes a clear structure, with defined roles and responsibilities, and starts to build 

momentum toward achieving its goals. Leadership is more about guiding and 

facilitating the group’s process, allowing members to take more ownership and 

responsibility for their work. At this point, communication flows more smoothly, and 

team morale improves as group members begin to feel comfortable with one another. 

Key characteristics of Norming: 

 Group members develop trust, respect, and camaraderie. 

 Clear roles and responsibilities are defined. 

 Group norms and acceptable behaviors are established. 

 Collaboration and cooperation increase, leading to higher morale. 

9.3.4. Performing 

 The Performing phase is when the group reaches its optimal functioning. At 

this stage, group members are fully engaged and capable of working together 

efficiently toward shared goals. The group has successfully navigated the challenges 

of earlier stages and has developed strong, positive relationships, effective 
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communication, and a high degree of collaboration. There is a sense of shared purpose, 

and the group is focused on achieving its objectives with minimal supervision. 

 During the performing phase, the group is highly productive and self-sufficient. 

Leadership is now more about providing direction and support as needed, rather than 

controlling the process. The group can handle complex tasks, resolve conflicts 

internally, and innovate collaboratively. It is at this stage that the group is most 

effective and can contribute significantly to organizational success. 

 Key characteristics of Performing: 

 High productivity and efficiency. 

 Strong teamwork, collaboration, and problem-solving. 

 Group members are self-sufficient and autonomous. 

 Leadership is supportive and facilitative. 

9.3.5. Adjourning 

 The Adjourning phase, also known as the "mourning" phase, occurs when the 

group has completed its tasks and is disbanding. This phase is often associated with 

project teams or temporary workgroups that are formed for a specific purpose or time 

period. When the group's objectives are achieved, and the project is completed, the 

team members may go their separate ways. 

 While adjourning can bring about feelings of accomplishment, it can also 

evoke a sense of loss, particularly if the group has developed strong bonds. Members 

may feel a sense of closure or sadness as the team disbands. This phase is important 

for recognizing the group's achievements, celebrating successes, and providing 

feedback to help members move forward. It is also a time for reflection and evaluation, 

as the group assesses its performance and identifies areas for improvement. 

Key characteristics of Adjourning: 

 The group disbands after achieving its goals. 

 Members reflect on accomplishments and lessons learned. 

 Feelings of closure or loss may occur. 

 Recognition and celebration of the group’s success are important. 

 The phases of group development—Forming, Storming, Norming, Performing, 

and Adjourning—represent a natural progression that most groups go through as they 

work together. While these stages may not always occur in a linear fashion, 

understanding them helps managers, leaders, and team members anticipate challenges 

and capitalize on opportunities at each stage. By providing the right support and 

leadership during each phase, organizations can foster high-performing teams that are 

more cohesive, innovative, and effective in achieving their goals. 

9.4 Group Cohesion and Alienation 

 In Organizational Behavior (OB), understanding group cohesion and alienation 

is crucial for fostering a productive and supportive work environment. These concepts 

describe the emotional bonds and social connections that either enhance or hinder 
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collaboration within a team. While group cohesion can lead to increased productivity, 

morale, and cooperation, alienation can result in disengagement, frustration, and 

decreased organizational performance. Both cohesion and alienation are vital to 

understanding team dynamics and their impact on both individual and collective 

success in the workplace. 

9.4.1 Group Cohesion 

 Group cohesion refers to the degree to which group members feel connected to 

one another and committed to achieving the group’s goals. It reflects the strength of 

the interpersonal bonds within the group and the extent to which members are willing 

to work together toward shared objectives. High group cohesion typically results in 

better communication, trust, cooperation, and a positive work environment. 

There are several factors that contribute to group cohesion: 

Shared Goals: When group members have common objectives and a clear 

understanding of the purpose of their work, they are more likely to feel a sense of 

commitment to one another and the group as a whole. Common goals align the efforts 

of all members, encouraging cooperation and reducing conflict. 

 Interpersonal Attraction: Cohesion is often fostered by positive personal 

relationships among group members. When individuals like and respect each other, 

they are more willing to collaborate, share ideas, and help one another. Social bonds 

are an important part of the group’s dynamic. 

Group Size: Smaller groups tend to have higher cohesion because members can 

communicate more easily, share tasks more effectively, and form stronger personal 

relationships. Larger groups may experience challenges in maintaining close 

connections and clear communication, which can reduce cohesion. 

Success and Achievement: Successfully achieving group goals or overcoming 

challenges together increases group cohesion. Positive experiences and shared 

accomplishments strengthen the bonds between members, creating a sense of pride 

and unity. 

Leadership: Effective leadership is essential for fostering group cohesion. Leaders 

who provide clear direction, mediate conflicts, encourage collaboration, and support 

members’ individual needs can help build a cohesive group. Leadership style 

significantly impacts the cohesiveness of the team, with supportive and democratic 

leadership styles typically leading to stronger cohesion. 

 The benefits of high group cohesion include increased job satisfaction, higher 

motivation, improved communication, and better overall performance. Teams with 

high cohesion are more likely to experience effective collaboration, which can lead to 

better decision-making and problem-solving. Moreover, strong cohesion can help 

reduce turnover, as members are more likely to stay in a group where they feel valued 

and connected. 

9.4.2 Alienation 

 Alienation refers to a sense of isolation, detachment, or disconnection from the 

group or organization. It occurs when individuals feel alienated from their colleagues, 
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the group’s goals, or the organization’s values. Alienation can lead to disengagement, 

dissatisfaction, and reduced performance. It is a psychological state where individuals 

feel that they have little influence or control over their work, and they perceive a lack 

of meaning or value in what they do. 

Several factors contribute to alienation: 

 Lack of Control or Autonomy: Employees who feel that they have little say in 

decisions or the direction of their work may experience feelings of alienation. A lack 

of control over work processes, combined with micromanagement or overly rigid 

structures, can make employees feel powerless and disconnected from the team. 

Poor Communication: When communication within a group is ineffective, 

employees can feel excluded, misinformed, or isolated. A lack of transparency from 

leadership or an environment where employees' voices are not heard can contribute to 

feelings of alienation. 

Role Ambiguity or Conflict: If an employee is unsure about their role or feels that 

their responsibilities conflict with those of others, they may feel alienated from the 

group. Role ambiguity can create confusion and frustration, while role conflict can 

generate tension and a sense of being misunderstood or undervalued. 

Disconnection from Organizational Goals: Employees who feel that their personal 

values or goals do not align with the organization’s mission may experience alienation. 

A mismatch between individual and organizational objectives can lead to 

disengagement and lack of motivation to contribute to the team or company’s success. 

Social Isolation: Alienation can also result from social isolation within the group. 

Employees who feel that they do not fit in or are excluded from social interactions 

may develop a sense of disconnection, which can lead to feelings of loneliness and 

dissatisfaction with their work environment. 

 The consequences of alienation are significant and detrimental to both 

individual employees and the organization. Alienated employees are less likely to be 

engaged in their work, leading to lower productivity, higher absenteeism, and 

increased turnover. Alienation can also result in reduced creativity, as employees who 

feel detached from the group are less likely to contribute new ideas or take initiative. 

Furthermore, alienation can harm the overall organizational culture, creating an 

environment of distrust, frustration, and poor morale. 

9.4.3 The Relationship Between Group Cohesion and Alienation 

 Group cohesion and alienation are opposites on a continuum. High group 

cohesion fosters a sense of belonging, collaboration, and mutual support, which can 

reduce feelings of alienation. On the other hand, low group cohesion or toxic group 

dynamics can lead to alienation, as employees feel disconnected from their colleagues 

and the organization’s goals. 

 To minimize alienation and maximize group cohesion, organizations must 

focus on building inclusive environments where individuals feel valued, heard, and 

empowered. This can be achieved by promoting open communication, providing 

opportunities for feedback, and ensuring that employees have a clear understanding of 
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their roles and responsibilities. Encouraging collaboration and fostering positive 

interpersonal relationships also helps build strong group cohesion. 

 Leadership plays a critical role in this process. Leaders should be proactive in 

creating a supportive and collaborative work culture, addressing conflicts early, and 

ensuring that all team members feel included and appreciated. Recognizing and 

celebrating team successes, providing opportunities for professional development, and 

encouraging employee engagement are key strategies to maintain high levels of group 

cohesion and reduce alienation. 

 Group cohesion and alienation are two critical aspects of organizational 

behavior that shape the dynamics of teams and impact employee performance and 

satisfaction. Group cohesion fosters a sense of belonging and collaboration, driving 

higher motivation, engagement, and performance. Conversely, alienation leads to 

disengagement, frustration, and reduced productivity. By fostering cohesion through 

positive leadership, clear communication, and strong interpersonal relationships, 

organizations can minimize alienation and create a work environment where 

employees are motivated, productive, and committed to organizational success. 

9.5 Conformity and Obedience 

 In Organizational Behavior (OB), conformity and obedience are two critical 

concepts that describe how individuals respond to social influences, authority figures, 

and organizational norms. Both behaviors shape how employees interact with each 

other and the organization, and they have a profound impact on workplace dynamics, 

culture, and overall performance. Understanding the forces behind conformity and 

obedience helps leaders and managers create more effective organizational 

environments, manage group behavior, and ensure ethical practices within the 

workplace. 

9.5.1 Conformity in Organizational Behavior 

 Conformity refers to the tendency of individuals to align their attitudes, beliefs, 

and behaviors with those of a group or social norm. In an organizational context, 

conformity can manifest as employees adopting the behaviors, work habits, and 

attitudes that are deemed acceptable or desirable by the group or organization, often to 

gain acceptance, avoid conflict, or meet expectations. 

There are several key factors that drive conformity in organizations: 

Social Pressure: People often conform because they feel pressure to fit in with their 

peers or supervisors. This is especially true in highly cohesive teams or organizations 

where conformity to group norms is seen as essential for maintaining social harmony. 

For example, employees might conform to a team's work style or communication 

practices to avoid being seen as an outsider. 

Fear of Rejection or Disapproval: The desire to be accepted by others can lead 

individuals to conform, especially in environments where social approval is highly 

valued. Employees may go along with the group’s ideas or practices even if they do 

not personally agree with them, simply to avoid being marginalized or criticized. 
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Desire for Stability and Predictability: In a workplace, employees may conform to 

organizational norms because it creates a sense of stability and predictability. 

Following established rules and practices reduces uncertainty and helps individuals 

understand what is expected of them, contributing to smoother functioning within the 

team or organization. 

Group Cohesion: In highly cohesive teams, the desire to maintain unity can lead to 

conformity. When members of a group are closely bonded, they are more likely to 

adopt the same behaviors, opinions, and attitudes to preserve the group's integrity. 

However, this can sometimes lead to groupthink, where the desire for consensus 

overrides critical thinking and leads to poor decision-making. 

 The positive aspects of conformity include promoting organizational unity, 

ensuring consistency in performance, and aligning individual actions with the 

organization's goals. However, excessive or uncritical conformity can be detrimental, 

as it may stifle creativity, suppress dissenting views, and encourage unethical 

practices if the group norms are not aligned with ethical standards. 

9.5.2 Obedience in Organizational Behavior 

 Obedience refers to the act of complying with the directives or commands of 

an authority figure, even when one may not personally agree with the instruction. In 

an organizational context, obedience is a key component of organizational structure, 

ensuring that employees follow rules, procedures, and policies set by leaders or higher 

management. 

Factors influencing obedience in organizations include: 

Authority of Leadership: Employees tend to obey directives from authority figures, 

such as managers, supervisors, or executives, because they recognize the power and 

influence of these individuals. Organizational hierarchies are structured to ensure that 

instructions and decisions flow downward, and employees are expected to comply 

with the commands of their superiors. 

Socialization and Training: From the moment employees enter an organization, they 

are socialized into its culture, norms, and expectations. Training programs often 

emphasize the importance of following policies and procedures, reinforcing the 

importance of obedience in achieving organizational goals. Employees who are 

socialized to value structure and authority are more likely to comply with the 

directives they receive. 

Fear of Consequences: Employees may obey because they fear the consequences of 

disobedience, such as reprimands, demotion, or termination. The threat of negative 

outcomes can be a powerful motivator for compliance, especially in hierarchical 

organizations where power dynamics play a significant role. 

Moral Considerations: Obedience can also be influenced by employees’ moral or 

ethical beliefs. For example, if employees perceive a directive as being in line with 

organizational values or ethical standards, they are more likely to obey without 

hesitation. Conversely, if they perceive the directive as unethical, they may resist or 

challenge the authority, potentially leading to ethical dilemmas or conflicts within the 

organization. 
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 While obedience is essential for maintaining order and ensuring that 

employees carry out tasks efficiently, it can have negative consequences if taken to 

extremes. Blind obedience can lead to unethical behaviors, such as following orders 

that may harm others, violate laws, or go against the organization’s values. A classic 

example of this is seen in the results of Milgram’s obedience experiments, where 

individuals were willing to administer harmful electric shocks to others simply 

because they were instructed to do so by an authority figure. 

9.5.3 The Relationship Between Conformity and Obedience 

 Although conformity and obedience are both responses to social influence, 

they differ in key ways: 

 Conformity is generally driven by the desire to fit in with a group, while 

obedience is driven by the need to comply with an authority figure’s commands. 

 Conformity tends to occur in informal group settings where peer pressure and 

social norms play a significant role, whereas obedience is a more formal process 

occurring within hierarchical structures where authority figures hold power. 

 Conformity can influence behaviors on a peer-to-peer level, while obedience 

typically involves a one-way influence from a superior to a subordinate. 

 Despite these differences, both conformity and obedience contribute to 

organizational behavior by helping ensure that employees align their actions with the 

expectations of the organization or its leaders. However, both behaviors can also have 

negative consequences if they suppress critical thinking, creativity, or ethical decision-

making. 

9.5.4 Implications for Organizational Behavior 

 Managers must be aware of the potential pitfalls of conformity and obedience 

within their organizations. While both behaviors can promote efficiency and unity, 

they can also hinder innovation and foster a culture of complacency or unethical 

practices. To mitigate these risks, leaders should: 

 Encourage open communication and constructive dissent, where employees 

feel comfortable expressing differing opinions and challenging decisions when 

necessary. 

 Foster a culture of ethical decision-making by providing training on ethical 

standards and empowering employees to speak up if they believe that following an 

order or conforming to a norm would lead to unethical outcomes. 

 Balance the need for compliance with opportunities for autonomy and 

creativity, allowing employees to think critically and contribute new ideas that could 

benefit the organization. 

 Conformity and obedience are powerful forces that shape individual and group 

behavior in organizations. Both can enhance cooperation, productivity, and 

organizational unity, but when taken to extremes, they can undermine creativity, 

ethical decision-making, and long-term success. By recognizing the factors that drive 

conformity and obedience and actively managing these behaviors, organizations can 
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cultivate a work environment that values both structure and innovation, ensuring that 

employees feel empowered to contribute to the organization’s growth while adhering 

to ethical and social norms. 

9.6 The Concept and Systems of Roles 

 In Organizational Behavior (OB), the concept of group dynamics refers to the 

interactions, behaviors, and psychological forces that influence the functioning of a 

group. One of the most important elements of group dynamics is the role system 

within a group. Roles within a group shape the structure, influence behaviors, and 

contribute to achieving the group’s goals. Understanding the concept and systems of 

roles within group dynamics is vital for leaders and managers to foster productive 

teamwork, manage conflicts, and enhance overall group performance. This 

understanding also provides insights into how group members function, how 

leadership is exercised, and how tasks are coordinated and executed. 

9.6.1 The Concept of Roles in Group Dynamics 

 In a group, a role refers to the expected behavior patterns, responsibilities, and 

tasks that are assigned or assumed by an individual within the group. Roles help 

define how group members interact with each other and what they are responsible for. 

These roles provide structure and order to group activities and ensure that goals are 

met effectively and efficiently. However, roles are not always formally assigned; 

sometimes, they emerge naturally as members of the group identify needs and step 

into positions of leadership or responsibility. 

The concept of roles in group dynamics has several key features: 

Role Expectations: These are the behaviors that group members believe are expected 

from them in their roles. Role expectations can be explicit (clearly defined by the 

group or organization) or implicit (shaped by group norms and individual experiences). 

Role expectations guide how individuals perform their duties and interact with others 

within the group. 

Role Clarity: Role clarity refers to the extent to which individuals understand their 

responsibilities and expectations in the group. Clear roles improve performance 

because group members know exactly what is required of them. Role ambiguity, on 

the other hand, can create confusion, conflict, and inefficiency. 

Role Conflict: Role conflict occurs when an individual experiences competing 

demands or expectations from different sources. For instance, an employee might face 

conflicting demands between meeting team expectations and satisfying the needs of 

their individual work responsibilities. Role conflict can cause stress and reduce 

productivity if not managed effectively. 

Role Overload and Role Underload: Role overload happens when the demands 

placed on an individual exceed their capacity to meet them, while role underload 

occurs when individuals have too few responsibilities, leading to disengagement or 

boredom. Both extremes can affect group dynamics and individual satisfaction. 
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9.6.2 The Role System in Group Dynamics 

 The role system in a group refers to the network of roles and the relationships 

between them. In any group, individuals take on different roles depending on their 

skills, personality, and the needs of the group. These roles are interconnected, and the 

effectiveness of the group often depends on how well members perform their assigned 

roles and how the roles complement each other. 

9.6.2.1 There are two types of roles within a group: formal roles and informal 

roles. 

1. Formal Roles 

 Formal roles are defined by the organization or the group itself. These roles 

come with specific responsibilities and expectations that align with the group’s 

objectives. Formal roles are often part of the organizational structure, and individuals 

in these roles have a clear understanding of their duties. Some examples of formal 

roles include: 

Leader/Manager: The person responsible for directing the group’s activities, making 

decisions, and motivating members. 

Coordinator: Someone who organizes the group’s work, schedules meetings, and 

ensures that the group’s activities align with overall goals. 

Task Specialist: An individual responsible for completing specific tasks or activities 

within the group based on their expertise. 

Recorder: A role that involves documenting decisions, ideas, and activities to keep 

track of the group’s progress and serve as a reference. 

2. Informal Roles 

 Informal roles develop naturally within the group based on interpersonal 

relationships and group dynamics. These roles are not officially recognized by the 

organization but play a crucial part in maintaining group cohesion, communication, 

and functioning. Informal roles often emerge as a result of individuals’ personalities, 

preferences, and skills. Some common informal roles include: 

The Leader: While formal leadership roles exist, informal leaders may also emerge as 

individuals influence and motivate others even without official authority. 

The Facilitator: Someone who encourages open discussion, helps resolve conflicts, 

and ensures that all voices are heard within the group. 

The Devil’s Advocate: A person who challenges ideas or assumptions to stimulate 

critical thinking and prevent groupthink. 

The Mediator: A role that involves resolving conflicts between group members and 

maintaining harmony. 

 The dynamics between formal and informal roles are important for the group’s 

success. When formal roles align with the informal roles that naturally develop, the 
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group tends to be more cohesive, productive, and effective. However, if there is 

tension between formal and informal roles (for example, when an informal leader 

challenges a formal leader’s authority), it can lead to conflicts and reduced 

performance. 

9.6.3 The Role of Group Norms and Group Cohesion 

 Group norms and group cohesion are closely tied to role dynamics. Group 

norms refer to the shared expectations, rules, or guidelines that influence behavior 

within a group. These norms can help define how roles are performed and how 

individuals are expected to behave. Strong norms can lead to high levels of 

cooperation and consistency, as individuals understand how their roles fit within the 

larger framework of the group. 

 Group cohesion is the degree to which group members are attracted to each 

other and committed to staying in the group. High group cohesion enhances role 

performance by creating a supportive environment in which individuals are more 

willing to collaborate and fulfill their roles. Cohesive groups are more likely to exhibit 

positive behaviors such as open communication, mutual respect, and effective conflict 

resolution. 

9.6.4 Managing Role Dynamics in Groups 

 Managing role dynamics within a group is critical for maintaining effective 

group functioning. Leaders and managers can use several strategies to optimize role 

performance: 

Clarifying Roles: Ensuring that group members have a clear understanding of their 

roles and responsibilities helps reduce role ambiguity and role conflict. Regular 

communication and feedback are essential for maintaining clarity. 

Balancing Role Demands: Managers should monitor for role overload or role 

underload and adjust task allocation to ensure that no individual is overwhelmed or 

underutilized. A balanced workload leads to higher engagement and better 

performance. 

Fostering Positive Group Norms: Encouraging positive behaviors, such as 

collaboration, respect, and open communication, helps establish healthy group norms 

that enhance role performance and group cohesion. 

Recognizing Informal Roles: Understanding and acknowledging informal roles can 

help leaders manage group dynamics more effectively. Recognizing the influence of 

informal leaders or facilitators can foster a more cooperative and productive team 

environment. 

 The concept of roles and role systems within group dynamics is central to 

understanding how teams function and succeed in organizational settings. By 

assigning clear roles, managing role expectations, and recognizing the influence of 

informal roles, organizations can create environments where employees work together 

effectively toward common goals. Effective management of role dynamics enhances 

group cohesion, reduces conflicts, and promotes higher performance, leading to better 
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organizational outcomes. Understanding and managing group roles is a key 

component of leadership and organizational success. 

9.7 Role Analysis 

 In Organizational Behavior (OB), role analysis is a critical tool used to 

understand, define, and optimize the roles individuals play within a group. It is an 

essential part of group and role dynamics as it helps clarify responsibilities, 

expectations, and the interpersonal relationships that influence group functioning. 

Role analysis enables organizations to ensure that roles align with organizational goals, 

minimize role conflicts, and improve communication, cooperation, and overall 

performance within teams. This process helps managers and leaders understand the 

complexities of group dynamics and how individual roles contribute to the success or 

failure of a group. 

9.7.1 What is Role Analysis? 

 Role analysis is the systematic process of examining and defining the roles that 

group members assume within a team or organization. It involves identifying the 

expectations, responsibilities, tasks, and behaviors associated with a role and 

clarifying the relationships between different roles. Role analysis not only helps 

individuals understand their own responsibilities but also facilitates better 

communication and collaboration within the group by ensuring that everyone is clear 

about who does what and how roles interconnect. 

9.7.2 The main objectives of role analysis include: 

Clarifying role expectations: Defining what is expected of individuals in their roles. 

Identifying role conflicts: Recognizing areas where different roles may come into 

conflict or where role ambiguity exists. 

Optimizing role fit: Ensuring that the right person is in the right role, considering their 

skills, experience, and personality. 

Improving group performance: By aligning roles with group goals, role analysis helps 

improve collaboration and reduces inefficiencies. 

9.7.3 The Role of Role Analysis in Group Dynamics 

 Roles within a group influence the behavior and performance of the team as a 

whole. A group is often made up of individuals who take on various roles, either 

formally assigned or informally adopted, and these roles interact with each other to 

shape the group’s effectiveness. Role analysis is crucial in understanding how these 

roles function together and impact group dynamics. 

Clarifying Role Expectations: Group members need a clear understanding of their 

roles to ensure that everyone is on the same page regarding their responsibilities. 

When roles are well-defined, individuals are less likely to experience role ambiguity 

or confusion about their duties. For instance, if an individual is unsure about whether 

they should take the lead on a project or defer to someone else, it can lead to 

inefficiencies, misunderstandings, or even conflict. 
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Minimizing Role Conflict: Role conflict occurs when there are incompatible 

demands or expectations placed on an individual from different sources. For example, 

an employee may face pressure from both their supervisor and a peer, each with 

different priorities. Role analysis helps identify these conflicts early on, allowing 

leaders to address them before they lead to dissatisfaction or burnout. 

Balancing Role Overload and Underload: Role overload occurs when the 

expectations placed on an individual exceed their ability to manage them, while role 

underload happens when individuals are not assigned enough work or responsibility. 

Both situations can negatively impact motivation, performance, and engagement. Role 

analysis allows managers to distribute tasks more evenly and ensure that individuals 

are neither overwhelmed nor underutilized. 

Fostering Group Cohesion: By understanding the roles of each team member, role 

analysis facilitates smoother interactions and promotes better communication within 

the group. When everyone is clear about their responsibilities and how they contribute 

to the group’s goals, group cohesion increases, leading to improved collaboration and 

morale. 

Steps in Conducting Role Analysis 

 Role analysis is a multi-step process that involves identifying, clarifying, and 

optimizing the roles within a group or team. Below are the key steps in conducting 

role analysis: 

Identifying Existing Roles: The first step in role analysis is identifying the roles that 

currently exist within the group. These roles may be formal (e.g., manager, 

coordinator, team leader) or informal (e.g., mediator, facilitator, or influencer). 

Understanding both the formal and informal roles is essential because informal roles 

can significantly impact the group’s functioning. 

Defining Role Expectations and Responsibilities: Once roles are identified, the next 

step is to clearly define the expectations and responsibilities associated with each role. 

This includes specifying the tasks, duties, and decision-making authority tied to the 

role. Additionally, understanding the behaviors and interactions expected from 

individuals in these roles is essential for group harmony and performance. 

Examining Role Interactions and Relationships: The next step is to analyze the 

relationships between roles. How do the roles interact with each other? Are there 

overlapping responsibilities? Does the role structure support effective collaboration or 

create barriers to communication? By understanding the interconnections between 

roles, managers can identify areas of potential conflict or collaboration that need 

attention. 

Identifying Role Conflicts and Ambiguities: Role analysis also involves identifying 

areas where role conflicts or ambiguities may exist. For example, two team members 

might inadvertently take on similar responsibilities, leading to competition for 

resources or authority. Alternatively, there may be gaps where no one is clear about 

who is responsible for specific tasks. Resolving these conflicts is a key outcome of 

role analysis. 
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 Optimizing Role Fit: The final step is optimizing the role fit, which involves 

aligning individuals with roles that best match their skills, experiences, and interests. 

If an individual is not in the right role, it can lead to disengagement, poor performance, 

or even turnover. Role analysis helps ensure that individuals are placed in roles where 

they can maximize their strengths and contribute to the team’s success. 

9.7.4 Types of Roles in Groups 

 In group and role dynamics, roles can be categorized into task roles and 

maintenance roles: 

Task Roles: These are roles focused on achieving the group’s goals and completing 

the work. Task roles include roles such as the initiator (who proposes new ideas), the 

evaluator (who assesses ideas), and the coordinator (who organizes tasks and 

resources). These roles ensure that the group’s activities are focused and productive. 

Maintenance Roles: These roles are concerned with maintaining group harmony, 

cooperation, and interpersonal relationships. Maintenance roles include roles like the 

encourager (who supports and motivates team members) and the harmonizer (who 

resolves conflicts and reduces tensions). These roles are essential for promoting group 

cohesion and preventing interpersonal friction. 

 Understanding both task and maintenance roles and their interdependence is 

crucial for role analysis, as both are necessary for a group to function effectively. If 

task roles dominate without sufficient attention to maintenance roles, the group may 

become task-focused but suffer from poor morale and conflict. Conversely, a focus on 

maintenance roles without adequate attention to task completion can lead to a lack of 

progress or inefficiency. 

9.7.5 Challenges in Role Analysis 

 While role analysis is an essential tool for improving group dynamics, there 

are several challenges that may arise: 

Role Ambiguity: In dynamic and rapidly changing work environments, roles may not 

be clearly defined, leading to confusion. Role ambiguity can create stress and hinder 

performance, especially in cross-functional teams where roles may overlap. 

Resistance to Role Change: Employees may resist changes to their roles, particularly 

if it involves a loss of responsibility or authority. Role analysis can uncover the need 

for role adjustments, but resistance from team members can complicate this process. 

Balancing Formal and Informal Roles: Informal roles can be just as influential as 

formal roles, yet they are often overlooked in role analysis. Balancing the formal 

structure with the informal dynamics within the team is essential for optimizing 

overall performance. 

Conclusion 

 Role analysis is a fundamental tool in understanding and optimizing group 

dynamics within organizations. By systematically identifying, defining, and clarifying 

roles, organizations can improve communication, reduce role conflicts, and enhance 

group performance. Role analysis helps managers allocate tasks effectively, ensure 
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role clarity, and foster both individual and group cohesion. When roles are well-

defined and aligned with both individual strengths and organizational goals, teams are 

more likely to succeed and achieve their objectives. The process of role analysis, 

therefore, is vital in creating high-performing, cohesive teams that drive 

organizational success. 

9.8 Organisational Stress and Burnout 

 In the field of Organizational Behavior (OB), stress and burnout are critical 

concepts that significantly influence employee well-being, productivity, and overall 

organizational effectiveness. Understanding the causes, effects, and potential solutions 

to stress and burnout helps organizations create healthier work environments, enhance 

employee engagement, and maintain a high level of performance. This article explores 

the concepts of organizational stress and burnout, their impacts, and strategies for 

managing them within an organizational context. 

9.8.1 Understanding Organizational Stress 

 Stress in an organizational setting refers to the physical, emotional, or 

psychological strain that arises when employees perceive an imbalance between the 

demands of their work and their ability to cope with those demands. Stress is a natural 

reaction to challenging situations, and it can be both positive (eustress) and negative 

(distress). While some stress is motivating and can lead to increased performance, 

excessive or chronic stress can have detrimental effects on both the individual and the 

organization. 

9.8.2 Causes of Organizational Stress 

 There are numerous factors within the workplace that can contribute to stress, 

often falling into two main categories: work-related stressors and organizational 

stressors. 

Work-Related Stressors: 

Role Ambiguity and Role Conflict: When employees are unclear about their job 

responsibilities or face conflicting expectations from different supervisors or 

colleagues, it can lead to stress. Ambiguity and conflict cause confusion and tension, 

making it difficult for employees to perform effectively. 

Workload and Time Pressure: Excessive workload, tight deadlines, and the pressure 

to meet targets can create significant stress, particularly when employees feel they 

have insufficient time or resources to meet expectations. 

Lack of Control: Employees who feel they have little control over their work, 

decision-making, or work environment may experience stress. This is often seen in 

highly hierarchical or rigid organizational structures. 

Organizational Stressors: 

 Organizational Change: Changes such as restructuring, mergers, or downsizing 

can create uncertainty and anxiety. Employees may feel insecure about their roles, job 

stability, or future within the company. 
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Poor Work Environment: A toxic work environment characterized by poor 

communication, lack of support, favoritism, or conflict can contribute to chronic stress. 

Interpersonal Conflict: Negative relationships with colleagues or supervisors can 

create tension, leading to stress. Workplace bullying, discrimination, and harassment 

are also major sources of stress. 

9.8.3 Effects of Organizational Stress 

 While short-term stress can be motivating, prolonged or chronic stress has 

significant negative effects on both employees and organizations. The consequences 

of stress include: 

Health Issues: Chronic stress is linked to a range of physical and mental health 

problems, including heart disease, hypertension, anxiety, depression, and sleep 

disorders. Stress-related illnesses can lead to increased absenteeism and reduced 

productivity. 

Decreased Performance: When stress levels become overwhelming, employees may 

experience cognitive overload, reducing their ability to concentrate, make decisions, 

and perform tasks efficiently. 

Lower Job Satisfaction: Employees under high levels of stress often experience 

burnout, leading to dissatisfaction with their work, disengagement, and lower 

motivation. 

Increased Turnover: Employees who experience excessive stress may leave the 

organization to escape an unhealthy work environment, leading to higher turnover 

rates and the associated costs of recruiting and training new staff. 

Understanding Burnout in OB 

 Burnout is a state of emotional, physical, and mental exhaustion caused by 

prolonged exposure to stress. It is characterized by a sense of being overwhelmed, 

detached from work, and lacking the energy or motivation to perform at the same 

level. While stress is a normal part of work, burnout occurs when stress is left 

unmanaged over time. 

9.8.4 Causes of Burnout 

 Burnout is usually the result of a combination of individual and organizational 

factors. Some key causes include: 

Excessive Workload: When employees are consistently overworked with little time 

for recovery or relaxation, they can experience burnout. High workloads combined 

with unrealistic expectations or insufficient resources contribute to the feeling of 

being overwhelmed. 

Lack of Recognition: Employees who feel their hard work and contributions go 

unrecognized may become disengaged and eventually burned out. Lack of positive 

feedback or rewards leads to feelings of undervaluation. 
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Inadequate Support: A lack of social support from colleagues or supervisors, 

particularly in stressful situations, can contribute to burnout. Employees who feel 

isolated or unsupported are more likely to experience emotional exhaustion. 

Role Ambiguity: Unclear job expectations and responsibilities can cause frustration 

and confusion, leading to burnout. If employees are unsure about their roles or 

constantly face conflicting demands, it can result in emotional fatigue. 

Lack of Autonomy: When employees have little control over their work decisions, 

schedules, or work environment, it can contribute to burnout. Autonomy is a key 

factor in job satisfaction and overall well-being. 

Signs and Symptoms of Burnout 

 Burnout manifests in a variety of ways, and it is important for managers and 

employees to recognize the warning signs, which include: 

Emotional Exhaustion: A feeling of being drained and unable to cope with daily 

tasks. This is often accompanied by feelings of frustration and irritability. 

Depersonalization: A sense of detachment or cynicism toward one’s job or 

colleagues. Employees may feel disconnected or develop negative attitudes about their 

work. 

Reduced Performance: Burned-out employees may experience difficulty 

concentrating, making decisions, or completing tasks, leading to a decline in 

productivity and performance. 

Impact of Burnout 

 Burnout has far-reaching effects on both individuals and organizations. For 

employees, it can lead to severe health problems, chronic fatigue, and a loss of 

motivation, which in turn impacts their performance. For organizations, burnout can 

result in decreased productivity, lower morale, increased absenteeism, and higher 

turnover rates. In the long term, burnout can erode an organization’s culture, decrease 

employee engagement, and increase recruitment and training costs. 

9.8.5 Managing Stress and Preventing Burnout 

 Effective management of stress and burnout requires a combination of 

individual coping strategies and organizational interventions. Here are some strategies 

for mitigating stress and preventing burnout: 

Workload Management: Organizations should ensure that workloads are realistic 

and achievable. Managers can help by delegating tasks appropriately, setting clear 

expectations, and providing adequate resources and time for employees to complete 

their work. 

Supportive Work Environment: Creating a supportive, inclusive, and respectful 

work environment can help reduce stress. This includes providing opportunities for 

professional development, encouraging open communication, and promoting a 

positive work culture. 
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Recognition and Rewards: Regularly recognizing and rewarding employees for their 

hard work can enhance motivation and prevent feelings of undervaluation that 

contribute to burnout. 

Work-Life Balance: Encouraging employees to maintain a healthy work-life balance 

is essential. Flexible work schedules, remote work options, and encouraging breaks 

can help reduce stress levels. 

Employee Assistance Programs (EAPs): Offering access to counseling services, 

stress management workshops, and wellness programs can provide employees with 

the tools to cope with stress and prevent burnout. 

Leadership Training: Training managers to recognize signs of stress and burnout, 

and to offer support, can prevent issues from escalating. Good leadership can make a 

significant difference in employee well-being and job satisfaction. 

 Organizational stress and burnout are significant challenges that affect both 

employees and organizations. Chronic stress and burnout can have severe 

consequences on employee health, performance, and morale, ultimately impacting 

organizational productivity and profitability. By recognizing the causes and signs of 

stress and burnout, and by implementing proactive strategies to manage workload, 

provide support, and encourage work-life balance, organizations can create healthier 

and more productive work environments. Addressing stress and burnout is not only 

beneficial for employees but also essential for long-term organizational success. 

9.9 Coping with Stress and Burnout 

 In Organizational Behavior (OB), stress and burnout are pervasive issues that 

can significantly affect employee well-being, performance, and organizational 

outcomes. When left unaddressed, stress and burnout can lead to decreased 

productivity, increased absenteeism, higher turnover, and poor overall morale. 

However, with the right strategies, both individuals and organizations can mitigate 

stress and prevent burnout. This article explores effective coping strategies for stress 

and burnout in OB, both from an individual and organizational perspective. 

9.9.1 Understanding Stress and Burnout 

 Before exploring coping mechanisms, it’s important to understand what stress 

and burnout are. Stress refers to the physical and psychological response that occurs 

when an individual perceives the demands of their job as exceeding their capacity to 

cope. Stress can be short-term (acute) or long-term (chronic), with the latter leading to 

more serious health and performance issues. 

 Burnout, on the other hand, is a state of chronic physical and emotional 

exhaustion caused by prolonged exposure to work-related stress. It typically manifests 

as feelings of overwhelming fatigue, detachment from work, and a lack of 

accomplishment or motivation. Burnout can significantly diminish job satisfaction, 

creativity, and productivity. 
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Coping with Stress: Individual Strategies 

 Individuals can adopt various strategies to manage and cope with stress in the 

workplace. These strategies help employees maintain emotional balance, improve 

resilience, and better handle stressors. 

1. Time Management 

 Effective time management can reduce stress by helping employees feel more 

in control of their workload. Prioritizing tasks, setting realistic deadlines, breaking 

down large projects into manageable steps, and using tools like calendars or task 

management apps can help individuals stay organized. When employees feel that they 

can manage their tasks efficiently, stress levels are typically reduced. 

2. Relaxation Techniques 

 Stress often triggers physical symptoms like muscle tension, headaches, or 

shallow breathing. Relaxation techniques such as deep breathing exercises, 

progressive muscle relaxation, meditation, and mindfulness can help calm the nervous 

system and reduce stress. These practices encourage individuals to focus on the 

present moment, alleviating anxiety and mental fatigue. 

3. Physical Exercise 

 Regular physical exercise has been shown to reduce stress hormones like 

cortisol, improve mood, and boost energy levels. Exercise, whether through walking, 

yoga, or more intense activities, not only helps to reduce stress but also enhances 

overall physical and mental health. Taking short breaks to walk or engage in light 

exercise during the workday can improve focus and lower stress levels. 

4. Social Support 

 Having a strong social support system is vital for coping with stress. Talking to 

colleagues, friends, or family members about stressors can provide emotional support 

and practical advice. Peer support within the workplace fosters a sense of camaraderie 

and helps employees feel understood and less isolated when facing challenges. 

5. Cognitive Behavioral Techniques (CBT) 

 CBT is a psychological approach that involves identifying and changing 

negative thought patterns. When individuals experience stress, they may engage in 

catastrophic thinking, assuming the worst about a situation. By challenging these 

thoughts and reframing them in a more positive light, employees can reduce stress and 

improve their emotional responses to challenging situations. 

Coping with Burnout: Individual Strategies 

 Burnout is often the result of chronic stress, and as such, coping with burnout 

requires more targeted and restorative strategies. These strategies help employees 

recover from the emotional exhaustion and detachment caused by prolonged stress. 
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1. Taking Breaks and Time Off 

 Frequent breaks during the workday, as well as periodic time off, are essential 

for preventing and recovering from burnout. Time off gives individuals the 

opportunity to rest and recharge, allowing them to return to work with renewed energy 

and motivation. Organizations should encourage employees to use their vacation time 

and take short breaks to decompress during the workday. 

2. Seeking Professional Help 

 For individuals experiencing significant burnout, seeking professional help 

through counseling or therapy can be beneficial. Mental health professionals can help 

individuals process their feelings, provide coping strategies, and guide them through 

recovery. Employee Assistance Programs (EAPs) often provide confidential 

counseling services that can assist employees in managing stress and burnout. 

3. Setting Boundaries 

 Setting boundaries between work and personal life is critical for preventing 

burnout. Overworking or taking work home can lead to emotional exhaustion. By 

setting clear boundaries, such as avoiding work-related emails or tasks during off-

hours, employees can maintain a healthy work-life balance and reduce the risk of 

burnout. 

4. Finding Purpose and Meaning 

 Burnout often stems from feelings of disillusionment and lack of fulfillment. 

Rediscovering a sense of purpose and meaning in work can combat burnout. This can 

be done by aligning personal values with work tasks, focusing on how one’s work 

contributes to the greater good, or discussing career goals and growth opportunities 

with a manager. 

9.9.2 Coping with Stress and Burnout: Organizational Strategies 

 While individual strategies are essential for coping with stress and burnout, 

organizations also play a pivotal role in preventing and addressing these issues. 

Organizational interventions can create a supportive environment that reduces stress 

and helps employees manage the demands of their jobs. 

1. Organizational Support and Communication 

 Strong support from supervisors and colleagues is one of the most important 

factors in reducing workplace stress. Leaders should be approachable, empathetic, and 

willing to listen to employees’ concerns. Regular check-ins, open-door policies, and 

transparent communication foster an environment where employees feel supported 

and valued. Encouraging a culture of collaboration and mutual respect also helps 

employees feel less isolated in their roles. 

2. Workload Management 

 One of the main contributors to stress and burnout is an excessive or 

unmanageable workload. Organizations can prevent burnout by ensuring that 

workloads are reasonable, tasks are properly delegated, and employees are not 
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expected to work beyond their capacity. Managers should regularly assess workloads 

and ensure that employees have the resources and support needed to meet expectations. 

3. Flexibility and Autonomy 

 Offering flexible work arrangements, such as remote work, flexible hours, or 

job-sharing, can help employees better balance work and personal life. When 

employees have more control over their schedules, they are less likely to feel 

overwhelmed and more likely to experience greater job satisfaction. Giving 

employees autonomy over their tasks and decisions also promotes a sense of 

empowerment and reduces stress. 

4. Recognition and Rewards 

 A lack of recognition is a key factor in burnout. Organizations should regularly 

acknowledge and reward employees for their hard work and achievements. 

Recognition can take many forms, from verbal praise to formal awards or incentives. 

When employees feel appreciated, they are more likely to stay engaged and motivated, 

reducing the risk of burnout. 

5. Creating a Positive Work Environment 

 A supportive and healthy work environment is essential for stress management. 

Organizational leaders should work to foster an atmosphere of trust, inclusivity, and 

respect. Addressing workplace conflicts promptly, ensuring fair treatment, and 

promoting a positive company culture all contribute to a work environment where 

employees feel safe and supported. 

6. Offering Employee Assistance Programs (EAPs) 

 Employee Assistance Programs (EAPs) are a valuable resource for employees 

struggling with stress or burnout. These programs often offer confidential counseling 

services, stress management workshops, and resources to help employees cope with 

work-related and personal challenges. Organizations that invest in EAPs demonstrate 

a commitment to employee well-being. 

 Coping with stress and burnout is an ongoing challenge for both individuals 

and organizations. By adopting effective individual coping strategies such as time 

management, relaxation techniques, and seeking support, employees can better 

manage stress and reduce the risk of burnout. Similarly, organizations must take 

proactive steps to foster a supportive work environment, manage workloads, offer 

flexibility, and recognize employee efforts. Together, individual and organizational 

strategies can create a healthier, more sustainable work environment, ultimately 

benefiting both employees and the organization as a whole. Addressing stress and 

burnout is not just a matter of improving well-being; it is also crucial for maintaining 

productivity, job satisfaction, and organizational success. 
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 Exercise  

 Long Questions:- 

1. Explain the Group Dynamics. 

2. Understanding groups and phase of group development. 

3. What is the concept and system roles? Explain in detail. 

4. Explain in detail about Group Cohesion and Alienation. 

 Short Notes:- 

1. What is Coping with Stress and Burnout? 

2. Give a brief sense of Conformity and Obedience. 

3. Explain Role Analysis. 

4. Write a note on Organization Stress and Burnout. 
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10.1 Meaning and Definition 

10.2 Nature of Personality 

10.3 Determinants of personality 

10.4 Traits of personality  

10.5 Importance of Personality development 

10.6 Factors affecting Personality 

10.7 Roles of Personality in Organizational Behavior 

10.8 Theories of Personality 

 Exercise  

10.1 Introduction 

The term „personality‟ is derived from the Latin word „persona‟ which means a mask.  

 According to K. Young, “Personality is a patterned body of habits, traits, 

attitudes and ideas of an individual.”   

 G. W. Allport defined it as “a person‟s pattern of habits, attitudes, and traits 

which determine his adjustment to his environment.”  

 Personality is a concept that we use continuously in our day-to-day routine 

while dealing with    people. Personality can be reflected in a person‟s temperament 

and is a key factor influencing individual behaviour in organisations. The study of 

personality is very essential and helpful in ensuring effective job performance. This 

means that the personality of an individual represents personal characteristics and 

traits which can lead to consistent patterns of behaviour. So while trying to understand 

the personality, it is to be understood that the behaviour is the outcome of a complex 

interaction between the person and the situation.  

 Hence, it will be necessary to have knowledge of those personality traits which 

predetermine the parameters for employee‟s (or people‟s) behaviour and thus provide 

a paradigm for predicting behaviour. The theories of personality are many, and most 

important of them are trait, type, psychoanalytic, socio-psychological, and self-theory. 

Each theory seeks to add a new perspective to the nature of personality. 

10.2 Nature of Personality 

1. Personality is a dynamic whole:   

 The definition of Personality given by Allport reveals that the personality is the 

dynamic whole. The constituents of Personality are organised into units which are not 

static but active.  

2. Personality measures behaviour:  

 Personality of an individual is more or less stable. It can bepredicted by ones 

behavior.  

 

PERSONALITY UNIT-10  



156 

3. Outcome interaction of heredity and environment:  

 Most of the psychologists review that Personality is the net result of the 

interaction of heredity characters and environment factors. The growth and the 

development of physical, social, emotional and moral are affected by environmental 

factors.  

4. Motive Force:  

 There are many theories of motivation which contributes to the understanding 

of the dynamics of personality. Behavior is affected overall by motives, ego 

involvement, incentives, etc  

10.3 Determinants of personality 

1. Biological Factors  

 Physique and Personality:  

Various things influence the development of the personality.  

Physical development infrequence the development of personality such as; 

height, weight, physical defects, etc.  
 

 Intelligence:  

Intelligence is the thinking power of human. Due to intelligence, human is now 

in road towards development. Human beings can defeat anyone due to 

intelligence. Persons who are very intelligent can make better adjustment in 

around them and depicts good personality.  
 

 Gender Differences:  

Generally boys are more assertive and tough minded. They show  

interest in wining also in outdoor activities. Girls are interested in less 

vigorous( physically and mentally strong) games. They remain quiet and show 

interest in personal or physical appearance. That is why, most of the girls have 

a better sense of fine art. Thus, gender differences play a vital role in the 

development of individuals personality.  
 

 Nervous System:  

Other major system which plays important role is nervous system.  

Nervous System controls or limits ones learning capacity. It is evident that 

development of personality is influenced by nature of nervous system.  

2. Social Factors  

 When an individual interact with other persons in his/her group give and take 

relationship takes place and it affects the personality of an individual social factors of 

personality are responsible for the formation of personality, when an individual has 

group experience and contact with others personality of an individual is influenced by 

others may be bad or good but depends on the association in which he/she keeps. In a 

society every person plays a specific role and status. 

  For example, as we know, In our society younger are expected to be respectful 

for elders. Many other social factors like environment, group life, family, media with 

which an individual interact in his/her society daily life mold their personalities.  We 

can say that whatever comes in contact with an individual‟s social life affects 

personality of that individual and develop good or bad personality.  
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3. Cultural Factors   

 An individual living in his/her culture adopts the traits consciously or 

unconsciously and acts accordingly. Culture of any society determines the behaviors 

and personality of an individual and he/she is expected to act according to the culture. 

A person follows all the social norms of a culture which results in the formation of 

good personality while non-conformity to the cultural rules develops abnormal or bad 

personality. So, the culture in which an individual seeks satisfaction adjusts him/her 

and develops personality.  

4. Environment  

 Physical environment also determines the personality of an individual. 

Environmental factors include land, river, mountains, hills, forests, plain area, 

atmosphere etc which affect the personality to be good or bad, healthy or weak.    

 Geographical environment: Individuals personality is influenced by the 

geographical conditions All the feelings, emotions, ideas, attitudes, habits and 

behavior as well as body structure is the result of physical environment of to 

which an individual belongs. For example, body structure, physique, color and 

health of the rural people are different from  

 Urban people. These people have different environment due to which they 

develop variety of personalities. The people living in cities have facilities and 

modern ways of life which creates to develop delicate bodies and minds as 

compare to the rural people who are deprived of these facilities.  

 Childhood experiences: It is of vital imortsance. When in childhood, the 

individual is hunted by tensions and emotions, it influences its development.  

5. Situational Factors of Personality:  

 Situational factors of personality also have a complete share in the formation of 

personality of an individual. Situational factors of personality are charging according 

to the social situations. Every person face may situations in his life which enables 

him/her to change his/her behavior. For example, a teacher may be rigid and strict with 

students but may not with his/her family.  

 An officer may behave with the subordinates differently as compare to his/her 

friends. Personality is not the result of only one factor but every factor is responsible 

to give complete share in its formation. A person behave and his/her personality exists 

when interacts with environment, culture, society, parents, friends and to those who 

come in contact by chance.  

10.4 Traits of personality  

Traits of personalities are as follows: 

1. Openness  

2. Conscientiousness  

3. Extraversion  

4. Agreeableness  

5. Neuroticis  
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 The Big Five were developed in the 1970s by two research teams. These teams 

were led by Paul Costa and Robert R. McCrae of the National Institutes of Health and 

Warren Norman and Lewis Goldberg of the University of Michigan at Ann Arbor and 

the University of Oregon, according to Scientific American. The Big Five are the 

ingredients that make up each individual's personality. A person might have a dash of 

openness, a lot of conscientiousness, an average amount of extraversion, plenty of 

agreeableness and almost no neuroticism at all or someone could be disagreeable, 

neurotic, introverted, conscientious and hardly open at all.   

1. Openness  

 Openness is shorthand for "openness to experience." People who are high in 

openness enjoy adventure. They are curious and appreciate art, imagination and new 

things. The motto of the open individual might be "Variety is the spice of life." People 

low in openness is just the opposite: They prefer to stick to their habits, avoid new 

experiences and probably aren't the most adventurous eaters. Changing personality is 

usually considered a tough process, but openness is a personality trait that's been 

shown to be subject to change in adulthood. 

2. Conscientiousness (thorough, careful in one’s task performance)  

 People who are conscientious are organized and have a strong sense of duty. 

They're dependable, disciplined and achievement-focused.People low in 

conscientiousness is more spontaneous and freewheeling. They may tend toward 

carelessness. Conscientiousness is a helpful trait to have, as it has been linked to 

achievement in life and career.   

3. Extraversion (who is outgoing, social person)  

 Extraversion and introversion is possibly the most recognizable personality 

trait of the Big Five. The more of an extrovert someone is, the more of a social 

butterfly they are. Extroverts are chatty, sociable and draw energy from crowds. They 

tend to be assertive and cheerful in their social interactions. A person who scores high 

in extraversion on a personality test is the life of the party. They enjoy being with 

people, participating in social gatherings, and are full of energy. Introverts (reserved 

person) on the other hand, need plenty of alone time, perhaps because their brains 

process social interaction differently. Introversion is often confused with shyness, but 

the two aren't the same. Shyness implies a fear of social interactions or an inability to 

function socially. Introverts can be perfectly charming at parties they just prefer solo 

or small-group activities.  

4. Agreeableness  

 Agreeableness measures the extent of a person's warmth and kindness. The 

more agreeable someone is, the more likely they are to be trusting, helpful and 

compassionate. Disagreeable people are cold and suspicious of others, and they are 

less likely to cooperate. 

5. Neuroticism (nervous and worried person) 

 It is one of the Big Five higher-order personality traits in the study of 

psychology. Individuals who score high on neuroticism are more likely than average 

to be moody and to experience such feelings as anxiety, worry, fear, anger, frustration, 

envy, jealousy, guilt, depressed mood, and loneliness. People high in neuroticism 
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worry frequently and easily slip into anxiety and depression. In contrast, people who 

are low in neuroticism tend to be emotionally stable and balanced.  

10.5 Importance of Personality development  

1. Ensures continuous improvement/growth 

 one should always aim to be better than yesterday. As an individual, you 

should always keep on improving yourself. If you feel that there some things you 

don‟t like about yourself work on changing them. Don‟t stagnate always seek a better 

you.  

2. Helps in better management 

 Personality development helps to have the right personality and social skills. 

With this two, team participation becomes easier because you can interact effortlessly 

with colleagues. With a good personality, your employees will enjoy working with 

you and most likely perform better because you are a good boss, who is full of positive 

energy.  

3. Builds balance in life 

 Personality development can help to be more organized, punctual, a person 

who keeps his word, etc. When you acquire such skills, you are able to plan every area 

of your life so none suffers.You create time for your family, time to exercise and 

meditate, work and so on. Every area benefits from a good and developed personality.  

4. Ensures excellence in one’s field 

 If we constantly developing ourself ,we will ultimately become the best version 

of ourself. We become the go-to person on any matter in our field. That is why we find 

many CEO‟s are very keen on theirs and staff development. That is why we must keep 

learning new things to keep up with the ever-changing world. Personality development 

improves your chances of success in any undertaking-because you have the right 

mindset are goal oriented and likable.  

5. Personality development improves the confidence level 

 Personality development helps a person to understand the self. It helps him/her 

to develop characteristics and traits within them. It helps you to face all situations in 

life with a smile.  

6. Personality development helps you to live a positive way of life 

 It help people to face difficult situations and find an appropriate solution to the 

same. This develop one to analyze situation in a correct manner and avoid negative 

attitude.  

7. Personality development decreases stress 

 As personality development helps you to understand the ways to dealt with 

difficult situations, it decreases stress. It encourages you to look into the brighter side 

of the life  
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8. Personality development improves your skills 

 Improving skills and expanding knowledge is a method of personality 

development. As a result if you improve your personality, your skills will also 

enhance. Communication skills, management skills, presentation skills, etc. are also 

improved by personality development. 

10.6 Factors Affecting Personality  

 In the field of organizational behavior, personality is the aggregate of a 

person‟s feelings, thinking, behaviors, and responses to different situations and people. 

Our personality differentiates us from other people, and understanding someone‟s 

personality gives clues about how that person is likely to act and feel in various 

situations. An understanding of different employees‟ personalities is helpful in 

effectively managing organizational behavior. Having this knowledge is also useful 

for placing people in jobs and organizations. Having a strong personality is the key to 

success. This is also a key determinant of good leadership. 

 A person with a positive attitude can direct his thoughts, control his emotions 

and regulate his attitude. Every person has a different personality, and there are a lot of 

factors that contribute to that personality are called determinants of personality or the 

factors of personality. 

1) Environmental Factors 

2) Physical Factors 

3) Situational Factors 

4) Hereditary 

5) Family and Social Factors 

6) Identification Process 

7) Cultural Factors 

8) Intelligence 

9) Sex Differences 

10) Psychological Factors 

1) Environmental Factors 

 The factors that exert pressure on our personality formation are the culture in 

which we are raised; our early conditioning; the norms among our family, friends, and 

social groups; and other influences we experience.These environmental factors play a 

substantial role in shaping our personalities.It establishes an individual‟s attitudes, 

values, norms, and perceptions. Based on cultures and traditions, different senses of 

right and wrong are formed in individuals. These environmental factors also include 

the neighborhood a person lives in, his school, college, university, workplace, friends, 

and parents; everybody plays a role as the determinant of one‟s personality. 

2) Physical Factors 

 Many physical factors will determine a person‟s personality. These physical 

factors include the overall physical structure of a person: his height, weight, color, sex, 

beauty, body language, etc. 

Physical factors are one of the major reasons for that. Most physical structures change 

from time to time, and so does personality. With exercises, cosmetics, surgeries, etc., 
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many physical features are changed; therefore, the individual‟s personality also 

evolves. 

3) Situational Factors 

 Situational factors can be commonly observed when a person behaves 

contrastingly and exhibits different traits and characteristics. In this way, situational 

factors impact a personality in a significant way.They often bring out the traits of a 

person that are not commonly seen. Although generally stable and consistent, an 

individual‟s personality changes in different situations. The different demands of 

situations call forth different aspects of one‟s personality. So we shouldn‟t look at 

personality patterns in isolation. This aspect is very important for organizational 

behavior because the manager controls the situation. 

4) Heredity 

 It refers to those factors that were determined at conception. Physical structure, 

facial attractiveness, gender, temperament, muscle composition, reflexes, energy level, 

and biological rhythms are generally considered to be either completely or 

substantially influenced by the  

parents. Hereditary predisposes certain mental, physical, and emotional states. 

Research has established that those psychological characteristics can be transmitted 

through heredity. However, such conclusive proof is not available to human beings. 

5) Family and Social Factors 

 Family and social groups have the most significant impact on personality 

development. Parents and other family members have a strong influence on the 

personality development of the child. Parents have more effect on personality 

development as compared to other members of the family.Besides a person‟s home 

environment and family members, there are other influences from social factors like- 

friends, neighbors, relatives, etc. These groups have their impact through socialization 

and identification process. 

6) Identification Process 

 The identification process occurs when a person tries to identify himself with 

some person to whom he feels ideal in the family. First, identification can be viewed 

as the similarity of behavior between the child and the model. Second identification 

can be looked at as the child‟s motives or desires to be like the model. Third, it can be 

viewed as the process through which the child takes on the model‟s attributes. 

7) Cultural Factors 

 Culture is the underlying determinant of human decision-making. It generally 

determines attitude towards independence, aggression, competition, and co­operation. 

Each culture expects and trains its members to behave in a way acceptable to the 

group. 

8) Intelligence 

 There is definitely some relationship between intelligence and personality. 

Intelligence is mainly hereditary. Very intelligent persons can make better adjustments 

at home, school, and society than those persons who are less intelligent. 
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9) Sex Differences 

 Boys are generally more assertive, tough-minded, and vigorous. They have a 

better need to succeed with regard to interests and aptitudes. Boys show interest in 

machinery and outdoor activities. They prefer adventures.But girls are less vigorous in 

games. They are quieter and interested in personal appearance. Personal, emotional, 

and social problems injure them more. 

 Thus sex differences play a vital role in the development of an individual‟s 

personality. 

10) Psychological Factors 

 Psychological factors play a big role in the functioning of human behavior and 

the development of one‟s personality. Some psychological factors are- 

motives, acquired interests, attitudes, character, intellectual capacities, etc.Beyond the 

joint influence of these factors, however, the relative contribution of each factor to 

personality varies with the character or personality process involved and perhaps with 

the individual concerned. 

10.7 Roles of personality in organizational behavior 

 Personality plays a key role in organizational behavior because the way that 

people think, feel, and behave affects many aspects of the workplace. People‟s 

personalities influence their behavior in groups, their attitudes, and the way they make 

decisions. 

 In the workplace, personality affects such things as motivation, leadership, 

performance, and conflict. The more management understands how personality in 

organizational behavior works, the better equipped they are to effectively accomplish 

their goals. 

 One factor determining the importance of personality in OB is the environment 

where an individual‟s personality is being studied; after all, personality‟s impact on an 

organization is relative and depends on how the organization has been structured. 

Weakly structured organizations with loosely defined roles tend to get the most impact 

compared to strongly structured organizations with more defined roles. People have 

many different views of the world that affect their personalities.When a situation 

arises, an individual will handle it based on his or her personal values, beliefs, and 

personality traits. These traits are developed throughout a person‟s lifetime and cannot 

be easily changed, so it is more helpful for managers to attempt to understand this 

rather than fight it. 

 There are two types of values governing our behaviors in an organization; 

personal and commonly held values of an organization.We tend to act according to 

these values, which will define what is ethical and what is not. The beliefs and values 

remain relatively stable regardless of our situation. 

 On the other hand, our feelings and behaviors tend to be easily influenced by 

the environment in which we function. Traits such as openness, emotional stability, 

and agreeableness predict that an individual will have less conflict, work better in 

teams, and have positive attitudes about his or her work. People with this personality 

type should be placed in situations where they would be working with or leading 

others. Positive-interpersonal skill is a personality trait that greatly affects the 
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workplace. Individuals who exhibit this trait generally enjoy working with others, and 

they have the empathy and sensitivity that enable them to get along well with others. 

 Decision-making and independence are greatly affected by personality. 

Personality traits such as self-efficacy, conscientiousness, and pro-activity contribute 

to good decision-making under pressure and independence, while traits such as 

neuroticism and not being open do not. 

 In light of these reflections, our personal values and personalities govern our 

actions and behaviors. Since organizational behavior is built upon our personal values, 

it is paramount to understand employees‟ personalities to make good use of 

organizational behavior. One of the fundamental issues in understanding people‟s 

behavior is how we understand the person in an organizational setting.  

 Jackson and Carter (2000) pointed out that in work organizations, we often 

take a limited view of the person, focusing more on the degree of willingness to pursue 

organizational goals. Work-related behavior of people in an organization stems from 

environmental and individual factors. From the environmental approach, interpersonal, 

group, and societal influences and individual factors extend across cognitive abilities, 

acquired expertise, personality styles, motivation, and physical attributes. A common 

aspect of personality is how we think of its effect on behavior. We tend to think of this 

in terms of a person with a particular set of traits. 

10.8 Theories of Personality 

A. Psychoanalytic Theory 

Definition: The Psychoanalytic Theory is the personality theory, which is based on 

the notion that an individual gets motivated more by unseen forces that are controlled 

by the conscious and the rational thought. Sigmund Freud is closely related to the 

psychoanalytic theory. According to him, the human behavior is formed through an 

interaction between three components of the mind, i.e. Id, Ego and Super Ego. 

1. Id 

2. Super-Ego 

3. Ego 

1. Id:  

 Id is the primitive part of the mind that seeks immediate gratification of 

biological or instinctual needs. The biological needs are the basic physical needs and 

while the instinctual needs are the natural or unlearned needs, such as hunger, thirst, 

sex, etc. Id is the unconscious part of the mind; that act instantaneously without giving 

much thought to what is right and what is wrong. 

Example: If your Id passed through a boy playing with a ball, the immediate urge to 

get that ball will drive you to snatch it by any means, this is irrational and may lead to 

the conflict between the boys. Thus, Id is the source of psychic energy, a force that is 

behind all the mental forces. 

2. Super-Ego:  

 The Super-Ego is related to the social or the moral values that an 

individual inculcates as he matures. It acts as an ethical constraint on behavior and 

helps an individual to develop his conscience. As the individual grows in the society, 
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he learns the cultural values and the norms of the society which help him to 

differentiate between right and wrong. 

Example: If the super-ego passed that boy playing with a ball, it would not snatch it, 

as it would know that snatching is bad and may lead to a quarrel. Thus, super ego act 

as a constraint on your behavior and guides you to follow the right path. But if the Id 

is stronger than super-ego, you will definitely snatch the ball by any means. 

3. Ego:  

 Ego is the logical and the conscious part of the mind which is associated with 

the reality principle. This means it balances the demands of Id and super-ego in the 

context of real life situations. Ego is conscious and hence keeps a check on Id through 

a proper reasoning of an external environment. 

Example: If you pass through the same boy playing with the ball, your ego will 

mediate the conflict between the Id and super-ego and will decide to buy a new ball 

for yourself. This may hurt you Id, but the ego would take this decision to reach to a 

compromise situation between the Id and super-ego by satisfying the desire of getting 

a ball without committing any unpleasant social behavior. Hence, these are the 

fundamental structures of the mind, and there is always a conflict 

between these three. The efforts to attain the balance between these defines the way 

we 

behave in the external environment. 

B. Socio-Psychological Theory 

Definition: The Socio-Psychological Theory asserts that individual and society are 

interlinked. This means, an individual strives to meet the needs of the society and the 

society helps him to attain his goals. Through this interaction, the personality of an 

individual is determined. The Socio-Psychological theory is the contribution of Adler, 

Horney, Forman and Sullivan.This theory is also called as Neo-Freudian Theory 

because it differs from the Freud‟s psychoanalytic theory in the following respects: 

1. According to this theory, the social variables and not the biological instincts, are the 

important determinants in shaping the individual‟s personality. 

2. Here, the motivation is conscious, i.e. an individual knows what are his needs and 

wants and what kind of behavior is required to meet these needs. 

Thus, the theorists believe that socio-psychological factors, i.e. the combination of 

both the social (family, society, wealth, religion) and the psychological factors 

(feelings, thoughts, beliefs) play an important role in shaping the personality of an 

individual. 

It is the society from where the individual inculcates the cultural values and the social 

norms, which helps him in shaping his personality and influences his behavior 

according to the external situations. 

C. Trait Theory 

 Theory asserts that an individual is composed of a set of definite 

predisposition attributes called as traits. These traits are distinguishable and often long 

lasting quality or a characteristic of a person that makes him different from the others. 

The two most common trait theories are: 



165 

i. Allport‟s Trait Theory: This theory is given by Gordon Allport. According to 

him, the personality of an individual can be studied through a distinction 

between the common traits and the personal dispositions.The common traits 

are used to compare the people on the grounds of six values,  such as religious, 

social, economic, political, aesthetic and theoretical. Besides the common 

traits,there are personal dispositions which are unique and are classified as 

follows: 
 

 Cardinal Traits: The cardinal traits are powerful, and few people possess 

personality dominated by a single trait. Such as Mother Teressa‟s altruism. 

 Central Traits: These traits are the general characteristics possessed by 

many 

individuals in the varying degrees. Such as loyalty, friendliness, 

agreeableness, 

kindness, etc. 

 Secondary Trait: The secondary traits show why at times, a person behaves 

differently than his usual behavior. Such as a jolly person may get 

miserable when 

people try to tease him.   
 

ii. Cattell‟s Trait Theory: This trait theory is given by Raymond Cattell. 

According to him, the sample of a large number of variables should be studied 

to have a proper understanding of the individual personality.He collected the 

life data (everyday life behaviors of individuals), experimental 

data(standardizing experiments by measuring actions), questionnaire 

data(responses gatheredfrom the introspection of an individual‟s behavior) and 

done the factoranalysis to identify thetraits that are related to one another. 

D. Self-Theory  

Definition: The Self Theory emphasizes on the set of perceptions an individual has for 

himself and the perceptions of the relationships he has with others and the other 

aspects of life. Carl Rogers has contributed significantly towards the self-theory. 

The self-theory comprises of four factors that are explained below: 

1. Self-Image: Self-image means what an individual thinks about himself. 

Everybody 

has certain beliefs about themselves, such as who or what they are, these 

beliefs form the self image and identity of a person. According to Erikson, 

identity is formed through a lifelong development usually unconscious to the 

individual and his society, i.e. an individual forms perception about himself 

unconsciously, according to the social circumstances. 
 

2. Ideal-Self: The ideal-self means, the way an individual would like to be. It is 

very much different from the self-image, as it shows the ideal position 

perceived by an individual, whereas the self-image is the reality that an 

individual perceives.Thus, there could be a gap between these two. 

The ideal-self-acts as a stimulus to motivate an individual to undertake those 

activities that are in compliance with the characteristics of his ideal self. 
 

3. Looking-Glass-Self: The looking-glass self means, an individual‟s perception 

of howothers are perceiving his qualities or feeling about him. Simply, it is the 

perception of other‟s perception, i.e. perceiving what others perceive about 

yourself and not see what actually you are. 
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4. Real-Self: The real-self is what others show you with respect to your self-

image. An individual‟s self-image is confirmed when others responses to him 

and shares their beliefs or perception, about what they actually feel about him. 

This is taken as feedback from the environment that helps an individual to 

adjusts his self-image accordingly and be in line with the cues he had received. 

Thus, according to Carl Rogers, the self theory is composed of several 

perceptions of “I” or “me” and the perception of relationships of “I” and “me” 

to others. 
 

 Exercise : 

Q-1 Give the answers in details. 

1) Write the Meaning and Definition of Personality.  

2) Write the Nature of Personality. 

3) State and Explain the Determinants of personality. 

4) Describe the Traits of personality.  

5) Write the Importance of Personality development. 

6) State and Explain the Factors affecting Personality 

7) Explain the Roles of Personality in Organizational Behavior 

Q-2 Short notes: 

      1) Psychoanalytic Theory 

      2) Self Theory 

      3) Trait Theory  

      4) Socio-Psychological Theory 

Q-3 Multiple Choice Questions:  

1)  How many basic dimensions of personality are there in the Big 5 Personality Traits? 

 a) 2   b) 3   c) 4   d) 5 
 Answer: d) 5 

2)  Which of the following is not one of the Big 5 Personality Traits? 
a) Creativity 
b) Agreeableness 
c) Conscientiousness 
d) Neuroticism 
Answer: a) Creativity 

3)  Which personality trait represents a range between extreme extraversion and 

 extreme introversion? 
a) Agreeableness 
b) Conscientiousness 
c) Openness 
d) Neuroticism 
Answer: c) Openness 

4)  People who are high in openness tend to be: 
 a) Adventurous and creative 

 b) Dislikes abstract or theoretical concepts 
 c) Not very imaginative 

https://www.sciencedirect.com/topics/computer-science/personality-dimension#:~:text=From%20a%20trait%20perspective%20there,(Costa%20and%20McCrae%201994).
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 d) Resist new ideas 
 Answer: a) Adventurous and creative 

5)  Which personality trait is defined by high levels of thoughtfulness, good 

 impulse control, and goal-directed behaviors? 
a) Extraversion 
b) Agreeableness 
c) Conscientiousness 
d) Neuroticism  
Answer: c) Conscientiousness 

6)  Which personality trait emphasizes imagination and insight the most out of all 

five  personality traits? 
a) Extraversion 
b) Agreeableness 
c) Openness 
d) Neuroticism 
Answer: c) Openness 

7)  People who are high in conscientiousness tend to be: 
a) Disorganized and less structured 
b) Procrastinates important tasks 
c) Pay attention to detail 
d) Make messes and don't take care of things 
Answer: c) Pay attention to detail 

8)  Which of the following acronyms can be used to remember the Big 5 

Personality  Traits? 
a) ACONE 
b) OCEAN 
c) NECOA 
d) ECANO 
Answer: b) OCEAN 

9)  Which researcher's list contained 4,000 personality traits? 
a) Gordon Allport 
b) Raymond Cattell 
c) Hans Eysenck 
d) McCrae & Costa 
Answer: a) Gordon Allport 

10)  Which personality trait involves sadness or emotional instability? 
a) Extraversion 
b) Agreeableness 
c) Conscientiousness 
d) Neuroticism 
Answer: d) Neuroticism 

11)  Which personality trait is characterized by kindness? 
a) Extraversion 
b) Agreeableness 
c) Conscientiousness 
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d) Neuroticism 
Answer: b) Agreeableness 

12)  People who are low in openness may: 
a) Enjoy new things 
b) Focus on tackling new challenges 
c) Struggle with abstract thinking 
d) Be very creative 
Answer: c) Struggle with abstract thinking 

13)  People who are high in conscientiousness may: 
a) Fail to complete necessary or assigned tasks 
b) Dislike structure and schedules 
c) Enjoy having a set schedule 
d) Makes messes and doesn't take care of things 
Answer: c) Enjoy having a set schedule 

14)  Which theory suggested a three-factor theory of personality? 
a) Gordon Allport 
b) Raymond Cattell 
c) Hans Eysenck 
d) McCrae & Costa 
Answer: c) Hans Eysenck 

15)  Which personality trait is focused on imagination and insight? 
a) Extraversion 
b) Agreeableness 
c) Openness 
d) Neuroticism 
Answer: c) Openness 

16)  Extraversion is a personality trait characterized by which of the following? 
A) Low energy in social situations 
B) Reserved behavior 
C) Talkativeness 
D) Careful thinking before speaking 

Answer: C) Talkativeness 

17)  People high in extraversion tend to gain energy in which type of situations? 
A) Social situations 
B) Solitary situations 
C) Competitive situations 
D) Creative situations 
Answer: A) Social situations 

18)  Which of the following is a characteristic of introverts? 
A) Enjoy being the center of attention 
B) Have a wide social circle of friends 
C) Feel energized when around other people 
D) Prefer solitude 
Answer: D) Prefer solitude 
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19)  Which of the following is a trait of individuals who are low in extraversion? 
A) Enjoys meeting new people 
B) Finds it easy to make new friends 
C) Dislikes making small talk 
D) Say things before thinking about them 
Answer: C) Dislikes making small talk 

20)  Agreeableness is a personality trait that includes which of the following 

 attributes? 
A) Moodiness 
B) Altruism 
C) Arrogance 
D) Deception 
Answer: B) Altruism 

21)  People who are high in agreeableness tend to be more what? 
A) Competitive 
B) Trustworthy 
C) Manipulative 
D) Guarded 

Answer: B) Trustworthy 

22)  Which of the following is a trait of individuals who are low in agreeableness? 
A) Enjoys helping and contributing to the happiness of other people 
B) Insults and belittles others 
C) Assists others who are in need of help 
D) Cares about others 
Answer: B) Insults and belittles others 

23)  Neuroticism is a personality trait characterized by which of the following? 
A) Emotional instability 
B) Sociability 
C) Altruism 
D) Competitiveness 
Answer: A) Emotional instability 

24)  Individuals who are high in neuroticism tend to experience which of the 

 following? 
A) Emotional resilience 
B) Irritability 
C) Objective thinking 
D) Stable mood 
Answer: B) Irritability 

25)  Positive personality traits include which of the following? 
A) Aggressiveness 
B) Arrogance 
C) Ambition 
D) Coldness 
Answer: C) Ambition 
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26)  Negative personality traits are those that may be more harmful than helpful. 

 Which of the following is a negative personality trait? 
A) Respectful 
B) Unreliable 
C) Objective 
D) Considerate 
Answer: B) Unreliable 

27)  If you score high in openness, you are more likely to have which positive 

 personality trait? 
A) Creativity 
B) Humility 
C) Graciousness 
D) Thoroughness 
Answer: A) Creativity 

28)  What is the heritability of conscientiousness, as suggested by a study of 

 identical and fraternal twins? 
A) 44% 
B) 41% 
C) 53% 
D) 61% 
Answer: B) 41% 

29)  Studies show that which of the following big five personality traits tend to 

 increase as people grow older? 
A) Extraversion 
B) Neuroticism 
C) Openness 
D) Agreeableness 
Answer: D) Agreeableness 

30)  Longitudinal studies suggest that big five personality traits tend to be relatively 

 stable over the course of what? 
A) Adolescence 
B) Childhood 
C) Adulthood 
D) Old age 
Answer: C) Adulthood  
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11.1 Introduction, history and meaning  

11.2 Nature of Transactional Analysis in Organisational Behaviour 

11.3 Objectives of Transactional Analysis in Organisational Behaviour 

11.4 Benefits of Transactional Analysis in Organisational Behaviour 

11.5 Limitations of Transactional Analysis in Organisational Behaviour 

11.6 Deviant Organisational behaviour 

11.7 Types of Deviant at Workplace   

11.8 Transactional Analysis Techniques  

11.9 Stages of Transactional Analysis 

11.10 Advantages and Disadvantages 

 Exercise  

11.1 Introduction, History and Meaning 

Introduction  

 Conflicts in the workplace can be costly, stressful, and harmful to productivity 

and morale. So what are the ways to resolve them effectively? The answer is that a one 

useful tool “Transactional analysis” theory, a psychological approach that analyzes the 

communication patterns and ego states of people involved in a conflict. In this unit, you 

will learn how to apply this theory to identify the sources of conflict, communicate more 

assertively, and reach win-win solutions. 

 According to Transactional Analysis, conflicts often arise when the transactions 

are crossed or ulterior. A crossed transaction occurs when the ego states of the sender and 

the receiver do not match, resulting in misunderstanding or rejection. For example, if you 

ask your boss for feedback in your adult ego state, but your boss responds in a critical 

parent ego state, you may feel offended or defensive.  

 An ulterior transaction occurs when the communication has a hidden or 

manipulative message, which may not be consistent with the apparent ego state. For 

example, if your coworker compliments you in a child ego state, but actually wants to 

sabotage your work in a parent ego state, you may feel betrayed or resentful. To identify 

the sources of conflict, you need to analyze the transactions and the ego states of the 

parties involved, and look for any signs of crossed or ulterior messages. 

 One of the goals of Transactional Analysis is to help people communicate more 

assertively and effectively, by using the adult ego state as much as possible. The adult ego 

state is the most appropriate for resolving conflicts, as it allows you to express your needs 

and opinions without being aggressive or passive. To communicate more assertively, we 

need to use clear and respectful language, avoid blaming or judging, focus on facts and 

solutions, and listen actively and empathically. we also need to be aware of our own ego 

states and emotions, and avoid reacting to parent or child ego state when faced with a 

conflict. By communicating more assertively, you can reduce the chances of crossed or 

ulterior transactions, and increase the chances of complementary transactions, which are 

harmonious and cooperative. 

CONFLICT AND TRANSACTIONAL 

ANALYSIS UNIT-11  
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History: 

 Eric Bern 

 In 1950, Eric Berne developed a socio-psychological concept termed 

transactional analysis. Since then, the theory of Erie Berne has been applied in 

psychotherapy, counselling, education, and organisational development. The primary 

objective of transactional analysis is to help people understand how to communicate 

with others to improve their relationships with others. 

 According to Eric Berne, “Transactional analysis is a theory of personality and 

social action and a clinical method of psychotherapy, based on the analysis of all 

possible transactions between two or more people, based on specifically defined ego 

states into a finite number of established types”. 

 Transactional analysis in organisational behaviour is a psychological 

and communication theory. It helps the experts to understand and analyse the 

interactions between employees and groups within an organization. By examining 

these transactions, they can effectively understand how people interact and share ideas 

in the workplace. This helps them to learn important things about how these 

interactions affect and shape organisational behaviour. 

 Eric Bernstein was born in 1910 in Canada to Polish/Russian immigrants. Both 

parents were university graduates. His father was a medical doctor and his mother a 

writer/editor. Eric used to accompany his father on medical rounds until he died, age 

38, of tuberculosis. (Eric was 11 at the time). 

 As a result of this, and due to his mother‟s encouragement, Eric followed his 

father‟s professional path and in 1935 graduated from McGill University Medical 

School with degrees in medicine and surgery and then moved to the USA where he 

began medical residency at the Psychiatric Clinic of Yale University School of 

Medicine. Just before the Second World War, Eric shortened his surname to Berne. 

  As most psychiatrists from the mid-century, Berne had started his psychiatric 

practice as a psychoanalyst, influenced firstly by Freud and later by Paul Federn and 

Erik Erikson. They strongly shaped his theoretical development and ideas on ego 

states. Between 1943 and 1946 Berne served as an army psychiatrist and rose to rank 

of a major. After the War, Berne resumed training in psychoanalysis under Erik 

Erikson. 

 Origins of Transactional Analysis emerged in 1949 in a series of articles on 

intuition, which contradicted Freudian concepts of the unconscious. In 1950s Berne 

began clinical seminars where he and other colleagues tested out his new ideas. In 

1956 Berne‟s application for a psychoanalysts‟ membership was rejected as he “was 

not ready.” This rejection encouraged Berne to develop a new approach to 

psychotherapy which nonetheless has a psychoanalytic influence. 

 In 1957, the Transactional Analysis idea was born and from that year 

Transactional Analysis gained popularity in international therapeutic community. San 

Francisco, Berne‟s home town, is still the headquarter of the International 

Transactional Analysis Association (ITAA). Berne published and presented theory, 

outlining his new model of diagnosis and therapy, originally focused on group work. 

Main concepts were outlined such as Tripartite ego-states of Parent, Adult, Child, The 

3 circle model of ego-states. 

https://dynamicstudyhub.com/organizational-development-meaning-definition-characteristics-of-od/
https://dynamicstudyhub.com/meaning-nature-traits-and-determinants-of-personality/
https://dynamicstudyhub.com/communication-nature-purpose-importance-forms-and-media/
https://dynamicstudyhub.com/organization-meaning-definition-and-nature/
https://dynamicstudyhub.com/organisational-behaviour/
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 During his later life, Berne maintained a heavy writing schedule until he died of a 

heart attack in 1970. During his lifetime Berne was married 3 times and had several 

children of his own.Berne was a prolific writer and had published many books and 

articles relating to psychiatry, psychoanalysis and Transactional Analysis including 

popular books such as “Games People Play” and “What Do You Say after You Say 

Hello?” These books popularised and made accessible the basic concepts of T 

Transactional Analysis A to the general public in language they could understand. 

 The Games People Play (1964) has been an international bestseller which has 

altered the way people think and how they understand relationships. The ideas of the 

inner Child, Games, Strokes and Life Scripts are now widely used terms far outside the 

Transactional Analysis community and have entered everyday language. A final book, 

published after his death, “What Do You Say after You Say Hello” summarised much of 

his theory and its final development. The book opens with 4 questions: 

 What do you say after you say hello? 

 How do you say Hello? 

 What do you say after others say hello? 

 Why do we and others spend so much of our time not saying hello? 

 Eric Berne left behind him a profound and systematic theory of personality and a 

range of tools which have been used throughout the world to promote health and growth. 
Transactional analysis (TA) is a form of psychotherapy, counselling and education, based 

on cognitive and personal values. Its aim is to lead clients through pre-determined steps to 

achieve personal growth and change.  

 Transactional analysis was pioneered by Eric Berne (1910-1970) and it has 

developed into a strong theory of personality and communication. The traditional 

psychoanalytic approach was challenged through Berne‟s introduction of the concept of 

three ego states – Parent, Adult and Child. Transactional Analysis uses these symbols to 

analyse social relations and communications with individuals, groups, couples and 

families. 

 Transactional Analysis also offers a theory of child development using life scripts 

to explain how adult life patterns have originated in early childhood. The philosophy of 

Transactional Analysis is that people are OK and everyone has the capacity to think and 

make choices. Transactional Analysis is a contractual psychotherapeutic approach where 

both the client and the therapist take joint responsibility for achieving positive outcomes. 

Transactional Analysis keeps open communication between a client and a therapist by 

both being fully informed about what is going on in their work together. 

 Transactional analysis plays a vital role in analysing and understanding one‟s 

behaviour as well as the behaviour of others. It guides people on how to develop 

themselves and interact with others. It also provides various ideas that help an individual 

change his behaviour, which ultimately results in the growth of an individual. 

 To apply Transactional Analysis in practice and resolve conflicts in the 

workplace, you need to identify the conflict situation and the parties involved, analyze 

their transactions and ego states, communicate assertively using your adult ego state, and 

reach win-win solutions collaboratively. It is also important to review and evaluate the 

results of the process. Doing so can help you improve your communication and feedback 

skills and deal with conflicts more effectively and constructively. 
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The Concept of Ego States 

 An ego state is a holistic set of consistent and coherent patterns of being, 

deciding, thinking, feeling and behaving. These can be experienced internally, and 

expressed externally by an individual.An ego state is basically something that we think 

and feel at a given point of time and is reflected in how we relate to ourselves and to 

other people. 

An ego state is a way in which we think, feel and behave, making up our personality at 

a given time. These states are thinking and feeling as a: 

 Parent 

 Adult  

 Child 

 According to transactional analysis, the building blocks of our personality are 

ego states. The term „ego state‟ means a state of the „ego„ or „I„. Thus, the „I‟ is 

central. 

 A person is in a particular ego state at a particular moment and may be in 

another ego state a moment later. With a little bit of effort, we can observe ourselves 

behaving from a particular ego state. Ego states are experiential and observable 

elements of our personality. 

 The word „holistic‟ in the definition of ego states emphasizes that healthy 

personality is an integration of many elements. In Transactional Analysis we are 

dealing with the total experience of the individual and thus the different ego states are 

not limited to only any one way of functioning.By understanding the concept of ego 

states in transactional analysis, we can come to know why we behave differently at 

different times. Once we know the “why” of human behavior, it is easier for us to 

consciously mediate and control our own behavior. This will give us a sense of 

freedom and responsibility.You might find that you can apply it very well to your own 

life situations. 

 According to transactional analysis, our personality is made up of basically 

three ego states – the Parent Ego State, the Adult Ego State and the Child Ego State. 

1. Parent Ego State 

 The parent ego state is that part of the personality which we borrow from our 

parents. Even from those who took their place. Basically from parental and 

authoritarian figures in our daily lives. 

 All of us, in childhood, absorb the personalities of others into our own. Usually 

without being conscious of it, we pick up other people‟s postures, gestures, habits, 

ideas and expressions. This collection of attitudes, feelings, and behaviours copied 

from any and all significant parent figures becomes the parent ego state. We record 

these ways of seeing and doing things in our brains and later in life they become 

almost automatic responses. When in a parent ego state, we literally behave the way 

our parents behaved. The parent ego state is expressed outwardly in either of two ways  

Critical Behaviour or Nurturing Behavior. 
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A. Critical Parent 

 The critical parent ego state is about blaming others and giving unconstructive 

criticism. It includes behaviors like attacking other people, being extremely 

judgmental, not listening, not interested in explanation. The critical parent will write 

you off as a person rather than deal with your behavior. Thus, when we see a student 

talking in class distracting himself and others, the teacher calls him a nuisance. This is 

not dealing with the behavior, but is labeling the student. When teachers do that they 

are behaving from the critical parent ego state. 
 

B. Nurturing Parent 

 The nurturing parent ego state is primarily concerned with looking after, 

nurturing and comforting people. It is rooted in understanding and tries to make people 

feel good about themselves. Actions taken from this state instills confidence and 

encourages others to go on and is full of appreciation for people and their positive 

behaviors. Thus, when you congratulate a student on winning an elocution contest, 

you are in your nurturing parent role. The nurturing parent supports life, growth, and 

self expression. It empowers a person to be a winner. 

2. Adult Ego State 

 The adult ego state behaviors are about- collecting, analyzing and evaluating 

informationmaking sense of that information, making balanced judgments about 

thingsThe adult ego state deals with facts and not feelings and emotions. It responds to 

the feelings and emotions of its natural child ego state. And considers the opinion and 

beliefs of the parent ego state. It is based on „thinking before speaking‟.The adult ego 

state is about trying to understand why do we respond or behave in a particular way 

and make a conscious choice. The typical adult behaviors are being calm, rational, 

analytical, unemotional, logical and reasonable. The typical words used are Why? 

When? Where? What? How? Who? Does it make sense? It checks on reality before 

making conclusions and responses. Following are the parts of adult ego state: 

A. Photographic Adult 

 The photographic adult is that part of the personality which perceives what is 

happening in the here and now, records it in the brain, remembers it and reports on 

it.Thus, when someone tells you that you had worn the same shirt in the party last 

week, they are in their photographic adult state. 

B. Combining Adult 

 The combining adult is that part of the personality which makes calculations 

using data that comes from the photographic adult and what is stored in one‟s 

memory. It calculates probabilities, makes predictions and does most of the 

reasoning.For example, combining adult manifests in you when you tell your teacher 

that in the forthcoming Board Examinations, you are likely to get 80 percent marks. 

Your prediction is based on your observation and analysis of how well you have 

understood the concepts and your average score in practice tests. 

3. Child Ego State 

 The child ego state is the source of our emotional responses. The child again 

feels the emotions which the situation originally produced in him/her. And he/she 
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becomes aware of the same interpretations, true or false, which he/she gave to the 

experience in the first place. 

 Everyone carries this within his/her brain and nervous system. These are 

permanent recordings of the way , 

 he/she experienced the world, 

 the way he/she felt about the world 

 the way he/she adapted to it. 

 It is like our mental tape recorder is recording events on one track (parent) 

and the feelings associated with those events in another track (child). In other words, 

the child ego state is the recording of internal events or the responses of the little 

person to what he sees and hears. 

 It is the recording of joy, surprise, amazement and all the wonderful feelings 

associated with our first discoveries of life on the one hand. On the other hand terror, 

agony and all the fearful feelings. 

 There are many things that can happen to us today as adults which recreate 

the situation of childhood.When this happens we say that our child ego state has 

taken over. Following are the types of Child ego states: 

A. Natural Child (NC) 

 The natural child behaviors are those which reflect a person‟s needs and 

wants in an open, honest and non-manipulative way.The natural child expresses itself 

spontaneously without concern about others. It is energetic, feeling, loving, 

uninhibited and loves fun. It feels free and does what it wants. In it are found genetic 

recordings of all our primary urges. 

B. Adapted Child (AC) 

 The adapted child is that part of the child that exhibits a modification of the 

natural child‟s inclinations. These  adaptations occur in response to traumatic 

experiences, training and demands from significant authority figures. This Child ego 

state responds to Parent demands either compliantly or rebelliously, rather than to its 

own needs. Adaptations may occur in two ways: submissive or compliant child and 

rebellious child. 

C. Compliant Child (CC) 

 In the compliant child state, you do what other people want you to do 

regardless of how you feel about it. You  behave in the way you believe other people 

expect or want you to behave, rather than in the way that matches with how you feel 

as you would in the natural child. Even if common sense tells you not to comply with 

the request, you still do. 

D. Rebellious Child (RC) 

 This Child ego state responds to Parent demands either compliantly or 

rebelliously, rather than to its own needs. The rebellious child is that part of the 

person that rebels against authority that is experienced as an imposition.It is 

reasonable and makes sense. It is reactive in its behavior. For example, you are given 
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three substitution periods on the same day, and you go and tell your principal that 

you will not go for any of them, this will be a „rebellious child behavior‟. 

E. Little Professor 

 The little professor is the thinking part of the child ego state. It is creative, has 

initiative and is manipulative. With the little professor, the child psyches out a situation 

and seems to have an inborn ability to dream up new ideas, “pull the right strings” to 

reach a desired goal and take initiative to  

 know what to do in a given situation. For example. A mother scolds her son. He 

goes and hugs her with a charming smile. The mother forgets her anger. In this example, 

the son successfully changes the unpleasant situation he is in, into a pleasant one. 

Transactions 

 When people communicate with each other, their ego states interact with each 

other. This is known as transaction. Transactions are healthy when ego states interact and 

combine in a healthy way. However, sometimes ego states contaminate and it causes 

unhealthy communication. At any given point, a person is transacting from a particular 

ego state from among Parent (values), Adult (rationality) and Child (Emotions, 

creativity). Transactions and communication will be healthy only when the ego states are 

complementary. Moreover, it also needs to be sympathetic. 

Examples of different transaction – 

Complementary Transaction 

1) Parent to Child  

Person A: Oh no! I have spilled the milk! 

Person B: It‟s okay! Come; let me clean it up for you, dear. 

2) Adult to Adult  

Person A: Have you seen my wallet? 

Person B: Yes, it‟s inside the drawer. 

Complementary Transaction of Ego State in Transactional Analysis  

Complementary Transaction of Ego states 

Crossed Transaction 

 This type of transaction typically occurs when an individual targets his/ her 

conversation to a particular ego state of the other person and expects a response from the 

same. However, the other person responds from a different ego state. 

For example  

Person A (target – Adult to Adult): Have you seen my wallet? 

Person B (response – Parent to Child): Oh no! You have lost it again! 

Crossed Transaction of Ego State in Transactional Analysis 
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Crossed Transaction of Ego States 

 Ego State Functions  

 We have three ego states and we need to have all three of them functioning in 

an integrated way, in order to lead healthy lives. Yet, each ego state has its own 

distinct functions. Let us see what these functions are. 

 Function of Parent Ego 

 The parent ego state helps persons to be good parents and to organize their own 

lives according to a scale of values and judgments.Just as good parents provide 

substance, support, love and direction to their children, the parent ego state provides 

nurture, safety and regulations for ourselves and others.It helps us to carry out 

countless routine tasks automatically without the need to think about them thoroughly, 

each time. 

 Function of Adult Ego 

 The adult ego state functions in updating the parent and the child. It examines 

the data in the parent to see whether what it prescribes is true and still applicable 

today.Also, it helps to keeps emotional expressions appropriate. Individual acting from 

this ego state gathers and processes data in the present, tests reality and decides what 

course of action to take. 

 Function of Child Ego 

 The child ego state in transactional analysis stands to get one‟s needs met. 

Each child wants satisfaction of its hunger and gratification of its needs. It will express 

joy when gratified, and anger when frustrated.At the same time, it wants to survive in 

what may appear to be dangerous situations. In short, the child ego state is used for 

expressing emotions, getting one‟s way, being creative and having fun. 

11.2 Nature of Transactional Analysis in Organisational Behaviour 

 The nature of Transactional Analysis in Organisational Behaviour can be 

described as follows: 

1) Transactional Analysis is an integrated concept because it blends the theory of 

development and practice of socio-psychology. This theory encloses fundamental 

concepts associated with Freudianism and brain research. Transactional Analysis 

describes relationships between the intellect and individuals. 

2) Transactional Analysis is problem-focused as well as goal-focused. The objectives 

of change under TA are independence (freedom from childhood script), 

impulsiveness, closeness, and problem-solving 

3) Transactional Analysis is an essential and exciting technique that helps individuals 

understand themselves and others‟ behaviour. It helps people determine the 

influence of behavioural styles on interpersonal relationships. Transactional 

analysis is a behavioural approach that helps in improving communication among 

people. Transactional Analysis can be used to determine people‟s skills during 

training and development. 

 

https://dynamicstudyhub.com/communication-nature-purpose-importance-forms-and-media/
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11.3 Objectives of Transactional Analysis in Organisational Behaviour 

Objectives of Transactional Analysis in Organisational Behaviour are as follows: 

1) To help people understand how to communicate with each other to improve their 

communication skills effectively. 

2) To identify various transactional stages that people engage in 

during communication. 

3) To determine the ego states to which people belong. 

4) To make people self-reliant and enable them to make life decisions on their own. 

5) Develop a better understanding of people by identifying areas of improvement in 

communication with self and others.  

11.4 Benefits of Transactional Analysis in Organisational Behaviour 

The benefits of transactional analysis can be summarised as follows: 

1) Executive Development 

 It helps enhance managers‟ skills so that they can tackle the problems employees 

face more efficiently. However, TA can only provide solutions for some organizations‟ 

human-related issues. 

2) Counselling 

 Transactional analysis is used by counsellors to resolve problems. Counselling 

emphasises developing productive solutions to problems. Transactional analysis helps 

counsellors in  

 creating safe and harmonious relationships with their clients. This relationship 

allows clients to enhance their quality of work life. 

3) Organisation Development 

 Transactional analysis assists in the organisational development process. 

Organisational development specialists utilise Transactional Analysis concepts to develop 

policies to fulfil specific organisational needs and develop practical relations with others. 

It also helps in removing defective behaviours and evaluating the entire organisation. 

4) Conflict Resolution 

 Transactional Analysis and conflict resolution techniques are naturally related to 

each other. For example, a parent‟s ego focuses on utilising a forcing strategy, whereas a 

child‟s ego focuses on avoiding an approach.  

 People in the “I am O.K., you are O.K.” life position generally prefer those 

strategies in which both parties are happy with the solution and adopt the adult ego state. 

The relation among various sets of behavioural facts and activities is distinct. 

 

 

https://honable.com/communication/
https://dynamicstudyhub.com/need-for-organisational-development-process-objectives/
https://dynamicstudyhub.com/conflict-management-meaning-approaches/
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Table: Possible links of life positions with conflict resolution techniques and behaviour 

Life Position 
Conflict Resolution 

Techniques 
Possible Behaviour 

I am not OK – you are not OK Avoidance Non-assertiveness 

I am not OK – you are OK Smoothing Non-assertiveness 

I am OK – you are not OK Forcing Aggressiveness 

I am OK – you are OK Confronting Assertiveness 
 

5) Interpersonal Effectiveness 

 Transactional Analysis helps people understand various ego states, which 

ultimately enhances their relationships. Using Transactional Analysis, managers can 

quickly identify the ego states of people involved in a particular communication. 

When a person can understand himself and others, he becomes more efficient, self-

assured, and self-confident. Hence, the organisation becomes more effective with 

better interpersonal relationships and understanding. 

6) Diagnosis and Treatment of Psychological Disorders 

 Various kinds of psychological disorders can be analysed and cured with the 

help of Transactional Analysis. It offers healing methods for everyone: 

individuals, groups, families, and couples. Transactional analysis in organisational 

behaviour explains the psychological structure of people. It uses one of the best-

known models, i.e., the ego-state (Parent-Adult-Child) model, to achieve this 

objective.  

 This model helps realize how people perform their functions and convey their 

behaviours to others. It also brings forward the concept of “Life Script,” i.e., a story 

that an individual forms about his life to find out the answers to questions like “How 

do I move forward in life?” and “What type of person am I?” So, Transactional 

Analysis provides a theory of psychopathology.  

7) Education 

 Educators utilise basic concepts of transactional analysis to help their students 

understand their behaviour as well as the behaviour of others. Undergraduates and 

postgraduates can learn more effective methods of communication and mutual 

attention through Transactional Analysis. Educators use fundamental transactional 

analysis concepts to create a universal understanding of personality. Transactional 

Analysis work applies to different areas of learning and brings together various 

learning practices. 

8) Leadership 

 Managers generally restrict their choice of leadership style when they interact 

through a single ego state. For example, a person with a dominant parent ego will 

adopt an autocratic  

https://dynamicstudyhub.com/interpersonal-relationship-meaning-definition-factors-affecting/
https://dynamicstudyhub.com/group-meaning-definition-nature-types-of-groups/
https://dynamicstudyhub.com/meaning-nature-traits-and-determinants-of-personality/
https://dynamicstudyhub.com/meaning-definition-process-nature-of-learning/
https://dynamicstudyhub.com/leadership-styles-autocratic-democratic-free-rein/
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manner. The free-rein technique can be applied if the child state is leading. But, when 

a supervisor feels “I am OK-You are OK” and has attained a fully grown adult state, 

he will first gather information before choosing a leadership style. The style selected 

by the adult state will give flexibility to employees to take part in decision 

making activities. 

11.5 Limitations of Transactional Analysis in Organisational Behaviour 

   Limitations of transactional analysis are as follows: 

1) Promotes Amateur Psychologising 

 Transactional Analysis promotes “amateur psychologising” when it is used with 

insufficient training. Jargons associated with Transactional Analysis may need more 

information to handle human beings. 

2) Complex to understand 

 Practically, it is not easy for less educated people to understand the concept of ego 

states and transactions. 

3) Method of manipulation 

 Transactional Analysis is a critical statement in interpersonal relations. Certain 

persons could use this method to influence the behaviour of others, as in the case of 

hidden transactions. 

4) Not supported by scientific findings 

 The efficiency of transactional analysis needs to be more supported and accepted 

by scientific studies.Hence, one should use Transactional Analysis carefully. Executives 

should first learn about this method and then practice handling workers efficiently. 

11.6 Deviant Organisational behaviour 

 Accordingly, Robinson and Bennett (1995, p. 556) defined organizational deviant 

behavior as “voluntary behavior that violates significant organizational norms and in so 

doing threatens the well-being of an organization, its members, or both. 

 Workplace deviance, in group psychology, may be described as the deliberate (or 

intentional) desire to cause harm to an organization – more specifically, a workplace. The 

concept has become an instrumental component in the field of organizational 

communication. More accurately, it can be seen as "voluntary behavior that violates 

institutionalized norms and in doing so threatens the well-being of the organization" 

11.7 Types of Workplace Deviance  

 Workplace deviance may be expressed in various ways. Employees can engage in 

minor, extreme, nonviolent or violent behavior, which ultimately leads to an 

organization's decline in productivity. Interpersonal and organizational deviance are two 

forms of workplace deviance which are directed differently; however, both cause harm to 

an organization. 

 

https://dynamicstudyhub.com/leadership-meaning-definition-nature-of-leadership/
https://dynamicstudyhub.com/decision-making-meaning-definition-characteristics-types/
https://dynamicstudyhub.com/decision-making-meaning-definition-characteristics-types/
https://honable.com/training/
https://en.wikipedia.org/wiki/Group_psychology
https://en.wikipedia.org/wiki/Organizational_communication
https://en.wikipedia.org/wiki/Organizational_communication
https://en.wikipedia.org/wiki/Norm_(social)
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1) Interpersonal deviance 

 Interpersonal deviance can occur when misconduct "target(s) specific 

stakeholders such as coworkers. Behavior falling within this subgroup of employee 

deviance includes gossiping about coworkers and assigning blame to them. These 

minor (but unhealthy) behaviors, directed at others, are believed to occur as some 

employees perceive "a sense of entitlement often associated with exploitation. In other 

words, they feel the need to misbehave in ways that will benefit them. 

2) Organizational deviance 

 Deviant behavior typically aimed directly at the organization is often referred 

to as organizational deviance. Organizational deviance encompasses production and 

property deviance. Workplace-deviant behavior may be expressed as tardiness or 

excessive absenteeism. These behaviors have been cited by some researchers as 

"withdrawal behaviour. such behaviors allow employees to withdraw physically and 

emotionally from the organization". 

3) Silence 

 Employee silence is also considered a deviant behavior in the workplace, 

falling into the realms of both interpersonal and organizational deviance. Silence 

becomes employee deviance when "an employee intentionally or unintentionally 

withholds any kind of information that might be useful to the organization". The 

problem occurs if an employee fails to disclose important information, which 

detrimentally affects the effectiveness of the organization due to poor communication. 

4) Co-worker backstabbing 

 Co-worker backstabbing occurs to some degree in many workplaces. It 

consists of an employee's doing something to another employee to get a "leg up" on 

the other employee. Strategies used for backstabbing 

include dishonesty, blame (or false accusation), discrediting others and taking credit 

for another's work. Motives for backstabbing include disregarding others' rights in 

favor of one's own gain, self-image management, revenge, jealousy, and personal 

reasons. 

 5) Cyber loafing 

 A novel form of workplace deviance has emerged in recent years, as 

technology becomes a bigger part of people's work lives. Internet workplace deviance 

(or "cyber loafing") has become another way for employees to avoid the tasks at hand. 

This includes surfing the web and doing non-work-related tasks on the internet such as 

chatting on social-networking sites, online shopping and other activities. 

6) Production deviance 

 All behaviors in which deviant employees partake ultimately have a negative 

impact on the overall productivity of the organization. For this reason, all are 

considered production deviance. Production deviance is "behavior that violates 

formally prescribed organizational norms with respect to minimal quality and quantity 

of work to be accomplished as part of one's job". 

 

https://en.wikipedia.org/wiki/Backstabbing
https://en.wikipedia.org/wiki/Dishonesty
https://en.wikipedia.org/wiki/Blame
https://en.wikipedia.org/wiki/False_accusation
https://en.wikipedia.org/wiki/Discrediting
https://en.wikipedia.org/wiki/Self-image
https://en.wikipedia.org/wiki/Revenge
https://en.wikipedia.org/wiki/Jealousy
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7) Property deviance 

 More serious cases of deviant behavior harmful to an organization concern 

property deviance. Property deviance is "where employees either damage or acquire 

tangible asset without authorization". This type of deviance typically involves theft but 

may include "sabotage, intentional errors in work, misusing expense accounts", among 

other examples.  

11.8 Transactional Analysis Techniques  

 Transactional analysis therapists use multiple techniques in their practices. During 

one of the most common TA techniques, script analysis, the therapist first identifies the 

ego states of their client in communication transactions and works with them to uncover 

their unconscious life scripts. The therapist explores the scripts their client developed in 

early childhood and helps them test the beliefs, attitudes, and emotions their scripts 

reinforce.1 

 While analyzing the client‟s script, the therapist explores the subtle messages that 

the client learned as a child, called injunctions. For example, if a child was given a 

negative attribution or told by their parent that they were stupid, they might have 

developed a “don‟t think” injunction and learned that they should accept what others say 

rather than think for themselves. Once the subtle messages are identified, the therapist can 

work with the client to understand how they impact their interactions with 

others. Structural diagrams are commonly used as visual aids to help clients understand 

their three internal ego states and how they affect their social interactions and behavior. 

Other techniques frequently employed in Transactional Analysis therapy include:- 

 Alliance: The therapist or a figure from the client‟s past sides with the Child when 

confronting a persecuting Parent. 

 Anger work: The therapist encourages the client to release their repressed anger. 

 Cushion work: The client externalizes an introject or ego state onto a cushion so 

their internal processes can exist in the outer world. 

 Guided fantasy: The client and therapist contact the client‟s Child to elicit 

imagery depicting issues that the client is unable to talk about. 

 Rechilding: The client regresses in age to form a new Child ego state with a 

positive experience. 

 Sculpting: The client externalizes their unconscious thoughts and feelings onto a 

pattern in their environment representing their internal state, which allows the 

client and therapist to deal with the feelings symbolically. 

11.9 Stages of Transactional Analysis 

      Transactional analysis psychotherapy usually moves through four stages: 

1. The client is able to recognize and take control of their scripts and script 

behaviors, but the scripts still exist. They are able to manage and control their 

dysfunctional behaviors in social situations. The client achieves social control, the 

state in which the client‟s control comes from the position of the Adult ego state. 
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2. In the symptomatic relief stage, the client begins altering their Child and Parent 

and is less likely to devolve into their scripts. 

3. The client and therapist engage in the transference cure, where the client 

introjects the therapist as a replacement for their original parental figures. 

4. Finally, in the script cure, the client can move away from the script entirely and 

make fundamental changes in the Child, with the support of the Adult. 

 Transactional Analysis aims to create an integrated Adult ego state. This 

includes integrating the valuable parts of the Parent and Child ego states with the 

Adult ego states. The ethos of the integrated Adult draws values and patterns from the 

Parent, and the pathos includes the Child‟s experience. Transactional Analysis therapy 

also seeks to foster autonomy in the client. It defines autonomy as awareness, the 

knowledge that there are regressive parts, introjected parts, and here-and-now 

parts; spontaneity, the freedom to express their awareness; and intimacy, the capacity 

to be aware and spontaneous in the presence of others. 

11.10 Advantages of Transactional Analysis 

i. Improved Communication skills 

 One of the main benefits of transactional analysis is better communication. 

Transactional Analysis helps people understand the different ways they interact with 

others. By identifying three ego states- Parent, Adult, and Child individuals learn how 

to communicate more effectively. This understanding leads to clearer and more 

meaningful conversations. It also reduces misunderstandings and conflicts. For 

example, when both parties communicate from the "Adult" state, they are more likely 

to engage in rational and constructive dialogue. 

ii. Self-awareness and personal growth 

 Transactional Analysis encourages self-awareness by helping people recognize 

their behavior patterns. This insight allows individuals to identify which ego state they 

are operating from. By understanding these states, people can make conscious choices 

about their behavior. This can lead to personal growth and better decision-making. 

Self-awareness also fosters emotional intelligence, allowing individuals to understand 

their emotions and those of others better. 

iii. Conflict Resolution 

 Transactional analysis provides tools for resolving conflicts. By understanding 

the dynamics between different ego states, individuals can identify the root cause of 

disagreements. This insight allows them to address issues more effectively. 

Transactional Analysis encourages open communication and empathy, promoting 

healthier relationships. For instance, by recognizing when a conversation is escalating, 

individuals can shift to the "Adult" state to resolve conflicts calmly. 

iv. Empowerment and Autonomy 

 TA promotes empowerment by helping individuals take control of their actions 

and decisions. By understanding their own behavior, people can break free from 

negative patterns and develop healthier habits. This sense of autonomy fosters 
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confidence and independence. People who practice Transactional Analysis TA often 

feel more in control of their lives, making decisions aligned with their values and 

goals. 

v. Versatile Application 

  analysis can be applied in various settings, including therapy, education, and 

business. In therapy, it helps clients understand their relationships and behavior patterns. 

In education, it aids teachers in improving classroom interactions. In business, it enhances 

teamwork and communication among employees. The versatility of Transactional 

Analysis makes it a valuable tool for personal and professional development. 

 Disadvantages of Transactional Analysis 

i. Complexity 

 Although Transactional Analysis simplifies human behavior, it can still be 

complex to grasp fully. Understanding the nuances of ego states and their interactions 

requires practice and time. Some individuals may struggle to apply Transactional 

Analysis concepts in real-life situations. The complexity of Transactional Analysis might 

discourage some people from fully embracing it, especially those who prefer more 

straightforward approaches. 

ii. Over-Simplification of Human Behavior 

 While Transactional Analysis provides a useful framework, it can oversimplify 

complex human interactions. Not all behaviors fit neatly into the Parent, Adult, and Child 

ego states. Human relationships are intricate, and Transactional Analysis may not capture 

all aspects. This simplification might lead to misunderstandings or misinterpretations in 

certain situations. It is essential to recognize that Transactional Analysis is just one tool 

among many for understanding human behavior. 

iii. Dependence on Self-Awareness 

 Transactional Analysis relies heavily on an individual's self-awareness and 

willingness to change. Not everyone may be ready to confront their behavior patterns. 

People with low self-awareness might find it challenging to benefit from Transactional 

Analysis fully. Additionally, those resistant to change  

 may struggle to apply Transactional Analysis principles effectively. This 

limitation highlights the importance of personal readiness when engaging with 

Transactional Analysis. 

iv. Cultural Limitations 

 Transactional analysis may not be universally applicable across different cultures. 

Communication styles and behavior patterns can vary significantly from one culture to 

another. Transactional Analysis 's concepts may not always align with cultural norms and 

values, potentially limiting its effectiveness in diverse settings. Practitioners must be 

sensitive to cultural differences when applying Transactional Analysis in multicultural 

environments. 
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v. Need for Skilled Practitioners 

 Effective application of Transactional Analysis requires skilled practitioners 

who understand its principles deeply. Inexperienced or untrained individuals may 

misapply Transactional Analysis concepts, leading to ineffective outcomes. Proper 

training and supervision are essential for therapists, educators, and others using 

Transactional Analysis. Ensuring practitioners have the necessary skills is crucial to 

maximizing the benefits of Transactional Analysis. 

 Exercise 

Q-1 Give answers in details:  

1) Give the Meaning of Transactional analysis. 

2) Write the Nature of Transactional Analysis in Organisational Behaviour. 

3) Discuss the Objectives of Transactional Analysis in Organisational Behaviour. 

4) Describe the Benefits of Transactional Analysis in Organisational Behaviour. 

5) Write the Limitations of Transactional Analysis in Organisational Behaviour. 

6) Write a note on Deviant Organisational behaviour. 

7) Types of Deviant at Workplace.   

8) State and explain the Transactional Analysis Techniques in short.  

9) Write the Stages of Transactional Analysis 

Q-2 Fill in the blanks: 

1) The way to resolve conflict is _________________________. (Transactional 

Analysis) 

2)  Proper training and supervision are essential for therapists, educators, and 

others using (Transactional Analysis) 

3) __________________must be sensitive to cultural differences when applying 

Transactional Analysis in multicultural environments.( Practitioners) 

4) The complexity of ________________________ might discourage some 

people from fully embracing it, especially those who prefer more 

straightforward approaches. (Transactional Analysis) 

5) The ______________of Transactional Analysis makes it a valuable tool for 

personal and professional development. (versatility) 

6) “The client regresses in age to form a new Child ego state with a positive 

experience.” Means ___________. (Rechilding)  

7)  Deviant behavior typically aimed directly at the organization is often referred 

to as _________________(organizational deviance) 

8) An _____________is a way in which we think, feel and behave, making up our 

personality at a given time. (ego state)  

9) By communicating more assertively, you can reduce the chances of 

________________(crossed or ulterior transactions) 

10)  In____________, the Transactional Analysis idea was born and from that year 

Transactional Analysis gained popularity in international therapeutic 

community.( 1957) 
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11)  According to transactional analysis, our personality is made up of basically 

three ego states which are  ___________________( the Parent Ego State, the 

Adult Ego State and the Child Ego State.) 

Q-3 True or false: 

1) In 1950, Eric Berne developed a socio-psychological concept termed transactional 

analysis. True  

2) The adult ego state functions in updating the parent and the child. True  

3) The nurturing parent ego state is not primarily concerned with looking after, 

nurturing and comforting people. False   

4) The term „ego state‟ means a state of the „ego„or „I„. True 

5) Origins of Transactional Analysis emerged in 1949 in a series of articles on 

intuition, which contradicted Freudian concepts of the unconscious. True  

Q-4 Short note: 

1) Nature of Transactional Analysis  

2) Objectives of Transactional Analysis  

3) Benefits and Limitations  of Transactional Analysis  

4) Deviant Organisational behaviour and its types  

5) Transactional Analysis Techniques  

6) Stages of Transactional Analysis 
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 Exercise  

12.1 Introduction 

 Negotiation is a method by which people settle differences. It is a process by 

which compromise or agreement is reached while avoiding argument and dispute. In 

any disagreement, individuals understandably aim to achieve the best possible outcome 

for their position (or perhaps an organisation they represent). However, the principles of 

fairness, seeking mutual benefit and maintaining a relationship are the keys to a 

successful outcome. We negotiate a great deal more than we realise. Sometimes it goes 

smoothly, sometimes it seems difficult, while there is much advice about how to 

negotiate and be a ‗winning negotiator‘, the actual experience does not seem as 

straightforward because negotiation is a complex process. Negotiation is an essential 

skill in the world of business, diplomacy, and everyday life, allowing parties to reach 

beneficial agreements through dialogue and compromise. Negotiations are a process of 

communication aimed at reaching a joint decision on an issue that was initially 

associated with incompatible interests. In negotiations, there are at least two parties who 

communicate with each other on issues that are of interest to both parties.  

The following objectives can be set in the negotiation process: 

i. reaching a mutual agreement on the issue in which their interests clash; 

ii. overcoming confrontation, which inevitably arises due to conflicting interests, 

without destroying the relationship. 

 At the negotiation table, people with different social experiences gather. They 

may have different temperaments and educational backgrounds (e.g., technical, 

economic). Accordingly, the negotiation process also varies due to all these diversities. 

In many studies devoted to the analysis of the negotiation process, the term 

―negotiations‖ is used to refer to a broad spectrum of situations in which people try to 

discuss certain issues, agree on any actions, and resolve disputed issues. Thus, V. 

Mastenbrook notes that ―negotiations are a style of behavior that we encounter and use 

every day.‖ This fact shows that the concept of ―negotiations‖ is used not only in the 

NEGOTIATION UNIT-12  
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ordinary sense in connection with the situations of official negotiations but also in 

various situations from everyday life 

12.2 Features of Negotiation  

There are certain characteristics of the Negotiation process. They are as follows: 

1) There is a minimum of two parties present in any negotiation. 

2) Both parties have pre-determined goals that they wish to achieve. 

3) There is a clash of pre-determined goals, that is, some of the pre-determined 

goals are not shared by both the parties. 

4) There is an expectation of outcome by both parties in any negotiation. 

5) Both parties believe the outcome of the negotiation to be satisfactory. 

6) Both parties are willing to compromise, that is, modify their position. 

7) The incompatibility of goals may make the modification of positions difficult. 

8) The parties understand the purpose of negotiation. 

12.3 Negotiation, Mediation, Arbitration 

The Difference between negotiation, mediation, arbitration is as follows: 

 Negotiation is where two parties in contention or dispute (battle) arrive at a 

settlement between themselves that the two of them can concur on. Negotiations are 

reached through conversations made between the parties or their delegates without the 

inclusion of the outsider. Each gathering ought to counsel or see a legal advisor before 

settling down the issue, so they are very much aware of their privileges and obligations 

in regard to the issue or dispute they are happy to fathom. 

 Mediation implies the cycle wherein an impartial (implies not supporting any 

one side) outsider helps the parties in strife to arrive at an answer. The outsider is known 

as the middle person and the arbiter encourages correspondence between the parties. 

The middle person oversees the correspondence measures between the parties 

reasonably, genuinely, and fairly. The arbiters do not favor one side, offer lawful 

guidance, or give advice. They don't go about as Judge or arbitrator. They help by 

explaining the issues in dispute and recognizing the hidden concerns. They aid each 

gathering to comprehend the other party's inclinations. Go between now and then host 

the gatherings meet vis-à-vis. On different occasions, an arbiter may carry to and fro 

between parties in independent areas. They additionally aid the looking of a goal (a 

conventional articulation of sentiment or expectation made) to the issue yet won't force 

an answer. 

 Mediation happens in private and the choices came to are private. A 

Memorandum of Agreement MOA is a helpful agreement or an archive composed 

between the parties to collaborate on the concurred terms and conditions. The 

fundamental reason for MOA is to have a composed comprehension of the agreement 

between the parties. is reviewed by the Mediator illustrating the subtleties of the 

arrangements that came to by the parties. The parties should have their individual 

legitimate guidance (lawful direction is the individual speaking to the gathering to the 

dispute) audit the Memorandum of Agreement. Each gathering is urged to talk with their 

attorneys before mediation so they know their lawful rights. 

https://www.managementstudyhq.com/strategies-of-negotiation.html
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Negotiation and Mediation is more affordable and less tedious than Court activity. An 

agreement is empowered however the parties are allowed to seek after different cycles 

on the off chance that they can not agree. 

 Arbitration alludes to the cycle where the choice is made by an outsider. The 

arbitrator hears the case as introduced by the parties in struggle or dispute (battle) and 

settles on a choice or grant similarly as a Judge would. Grants are commonly last and 

official on all parties. Honor might be recorded in Court and authorized as though it 

were a Court judgment. Arbitration is usually utilized in labor disputes and business 

disputes. It is likewise utilized in oil and gas disputes, protection guarantee disputes, and 

family and separation disputes. The arbitrator orchestrates a gathering between the 

parties to figure out what issues should be settled. The arbitrator at that point holds a 

consultation into the issue where the two sides present data and proof they accept 

upholds their case. The arbitrator may likewise demand composed entries previously 

and additionally after the meeting. When the arbitrator has all the proof, the arbitrator 

considers the issue and issues a choice that is official upon the parties. It can often 

require some investment to get an arbitration choice. 

12.4 Modes of Negotiation  

There are different types of negotiation which includes the following.  

1. Adversarial negotiation: Adversarial negotiation occurs most often in distributive 

negotiation situations. In this type of negotiation, the parties openly compete against 

each other. Each party acknowledges that the stakes are high and that if one side wins, 

the other will lose. Adversarial negotiation can involve bad-faith negotiation tactics, 

where one party‘s dishonesty about willingness to negotiate can lead to breakdowns in 

the process. 

2. Distributive negotiation: A distributive negotiation, also known as a zero-sum 

negotiation or a win-lose negotiation, is a negotiation over a fixed or finite resource. 

Distributive negotiation requires any party‘s gain to come at the other‘s expense. This 

type of negotiation requires clear priorities, persistence, and control over your emotions, 

as they can be contentious and difficult. 

3. Integrative negotiation: This type of negotiation, also known as collaborative 

negotiation, can occur when parties negotiate over more than one area or resource. This 

makes it possible for both parties to come out ahead, which is why you can also refer to 

this as a win-win negotiation. In a win-win situation, while both parties may have to 

give something up, both can also gain something in the bargaining process. 

4. Multiparty negotiation: As the name suggests, the multiparty negotiation type 

involves more than two parties seeking a solution. The complexity of multiparty 

negotiations, which require careful organization, makes them challenging. However, 

more negotiating parties often means more opportunities for gain. This increases the 

odds of integrative outcomes, where all parties make concessions to reach a mutually 

beneficial result. 

5. Principled negotiation: Principled negotiation relies on the principles and standards 

of the negotiators to come to an integrative agreement. This is a preferred negotiation 

type, as it seeks to find a solution that works for all parties and to avoid hard bargaining 

or deception. A principled negotiator is always on the lookout for mutual gain. 
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6. Team negotiation: Team negotiation occurs when each party has a team of 

negotiators working in concert. Negotiation teams require coordination and 

specialization, and can challenge inexperienced negotiators. The distribution of 

responsibilities can lead to greater effectiveness from the team as a whole. This 

collaborative approach helps teams prevail in complex negotiations. 

12.5 Approaches of Negotiation 

 There are four different approaches to negotiation and the outcome of the 

negotiation depends on the approach. The various approaches to negotiation are as 

follows: 

1. Distributive Negotiation or Win-Lose Approach 

 This is also called competitive, zero sum, or claiming value approach. This 

approach is based on the premise that one person can win only at the expense of the 

other. It has the following characteristics: 

(i) One side ‗wins‘ and one side ‗loses‘. 

(ii) There are fixed resources to be divided so that the more one gets, the less the 

other gets. 

(iii) One person‘s interests oppose the other‘s. 

(iv) The dominant concern in this type of bargaining is usually to maximize one‘s 

own interests. 

(v) The dominant strategies in this mode include manipulation, forcing and 

withholding information. 

 In this mode, one seeks to gain advantage through concealing information, 

misleading or using manipulative actions. Of course, these methods have serious 

potential for negative consequences. Yet even in this type of negotiation, both sides 

must feel that at the end the outcome was the best that they could achieve and that it is 

worth accepting and supporting. 

The basic techniques open to the negotiator in this kind of approach are the following. 

 Influence the other person‘s belief in what is possible. 

 Learn as much as possible about the other person‘s position especially with 

regard to resistance points. 

 Try to convince the other to change his/her mind about their ability to achieve 

their own goals. 

 Promote your own objectives as desirable, necessary, ethical, or even inevitable. 

2. Lose-Lose Approach 

 This negotiation approach is adopted when one negotiating partner feels that his 

own interests are threatened and he does all he can to ensure that the outcome of the 

negotiation is not suitable to the interests of the other party as well. In the bargain, both 

the parties end up being the loser. This type of situation arises when the negotiating 

partners ignore one another‘s needs and the need to hurt each other outweighs the need 

to find some kind of an acceptable solution. This is the most undesirable type of 

outcome and hence this negotiation approach is best avoided. 

 

https://www.managementstudyhq.com/barriers-and-guidelines-to-successful-negotiation.html
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3. Compromise Approach 

 This approach provides an outcome which is some improvement over the lose-

lose strategy outcome. To avoid a lose-lose situation, both parties give up a part of what 

they had originally sought and settle for something less than that. A compromise is the 

best way out when it is impossible for both parties to convince each other or when the 

disputed resources are limited. 

4. Integrative Negotiation or Win-Win Approach 

 This negotiation approach is also called as collaborative or creating value 

approach. It is superior to all negotiation approaches. It results in both the parties feeling 

that they are achieving what they wanted. It results in satisfaction to both the parties. It 

has the following characteristics. 

(i) There are a sufficient amount of resources to be divided and both sides can 

‗win‘ 

(ii) The dominant concern here is to maximize joint outcomes. 

(iii) The dominant strategies include cooperation, sharing information, and 

mutual problem-solving. This type is also called ‗creating value‘ since the 

goal here is to have both sides leave the negotiating feeling they had greater 

value than before. 

 Since the integrative approach is most desirable, some of the guidelines to 

integrative bargaining are listed below: 

 Orient yourself towards a win-win approach. Your attitude while going into 

negotiation plays a huge role in the outcome. 

 Plan and have a concrete strategy. Be clear on what is important to you and why 

it is important. 

 Know your Best Alternative to a Negotiated Alternative (BATNA). 

 Separate people from the problem. 

 Focus on interests, not positions; consider the other party‘s situation. 

 Create options for mutual gain. 

 Generate a variety of possibilities before deciding what to do. 

 Aim for an outcome based on some objective standard. 

 Pay a lot of attention to the flow of negotiation. 

 Take the intangibles into account, communicate carefully. 

 Use active listening skills, rephrase and ask questions and then ask some more 

12.6 Some common Tactics 

 The American Management Association (AMA) has identified the following 

five common negotiating tactics used by some negotiators. 

i. Highball/Lowball: A negotiator using this tactic will start the negotiation with an 

extreme demand which upsets the calculations of the other party. If you think the 

other side is being unreasonable, you need to ask them to revise their offer. 

ii. Bogey: The negotiator will pretend that a relatively unimportant issue is very 

important for him. At the end, he will give upon his demand pertaining to this issue, 

https://www.managementstudyhq.com/factors-influencing-negotiations.html
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as if he is making a great sacrifice. Knowing the other side‘s actual priorities can 

help you counter this tactic.  

iii. Snow Job: The negotiator will overwhelm you with unnecessary facts and figures 

causing an information overload. You will get distracted and perhaps will not fully 

understand what the other party is telling you. This tactic can be countered by 

focusing on the required information alone. 

iv. Nibble: A negotiator using the ‗nibble‘ tactic will ask for a small concession just 

before the deal is about to be struck. Even if this was never discussed earlier, and 

even if it was never even in the scope of the discussion, you will tend to agree to the 

demand fearing that the negotiation during which so much effort has been expended 

will fail unless you concede. To avoid falling into this trap, you need to 

continuously remind the opposite side to discuss all matters of interest during the 

discussion stage itself.   

v. Lack of Authority: Certain negotiators will not have the authority to take decision. 

This will allow them to avoid making on-the-spot concessions, even while 

extracting concessions from the other side (if they are represented by someone high 

up in the hierarchy). This tactic can be countered by insisting that you will negotiate 

only with the person who has the necessary authority. 

12.7 Factors affecting Negotiation 

The actual negotiation process depends on the following factors: 

(i) The goals and interests of the parties 

(ii) The extent to which the negotiating parties  are interdependent 

(iii) The past relations which exist between the two negotiating parties 

(iv) The nature, temperament, and personalities of the parties 

(v) The persuasive ability of each party  

(i) There are other factors which affects the negotiation process are explained 

below.  

 Power dynamics  

 Power dynamics play a significant role in Negotiations. Understanding who 

holds power and how it can be leveraged is essential. Power can be derived from various 

sources, such as expertise, authority, information, or resources. Recognising the power 

dynamics at play allows negotiators to adapt their strategies accordingly, ensuring a fair 

and balanced Negotiation process.  

 Preparation  

 Successful Negotiation begins long before the actual discussion takes place. 

Adequate preparation is vital for achieving favourable outcomes. Researching the 

subject matter, understanding the opposing party's position, and setting clear objectives 

are crucial steps in effective preparation for Negotiation. The more prepared you are, the 

more confident and better equipped you will be during the Negotiation process.  

https://www.theknowledgeacademy.com/blog/what-is-negotiation/
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 Communication and active listening  

 Effective communication is at the heart of successful Negotiations. Expressing 

ideas clearly, using persuasive language, and maintaining a respectful tone are essential 

skills. Moreover, active listening is equally important. By attentively listening to the 

other party's concerns, needs, and perspectives, negotiators can build rapport, gain 

valuable insights, and find common ground. Strong communication and active listening 

foster trust and facilitate a collaborative Negotiation environment.  

 Emotional intelligence  

 Emotional intelligence plays a vital role in Negotiations. Being aware of one's 

emotions and managing them effectively, as well as understanding the emotions of 

others, enables negotiators to navigate through challenging situations. Emotional 

intelligence helps in building empathy, defusing tensions, and finding mutually 

beneficial solutions. By considering and addressing the emotional aspects of 

Negotiation, better outcomes can be achieved.  

 Flexibility and adaptability  

 Negotiations rarely follow a linear path, and unexpected challenges may arise. 

Being flexible and adaptable to changing circumstances is crucial. It involves being 

open to alternative solutions, adjusting strategies, and finding creative compromises. 

Flexibility allows negotiators to overcome obstacles and maintain progress towards 

reaching a mutually satisfactory agreement.  

 Cultural and social factors  

 Negotiations often involve parties from diverse cultural and social backgrounds. 

Understanding and respecting these differences is essential for effective Negotiation. 

Cultural norms, values, communication styles, and decision-making processes can 

significantly impact Negotiation dynamics. Being aware of and adapting to these 

cultural and social factors fosters mutual understanding and increases the likelihood of 

successful Negotiations.  

 BATNA (Best Alternative To a Negotiated Agreement)   

 The BATNA concept refers to the alternative course of action a negotiator can 

take if an agreement cannot be reached. Having a strong BATNA provides an advantage 

during Negotiations and increases the negotiator's confidence. Understanding your 

BATNA and evaluating the opposing party's BATNA negotiation helps in assessing the 

relative strength of your Negotiation position. A solid BATNA empowers negotiators to 

make the right decisions and negotiate from a position of strength. 

 Place 

 The place of meeting for negotiation influences one‘s level of confidence. 

Choosing a place like your own office has many advantages like area of strength. We 

can get whatever information or material that is needed during the course of the 

discussion. Possible to extend social courtesies as a token of goodwill; this would 

move the negotiation towards an agreement. 

https://www.theknowledgeacademy.com/blog/what-is-effective-communication/
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 Subjective Factors 

 Often the outcome of the discussion does not depend wholly on the objective 

factors of logic and the facts of matter under consideration. The final outcome of the 

negotiation is also determined by the subjective factors of influence and persuasion. 

 Personal relationship: The conduct of negotiation is influenced not only by the 

real situation of the matter but also by the relationship between the two persons 

or parties involved in the process of discussion. 

 Fear: Often our bargaining power is conditioned by our fear of the other party‘s 

authority, power, higher connections and the capacity to harm. 

 Mutual Obligation: The memories of well done in the past by the other party 

also act as an influence on us. 

 Future Considerations: When personal relationships are at stake we may not 

wish to win the argument, especially when good relations between the two 

parties are likely to be affected. 

 Time 

 The choice of time for holding discussions should be fixed according to mutual 

convenience. 

 The time should be adequate for the smooth exchange of ideas through different 

stages of negotiation 

 Exchanging initial views 

 Exploring possible compromise 

 Searching for common ground 

 Securing agreement 

 The time to prepare for negotiation and the time for implementing the agreement 

should also be carefully fixed for action before and after the meeting. 

 To be effective, negotiations should be timely. This means that the negotiation 

should be done before it is too late so as to secure an agreement. 

 12.8 Effective Guidelines for Negotiation 

1. Analyze and cultivate your BATNA 

 In both integrative negotiation and adversarial bargaining, your best source of 

power is your ability and willingness to walk away and take another deal. Before 

arriving at the bargaining table, wise negotiators spend significant time identifying their 

best alternative to a negotiated agreement, or BATNA, and taking steps to improve it. 

2. Negotiate the process 

 Don‘t assume you‘re both on the same page when it comes to determining when 

to meet, who should be present, what your agenda will be, and so on. Instead, carefully 

https://www.managementstudyhq.com/factors-influencing-pricing-decisions.html
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negotiate how you will negotiate in advance. Discussing such procedural issues will 

clear the way for much more focused talks. 

3. Build rapport 

 Although it‘s not always feasible to engage in small talk at the start of a 

negotiation (particularly if you‘re on a tight deadline), doing so can bring real benefits, 

research shows. You and your counterpart may be more collaborative and likely to reach 

an agreement if you spend even just a few minutes trying to get to know each other. If 

you‘re negotiating over email, even a brief introductory phone call may make a 

difference. This is one of the most valuable negotiation skills to master. 

4. Listen actively 

 Once you start discussing substance, resist the common urge to think about what 

you‘re going to say next while your counterpart is talking. Instead, listen carefully to her 

arguments, then paraphrase what you believe she said to check your understanding. 

Acknowledge any difficult feelings, like frustration, behind the message. Not only are 

you likely to acquire valuable information, but the other party may mimic your 

exemplary listening skills. 

5. Ask good questions 

 You can gain more in integrative negotiation by asking lots of questions—ones 

that are likely to get helpful answers. Avoid asking ―yes or no‖ questions and leading 

questions, such as ―Don‘t you think that‘s a great idea?‖ Instead, craft neutral questions 

that encourage detailed responses, such as ―Can you tell me about the challenges you‘re 

facing this quarter?‖ 

6. Search for smart tradeoffs 

 In a distributive negotiation, parties are often stuck making concessions and 

demands on a single issue, such as price. In integrative negotiation, you can capitalize 

on the presence of multiple issues to get both sides more of what they want. 

Specifically, try to identify issues that your counterpart cares deeply about that you 

value less. Then propose making a concession on that issue in exchange for a 

concession from her on an issue you value highly. 

7. Be aware of the anchoring bias 

 Ample research shows that the first number mentioned in a negotiation, however 

arbitrary, exerts a powerful influence on the negotiation that follows. You can avoid 

being the next victim of the anchoring bias by making the first offer (or offers) and 

trying to anchor talks in your preferred direction. If the other side does anchor first, keep 

your aspirations and BATNA at the forefront of your mind, pausing to revisit them as 

needed. 

8. Present multiple equivalent offers simultaneously (MESOs) 

 Rather than making one offer at a time, consider presenting several offers at 

once. If your counterpart rejects all of them, ask him to tell you which one he liked best 

and why. Then work on your own to improve the offer, or try to brainstorm with the 

other party an option that pleases you both. This strategy of presenting multiple offers 

simultaneously decreases the odds of impasse and can promote more creative solutions. 
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9. Try a contingent contract 

 Negotiators often get stuck because they disagree about how a certain scenario 

will play out over time. In such cases, try proposing a contingent contract—in essence, a 

bet about how future events will unfold. For example, if you doubt a contractor‘s claims 

that he can finish your home renovation project in three months, propose a contingent 

contract that will penalize him for late completion and/or reward him for early 

completion. If he truly believes his claims, he should have no problem accepting such 

terms. 

10. Plan for the implementation stage.  

 Another way to improve the long-term durability of your contract is to place 

milestones and deadlines in your contract to ensure that commitments are being met. 

You might also agree, in writing, to meet at regular intervals throughout the life of the 

contract to check in and, if necessary, renegotiate. In addition, adding a dispute-

resolution clause that calls for the use of mediation or arbitration if a conflict arises can 

be a wise move. 

12.9 Negotiation strategy 

1. Build rapport and trust 

 Good negotiating outcomes are a result of good relationships and relationships 

must be developed over time.  Because of that, good negotiators are constantly looking 

for opportunities to enhance the relationship and strengthen their position.  In some 

cases, the result of the negotiation is determined even before the individuals meet for 

discussion. Be as polite and pleasant as you can be when reaching out to another party 

for negotiations. Both of you are looking to get as much as you can from the process, 

but you don‘t want the other party to feel as if they‘re being taken advantage of. You 

can achieve your goals more easily by being polite, engaging in active listening, and 

staying flexible. 

2. Remain positive 

 It can be easy to fall into the thinking that you are not going to get what you 

want and that the negotiations are a waste of time. Avoid this type of thinking and stay 

positive while the other party considers your offers. If they say no, you can make a 

different offer or walk away from the table altogether. Many negotiators underestimate 

themselves because they do not perceive the power they have inside of themselves 

accurately.  In most negotiating situations, you have more power than you think.  You 

must believe that the other party needs what you bring to the table as much as you want 

the negotiation to be a success.  Also, be sure that that positivity is visible during the 

negotiation. Be aware of the tone of your voice and non-verbal body language while 

interacting with the other party. 

3. Leverage your BATNA 

 BATNA, or the best alternative to a negotiated agreement, is your backup plan 

when neither party can come to an agreement. Create your BATNA during your 

planning phase and have it handy if the other party declines your offer. In some cases, 

the proposed agreement may be better than your BATNA, requiring you to reconsider 

your position. However, if the proposed agreement falls short of your BATNA, it may 
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be best to walk away. With a BATNA in place, you can make more informed decisions 

about whether a deal is worth accepting. 

4. Understand all outcomes 

 As you work on your strategies for negotiation, you need to step back and look 

at all potential outcomes and what their impact would be. Engaging in this exercise 

helps you counter or accept the offers made by the other party because you have already 

evaluated their implications and effect on your business. Don‘t be upset if things do not 

go your way.  In these instances, it is a good time to re-evaluate all positions and return 

to the table. In most cases, as long as you know the highest and lowest expectations of 

each party a middle ground can usually be reached in the overlapping areas. 

5. Be articulate & build value 

 This is a key negotiation tactic that separates the good negotiators from the 

masters.  When you have a strong belief in what you are negotiating for, you will shine.  

Become a master at presenting your thoughts and ideas so that others see the value. 

A tip on how to do that well is as follows: 

 Be direct when presenting a situation.   

 Be clear about what is expected.   

 Discuss ways to apply how it can happen. 

 Don‘t simply talk about what needs to happen.   

 Discuss the consequences  

 How your solution will be beneficial to the other party. 

6.  Plan concessions strategically 

 The phrase ―do not put all of your cards on the table‖ applies to the concessions 

you are willing to offer to the other party. In other words, only offer a concession when 

it‘s advantageous to you, and do not let the other side know about the other items or 

areas that you are willing to concede on. When a person gives something up or concedes 

on part of a negotiation, always make sure to get something in return as a bargaining 

strategy.  Otherwise, you are conditioning the other party to ask for more while reducing 

your position and value.  Maintaining a balance will establish that both parties are equal. 

12.10  BATNA, WATNA and ZOPA 

 BATNA is an acronym for BEST ALTERNATIVE TO A NEGOTIATED 

AGREEMENT. It means the most profitable alternative option, which may be achieved 

by a participant, in case the negotiations do not succeed, and an agreement has not been 

arrived at between the parties. That is to say, BATNA of one of the parties is that 

negotiating alternative for the party, that is derived in case negotiations do not turn out 

to be successful for that party. According to the authors of the term, ―it is the best course 

of action a party can take if negotiations fail to reach an agreement‖. BATNA often 

applies to negotiation tactics and it is recommended that it should always be defined 

prior to the commencement of negotiations. If the parties define and make a preliminary 

assessment of their own BATNA prior to taking part into the negotiation process, it 

would be highly beneficial for them.  
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 WATNA is an acronym for WORST ALTERNATIVE TO A NEGOTIATED 

AGREEMENT. The term WATNA means the worst option or outcome for a party, in 

case the parties fail to reach at an agreement during the negotiation process. If we look 

at the mediation as a kind of negotiation process, the following needs to be noted. 

BATNA/WATNA can be used by a mediator as an effective tool when the mediation 

proceedings come to a standstill. In such a situation, where the parties fail to reach 

mutually beneficial decision during mediation, a mediator may ask parties a range of 

questions, aiming to identify the best and the worst options of outcome for each party to 

the proceeding. 

 ZOPA – ZONE OF POSSIBLE AGREEMENT – This is the area (range) of 

negotiations, where parties of negotiations attempt to find common ground. No matter 

how much time was spent on negotiations, an arrangement can never be reached beyond 

zone of possible agreement. To achieve an agreement successfully, parties to the 

negotiation should try to understand the interests, needs and values of each other. To 

arrive at a common decision, parties to the negotiation shall try to find an area, which 

includes at least some common provisions and ideas for each of party. ZOPA range of 

negotiation process is crucial to achieve a successful outcome out of the negotiations.  

However, certainly, time is needed to clarify, whether there is ZOPA in current 

negotiations or not. Parties study their interests and needs to achieve this goal. If 

participants to the dispute manage to find and determine ZOPA, there is high probability 

that they will reach at an agreement. One of the basic conditions to determine ZOPA is 

the necessity of parties to know their alternatives: the best and the worst. ZOPA will be 

possible when there is potential solution, which will be profitable for both parties to the 

negotiation, more than their alternative options. 

 Exercise  

Q-1 Multiple choice questions: 

1.  What are negotiation skills? 

a) The ability to win every negotiation at any cost 

b) Techniques used to manipulate the other party 

c) Abilities and techniques used to reach mutually beneficial agreements 

d) Persuading others to accept unfair deals 

Answer: c 

2.    What is a key element of effective negotiation skills? 

a) Avoiding any compromise 

b) Remaining inflexible in demands 

c) Active listening and empathizing with the other party 

d) Dominating and controlling the conversation 

Answer: c 

3.    Why is preparation crucial for successful negotiations? 

a) To avoid negotiation entirely 

b) To win every negotiation effortlessly 

c) To set clear goals and understand the needs of all parties 

d) To undermine the other party‘s position 

Answer: c 
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4.    How does emotional intelligence benefit negotiations? 

a) By ignoring emotions and focusing solely on facts 

b) By using emotions to manipulate the other party 

c) By empathizing with emotions and managing one‘s own emotions 

d) By avoiding emotions altogether 

Answer: c 

5.    What does assertiveness mean in negotiation skills? 

a) Being overly aggressive and dominating the conversation 

b) Advocating for one‘s interests while being respectful of others‘ 

c) Avoiding expressing one‘s needs to maintain peace 

d) Yielding to the demands of the other party 

Answer: b 

6. What role does flexibility play in negotiations? 

a) It allows negotiators to change their values and principles easily. 

b) It helps negotiators dominate the conversation. 

c) It enables negotiators to maintain a rigid stance throughout the process. 

d) It allows negotiators to explore alternatives and make adjustments. 

Answer: d 

7.    How does active listening benefit negotiations? 

a) It helps negotiators avoid engaging with the other party. 

b) It allows negotiators to dominate the conversation. 

c) It facilitates understanding the other party‘s concerns and needs. 

d) It enables negotiators to interrupt the other party frequently. 

Answer: c 

8. What is the primary purpose of negotiation tactics? 

a) To deceive and manipulate the other party 

b) To win every negotiation at any cost 

c) To advocate for one‘s interests without considering the other party 

d) To influence the other party‘s perspective and reach favorable agreements 

Answer: d 

9. Why is patience essential in negotiations? 

a) To rush the other party into accepting unfavorable deals 

b) To avoid exploring alternative solutions 

c) To remain calm and committed during the negotiation process 

d) To abandon the negotiation if it takes too long 

Answer: c 

10. How can negotiation skills contribute to conflict resolution? 

a) By avoiding conflicts altogether 

b) By intensifying conflicts and making them worse 

c) By managing conflicts constructively and seeking win-win solutions 

d) By manipulating the other party into accepting one‘s demands 

Answer: c 

11. What does the ―BATNA‖ concept mean in negotiation? 

a) Best Alternative to New Agreements 

b) Better Alternatives to New Agreements 

c) Best Available Targets for Negotiation Agreement 
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d) Best Alternative to a Negotiated Agreement 

Answer: d 

12. How can negotiators use the ―anchoring‖ tactic effectively? 

a)  By refusing to make any concessions 

b) By starting the negotiation with an extreme offer to influence the other party‘s  

perception 

c) By avoiding expressing their interests and needs 

d) By dominating the conversation without considering the other party‘s perspective 

Answer: b 

13. What is the role of ethics in negotiation skills? 

a) To deceive and manipulate the other party for personal gain 

b) To prioritize personal interests over the other party‘s interests 

c) To maintain fairness, honesty, and integrity in the negotiation process 

d) To avoid negotiation altogether 

Answer: c 

14. What does the term ―win-win‖ mean in negotiations? 

a) To focus solely on personal gain without considering the other party‘s interests 

b) To win at any cost, even if it means the other party loses significantly 

c) To find mutually beneficial solutions that satisfy both parties‘ interests 

d) To make the other party give up their needs and demands entirely 

Answer: c 

15. What is the purpose of the ―ZOPA‖ concept in negotiation? 

a) Zone of Possible Agreements 

b) Zone of Positive Alternatives 

c) Zone of Potential Agreements 

d) Zone of Profitable Alternatives 

Answer: a 

Q-2 Give answers of the following questions. 

1) Write the Features of Negotiation. 

2) What is difference between Negotiation, Mediation, and Arbitration? 

3) Explain the Modes of Negotiation. 

4) Describe the Approaches of Negotiation. 

5) What are some common Tactics of Negotiation? 

6) Explain the Factors affecting negotiation. 

7) Explain the Effective Guidelines for Negotiation. 

8) Explain the Negotiation strategy in brief.  

9) Explain the concept of BATNA, WATNA and ZOPA. 
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13.1 Introduction 

 Power dynamics exist in human workspaces. In business, power is often 

thought of as a necessary evil. It's what enables companies to get things done, but it 

can also be abused, leading to conflict and resentment. Management consultants are 

always looking for new ways to increase their effectiveness and add value to their 

clients. In today's business world, one of the most important skills is the ability to 

understand and manage power dynamics in the workplace. Simply put, power is the 

ability to influence others. It can be used to achieve objectives, resolve conflict, and 

build relationships. However, power also has a dark side, and it can be used to 

manipulate and control others. 

13.2 Meaning 

 Power dynamics refers to the relationships between people in an organization. 

When we talk about power dynamics, we are usually talking about the ways that 

formal authority is distributed and how that affects people's behavior. However, power 

dynamics can also refer to the informal ways that power is exerted in an organization. 

For example, someone who is good at networking may have a lot of informal power, 

even if they don't have a formal position of authority. Understanding power dynamics 

is essential for management consultants because they often need to help their clients 

navigate difficult power relationships. By understanding the different types of power 

dynamic definitions and how they are used, consultants can help their clients to 

resolve conflict, build consensus, and create a more effective workplace. 

13.3 Bases of Power 

 The concept of power refers to the capacity that a person has to influence the 

behaviour of another person. The influencing person influences another person to 

make them act in accordance with the influencing persons‘ wishes. Moreover, in other 

words, power exists as a potential or fully actualizing influence over a dependent 

relationship. Power is not the only managerial control. 

POWER DYNAMICS UNIT-13  
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13.4 Sources of Power  

 The concept of power derives its ultimate meaning from the 2 strong bases of 

power. In other words, the following 2 bases are the core foundation for organizational 

power. They are as follows: 

1. Informal Power refers to the power that comes from an individual‘s unique 

characteristics. These are the most effective because personal skills, traits and 

knowledge influence personal power. 

2. Formal Power refers to the power that establishes because of the individual‘s 

position in an organization. 

13.4.1 Sources of Formal Individual Power 

1. Legitimate Power - The power to monitor and use the organization‘s resources in 

order to accomplish organizational goals. For example Firing, demotion, & 

subordinate‘s authority. Another example is that of a CEO who uses a Private Jet 

to travel. 

2. Reward Power - The power that allows you to give pay raises, promotion, praise, 

interesting projects, and other rewards to your subordinates. Moreover, there is a 

limit to the number of rewards, however, it can be a great tool to motivate 

subordinates. 

3. Coercive Power – The power to punish or to withhold a punishment. Punishments 

have negative side effects and should be used with caution. Furthermore, 

punishments can be: 

o Suspension to demotion 

o Termination 

o Unpleasant job assignments 

o Withholding of praise and goodwill 

13.4.2 Sources of Informal Individual Power 

1. Expert Power – An informal concept of power that stems from superior ability or 

expertise. In this, the group members will tend to consult this person (the expert) 

for advice or help on a project. However, it is this dependency is what gives the 

individual power over their peers. 

2. Referent Power – Fame is a critical aspect of referent power. However, this fame 

could be in the field of film, sports, music stars, etc. Moreover, agreeable, 

conscientious, and giving people are also awarded referent power. People with 

referent power possess high expertise. Their ability to obtain resources, and also to 

secure their surroundings is what provides them referent powers. 

3. Charismatic Power – Intense form of referent power that comes from someone‘s 

personality. It also comes from physical attributes or abilities that induce others to 

follow and believe in that person. 

13.5 The Concept of Power Tactics 

 There are nine organizational power tactics. These tactics are ways in which 

individuals translate power bases into specific actions. The 9 influence tactics are 
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legitimacy, rational persuasion, inspirational appeals, consultation, exchange, personal 

appeals, ingratiation, pressure and coalitions. 

1) Rational persuasion- A tactic that is used to try and convince someone with a 

valid reason, rational logic, or realistic facts. 

2) Inspirational appeals- A tactic that builds enthusiasm by appealing to 

emotions, ideas and/or values. 

3) Consultation- A tactic that focuses on getting others to participate in the 

planning process, making decisions, and encourage changes. 

4) Ingratiation-  A tactic that emphasizes on getting someone in a good mood 

prior to making a request. It includes being friendly, helpful, and using praise or 

flattery. 

5) Personal appeals- A tactic that refers to friendship and loyalty while making a 

request. 

6) Exchange- A tactic that suggests that making express or implied promises and 

trading favours. 

7) Coalition tactics-  Refers to a tactic that prescribes getting others to support 

your effort to persuade someone. 

8) Pressure. A tactic that focuses on demanding compliance or using intimidation 

or threats. 

9) Legitimating tactics-  This tactic suggests that basing a request on one‘s 

authority or right, organizational rules or policies, or express or implied support 

from superiors, is a best. 

13.6 The process of empowerment 

 Empowerment generally refers to giving power or authority to employees to 

make decisions and implement them with responsibility and accountability. It is 

sharing power with employees. The expectation is that empowered employees would 

be committed contributors because of enhanced confidence in their ability to perform 

their jobs. 

 Empowerment is an environment in which people have the ability, confidence, 

and commitment to take responsibility and ownership to improve the process and 

initiate the necessary steps to satisfy customer requirements within well-defined 

boundaries in order to achieve organizational values and goals. 

 Obviously, empowering employees is not an easy task. It is a strenuous journey 

that takes time and requires serenity and a lot of persistence. 

 In order to create an empowered workplace, managers must understand how to 

steer the journey to empowerment. It must begin with a top-level philosophical 

commitment to build the power of individual employees. There are three keys to 

empowerment: 

i. Sharing information with everyone in the organization. 

ii. Creating work autonomy through boundaries. 
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iii. Replacing the traditional management hierarchy with self-directed teams. 

 We summarize the three keys here so that implementers of the empowerment 

process gain insights into putting empowerment into action. 

i. Sharing information with everyone 

 Information sharing with employees is the first step in empowering employees. 

Information sharing begins with building trust, which is an important ingredient in 

building empowerment.Employees need to share information about how the business 

is doing profits, scrap, budgets, market shares, productivity, defects, and so on.  

 leaders unwilling to share information with employees will never have their 

people as partners in running the organization successfully and will never have an 

empowered organization and this requires a major shift in the thinking of the 

managers. Managers have to be bold in sharing even sensitive information. 

 Withholding information creates distrust, whereas trust is crucial for an 

empowered organization. When people in the organization do not feel trusted, 

effective decision-making grinds to a halt. In such a situation, people do not feel 

empowered, and therefore, they do not act empowered. Information makes employees 

qualified to speak. If they are information-smart, they feel encouraged to act like the 

owners of the organization. 

 How information sharing can really empower employees at all levels to the 

benefit of the organization has been reflected in Saturn Manufacturing, where 

―everyone from manufacturing managers and line workers to design engineers have 

access to the (quality assurance) data so that teams can work together to improve ‖ 

buildability‖—how well and how easily parts go together.‖ 

ii. Creating autonomy through boundaries 

 Employees need less structure if they are to be empowered. They need to be 

freed from the restriction of rules. They would need structure, but that structure would 

be of a different kind. Autonomy has to be created through boundaries. 

Boundaries (through guidelines) channel energy in a certain direction. There are 

several critical areas where new boundaries have to be created, such as the purpose of 

the organization, values, image, goals, roles, and organization structure and systems. 

 Top management starts with drafting a ‗compelling vision‘ in an empowered 

organization.Each person in every department translates the vision into roles and goals 

that have meaning for them personally. The vision tells the right things to do, while 

the structure of the system (together with defined roles and goals) ensures that things 

are done right. 

 Creating autonomy through boundaries builds upon information sharing, 

clarifies the vision with input from everyone, helps translate the vision into roles and 

goals, defines values and rules that underlie desired actions when values are clear, and 

decision-making is easier, and develops structures and procedures that empower 

people. 

iii. Replace hierarchy with teams 

An organization needs to have as few management layers as possible in order to be 

responsive to customers.The traditional hierarchy should be replaced with self-directed 
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teams. Traditional hierarchy is characterized by mostly one-way communication, with 

decisions flowing from the top down the line. This is the antithesis of 

empowerment.However, an empowered, self-directed team, having responsibility for 

an entire process or product, makes plans, carries out the necessary functions and 

manages the work from start to finish. 

 Thus, an empowered team is much more powerful and effective than a 

disconnected set of individuals. The team members equally share the responsibilities, 

although there may be a manager selected by the group. 

 Managers also must be willing to share power with employees; otherwise, the 

imbalance in power between managers and employees is likely to damage the 

employees‘ morale, leading to the creation of distrust. 

 We would like to caution that empowerment would be difficult to put into 

practice unless the managers at all levels, especially the top ones, do have a strong 

commitment to empowering people, perform behaviors that release the energies of 

people, and turn their beliefs into action. 

13.7 Principles of employee empowerment 

 In the implementation of empowerment, certain principles should be followed. 

These principles would facilitate putting empowerment into action. There are at least 

eight principles of empowerment. Here, we briefly discuss the principles. 

i. Assigning important work to employees 

 People feel important and empowered when they are assigned significant tasks. 

Assigning important work allows them to become purpose-driven and promotes in 

them a passion for achievement. 

ii. Granting employees discretion in doing work 

 Employees must first be assigned work and then given the authority to do the 

work in their own ways, with little dictation.Granting discretion allows people to make 

their own choices in doing their work (although they may make mistakes, which is 

quite natural but helpful for undertaking challenges and risks).In this working 

environment, they feel important, empowered, trustworthy, and reliable. Discretion 

provides choice. And where there is choice, there is power. Where there is power, one 

can matter. 

iii. Allocating necessary resources 

 Assigning important work and giving employees discretion to do the work 

must be supplemented by the allocation of adequate resources on time, at the right 

place, and with the right specifications. Failing to give employees adequate resources 

means failing to give them the power to do their work adequately. 

iv. Praising and recognizing contributions 

 Empowerment of employees becomes strengthened and vitalized when 

managers praise good work and recognize the employees‘ contributions.Praise costs 

nothing but builds people. It is a powerful and no-cost resource that builds among 
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employees a sense of worth. Praising should be done personally, verbally as well as in 

writing, consistently, and specifically. 

 Instilling in Employees the Feeling that Their Survival is in Their HandsIn line 

with the belief that individual discretion and acceptability create pride, management 

should make the employees feel that they have control of their own destinies.They 

should also be given the feeling that what they do is really important for the survival 

of the organization. The employees must feel that their activities affect their 

organization as well as their lives. 

v. Building and enhancing task skills 

 Times change, and conditions change with them. With the change in work 

conditions, employees need to be trained to cope with the new situations. They have to 

be educated to make them empowered and skilled.To build (and enhance) job skills, 

managers must diagnose changing job demands, perform task analysis, provide 

ongoing educational opportunities for all levels of work groups, and model the skills to 

be acquired by employees.All are essential to empowerment and involvement, 

ultimately leading to building effective organizations for the future. 

vi. Encouraging employees to work in teams 

 Managers should encourage employees to build strong teams and to work in 

them as members of a close-knit family.As found in the Indian subcontinent, 

patriarchal families are driven by a sense of bonding and collective good. The 

members work hard to strengthen the family image in their communities.Similarly, in 

organizations, people can bond themselves in teams, which would enable them to be 

committed to a collective goal.Organizational teams strengthen individual identity and 

self-worth. They develop strong individuals, and strong individuals can build strong 

teams. 

vii. Welcoming surprise 

 Managers should welcome surprises – the gap between the actual and the 

expected. Drucker argues that the opportunity for innovation is greatest at that moment 

of surprise, at the gap between what has occurred and what had been expected to 

occur.No innovation or change can be expected in the absence of any surprise which 

helps us grow. Thus, employee empowerment is strengthened when organizations 

welcome surprise and turn it to good use to enrich individuals. 

 We can conclude with the hope that managers in organizations will decidedly 

opt and go for employee empowerment, along with appropriate training to increase 

employee capability for effectively performing the empowered responsibilities.Our 

belief is that empowering employees to make decisions regarding process 

improvement within individual areas of responsibility would motivate the employees 

to feel that they ‗own‘ the particular process. 

viii. Team work practice in  

 People in a group can share resources, especially at times of scarcity. A group 

must adhere to and respect some norms. Allowing some members to break the norms 

will destroy the group. Whenever an employee is empowered, it means that he or she 

is responsible for accomplishing the assigned task and is also accountable for its 

accomplishment.  
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13.8 Power Dynamic Examples  

 There are many different power dynamics examples, but three of the most 

important are formal authority, charisma, and expert power. Formal authority comes 

from a person's position in an organization and gives them the right to make decisions 

and tell others what to do. Charismatic power comes from a person's personal charm 

and appeal. Expert power comes from a person's knowledge or skills. In the 

workplace, these three types of power often come into conflict with one another. For 

example, a manager may have formal authority over her subordinates, but she may 

also need to use her expert knowledge to convince them to follow her ideas. Similarly, 

a salesperson may use his charisma to build relationships with potential customers, but 

he will also need to have expert knowledge of his product in order to close the deal. 

 Management consultants must be able to navigate these complex power 

dynamics in order to be successful. They need to understand when and how to use 

each type of power in order to achieve their objectives without damaging relationships 

or creating conflict. With this understanding, they can help their clients increase their 

own effectiveness in the workplace 

 Power Dynamics in the workplace 

 Power dynamics of many kinds are at play in the workplace. As mentioned 

above, the various types of power dynamics intermingle in the workplace. Being 

aware of these power dynamics and navigating them to your advantage is the best way 

to thrive as a management consultant. 

 Power Dynamics in relationships 

 In any relationship, personal or professional, it's important to understand the 

power dynamics at play. Who has the power, and how is it wielded? 

Misunderstandings about power can lead to conflict, frustration, and even resentment. 

As a management consultant, it is your job to help my clients navigate the complex 

power dynamics of the workplace. 

 Gender Power Dynamics 

 In most organizations, power is concentrated at the top, held by a small group 

of people who make decisions that affect the entire company. These decision-makers 

are typically male, and they hold their positions of power due to a combination of 

factors including seniority, experience, and education.  

 While gender power dynamics vary from organization to organization, the 

reality is that in many workplaces, men hold the majority of positions of power. This 

can create a number of challenges for women, who may find themselves feeling 

marginalized or excluded from important decision-making processes. Fortunately, 

there are steps that can be taken to level the playing field and ensure that everyone has 

a voice in the workplace. 

 By working to increase diversity at all levels of the organization, companies 

can create an environment where everyone feels valued and respected, and where 

everyone has an opportunity to contribute to the success of the business. Power 

dynamics are an important part of any workplace, and understanding them is essential 

for success. By working to increase diversity at all levels of the organization 
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companies can create an environment where everyone feels valued and respected and 

where everyone has an opportunity to contribute to the success of the business. 

 Asymmetrical Power Dynamics 

When it comes to asymmetrical power dynamics, there are three key things to keep in 

mind: 

 Power is never evenly distributed 

 Power is always relative 

 Power is always fluid. 

 In other words, there will always be some people who have more power than 

others, and this can change over time. As a manager, it's important to be aware of 

these dynamics and to use them to your advantage. For example, you might use your 

formal power to give directives, while using your informal power to build 

relationships and networks. Or you might use your position of power to champion a 

cause or fight for resources. Understanding the complexities of power dynamics in the 

workplace can help you to be a more effective and successful manager. 

13.9 Characteristics and benefits of employee empowerment  

 Empowerment is the process of giving employees in the organisation the 

power, authority, responsibility, resources, freedom to take decisions and solve work 

related problems. In order to take such initiatives and decisions, they are given 

adequate authority and resources.This allocation of authority is not based on the 

concept of ―delegation‖ based relationship. In empowerment it is a ―trust based 

relationship‖, which is established between management and employees. It is a 

continuous process. 

 The empowered employee becomes ―self-directed‖ and ―self-controlled‖. 

Empowerment focuses on employees to make use of their full potential. On the other 

hand, empowerment means giving up control on employees and letting every 

employee make decisions, set goals, accomplish results and receive rewards. It means 

making a person able to manage by himself. It is a process for helping right person at 

the right levels to makes the right decision for the right reasons. 

 Empowerment is the process of shifting authority and responsibility to other in 

the organizational setting. Empowerment takes place when higher management 

transfers the power, authority, and responsibility to lower level employees. Shifting of 

authority and responsibility to the workers is made to take over the charge of the work 

they do. 

 The concept of shifting of power, authority is very simple in the sense that the 

person who has been doing some job for years together develops thorough idea, 

knowledge, competence over the job and keeps everything under his grip. Now, if 

such person is given overall charge of the work he does, with adequate authority and 

responsibility he can take decision on his own for accomplishment of the job. 

13.9.1 Key characteristics of an empowered employee 

 Empowered employees are invaluable assets for any organization because they 

are willing to go above and beyond their job requirements to reach the company‘s 

goals.Some signs to look for to determine if an employee feels empowered include: 
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 They take the initiative to get things done without waiting for instructions or 

direction from their managers. 

 They are not afraid to take risks and accept that failures are part of learning. 

 They take ownership of their work and take responsibility for their actions. 

This means they admit their mistakes and learn when something goes wrong. 

 They are in sync with the organization‘s culture and ways of working. 

 They embrace change, like digital transformation and new organizational roles. 

 They are engaged in their work and feel connected to the organization‘s 

mission and values. 

 They are problem-solvers who think outside the box and aren‘t afraid to speak 

up and challenge the status quo. 

 They are confident in their abilities and communicate effectively with their 

colleagues and managers. 

 They seek additional responsibilities and ways to improve their skills and 

knowledge. 

 They are open to feedback and seek new employee development opportunities, 

such as mentoring programs, workshops, and conferences. 

 Overall, empowered employees are self-motivated, proactive, and engaged in 

their work, which leads to improved job satisfaction and better overall 

performance. 

 Differences between employee empowerment and delegation 

 Think about delegation as being given a map to follow—it tells you what to do 

and where to go with limited autonomy and freedom. 

 But what if you want to take a different route and explore new paths? That‘s 

where employee empowerment comes in. Empowerment allows employees to 

experiment and make decisions independently instead of following someone 

else‘s instructions. 

 When employees feel they have a say in how things are done, they‘re more 

invested in the results. This can lead to better problem-solving, improved 

performance, and enhanced customer experience. 

13.9.2 Benefits of employee empowerment 

 Employee empowerment and productivity interact in powerful ways. When 

empowered, employees are more likely to feel invested in their work. In turn, this can 

lead to a number of positive outcomes, including: 

 Improved employee satisfaction: An empowered workplace means employees 

are emotionally invested in their work and feel a sense of purpose and 

commitment to the organization. For this reason, employee empowerment is 

linked to greater job satisfaction. 
  

 Higher employee retention: When employees feel empowered, they‘re less 

likely to consider leaving their company. In fact, according to a report from 

Gallup, engaged employees are up to 43% less likely to seek other jobsHigher 

productivity.  
 

 Empowering your employees is synonymous with giving them the reins to their 

own success. They can use their creativity to find new and better ways of doing 

things, leading to higher productivity and increased performance. 
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 Better business results : According to Gallup, low engagement costs the global 

economy $8.9 trillion, which means there‘s a strong link between employee 

engagement and performance outcomes, such as retention, productivity, and 

profitability. 
 

 Efficient decision-making : Organizations can achieve quicker and more 

effective problem-solving and decision-making by giving employees the 

autonomy to make their own decisions with the right level of guidance. 
 

 Improved communication : A flatter organizational structure with less 

hierarchy can improve communication and collaboration among team members. 
 

 Increased customer satisfaction : Empowered employees are more likely to go 

above and beyond to ensure customers are satisfied with their experience—

answering, addressing concerns, and anticipating changing customer needs. 

Questions. 
 

 Improved accountability: When a manager oversees an employee's activities 

minutely, the employee may experience a lack of control. They may not take 

accountability for the results of their actions. In contrast, when you allow 

employees to maintain more control over their work, they develop a greater 

sense of responsibility. The ability to control their work results in an employee 

caring more about the outcome, leading to increased accountability. 
 

 Quicker turnaround: When employees have to seek approval for their work 

constantly, it can slow down productivity and turnaround time. Granting 

decision-making authority can help them resolve minor issues independently. As 

a manager, you can gradually empower your team to make even more important 

decisions and resolve issues faster. 
 

 Enhanced customer service: When you require employees to follow customer 

service scripts, you may end up with consistent responses, but they may not be 

able to address issues effectively with just a limited set of responses. Allowing 

them to improvise while you monitor and mentor them can improve performance 

metrics. As they gain confidence in their judgement and problem-solving skills, 

they are likely to provide superlative customer service. 
 

 Increased productivity: Similar to how empowerment increases an employee's 

accountability, it can also increase their productivity. When you empower 

employees, you encourage them to control their work hours. As they gain a 

greater sense of ownership over their work, employees become more invested in 

the outcome. As a result, they contribute more effort, often leading to greater 

output within a specific time frame. 
 

 Increased job satisfaction: Many factors like salary, work atmosphere, peer 

pressure and work-life balance affect an employee's job satisfaction. Employee 

empowerment contributes immensely to job-satisfaction. This directly reduces 

the attrition rate, improves brand value and increases the scope of funding for an 

organisation. 
 

 Greater initiative: Empowerment helps employees take the initiative, question 

existing processes, and suggest better or viable alternatives that may benefit the 

organisation. Employees who trust their superiors may share their suggestions 

and work on smarter strategies without hesitation. It can help build their 

knowledge and competencies as they advance in their careers. 
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 Better collaboration: Improved teamwork is one of the most common 

employee empowerment benefits. When staff members take responsibility for 

their work, they seek advice and guidance from co-workers and managers. 

Empowered teams often take a more open approach to sharing best practices and 

helping each other improve their work, leading to a more collaborative 

atmosphere. 
 

 More leadership potential: Empowered employees tend to feel more 

comfortable exploring their leadership potential. Due to a greater sense of 

accountability and tendency to take initiatives, they may be more inclined to 

accept or pursue substantial challenges. When you recognise their achievements 

and challenge  them consistently, you can help them realise and develop their 

leadership potential. 

13.9.3 Six ways to empower employees (Strategies for implementing employee 

empowerment)  

 Considering the benefits of an empowered workplace, it‘s no wonder many 

companies have shifted away from the traditional hierarchical decision-making 

process toward a more agile environment of empowered workers. Here are some 

strategies that could help your company grow through a better employee experience: 

1) Maintain clear communication of expectations 

2) Offer training and development opportunities 

3) Encourage employee feedback and participation 

4) Establish a supportive workplace culture 

5) Recognize hard work and dedication 

6) Allow room for mistakes 

1. Maintain clear communication of expectations 

 You can not empower employees who don‘t have a clear idea of what‘s 

expected of them.To overcome this, empowering leaders should take the time to 

clearly define roles, responsibilities, and goals for their employees. You can achieve 

this through regular communication, feedback, and frequent performance reviews.The 

communication also needs to focus on scoping out who has the authority to do what 

without having to clear things with a supervisor. For example, leadership could give 

customer service representatives the discretion to provide customer compensation 

within a certain dollar range without having to get clearance from the 

supervisor.Remember that this communication is not a monologue but a discussion—

that‘s why you need to provide the right level of guidance, listen to team member 

questions, and be open to feedback and suggestions. 

2. Offer training and development opportunities 

 Empowering employees means giving them the freedom to make decisions and 

take ownership of their work, but it also means being available to offer support and 

development opportunities.Some examples of training and development programs that 

can contribute to employee empowerment include leadership development, problem-

solving workshops, communication and interpersonal skills training, and technical 

skills training.Equipped with the right tools and new skills, employees can take risks 

and feel confident in their ability to succeed. 
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3. Encourage employee feedback and participation 

 Honest employee feedback and participation are important to create a culture 

of empowerment. But how do you make that happen?To start, managers should do all 

they can to convey to their team members that they can freely share their feedback, 

participate in decision-making, and voice their opinions. One way to achieve this is by 

instituting more feedback channels performance reviews, project reviews, anonymous 

surveys, annual organizational health surveys, and an open-door policy, to name a 

few.When employees see their feedback taken seriously and acted on, they‘re more 

likely to feel empowered. 

4. Establish a supportive workplace culture 

 Company culture is an integral part of business. Without a supportive 

workplace culture, many employees struggle to feel empowered and perform at their 

best.So, if you want to drive your organization‘s success, put your employees‘ 

interests and well-being at the forefront. This might mean introducing remote work 

options, promoting work-life balance, and creating a positive environment that values 

diversity, inclusion, and open communication.The good news is that by establishing a 

supportive workplace culture, you‘re also likely to enjoy better business results, 

increased organizational agility, and improved employee retention. Empowerment 

often spawns an environment of continuous improvement. 

5. Recognize hard work and dedication 

 If you want to create empowered teams, one critical practice you should 

leverage is recognizing their hard work and rewarding their dedication.Celebrating 

small wins and achievements is a great way to show your staff their work is valued 

and appreciated. Even seemingly small accomplishments can significantly impact 

team morale, motivation, and productivity. For example, rewarding call center 

employees who are regularly empowered to own their calls by resolving customer 

concerns in a single call, without escalations, and turning upset customers into happy 

customers.Start with an employee recognition program, write an employee spotlight, 

and regularly acknowledge your team‘s achievements in team meetings and one-on-

one conversations. Doing so can create a culture of appreciation and recognition that 

motivates and engages your employees. 

6. Allow room for mistakes 

 Mistakes are part of learning, growing, and evolving and as empowered 

employees take new initiatives, mistakes will likely happen along the way. In an 

empowered workplace, mistakes are viewed as opportunities rather than failures. In 

other words, mistakes can pave the way for development as long as workers learn 

from them and don‘t repeat them. 

 To instill this culture, when mistakes happen leaders need to guide employees 

through the process of analyzing what went wrong, identifying potential solutions, and 

developing a plan of action for moving forward. An empowered workforce may even 

have a standardized self-guided process for after action review, with findings 

automatically applied as adjustments to standard operating procedures. 
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13.10 Centralization and Decentralization 

 Centralization and Decentralization are the two types of structures, that can be 

found in the organization, government, management and even in 

urchasing. Centralization of authority means the power of planning and decision 

making are exclusively in the hands of top management. It alludes to the concentration 

of all the powers at the apex level. 

 On the other hand, Decentralization refers to the dissemination of powers by 

the top management to the middle or low-level management. It is the delegation of 

authority, at all the levels of management. To determine whether an organization is 

centralized or decentralized greatly depends on the location of decision-making 

authority and the degree of decision-making power at lower levels. 

The points given below are the difference between centralization and decentralization: 

i. The unification of powers and authorities, in the hands of high-level 

management, is known as Centralization. Decentralization means dispersal of 

powers and authorities by the top level to the functional level management. 
 

ii. Centralization is the systematic and consistent concentration of authority at 

central points. Unlike, decentralization is the systematic delegation of authority 

in an organization. 
 

iii. Centralization is best for a small sized organization, but the large sized 

organization should practice decentralization. 
 

iv. Formal communication exists in the centralized organization. Conversely, in 

decentralization, communication stretches in all directions. 
 

v. In centralization due to the concentration of powers in the hands of a single 

person, the decision takes time. On the contrary, decentralization proves better 

regarding decision making as the decisions are taken much closer to the 

actions. 
 

vi. There are full leadership and coordination in Centralization. Decentralization 

shares the burden of the top level managers. 
 

vii. When the organization has inadequate control over the management, then 

centralization is implemented, whereas when the organization has full control 

over its management, decentralization is implemented. 

 

13.11 Delegation 
 

 Delegation involves more than merely assigning tasks to others; it constitutes a 

deliberate and strategic decision to entrust responsibilities to different 

individuals. By doing so, one recognizes that collaborative efforts yield 

superior results. Leaders, through delegation, shift from being taskmasters to 

becoming architects of an environment where people collaborate to accomplish 

objectives. 
 

 Delegation is not about giving other people work you don‘t want to do; it‘s a 

deliberate way to use the skills of each team member. Leaders who are good at 

what they do know that delegation is a key part of growth and success.  
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 Delegation is the downward transfer of authority from a superior to a 

subordinate. This is important because the superior cannot look after all the 

processes. Also, this helps him manage his work, as it is impractical for a 

specific superior to handle the volume of work all by himself. 
 

 The delegation of authority allows for concentration of time on more important 

activities in an organisation. Further, it provides a sense of responsibility, a 

chance to grow and exercise initiatives to whom the authority is delegated. One 

important point to remember is that transfer of authority from a superior to a 

subordinates does not mean a transfer of accountability. Interestingly, the 

accountability for the tasks still resides with the superiors. Effectively, 

delegation involves the distribution of authority for less important jobs to 

subordinates accompanied by no transfer of accountability. 

13.12 Elements of Delegation 

 Authority 

 We all are familiar with the word authority. Of course, authority is the power 

of a person to command his subordinates and take actions by the virtue of his 

position. In an organisation, authority differs according to job positions. This is 

because there exists interlinking between the job positions and levels of the 

organisation. 

 Again, authority defines the superior-subordinate relationship. According to 

this, the superior communicate his decisions to the subordinate, because he has the 

authority to do so, and expects the subordinate to comply with this decision. 

Although authority is inherent in the job position of a person, it also depends on the 

personality of the superior. 

 Generally, authority is highly concentrated at the top level of an organisation 

and reduces as we move to lower levels. In other words, the authority has a top to 

bottom flow i.e. superior has authority over his subordinate. Lastly, the limit or 

scope of authority also depends on the laws, rules and regulations of the 

organisation. 

 Responsibility 

 Delegation also involves some transfer of responsibility. Technically, 

responsibility is the obligation of a subordinate to properly perform a duty. Again, 

this arises from the subordinate-superior relation as the subordinate is responsible 

for a job given by his superior. A key point here is that responsibility has a bottom 

to top flow as the superior is always responsible to his superior. 

 There exists an interesting relationship between responsibility and authority, as 

a result of delegation. When we give an employee the responsibility for a task, we 

must also provide him with the necessary authority. In other words, for effective 

delegation, the authority must complement responsibility. If authority is more than 

responsibility it can lead to misuse. On the other hand, if responsibility is more than 

authority it will lead to the incapability of completion of the allotted tasks. 
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 Accountability 

 Although delegation eases out the job of superiors and has several benefits for 

both superior and subordinate, the superior is still accountable for the task. 

Accountability is the answerability for the final outcome of a job. All things 

considered, regardless of the delegation, we consider the superior completely 

answerable for the tasks. This further means that delegation involves no transfer of 

accountability. Notably, accountability  

 flows upwards i.e. a subordinate is accountable to his superior. Lastly, we 

generally enforce accountability through regular feedback on the extent of work 

accomplished. In the light of above-mentioned elements, we can say that authority 

is delegated, responsibility is assumed and accountability is imposed. Also, we 

derive responsibility from authority and accountability from responsibility. 

 Exercise  

Q-1 Give answers of the following: 

1) Discuss the bases of power.  

2) Explain the Sources of Power. 

3) Describe Power Tactics. 

4) Write a note on Empowerment. 

5) Write about Centralization and Decentralization 

6) Explain the concept of Delegation. 

Q-2 Short note:  

1) Elements of Delegation 

2) Difference between centralization and decentralization 

3) Six ways to empower employees 

4) Principles of employee empowerment 
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14.1 Introduction 

 Organisational Development is a process that helps organisations improve 

their performance and achieve their goals. It involves various methods and techniques 

to adapt to changing circumstances and enhance effectiveness. It focuses on making 

the workplace more collaborative, supportive, and productive by improving 

communication, processes, and relationships among employees, managers, and 

stakeholders. This enables organizations to respond quickly and efficiently to changes 

in the market, customer needs, and technology. Some examples of organizational 

development interventions include assessing the organization, developing leaders, 

building teams, improving processes, and changing the culture. These interventions 

can help build better structures, foster a more positive work culture, and increase 

employee satisfaction and engagement. Ultimately, OD can help organisations achieve 

greater success over the long term. 

14.2 Concept of Organizational Development 

The three main concept of organizational development (OD) are: 

i. Organizational Climate 

 It is defined as the mood or unique “personality” of an organization. 

 Some of the climate features and characteristics may be associated with are 

employee satisfaction, stress, service quality and outcomes and successful application 

of new processes. 

ii. Organizational Culture 

 It is a system of shared assumptions, values, and beliefs, which governs how 

people behave in organizations. These shared values have a strong influence on the 

people in the organization and dictate how they dress, act, and perform their jobs. The 

five basic elements of culture include: 

Organisation Development UNIT-14  
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• Assumptions 

• Values 

• Behavioral Norms 

• Behavioral Patterns 

• Artifacts 

iii. Organizational Strategy 

 It is the sum of the actions a company intends to take to achieve long-term 

goals. Together, these actions make up a company’s strategic plan. Strategic plans 

take at least a year to complete, requiring involvement from all company levels. The 

improvement consists of four steps: 

• Diagnosis 

• Action Planning 

• Intervention 

• Evaluation 

14.3 Meaning and Definition 

Meaning: In Organization Development (OD), O represents Organizations i.e. 

Systems of all kinds; the units throughout society that are human organizations 

existing to accomplish some purpose. D represents Development is about change & 

improvement; growing towards something, getting better at one’s mission, improving 

how work gets done & people live their lives. 

Definition:  

 OD is a systematic application of behavioural science knowledge to the 

planned development and reinforcement of organisational strategies, structures 

and processes for improving an organisation’s effectiveness. – Cummings and 

Worley (1993) 

 Organisation Development (OD) is a complex strategy intended to change the 

beliefs, attitudes, values, and structure of organisations so that they can better 

adapt to new technologies, markets, and challenges. – Warren Bennis 

 According to Dale S. Beach, organisation development (OD) is, “a complex 

educational strategy designed to increase organisational effectiveness and 

wealth through planned intervention by a consultant using theory and 

techniques of applied behavioural service.” 

 According to J I Porras and P J Robertson, Organisational Development, “is a 

term used to encompass a collection of planned change interventions, built on 

humanistic democratic values, that seek to improve organisational 

effectiveness and employee well being.” 

 According to George R. Terry, “Organisational development includes efforts 

to improve results by getting the best from employees, individually and as 

members of working groups.” 

 As per Werren G. Bennis, Organisation Development is, “a complex 

educational strategy intended to change the beliefs, attitudes, values and 

structure of organisations so that they can better adapt to new technologies, 

markets and challenges and the dizzying rate of change itself.” 
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14.4 Features of Organisation Development 

 Organizational Development (OD) is a management practice that helps 

organizations improve their performance and adapt to changes in their environment. 

Some of the key features of OD include: 

 Collaborative approach: It involves working together with employees, 

managers, and other stakeholders to identify problems, develop solutions, and 

implement changes. This ensures that everyone has a voice in the change 

process and is committed to making it a success. 
 

 Focus on people and processes: OD recognizes that organizations are made up 

of people and that processes and systems should support and empower them. 

This means that management practices should be designed to support 

employees, rather than the other way around. 
 

 Systemic perspective: It takes a systemic perspective that views organizations 

as complex systems. Changes in one area can have far-reaching effects 

throughout the organization. So, it is essential to consider the broader impacts 

of changes before implementing them. 
 

 Continuous improvement: OD emphasizes that change is an ongoing process, 

rather than a one-time event. Organizations should continually assess and 

improve their processes, systems, and practices to stay ahead of the curve. 
 

 Data-driven: Its interventions are based on objective data and analysis, rather 

than assumptions or personal biases. This ensures that changes are evidence-

based and have a higher likelihood of success. 
 

 Participatory: OD encourages everyone in the organization to take an active 

role in the change process. By involving all stakeholders, there is greater 

ownership and commitment to making change happen. 
 

 Empowering: It empowers employees and builds their capacity to take on new 

challenges and opportunities. This means that management practices should 

enable employees to take more responsibility and make decisions that benefit 

the organization. 

14.5 Objectives of Organisation Development 

 The objectives of Organisational Development (OD) are focused on improving 

the overall effectiveness of an organisation. These are some of the key objectives of 

OD: 

Enhancing organizational performance: It interventions aim to improve the 

performance of an organization by enhancing productivity, quality, and efficiency. 

This can help organizations achieve their goals more effectively and efficiently. 

Encouraging collaboration: OD interventions encourage teamwork and 

collaboration among employees, managers, and stakeholders. This can lead to better 

communication, problem-solving, and decision-making, which can improve the 

organization’s overall effectiveness. 

Developing leadership capabilities: It interventions can help develop the leadership 

capabilities of managers and leaders within the organization. By improving their 
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leadership skills, managers and leaders can better motivate, engage, and lead their 

teams to achieve organizational goals. 

Improving organizational culture: OD interventions aim to improve the 

organizational culture by creating a more positive work environment that fosters 

innovation, creativity, and continuous learning.  

This can enhance employee engagement, job satisfaction, and retention. 

Building change management capabilities: OD interventions can help organizations 

build their change management capabilities so that they can adapt quickly to changing 

circumstances. This can help organizations stay ahead of the curve and respond 

effectively to market trends and customer needs. 

Enhancing employee development and growth: OD interventions can help 

employees develop new skills, knowledge, and abilities that enhance their 

performance and career growth within the organization. This can lead to greater 

employee satisfaction, engagement, and retention. 

14.6 Difference between Organisation development and Management Development 

 Organizational Development (OD) and Management Development (MD) are 

two important concepts that are used to improve the performance of 

organizations and their leaders. 
 

 Organizational Development involves making changes to the structure, culture, 

and processes of an organization to enhance its overall effectiveness. The aim 

is to improve the organization’s ability to achieve its goals and adapt to 

changes in its environment.  
 

 Organizational Development interventions may include team-building, 

leadership development, process improvement, and cultural change initiatives. 

Management Development, on the other hand, focuses on developing the skills 

and abilities of individual managers and leaders within an organization. The 

goal is to enhance key personnel’s management and leadership capabilities so 

that they can effectively lead and manage teams, departments, and the 

organization as a whole. Management Development interventions may include 

coaching, training, mentoring, and leadership development programs. 
 

 While Organizational Development and Management Development are 

different concepts, they are closely related. Organizational Development 

initiatives often require changes in the roles and responsibilities of managers 

and leaders, and therefore, Management Development may be a crucial 

component of Organizational Development.  
 

 For example, new structures, processes, and systems may require new 

management and leadership skills. In this case, Management Development 

interventions can help managers and leaders develop the necessary skills to 

implement these changes effectively.  

 So, Organizational Development focuses on improving the overall 

effectiveness of an organization, while Management Development focuses on 

developing the skills and abilities of individual managers and leaders. By combining 

Organizational Development and Management Development interventions, 
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organizations can achieve their goals, adapt to changes in their environment, and 

enhance their performance. 

No 
Points of 

Difference 
Organization Development Management Development 

1 Scope It Includes all parts of the 

organization 

It Includes training of 

executives and managers only. 

2 Nature 
Both qualitative and 

quantitative development is 

involved. 

Only qualitative development 

takes palace. 

3 Method 
Important methods are survey, 

feedback, grid, conformation, 

etc. 

Important methods are case 

study, discussion, role-

playing, T-group training, etc. 

4 Duration Duration is long-term. Duration is short term. 

5 
Macro-

micro OD is a macro process MD is a micro process. 

6 Part It is not a part of management 

development 

It is a part of organization 

development 

7 
External 

help 
It is not difficult to develop 

without external help. 

For effective development of 

managers independent of 

managers, independent 

organization’s help may be a 

must. 

14.7 Values of Organisation Development  

 A set of values, assumptions and beliefs constitutes an integral part of 

organization development, shaping the goals and methods of the field and 

distinguishing Organisational Development from other 

improvement strategies. 

 Belief: A belief is a proposition about how the world works that the individual 

accepts as true; it is a cognitive fact (connected with thinking or conscious 

mental processes) of the person. 

 Values: Values are beliefs about what a desirable is or a good (honesty) 

and what an undesirable is or a bad (e.g., dishonesty). 

 Assumptions: Assumptions are beliefs that are regarded as so valuable and 

obviously correct that they are taken for granted and rarely examined or 

questioned. 

 Values of OD are as follows:  

1. Respect People 

 People are the heart, limbs and brain of the organization. They are responsible 

for creating opportunities for growth. They are the one who can act together to 

achieve organizational goals. Hence they must be treated with respect and dignity. 

People are responsible for creating opportunities for growth. They must, therefore, be 

treated with respect and dignified manners. 
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2. Confidence and Support 

 Trust among people is very important for the growth of the organization. A 

trust can only be created among people when they have confidence in each other and 

also support each other. Thus the people in the organization are to be believed and 

supported in order to have an effective organization. The healthy environment prevails 

when people are trusted and taken into confidence and necessary support is extended 

to them as and when needed. Organisations are made up of people and they are to be 

believed and supported in order to have effective organisation. The healthy 

environment prevails when people are trusted and taken into confidence and a 

necessary support is extended to them as and when needed. 

3. Confrontation 

 Any conflict on any issue should not be suppressed. It should be dealt with 

openness. Suppression leads to dampening of morale. Identifying the problem and its 

causes, discussing it openly and finding out feasible solution leads to boosting up 

morale of the employees and creating good environment. In case of any confrontation 

or conflict should be dealt with openness without suppressing it. Suppression leads to 

dampening of morale. To avoid conflict or to get easy, earlier and amicable solution 

Identify the problem and its causes, discuss it openly with concerned people and find 

out a feasible solution. It boosts the morale of the employees and also creates a good 

environment. 

4. Employee Participation 

 The participation of employees who will be affected by the OD should be 

sought in decision-making. People react to how they are treated. The participation of 

employees who will get affected by the Organisational Development should be sought 

in decision-making. Hence any change can be implemented easily. 

5. Expression 

 Human beings differ in experience, maturity, ideas, opinions, and outlook. The 

organisation is at the receiving end. It gains from the differences in quality, ideas, 

opinions and experiences of its people. Human beings are social animals; they have 

feelings, emotions, anger and sentiments etc. They should be allowed to express their 

feelings and sentiments. This will result in building up high morale and the people 

will be motivated towards hard work ultimately resulting in increased efficiency. The 

organization gains from the differences in quality, ideas, opinions, outlook, and 

experiences of its people.  Human beings should be allowed to express their feelings 

and sentiments. This will result in building up high morale and the people will be 

motivated towards hard work ultimately resulting in increased efficiency. 

6. Seeking Cooperation 

 Managers should learn to seek cooperation from each of the employees 

working under him in his department. This will develop in creating the atmosphere of 

cooperation leading to organisational effectiveness and willingness to accept change 

in the event of organisation development process. The organization gains from the 

differences in quality, ideas, opinions, outlook, and experiences of its people.  Human 

beings should be allowed to express their feelings and sentiments. This will result in 

building up high morale and the people will be motivated towards hard work 

ultimately resulting in increased efficiency. 
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14.8 Roles of Organisation Development 

Organisational Development is a process that aims to improve the effectiveness of 

organisations. OD professionals play several important roles in helping organizations 

achieve their goals. Some of them are: 

 Change agent: Its professionals serve as change agents within an 

organization. They help leaders, managers, and employees initiate and manage 

change initiatives that improve the organization’s performance. 
 

 Facilitator: OD professionals facilitate group processes such as team building, 

problem-solving, and decision-making. They create a more collaborative and 

supportive work environment by fostering open communication and mutual 

respect, which leads to better teamwork and more effective problem-solving. 
 

 Consultant: Its professionals provide consulting services to organizations. 

They identify areas for improvement and recommend solutions based on their 

analysis of data and assessment of organizational systems, processes, and 

practices. 
 

 Trainer: Professionals design and deliver training programs that help 

employees develop new skills, knowledge, and abilities. They work with 

managers and leaders to develop and implement leadership development 

programs that build management capabilities, which can improve 

organizational performance. 
 

 Coach: OD professionals provide coaching services to managers and leaders 

to help them develop their leadership skills and overcome obstacles that may 

be hindering their performance. This can lead to better employee engagement, 

motivation, and performance. 
 

 Advocate: Professionals serve as advocates for employees by promoting a 

positive and supportive work environment. They help to build an inclusive 

culture that values diversity and promotes equal opportunity for all employees, 

which can enhance employee engagement, job satisfaction, and retention. 

14.9 Process of Organisation Development 

There are five stages of organizational development. 

1. Entering and contracting 

 The first phase is to enter and diagnose the current state of the organization. 

This involves identifying the strengths, weaknesses, opportunities and threats of the 

organization. The diagnosis can be done through surveys, interviews, focus groups 

and other methods of data collection. The initial stage of OD occurs when an 

organization recognizes an issue that needs improvement. Examples of such issues 

include: 

 A pattern of similar customer complaints. 

 External factors that impact the organization. 

 Increasing employee turnover or absenteeism. 

 Losing competitive edge from declining innovation. 

 Reduced revenue or profits. 
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 After identifying the problem, a meeting is initiated between the 

leader/manager (“client’) you will be working with to establish a collaborative 

relationship. During this step, you will present and explore the problem and 

determine an overall assessment of the situation. Then you can determine the 

expectations and scope of the project. 

2. Diagnosing 

 The second phase is to develop a plan for change based on the diagnosis. This 

includes setting goals, identifying areas for improvement and selecting appropriate 

interventions. The plan should be developed collaboratively with key stakeholders in 

the organization. During this phase of the process, you will gather and organize the 

pertinent data to analyze the underlying situation and determine what steps you should 

take. We must first understand the current climate of the organization and how the 

system is working before we can have a clear basis to design the interventions that can 

solve the problem. This investigation involves collaboration with stakeholders. Once 

we diagnosis is established, we need to communicate it to our client/stakeholders. We 

don’t want to overwhelm our audience with too much information to wade through. 

Summarize the feedback to reduce the time we need to hold their attention. Be sure to 

include the insights that will motivate them to endorse the change that needs to 

happen. 

 3. Intervening and taking action 

 Now that you have investigated the situation and communicated your findings to 

your client, it’s time to move into the strategic planning stage. You will transform the 

diagnosis into an action plan with detailed steps and intervention measures for 

implementing the change that needs to take place. Interventions are planned actions or 

events that intentionally disrupt the usual way of doing things to promote positive 

change. A variety of these techniques are available, depending on the needs of the 

organization. Examples of OD interventions include organizational (structural) 

design, performance management, wellness interventions, trans organizational change.  

4. Evaluating and feedback 

 The third phase is to implement the interventions identified in the planning 

phase. This will include providing feedback and may also include training, coaching, 

process redesign, culture change, etc. It is important to involve employees in the 

implementation process to ensure buy-in and ownership of the changes.Your OD 

process will need careful monitoring. When the plan has been put in motion, it’s time 

to move into the next phase of evaluation and feedback.  

 At this time, you will analyze whether the interventions have delivered the 

desired outcomes. Did the required change take place? Evaluate which actions or 

interventions need adjustments or should continue. Convene with your client to 

determine the metrics and measurement methods to use and schedule some reviews 

that will take place on a regular basis. You will use these meetings to ensure that you 

and the client are aligned on the data. See if either of you is missing anything or if 

there is any discrepancy in the interpretation of the data. 

 Kirkpatrick’s Four Levels of Evaluation is a model used in Learning & 

Development that is also helpful for appraising OD interventions. Each of the four 

levels represents a measure for effectiveness:  

https://www.aihr.com/blog/organizational-design/
https://www.aihr.com/blog/organizational-design/
https://www.aihr.com/blog/what-is-performance-management/
https://www.aihr.com/blog/measuring-training-effectiveness/
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i. Reaction – The people within the system share how they receive the 

intervention or activity. Experience surveys are one way to gather employee’s 

perceptions. 

ii. Learning – What have employees learned? Do they have new awareness, 

insights, experiences, or skills because of the intervention? 

iii. Behavior – This level indicates how well the intervention was applied by any 

changes made in thinking, being, and doing. You can use self-assessments or 

360-degree feedback to gauge this. 

iv. Results – These are the final outcomes of the interventions. What impact have 

they had on either the organization’s bottom line or on employees, 

shareholders, or customers? 

5. Evaluation  

 The fifth and final phase is to institutionalize the changes into the 

organization's culture and processes. This involves embedding the changes into the 

organization's systems and structures to ensure they are sustainable and become part 

of the organization's way of doing things. Once implemented, collect data to analyze 

the effectiveness of the strategies implemented to understand if you are meeting your 

defined success indicators.The change that has taken place is now incorporated into 

normal operations, and you have reached the culmination of the OD process. Finish up 

with a plan for efficiency standards that ensure the transformation is sustainable. A 

method for ongoing monitoring will help ensure that the implemented changes remain 

intact.You will need to handle the exit properly to maintain employee trust, 

productivity, and engagement. Show your support for people in the organization by 

creating an environment that makes them feel safe: 

 Allow people to express their feelings about the change and feel safe doing so 

by practicing empathetic listening.  

 Acknowledge that grief and frustration are understandable reactions to change. 

 Cultivate confidential settings that allow people to express themselves without 

suffering repercussions.  

14.10 Organizational Development (OD) Intervention Techniques 

 Organizational Development (OD) is a field dedicated to enhancing 

organizational effectiveness and driving positive change within organizations. It 

encompasses planned and collaborative efforts aimed at strengthening an 

organization’s capacity to thrive in a dynamic environment. Organizational 

Development incorporates diverse theories, models, and techniques to foster 

improvement, develop human resources, optimize processes, and boost overall 

organizational performance.  

 Various techniques are employed in the practice of organizational 

development, including sensitivity Training, process consultation, transactional 

analysis, grid training, survey feedback, third-party peace-making, team building, and 

management by objective. 
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1. Sensitivity Training 

 Sensitivity Training, also known as Human Relations Training or T-Group 

(Training Group), is a valuable approach used in both personal and organizational 

development. It aims to enhance self-awareness, interpersonal skills, and empathy 

towards others. By creating a supportive group setting, sensitivity training facilitates 

experiential learning and encourages individuals to explore their thoughts, emotions, 

and behaviours within the context of interpersonal dynamics. The main objective of 

sensitivity training is to foster personal growth and self-reflection. Through engaging 

in group activities and open discussions, participants are encouraged to examine their 

own biases, attitudes, and assumptions, while considering the impact these have on 

others. 

 The sensitivity training process involves several essential steps that contribute 

to creating a constructive and inclusive learning environment. While the specific 

approach may vary, here is a general outline of the process: 

 Formation of a Small Group: A small group of individuals, typically around 

ten to twelve participants, is carefully selected to ensure effective interactions 

and meaningful discussions. 
 

 Skilled Trainer or Facilitator: A knowledgeable and experienced facilitator, 

often a behavioural scientist or trained professional, guides the training 

sessions. Their role is to act as a catalyst, creating a supportive atmosphere and 

facilitating the learning process. 
 

 Informal Group Meetings: The group gathers in a relaxed and informal 

setting, where participants are encouraged to engage in open and respectful 

discussions. There is no rigid agenda, allowing for organic conversations and 

the exploration of various topics. 
 

 Expression of Thoughts and Feelings: Participants are provided with a safe 

space to express their thoughts, ideas, and emotions freely. The focus of 

discussions often revolves around behaviour, but participants have the 

flexibility to discuss other relevant subjects of interest. 
 

 Constructive Feedback: The facilitator plays a crucial role in providing 

constructive feedback to each participant. This feedback aims to offer insights 

into individual behaviours and their impact on others within the group. It helps 

participants gain a deeper understanding of themselves and promotes personal 

growth. 
 

 The main benefits of sensitivity training are as follows: 
 

 Increased self-reflection and self-awareness. 

 Development of empathy and tolerance towards others. 

 Improved understanding of group dynamics and listening skills. 

 Enhancement of interpersonal skills and communication abilities. 

 While sensitivity training can be a valuable tool for personal and 

organizational development, it is important to acknowledge its limitations. 
  

 Some of the limitations of sensitivity training include: 
 

 Limited long-term impact without ongoing support. 

 Individual differences in learning styles and needs. 

 Difficulty in applying training skills to real-world situations. 

 Potential resistance and defensiveness from participants. 
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 Time and resource-intensive nature of the training. 

2. Process Consultation 

 Process Consultation is a valuable approach that focuses on the dynamics 

within and between groups. The consultant collaborates with individuals and groups, 

assisting them in gaining insights into human and social processes and effectively 

addressing related challenges. The primary objective is to support clients in 

perceiving, understanding, and taking action regarding the process events that unfold 

in their environment. 

 Process Consultation encompasses specific areas of emphasis, such as 

communication, functional roles within groups, problem-solving and decision-making, 

group norms, and growth, leadership and authority dynamics, as well as inter-group 

cooperation and competition. By addressing these areas, the consultant facilitates 

learning, problem-solving, and overall improvement in how individuals and groups 

function. The approach emphasizes empowering clients to develop a deeper 

understanding of the underlying processes, enabling them to overcome challenges and 

enhance their effectiveness in collaborative efforts. 

 Process Consultation encompasses a series of key steps to facilitate effective 

collaboration and problem-solving. These steps include: 

 Building a Consultative Relationship: The consultant establishes trust and 

collaboration with the client, understanding their needs. 
 

 Diagnosing the Situation: The consultant thoroughly assesses the current 

situation or problem. 
 

 Feedback and Reflection: The consultant provides feedback and encourages 

the client to explore new perspectives. 
 

 Joint Problem-Solving: The consultant and client collaborate to identify and 

address the problem or improvement opportunity. 
 

 Skill Development and Capacity Building: The consultant helps the client 

enhance their skills and knowledge. 
 

 Implementation and Evaluation: The consultant supports the client in 

implementing solutions and evaluates their effectiveness. 
 

 Closure and Follow-Up: The consultant ensures a smooth transition and may 

provide recommendations for continued support. 

 The primary objective of Process Consultation is to foster effective problem-

solving, collaboration, and organizational development. It is designed to assist 

individuals, groups, and organizations in gaining a deeper understanding of their 

processes, enhancing their interactions, and achieving their desired outcomes. Process 

Consultation strives to empower clients by promoting self-awareness, facilitating 

learning, and nurturing positive transformations within the organization. Its ultimate 

aim is to help clients build their capacity to tackle challenges, improve processes, and 

achieve long-term success. 
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3. Transactional Analysis 

 Transactional Analysis (TA) offers a practical and enjoyable pathway for self-

exploration and gaining a deeper understanding of others. It involves analyzing 

interpersonal behaviour to uncover valuable insights about oneself. TA incorporates 

instructional explanations, individual self-analysis, and group discussions to facilitate 

learning and personal growth. The primary focus is on examining the ego states 

involved in communication and interactions, aiming to cultivate positive values and 

mature perspectives. By engaging in TA, individuals can develop enhanced self-

awareness, improve their interpersonal skills, and foster personal growth. 

4. Grid Training 

 Grid training is rooted in the work of Blake and Mouton’s Managerial Grid, 

which serves as a framework to understand various organizational roles and styles. Its 

objective is to strive for an “ideal” management style that effectively combines task 

completion with fostering positive interpersonal relationships. The Grid employs 

several tools to facilitate self-assessment for individuals and groups, helping them 

identify strengths and weaknesses. The ultimate goal is to enhance the functioning of 

individuals, groups, and the organization as a whole. By utilizing these instruments, 

Grid training aims to achieve a balance between achieving tasks and maintaining 

strong interpersonal connections, leading to improved organizational performance. 

The Grid OD program consists of six distinct phases: 

1. Grid Seminar: This engaging one-week seminar delves into the theory of 

managerial effectiveness that forms the foundation of the Grid program. 
 

2. Team Development: Leaders and their teams harness the collaborative 

environment to explore and analyze their managerial styles and group 

processes like problem-solving and communication. 
 

3. Inter-group Development: Building upon the insights gained in phase two, 

this phase expands the focus to encompass the interrelationships between 

different organizational units. 
 

4. Ideal Strategic Model: Top management collaborates with other groups to 

envision an ideal corporate model for the organization’s future management. 
 

5. Implementation of the Ideal Strategy: Leveraging the knowledge and tools 

from phase one, participants develop practical tactics to steer the organization 

towards the ideal model. 
 

6. Systematic Critique: This critical phase evaluates achievements to identify 

and address any weaknesses that may hinder progress. 

 Grid OD is a comprehensive and structured program that empowers the client 

system to make informed decisions. It has a proven track record of enhancing 

productivity and overall organizational effectiveness. Grid-trained managers can bring 

about transformative cultural shifts within their organizations. However, it’s important 

to note that Grid OD may not align perfectly with the principles of contingency theory 

in management. 
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5. Survey Feedback 

 Survey feedback is a valuable process that enables organizations to gather 

insights and promote open communication. It involves collecting feedback from 

individuals through surveys or questionnaires, covering topics like job satisfaction, 

communication effectiveness, leadership, and organizational culture. Once the surveys 

are completed, the data is carefully analyzed to identify patterns and areas for 

improvement. The findings are then shared with participants and stakeholders in 

feedback sessions or reports. It serves multiple purposes and provides individuals with 

a platform to express their thoughts and suggestions in a structured manner. It also 

helps organizations gain valuable insights into the experiences and perceptions of their 

employees or members, enabling them to identify strengths and areas that need 

attention. 

This OD technique involves a systematic approach with the following steps: 

1. Data Collection: Comprehensive data is gathered through a questionnaire that 

covers various aspects of the organizational climate, such as decision-making, 

coordination, employee satisfaction, leadership, and more. The questionnaire is 

designed to provide valuable insights. 
 

2. Feedback: The collected information and key findings are shared with the 

participants constructively. Group discussions and problem-solving sessions 

create a supportive environment for feedback sharing. 
 

3. Action Plan Development: Based on the diagnosis, a collaborative action 

plan is developed to address the identified issues. Participants actively 

contribute their insights and expertise, ensuring a sense of ownership and 

commitment. 
 

4. Follow-up: The action plan is put into action, and its progress is continually 

monitored. Regular check-ins and evaluations provide opportunities for course 

correction and improvement. If needed, a follow-up survey can be conducted 

to measure the effectiveness of the interventions. 

 By following these steps, organizations can gather valuable data, provide 

meaningful feedback, foster collaborative problem-solving, and ensure the 

implementation of targeted action plans. This approach empowers participants, 

promotes organizational growth, and facilitates positive change. 

6. Third-Party Peace-making 

 This inter-group intervention aims to facilitate conflict resolution between 

groups through the involvement of a third party, often a consultant. The consultant 

plays a critical role as a mediator by conducting a thorough analysis of the problem 

and effectively gathering information from both groups. They then ensure that the 

information is conveyed suitably, promoting understanding and dialogue between the 

conflicting parties. In the final phase, the groups or their representatives come together 

to collaboratively address and resolve the inter-group issues. The consultant’s 

guidance and expertise help steer the discussions toward a productive and positive 

outcome. 

 The concept of third-party peace-making, pioneered by Richard Walton, 

centres around employing a management consultant to diagnose and resolve conflicts 

between two individuals. This approach is particularly relevant when conflicts arise 

due to substantive issues such as policies and procedures. In such cases, the 
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involvement of a neutral third party is essential for facilitating bargaining and 

problem-solving, leading to a mutually beneficial resolution. 

Four operational strategies may be adopted for handling the conflict: 

 Parties can mitigate conflict by reducing the frequency of meetings and 

discussions centred around contentious issues. This approach encourages individuals 

to exercise restraint in expressing their views, fostering a calmer and more 

harmonious atmosphere. During meetings, participants can be encouraged to practice 

self-restraint when sharing their opinions. This promotes active listening and 

thoughtful communication, reducing the likelihood of conflicts escalating. Employing 

coping mechanisms like showing empathy and exploring alternative approaches 

within the organization can help prevent conflicts from intensifying. By considering 

different perspectives and finding alternative ways to accomplish tasks, parties can 

avoid unnecessary friction.  

 A comprehensive analysis of the factors influencing the conflict, including the 

emotions and concerns of the involved parties, is conducted. Based on this analysis, a 

consultant can facilitate an open and constructive dialogue between the parties, aiming 

to find a resolution to the conflict. By implementing these strategies and seeking 

guidance from a consultant, parties can effectively manage and resolve conflicts, 

leading to improved collaboration and a more harmonious work environment. 

7. Team Building 

 Team building is a valuable intervention applied at the group level to support 

the growth and effectiveness of work teams. Its purpose is to help team members 

understand, diagnose, and improve their collaborative dynamics. By fostering a 

cooperative and supportive atmosphere, team building aims to enhance the group’s 

overall performance. The essence of team building lies in cultivating mutual trust and 

understanding among team members. Through various activities and exercises, team-

building programs focus on clarifying roles, resolving conflicts, strengthening 

interpersonal relationships, and enhancing problem-solving capabilities. 

 In a typical team-building initiative, employees belonging to the same 

workgroup come together to engage in collaborative exercises that promote 

communication, teamwork, and unity. By embracing team building, organizations 

strive to create a positive work environment that nurtures effective teamwork, fosters 

innovation, and boosts productivity. 

There are the following stages in the life cycle of a team: 

a) Forming – In this initial stage, team members are introduced to each other, 

fostering a sense of familiarity and connection. They begin to share personal 

information and show interest in the group’s tasks. Interaction among 

members is frequent, particularly if they are new to each other. 
 

b) Storming – During this stage, team members engage in interactions aimed at 

achieving the team’s goals. However, these interactions may also lead to some 

levels of anxiety and tension within the group. 

 

c) Norming – As the team progresses, a sense of cooperation emerges. Members 

start working together, finding a balance between different perspectives. They 

align their behaviour with group norms and develop a cooperative atmosphere. 
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d) Performing – In the performing stage, team members have acquired problem-

solving skills and work together efficiently to accomplish tasks. They 

demonstrate high levels of collaboration and synergy, leading to effective 

performance. 
 

e) Adjourning – This stage occurs when a team formed for a specific purpose 

completes its mission. The team is disbanded, and members may move on to 

other endeavours. In the case of ongoing teams, there might be some changes 

in membership, but the work continues. 

8. Management by Objective 

 Management by Objectives (MBO) is a comprehensive managerial philosophy 

that promotes collaborative goal-setting and integration of individual and organizational 

objectives. It serves as a valuable OD intervention by providing a framework to address 

interpersonal and inter-group challenges. The essence of MBO lies in joint goal 

definition, clear delineation of responsibilities, and specific outcome expectations. 

Through this approach, superiors and subordinates work together to enhance 

performance, foster accountability, and cultivate a results-driven culture. MBO creates a 

structured pathway for assessing progress and aligning efforts with organizational goals, 

thereby contributing to improved performance and overall organizational effectiveness.  

14.10 MBO 

Meaning:  

 Management by Objectives (MBO) is a strategic approach to enhance the 

performance of an organization. It is a process where the goals of the organization are 

defined and conveyed by the management to the members of the organization with the 

intention to achieve each objective. 

Steps in Management by Objectives Process 

 

 

https://corporatefinanceinstitute.com/resources/management/types-of-organizations/
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1. Define organization goals 

 Setting objectives is not only critical to the success of any company, but it also 

serves a variety of purposes. It needs to include several different types of managers in 

setting goals. The objectives set by the supervisors are provisional, based on an 

interpretation and evaluation of what the company can and should achieve within a 

specified time. 

2. Define employee objectives 

 Once the employees are briefed about the general objectives, plan, and the 

strategies to follow, the managers can start working with their subordinates on 

establishing their personal objectives. This will be a one-on-one discussion where the 

subordinates will let the managers know about their targets and which goals they can 

accomplish within a specific time and with what resources. They can then share some 

tentative thoughts about which goals the organization or department can find feasible. 

3. Continuous monitoring performance and progress 

 Though the management by objectives approach is necessary for increasing the 

effectiveness of managers, it is equally essential for monitoring the performance and 

progress of each employee in the organization. 

4. Performance evaluation 

 Within the MBO framework, the performance review is achieved by the 

participation of the managers concerned. Performance evaluation is the process by which 

a manager or consultant examines and evaluates an employee’s work behavior by 

comparing it with preset standards, documents the results of the comparison, and uses the 

results to provide feedback to the employees to show where improvements are needed 

and why. Performance evaluation is that part of the performance assessment and 

management process in which an employee’s contribution to the organization during a 

specified period of time is assessed. Performance evaluation is the assessment of an 

individual’s performance in a systematic way.  

5. Providing feedback 

 In the management by objectives approach, the most essential step is the 

continuous feedback on the results and objectives, as it enables the employees to track 

and make corrections to their actions. The ongoing feedback is complemented by 

frequent formal evaluation meetings in which superiors and subordinates may discuss 

progress towards objectives, leading to more feedback. 

6. Performance appraisal 

 Performance reviews are a routine review of the success of employees within 

MBO organizations. Performance appraisal is a systematic process that measures an 

employee’s performance against a preset group of job requirements. The process is also 

called employees’ appraisal, performance review, and performance evaluation.   

 An efficient performance appraisal approach is crucial for effective 

management and creating a positive workplace, as managers can find a reliable way to 

assess how employees stick to their job requirements. A good strategy should be 

https://corporatefinanceinstitute.com/resources/management/constructive-feedback/
https://www.workhuman.com/blog/positive-workplace-culture/
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unbiased to help managers better evaluate job performance and allow employees to 

recognize their strengths and weaknesses for future growth and development. 

Advantages of Management by Objectives 

1) Alignment with team goals: MBO helps to align the goals of individual employees’ 

goals with the team’s goals, which helps ensure that everyone is working towards the 

same objectives. 

2) Employee Engagement: By involving employees in the objective-setting process, 

MBO helps to increase employee engagement and motivation. When employees feel 

like they have a say in the goals they are working towards, they are more likely to be 

committed to achieving them. 

3) Performance Measurement: MBO provides a framework for measuring and evaluating 

employee performance against specific, measurable objectives. This helps managers 

identify areas where employees excel and areas where they may need additional 

support or development. 

4) Accountability: MBO holds employees accountable for achieving their objectives, 

which helps to create a culture of responsibility and accountability within the team. 

5) Improved Communication: By regularly monitoring progress towards objectives and 

providing feedback, management by objectives helps to enhance communication 

between managers and employees. This can help to build stronger working 

relationships and promote collaboration and teamwork. 

Disadvantages of Management by Objectives 

1) Time-Consuming: Implementing an MBO process can be time-consuming, 

particularly in the initial stages when objectives are being set, and action plans are 

being created. This can be a challenge for teams already stretched for time and 

resources. 

2) Resistance to Change: Employees may resist the MBO process, particularly if they 

feel it is imposed on them without input. This can lead to low levels of engagement 

and resistance to the objectives set. 

3) Overemphasis on Objectives: In some cases, focusing on achieving specific 

objectives can lead to employees neglecting other important aspects of their job. This 

can create a narrow focus that may be counterproductive in the long run. 

4) Emphasis on Measurement: The emphasis on measurement in the MBO process can 

sometimes lead to an overreliance on quantitative data and neglect of qualitative 

factors that may be equally important. 

5) Unrealistic Objectives: Employees may become demotivated or discouraged if 

objectives are set too high or unrealistic. This can lead to low morale and reduced 

performance. 

 

 

 

https://culturro.com/blog/2022/04/20/5-secrets-to-create-a-winning-employee-engagement-strategy/
https://www.risely.me/the-top-5-ways-for-managers-to-facilitate-collaboration/
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 Exercise: 

Q-1 Give answers of the following Question in details:  

1. Write the Meaning and Definition of Organisational Development. 

2. Discuss the Features of Organisational Development. 

3. Describe the Objectives of Organisational Development. 

4. Difference between Organisation development and Management development 

5. Write the Values of Organisation Development. 

6. State and explain the Process of Organisation Development. 

7. Write the Techniques of Organisation Development. 

8. Write a note on MBO.  
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