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Preface

The field of Organisational Psychology has gained
increasing importance in the modern era, where people are
recognized as the most valuable asset of any organisation.
Understanding human behaviour at work is essential not only
for achieving organisational goals but also for ensuring
employee satisfaction, motivation, and personal growth.

This book on Organisational Psychology is designed to
provide readers with a comprehensive understanding of the
psychological principles that influence individual and group
behaviour in organisational settings. It explores key concepts
such as disciplines contributing to OB, theories and models of
organizations; it also explores the relevance of OB in modern
management,

The focuses on individual and group behaviour, examining
factors influencing individual differences, personality types,
and group dynamics, including group formation,
cohesiveness, and decision-making. Perception, attitude,
morale, job satisfaction, and stress management, explaining
how these psychological aspects affect employee well-being
and performance. By integrating

To explore organizational culture and structure, emphasizing
their impact on innovation, efficiency, and employee
behaviour. It introduces modern organizational designs and
new structural options, to encourage creativity and sustainable
organizational development.

The book covers organizational change, conflict, power, and
politics, providing insights into managing change,
overcoming resistance, and promoting effective counselling
practices. Through this integrated approach, the book aims to




equip learners with conceptual clarity and practical insights
necessary for managing people effectively in a constantly
evolving work environment. By connecting Organizational
Behaviour concepts with the Sustainable Development Goals,
it not only develops managerial competencies but also
promotes  ethical, sustainable, and  human-centred
management practices.

Overall, this book integrates classical and contemporary
perspectives of Organizational Behaviour, providing learners
with insights into human psychology, motivation, leadership,
and organizational dynamics. The inclusion of SDGs
throughout the chapters helps students connect academic
learning with global developmental goals, nurturing socially
responsible and ethically aware future managers. It is hoped
that this book will serve as a valuable academic resource and
a practical guide for understanding and managing human
behaviour effectively in modern organizations.




Table of Contents

Chapter -1 —- ORGANISATIONAL BEHAVIOUR

Topic Pg No
1.1  Organizational behaviour-Meaning 2
1.2 Objectives of organizational behaviour 3
1.3 Nature of Organisational behaviour 3
1.4 Disciplines Contributing to organisational 4
behaviour
1.5 Importance of organisational behaviour 9
1.6 Organisational behaviour theories 14
1.7 Models of organisational behaviour 20
1.8  Relevance of organisational behaviour 25
Chapter —1I — INDIVIDUAL BEHAVIOUR IN OB
2.1  Factors Affecting Individual Behaviour 29
2.2 Types of Personality 35
2.3 Group Behaviour 38
2.4  Group Formation 44
2.5 Group Dynamics 45
2.6 Group Cohesiveness 47
2.7 Group Decision Making 56
Chapter — 111 - PERCEPTION
3.1 Importance of Perception 59
3.2 Perceptual of Perception 60
3.3 Attitude 73
3.4 Morale 74
3.5 Job Satisfaction 83
3.6 Stress 84
Chapter — IV - ORGANISATIONAL CULTURE
4.1 Importance of organisational cultural ‘




4.2  Characteristics of organisational cultural 85
4.3 Qualities of organisational cultural 100
4.4  Challenges to a good organisational 101
cultural

4.5  Impact of Organisational cultural 103
4.6  Functions of organisational cultural 105
4.7  Organisational designs 106

Chapter — V - ORGANISATIONAL CHANGE

5.1  Nature of organisational change 116
5.2 Causes of organisational change 118
5.3 Forces of change 120
5.4  Resistance approaches of organisational 122
change

5.5  Concept of conflict 126
5.6  Resistance to change 144




ORGANISATIONAL PSYCHOLOGY
UNIT-1
Meaning-objectives and nature for organizational
behaviour—disciplines  contribution  organizational
behaviour-Importance-Theories of  organization--
Models of Organizational Behaviour-relevance of OB in
modern management.

UNIT-1I
Individual behaviour: Factors affecting individual
behaviour-personality—types of personality- Group
behaviour—meaning— type of groups—formation—group
dynamics—group cohesiveness—group decision making.

UNIT-11I
Perception — Importance - Process selectivity — Developing
perceptual skills Attitude and Behaviour - Factors in Attitude
Formation — Effects of Employee Attitude — Developing
positive attitude. Morale—-meaning—benefits—measurement, job
satisfaction—-meaning and factors—stress—causes managing
stress.

UNIT-1V
Organisational culture and structure: Concept of culture;
Impact (functions and liability); Creating and sustaining
culture: Concept of structure, Prevalent organizational
designs: New design options

UNIT-V
Organisational change, conflict and power: Forces of change;
Planned change; Resistance; Approaches (Lewin's model,
Organizational development);. Concept of conflict, Conflict
process; Types, Functional/ Dysfunctional. Introduction to
power and politics.- overcoming resistance to change.—
counselling-types of counselling

1|Page




UNIT-1
MEANING OF OB

Organizational behavior isthe study of how individuals,
groups, and organizational structures affect behavior within a
company. Its purpose is to apply this knowledge to improve
organizational effectiveness and create a more productive
workplace. This field uses a systematic and multidisciplinary
approach, drawing from psychology, sociology, and other
disciplines to understand and manage behavior for better
performance and decision-making

DEFINITION

Organizational behaviour is defined as the behaviour of
human beings in their workplace. It studies the impact that an
individual has on behaviour within the organization and how
groups work together so that the knowledge can help in
explaining and predicting behaviour to improve workplace
performances and effectiveness.

According to Keith Davis “organizational behavior is the
study and application of knowledge about how people act
within organizations. It is human tool for the human benefit. It
applies broadly to behavior of people in all type of
organization such as business, government, schools, etc. it
helps people, structure, technology, and the external
environment blend together in to an effective operative
system”.

Stephen Robins defines organizational behavior as a “field of
study that investigates the impact that individuals, groups, and
structure have an organization for the purpose of applying
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such knowledge improving an organization’s effectiveness®.

K Aswathappa defines “OB is the study of human behaviour
in organisational setting, of the interface between human
behaviour and organisation and of the organisation itself.”

According to Fred Luthans “Organisational behaviour is
directly concerned with the understanding, production and
control of human behaviour in organisations.”

OBJECTIVES OF ORGANIZATIONAL BEHAVIOUR
To establish a social system in the organization.

To determine the motivation level of employees.

To encourage the people to work enthusiastically in the
organization.

To create an environment for the development of effective
leadership.

To develop effective group behaviour among the employees.
To identify the reasons for conflict and to resolve the conflict.
To find out the reasons for frustration and reduce or eliminate
the reasons.

To increase the moral of employees of the organization.

To maintain the organizational environment favourable for the
work

To find out the ways for effective organizational
development.

NATURE OF ORGANISATIONAL BEHAVIOUR
Diversity: Organizational behaviour recognizes the unique
differences among individuals, valuing diversity in
backgrounds, skills, and perspectives as a source of strength
and innovation within a company.
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Adaptability: It emphasizes the need for organizations to be
adaptable, allowing them to respond effectively to changes
in the market, technology, and workforce dynamics.
Motivation: Understanding what motivates employees is
crucial in Organisational Behaviour, as it directly influences
productivity, job satisfaction, and retention rates within an
organization.

Leadership: Effective leadership is a cornerstone of
Organisational Behaviour, as leaders shape the culture, set
the vision, and guide employees towards achieving
organizational goals.

Communication: Clear and open communication channels
are vital for the smooth operation of an organization,
facilitating collaboration and minimizing misunderstandings.
Productivity: Organisational Behaviour aims to enhance
productivity by optimizing the work environment, ensuring
that employees have the resources and support they need to
perform at their best.

Well-being: Employee well-being is a focus area in
Organizational Behaviour, with the understanding that a
healthy work-life balance contributes to better performance
and lower turnover.

Innovation: Encouraging  innovation is  part  of
Organizational Behaviour, as it drives growth and keeps
organizations competitive in their respective industries.
Ethics: Organizational Behaviour upholds ethical standards
and practices, ensuring that organizations operate with
integrity and respect for all stakeholders.

DISCIPLINES CONTRIBUTING TO ORGANIZATIONAL
BEHAVIOR

1. Psychology- It deals with the study of human behaviour.
The contribution under it is learning, motivation, personality,
perception, training, leadership effectiveness, job satisfaction
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etc. Understanding Psychological principles and their models
helps significantly in gaining the knowledge of determinants
of individual behaviour. The term ‘psychology’' originates
from the Greek language 'Psyche' meaning 'soul’ or 'heart' and
Organizational behaviour is a scientific field that explores
human behaviour mainly concerned with the psychology of
the individuals. Industrial psychology can be defined as
“Industrial Psychology is a scientific study of employees,
workplaces, organizations and Organizational behaviour.
Industrial psychology is also known as work psychology,
Organizational psychology. Industrial psychology helps in
improving the workplaces, satisfaction and motivation levels
of the employees, and helping the overall productivity of the
organization.”

2. Sociology- Sociologists spend much of their time
researching the social structures in which people function.
Group dynamics are the main topic. With their research on
group dynamics in organisations, especially formal and
complex ones, they have contributed the most to OB. Many
organisational elements are included, such as group dynamics,
communication, power, conflict, and intergroup behaviour.
According to Dictionary of the social sciences, sociology is
“the study of society, patterns of social relationships, social
interaction, and culture that surrounds everyday life.” From
the definition it is very much clear that sociology also has a
major impact on the study of Organizational behaviour. Max
Weber defines sociology as, “a science which attempts the
interpretive understanding of social action in order thereby to
arrive at a causal explanation of its course and effects.”

3. Social Psychology- The focus of social psychology is on
the study of one individual’s behaviour towards the other
individual. It tries to know the ‘how’ and ‘Why’ of an

5|Page




individual’s behaviour towards each other. It makes use of the
following principles — behavioural change, communication,
group processes, group decision making.

4. Anthropology- It studies the subject of culture. Every
organization has its own culture which affects its employees.
The employee’s dedication to their work is directly related to
the culture of that organization. It includes comparative
values, comparative attitude, cross cultural analysis,
organizational culture, organization environment.

According to Britannica, “the science of humanity, which
studies human beings in aspects ranging from the biology and
evolutionary history of Homo sapiens to the features of
society and culture that decisively distinguish humans from
other animal species.”

Therefore, Anthropology deals with the relationships between
people and their environment and anthropology contributes to
understanding the cultural impact on Organizational
behaviour, the impact of value structures, expectations,
emotions, unity and interaction.

Also, University of Florida defines, “Anthropology is the
study of humankind. Of all the disciplines that examine
aspects of human existence and accomplishments, only
Anthropology explores the entire panorama of the human
experience from human origins to contemporary forms of
culture and social life.” Eric Wolf said, “’ Anthropology’ is
less a subject matter than a bond between subject matters. It is
part history, part literature; in part natural science, part social
science; it strives to study men both from within and without;
it represents both a manner of looking at men and vision of
men — the most scientific of the humanities, the most
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humanist of sciences.”

5. Political Science- It studies human behaviour in the
background of political environment. This study includes
conflict, power; inter organizational politics, joint venture.
Political science has some fascinating implications in
researching Organizational behaviour as it helps in
understanding how and why people gain control, political
actions, decision-making, conflict, interest group activity and
creation of coalitions. And the same is also true of major areas
of Organizational behaviour.

It has been stated many times that political parties and
government are actively active in many of the activities of the
ORGANIZATION.

6. Economics Lionel Robbins stated the term economics as,
“the science which studies human behaviour as a relationship
between ends and scares means which have alternative uses.”
Economics tackles the problem of fear resources and limitless
uses or restricted resources and infinite desires. In addition to
this, we studied the growth, distribution, and consumption of
goods and services in economics. And studying different
economic subfields helps to illustrate the Organizational
actions in a very useful way such as understanding the
dynamics of the labour market, efficiency, human resource
planning and forecasting, and cost benefit analysis.

7. Science: Scientific approaches are the foundation of
organization's actions. Organizational behaviour is based on
the systematized analysis of data, actions, their relationships
and predictions. New research methods help to learn modern
analytical tools and techniques and to apply them.
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8. Technology: Technological progress often impacts
employee behaviour. Because we live in an era of information
technology in which technology plays a very important role.
To understand the Organizational actions, the study of
technological development becomes important because people
are affected by technological growth. Technology influences
consumer behaviour, manufacturing practices, and storage and
distribution activities. To match the pace people need to be
educated and/or technically qualified about technological
development.

9. Engineering: Engineering too plays significant role in the
study of Organizational behaviour. Certain topics are very
common in both engineering as well as Organizational
behaviour.

10. Medicine: Medicine has a link to researching human
behaviour in the workplace, as stress has become a very
common issue in organizations as well as in people employed
in organizations. To control the causes and consequences of
stress, since it is important for the well-being of both the
individual and the organizations. Medicine helps with treating
emotional disorders as well as emotional related problems

Finally, it can be inferred that the Organizational conduct is

given a multidisciplinary focus. Material is taken from many
other fields and is aimed at explaining behaviour.
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Contributing Disciplines to the OB Field
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IMPORTANCE OF ORGANISATIONAL BEHAVIOUR

Improved Employee Performance: OB provides insights
into how to motivate employees, create a positive work
environment, and enhance job satisfaction. By understanding
employee behaviour, organizations can develop effective
performance management systems and provide targeted
training and development opportunities.

Enhanced Organizational  Effectiveness: OB helps
organizations to improve their overall effectiveness by
fostering a positive organizational culture, promoting
teamwork, and encouraging innovation. By understanding the

factors that contribute to organizational success, managers can
9|Page




make informed decisions and implement strategies that align
with the organization’s goals.

Better Decision Making: OB provides a framework for
understanding the cognitive processes that influence decision-
making. By studying decision-making biases and heuristics,
managers can make more informed and rational choices.
Improved Communication: OB  helps to improve
communication within organizations by understanding the
barriers to effective communication and developing strategies
to overcome them. By fostering open and honest
communication, organizations can enhance collaboration,
reduce misunderstandings, and improve employee morale.
Enhanced Leadership: OB provides insights into the skills
and behaviours that effective leaders possess. By
understanding the principles of leadership, managers can
develop their own leadership abilities and inspire their teams
to achieve their goals.
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Improving skills

Skill development is of paramount importance in terms of
Organisational Behaviour. These skills can be improved via
strengthening communication, teamwork, leadership and
problem-solving among the staff members. Through the
recognition of divergent competencies and skills, plus
identification of training gaps, companies can give
personalised training and development activities, with a view
to improving employee’s performance thus contributing to an
organisation's success.

Understanding the nature of employees

Knowledge of personality traits is the foundation of
Organisational Behaviour. It represents introducing yourself
to your employees’ varying motives, attitudes, and patterns
within the workplace. Identifying the special areas of concern
and individual differences and needs enables organisations to
provide relevant support and work on the development of
environment that encourages worker engagement, satisfaction
and productivity.
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Anticipating organisational events

Organisational Behaviour prepares the business leadership to
be proactive in addressing the internal workplace issues that
may come up as opportunities or threats. Through analysing
trends of behaviour and organisational dynamics, managers
get a keener grasp of their environment and plan to deal with
emerging changes rapidly and efficiently. This forward-
thinking plan makes the organisation able to respond to risks
faster and take advantage of new conditions for success.

Enhancing efficiency & effectiveness

Enhancing effectiveness and efficiency is the backbone of any
Organisational Behaviour. It involves making processes more
efficient, minimising the time required for the activities, and
making sure that the organisational goals set relate to the
individual, team and Organisational Behaviours.

Through the analysis of the inefficiencies and their correction,
the enterprises can increase productiveness, make their work
better and reach the objectives that the organisation is focused
on in the competitive environment more efficiently. Fostering
a better organisational environment

Constructing a supported working atmosphere is an intrinsic
aspect of Organisational Behaviour. It is built on the
principles of loyalty, trust, respect, and teamwork. Through
such activities as communication openness, teamwork, and
employee welfare, companies cultivate a hospitable
environment that ensures staff morale, engagement, and
productivity are in place, culminating in growth and
sustainability.

Maximising resource utilisation
Reducing the use of precious resources, which is crucial to
Organisational Behaviour, should be done. It is all about the

12|Page




way resources are efficiently allocated between the human,
financial, and technological resources to achieve
organisation's goals. By identifying useful resources and
making use of them effectively, organisations can save costs,
increase production efficiency, and have a competitive edge.

Enhancing organisational goodwill

Enhancing organisational goodwill is a key focus of
Organisational Behaviour. It entails building positive
relationships  with  stakeholders, including customers,
employees, and the community. By delivering exceptional
products and services, demonstrating corporate social
responsibility, and maintaining transparency, organisations
cultivate trust and loyalty, enhancing their reputation and
long-term success.

Influencing management style

Influencing management style is a crucial aspect of
Organisational Behaviour. It involves shaping leadership
approaches to align with organisational goals and employee
needs. By promoting inclusive, adaptive, and empowering
leadership practices, organisations can inspire motivation,
foster innovation, and cultivate a positive work culture
conducive to achieving long-term success and growth.

Resolving conflicts

Realising conflicts in any organisation, resolution of conflicts
is perhaps one of the most important elements of
Organisational Behaviour. That is resolving the employees'
conflicts with the highest speed in a positive manner. Through
the promotion of open communication, empathy, and
problem-solving skills, conflicts are prevented from
occurring, peace and stability are brought back, and a
congenial workplace that supports collaboration and
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productivity is preserved.

Motivating employees

Inspiring employees is crucial for business behaviour. It
encompasses the abilities of empathising with employees on
personalist level, providing incentives, recognition and
chances for personal development. Through the successful
establishment of a supportive work culture as well as the
setting of clear goals and rewarding employees with
sufficiently meaningful recognition, organisations can
promote the willingness of their workforce to become
creative, committed and productive, thus driving overall
organisational success and growth.

Increasing productivity

Increasingly productivity is the key goal of Organisational
Behaviour. It entails the use of process optimisation, one of
the main innovations, technology and empowering employees
to get more done with the limited resources available.
Through that culture’s promotion of efficiency and provision
of the necessary equipment and training, along with the
alignment of the objectives with the ones of both employees
and organisation, organisations can strengthen their
performance and competitiveness.

ORGANISATIONAL BEHAVIOUR THEORIES

Organisational Behaviour Theories play a crucial role in
guiding real-time evaluation and effective management of
individuals within the workplace. Managers and human
resources professionals benefit significantly from studying
these theories, which provide valuable insights into employee
behaviour, motivation, and performance. One such factor
is Micromanagement, which can influence employee
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performance. Among the most influential and effective
Organisational Behaviour Theories are: Among the most
influential and effective Organisational Behaviour Theories
are:

Scientific Management Five bases of Power
Theory Theory
Organisational
Behaviour
Theories
Informal Organisational
Theory

1. Scientific Management Theory

Human Relations

Management Theory

Process
Management Theory

In 1909, Frederick Winslow Taylor published research that
challenged the prevailing belief that encouraging people to
work as hard as possible was the most effective way to boost
productivity and optimise human resources. Instead, Taylor
proposed a different approach.

His revolutionary idea was to break jobs down into simple
tasks and promote collaboration between managers and
workers. This was a departure from the norm at the time,
where factory managers and employees had minimal
interaction. Without standardisation, workers were primarily
motivated by monetary incentives, leading them to work only
as much as required.
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Taylor advocated for rewarding workers based on their
productivity levels, a concept that continues to influence
management practices today. Over time, his theories
transformed the professional landscape, fostering closer
relationships between employees and managers. Managers
now recognise the value of rewarding high-quality
performance.

Taylor’s four key principles for business leaders include
matching workers to tasks based on their capabilities and
monitoring worker performance to guide them in working
efficiently. His ideas have left a lasting impact on
Organisational Behaviour and Management practices.

2. Bureaucracy Theory

In organisational settings, it’s evident that certain individuals
wield more influence than others. Hierarchies exist, and
people either strive to ascend the corporate ladder or are
content with their current status. The Bureaucracy Theory
centres around the concept of authority within an
organisation.  Three  primary types of authority
characterise organisational structures:

a) Charismatic authority: This power stems from a leader’s
unique appeal or personal magnetism. Charismatic leaders
inspire followers through their vision, personality, and ability
to motivate.

b) Legal authority: Legal authority is conferred upon an
individual based on their official position or rank within the
organisational hierarchy. It derives from formal rules,
regulations, and job descriptions.
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c) Traditional authority: This arises from long-standing
customs, beliefs, or historical traditions. Over time, people
accept the legitimacy of this authority system, reinforcing its
power.

3. Hybrid Organisation Theory

A hybrid organisation is a unigue blend of social mission and
commercial goals. Unlike traditional for-profit companies
prioritising profit maximisation, hybrid organisations seek to
create a positive social impact while remaining financially
sustainable.

These organisations operate at the intersection of business and
social purpose. Key characteristics of Hybrid Organisation
Theory include:

a) Dual objectives: Hybrid organisations recognise that
financial success and social impact are not mutually
exclusive.

b) Social mission: These organisations are driven by a clear
social or environmental purpose.

c) Innovative business models: Hybrids often adopt
innovative business models that integrate social impact into
their core operations.

d) Measuring impact: Hybrid organisations track financial
performance (profits, revenue) and social impact (number of
lives improved, environmental footprint).

4. Informal Organisational Theory

Have you observed how people naturally form connections
within a workplace? Perhaps you work in payroll but have
become friends with someone from marketing, who, in turn,
knows someone in the legal department. Before you know it,
you’re all sharing lunch.
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Informal Organisational Theory acknowledges these hidden
networks within formal company structures. These informal
groupings can significantly influence performance—either
positively or negatively.

5. Five bases of Power Theory

In organisational Behaviour, power isn’t solely tied to titles—
it thrives within relationships. To identify influential figures
in your organisation, consider French and Raven’s Five bases
of Power Theory:

a) Legitimate power: Those with legitimate power hold
official titles, such as team leaders, managers, or executives.
Their authority stems from their position within the hierarchy.
b) Reward power: Individuals wield this power by rewarding
others for meeting expectations. Whether through bonuses,
promotions, or recognition, they motivate performance.

c) Expert power: Subject Matter Experts (SMES) possess
specialised knowledge and skills. Their expertise makes them
go-to resources for problem-solving and learning. If you're
interested in advancing your career, learning How to Become
a Subject Matter Expert can elevate your professional value

d) Referent power: Derived from relational skills, referent
power belongs to well-liked and respected individuals. They
bridge gaps, foster collaboration, and build trust.

e) Coercive power: Coercive power arises from emotional
manipulation, often through punishment. Those who wield it
can influence behaviour through fear or consequences.

6. Human Relations Management Theory

These studies explored how social interactions between
employees and managers impact business success. Key
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insights from the research include:

a) Personal investment: Companies benefit when they invest
in their employees as individuals, recognising their humanity
beyond mere productivity. Treating employees with care and
respect fosters loyalty and commitment.

b) Rewards and recognition: Rewarding employees for their
successes and skills enhances performance. Recognition,
incentives, and a supportive work environment contribute to
overall effectiveness.

c) Positive group dynamics: Team dynamics significantly
influence morale. A cohesive, collaborative atmosphere
promotes productivity and job satisfaction.

7. Process Management Theory

Henri Fayol, a French Mining Engineer turned Management
Theorist, pioneered Process Management Theory, also known
as “Administrative Theory.” Unlike earlier theories that
emphasised worker efficiency, Fayol shifted the focus to the
overall organisation and structure of work tasks. Let’s explore
some key points about Process Management Theory:

a) Top-down approach: Fayol advocated a top-down
approach to enhance organisational efficiency and decision-
making. Effective management should guide the entire
process.

b) Work groups and departments: Fayol proposed creating
distinct work groups and departments, each responsible for
unique activities. This division of labour streamlines
operations.

c) Correlation with productivity: Fayol believed that well-
organised management directly correlates with workers’
productivity. A smoothly functioning organisation leads to
better outcomes.
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8. X & Y Management Theory

Working in the 1950s and 1960s, Douglas McGregor
developed the X&Y Management Theory. According to this
theory, all managers and supervisors can be categorised into
two distinct groups:

Theory X Managers:

a) Perception: These managers view employees negatively,
believing they need external pressure to work hard. They tend
to micromanage and closely monitor tasks.

b) Assumptions: Employees lack intrinsic motivation and
must be controlled through strict supervision and discipline.

c) Approach: Theory X Managers emphasise compliance and
often rely on carrot-and-stick methods.

Theory Y Managers:

a) Beliefs: Theory Y Managers hold a positive view of
employees. They believe that individuals are inherently
motivated to work.

b) Approach: These managers focus on empowering
employees. They provide development opportunities, trust
employees to handle tasks independently, and foster a
collaborative work environment.

c) Team culture: Theory Y Managers create welcoming
workplaces encouraging cohesion, cooperation, and mutual
respect.

9.McGregor’s conclusion

McGregor argued that Theory Y Managers achieve better
results. Organisations can enhance morale, productivity, and
profitability by combining a positive team environment with
personalised growth opportunities.

MODELS OF ORGANISATIONAL BEHAVIOUR
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What are Organisational Behaviour Models?

Organisational Behaviour Models are defined as the
structural models that describe the relationship between the
employees at different levels in the organisation.
Organisational models reflect the overall behaviour of
management and people altogether. The behaviour of
employees is analysed into three levels in the organisational
model. These three levels are individual level, group level
and organisational level. Cognitive, behavioural and social
learning frameworks are the three theoretical approaches
considered in the organisational behaviour model. This study
describes how organisations are influenced by human
behaviours and how the conduct of people is affected by the
organisations. Below are models of organisational behaviour
that describe how organisations behave to optimise their
productivity.

TYPES OF MODELS OF ORGANISATIONAL
BEHAVIOUR
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1. Autocratic Model

The autocratic Model is defined as a type of organisational
model that depends upon power, strength and formal
authority. This model majorly depends on power. The
working employees need to follow the orders. The lower-level
employees have less control over the assigned duties as
compared to upper-level authorities. Major decisions are made
by the higher-level authorities only. The basic principle that is
followed in the autocratic model is that owners of the
company or higher managerial authorities have higher
expertise in business, whereas lower-level employees have
fewer skills and experience.

In the autocratic model there is managerial orientation toward
power. Managers see power as the only way to get the job
done, and employees are forced to obey orders which lead to
high boss dependence. The Organizational mechanism is
largely formalized; power is delegated by the right of
command to the individuals to whom it refers. The model is
largely based on the “Theory of X assumptions of McGregor
is where the human beings are taken inherently distasteful to
work and try to avoid responsibility”. In this model
employees are closely and strictly supervised in order to attain
desired performance. Employees are supposed to obey the
order of the managers and there is no place for employee's
suggestion in this model which sometimes result in minimal
performance.

2. Custodial Model

Custodial Model is defined as a type of model where
economic resources are considered as the root level. In this
model, the employees and working professionals of the
company are adapted to the benefits and security provided by
the company as every employee considers security as the
major parameter while working. The firms with more
resources majorly adapt this model as the model is dependent
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upon the availability of high economic resources. The
custodial model is based on rewards. It overcomes the
limitations of the autocratic model. In most companies, more
benefits such as healthcare benefits and corporate cars are also
being provided along with security.

Employees are getting sufficient respect and Organizational
protection according to this model, they feel satisfied but they
are not given any kind of authority to determine what benefits
or incentives they will receive. This model is quite common in
many Indian business Organizations.

3. Supportive Model

As the name itself suggests, the supportive model is defined
as a type of model that considers leadership as its root level.
In this model, the employees are oriented towards their
participation and job performance. This model helps
employees to improve their overall performance and enhance
learning. Public sector organisations majorly follow a
supportive model because it is based on leadership. In this
model more importance is given to job satisfaction, friendly
relationships between superiors and subordinates, and
psychological needs of the employees. The role of the higher
manager is to get the work done by helping their employees.
The model is based on "Likert 's supporting partnership
values, which is the fundamental component of his program 4
(participatory)." "Likert" notes that full manager-employee
interactions will occur. The job of the manager is to support
and inspire the subordinates to carry out their mission, rather
than closely supervise them. In this model, employee output is
much higher than the autocratic and custodial model, because
employees have a sense of belonging due to managers'
positive attitude towards them.

4. Collegial Model

The collegial model is a further extension of the supportive
model. The word collegial means bodies of different
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individuals working towards a common goal. The
partnership is the root level of the collegial model the
approach adopted is the teamwork approach. The workers in
the collegial model are satisfied in their job roles and are
committed towards the overall growth of the organisation. It
is the responsibility of the manager to create a healthy and
positive workplace for his employees. The collegial model
works more effectively in finding new approaches such as
research and development, marketing teams, technologies
and software, etc.

These OB models are based on the individual
characteristics and how they could perform better. One
model cannot be adapted in all situations and at all stages
and managers cannot assume that a particular model is
best suited for all purposes and all situations.

5. Human Value Model

The human value model is defined as a model that gives more
importance to human values. This model is opposite to that of
the feudal model. The human values of the employees were
more appreciated than the economic values. The employees
working in an organisation work to fulfil their social and
psychological needs rather than focusing only on economic
needs. This model is for human dignity.

6. Contingency Model

Contingency Model is defined as a complex model. The
contingency Model of organisational behaviour assumes the
complex variables that consist of the behaviour of
individuals, groups and structure. Therefore, this model
meets all the challenges for the growth of the organisation.
To demonstrate the contingency model Theory Z is being
developed. Contingency Model is also known as a hybrid
model. The contingency Model guarantees the promotion
and long-term employment opportunities for the employees
working in the organisation.
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7.Feudal Model

Feudal model is defined as a type of model that considers the
employees working in an organisation as an inferior element
of the organisation. The working employees were given less
value in the feudal model. For various decisions and actions
in the company, the desires and values of people were not
considered. This model was majorly called Theory X, in
which the procedures, actions, policies and rules were
considered with higher priority and superior to human
beings. For building the motivation among employee’s
money and retrenchment approach was used. The model
entirely concentrated only on formal organisation rather than
human and social values.

8. System Model

Interdependence is the key concept in the system model. This
model views the organization as a complex system of
interrelated and interdependent parts, including individuals,
teams, departments, and external stakeholders. Success
depends on the harmonious interaction of all these parts. The
focus is on understanding how different elements of the
organization affect each other and ensuring that they work
together effectively to achieve common goals. Adaptability
and continuous improvement are essential to maintaining
balance and achieving optimal performance.

The system model views the organization as a complex set of
interrelated elements that must work together harmoniously. It
emphasizes the importance of understanding the
organization's interactions with its environment and the
interdependencies within the organization. Employees
understand their role within the larger system, which can lead
to greater alignment with organizational goals, flexibility, and
responsiveness to change.

RELEVANCE OF ORGANIZATIONAL BEHAVIOUR
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(OB) IN MODERN MANAGEMENT

Meaning

Organizational Behaviour (OB) is highly relevant in modern
management because it helps managers understand, predict,
and influence employee behaviour in the workplace. In
today’s rapidly changing business environment, effective
management depends not only on technology or strategy but
also on managing people efficiently.

Here’s a detailed explanation of the relevance of OB in
modern management:

1. Understanding Human Behaviour

Modern organizations consist of people with diverse
backgrounds, attitudes, and values. OB helps managers
understand individual and group behaviour so that they can
motivate employees effectively and maintain harmony in the
workplace.

2. Improving Employee Productivity

Through OB principles like motivation, job satisfaction, and
leadership, managers can design strategies to enhance
performance and productivity. It enables better use of human
potential by aligning personal goals with organizational goals.
3. Enhancing Leadership and Communication

OB provides knowledge about leadership styles and effective
communication. In modern management, clear
communication and participative leadership are key to
teamwork, innovation, and decision-making.

4. Managing Change and Innovation

Today’s business world faces constant technological and
organizational changes. OB helps managers and employees
adapt to change, reduce resistance, and develop a culture that
encourages innovation and flexibility.

5. Building Better Teams
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Teamwork is essential in modern organizations. OB helps
managers understand group dynamics and manage teams
efficiently, ensuring cooperation, trust, and conflict resolution
among members.
6. Promoting Organizational Culture and Ethics
Modern organizations emphasize ethical behaviour and
positive culture. OB teaches managers how to develop and
sustain a healthy organizational culture that promotes
integrity, trust, and employee well-being.
7. Enhancing Job Satisfaction and Motivation
By applying OB concepts like Maslow’s hierarchy of needs
and Herzberg’s motivation theory, managers can increase
employee satisfaction, reduce turnover, and create a motivated
workforce.
8. Effective Decision-Making
OB helps managers make better decisions by understanding
how people perceive situations, solve problems, and react to
choices. This reduces bias and leads to more rational and
inclusive decisions.
9. Globalization and Workforce Diversity
Modern organizations operate globally with diverse
employees. OB helps in managing cultural differences,
promoting inclusiveness, and developing cross-cultural
communication skills.
10. Stress and Conflict Management
With increasing competition and workload, workplace stress
is common. OB provides techniques to manage stress, handle
conflicts, and maintain a healthy work-life balance among
employees.

UNIT-11

INDIVIDUAL BEHAVIOUR IN ORGANIZATIONAL
BEHAVIOUR (OB)
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Meaning:

Individual behaviour refers to how a person acts, reacts, and
performs within an organization. It is the study of what
motivates people, how they think and feel, and how they
respond to different situations at work. Understanding
individual behaviour helps managers predict and influence
employee performance, satisfaction, and productivity.

Key Determinants of Individual Behaviour:

1. Biographical Factors

These include age, gender, education, marital status, and
experience. For example, experienced employees may handle
pressure better, while younger ones may be more energetic
and open to change.

2. Abilities

Each individual has different physical and mental abilities.
These abilities determine how well they can perform specific
tasks. Managers should assign jobs that match an employee’s
abilities to increase efficiency and satisfaction.

3. Personality

Personality refers to the unique psychological traits and
characteristics that make a person behave in a certain way.
Traits like confidence, flexibility, and attitude towards work
strongly affect performance and teamwork.

4. Perception

Perception is the process by which individuals interpret and
give meaning to their environment. Two people can see the
same situation differently based on their past experiences,
needs, and attitudes.

5. Attitude

Attitude reflects a person’s feelings and beliefs toward their
job, co-workers, and organization. Positive attitudes lead to
better performance and job satisfaction, while negative
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attitudes may cause conflicts or absenteeism.

6. Motivation

Motivation is the inner drive that pushes a person to work
towards goals. Theories like Maslow’s Need Hierarchy or
Herzberg’s Two-Factor Theory explain how motivation
influences behaviour at work.

7. Learning

Learning changes an individual’s behaviour through
experience, training, and practice. OB uses learning theories
to improve employee skills and performance.

8. Values

Values are deep beliefs that guide behaviour. They influence
decision-making, ethics, and how employees react to
organizational culture and policies.

FACTORS AFFECTING INDIVIDUAL BEHAVIOUR

Every individual is different from each other, as the behaviour
of the human is considered as the most complex one. There
are various challenges in an effective organization that could
directly or indirectly affect the behaviour of the employees. In
certain situations, the manager of the organization have to first
analyse the particular task, determine the skills required and
gather a team that could complement and match the skills of
each other. For addressing various factors, safety settings,
capabilities of people and limitations have to be analysed
first. There are various factors that could affect the
organisational behaviour an individual, some of them are:

A. Personal factors — The personal factors that can influence
the behaviour of an individual is further categorized into 2
parts that includes Biographic and learned characteristics.

1. Biographic Characteristics — Every human being have
certain type of characteristics which are inherited and genetic
in nature. These characteristics cannot get changed. In an
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organization, if the manger will come to know about the
limitations and qualities each personal possess, then they can
easily make use of their behaviour techniques of an
organization in an effective manner. These characteristics
include:

(i) Physical Characteristics — It mainly consists of skin,
vision, height, complexion and many more. It creates impact
on the performance of the individuals. Also, certain features
includes tall, fat or slim. A person with good personality is
always expected to dress and behave well in an organization,
even if there is any correlation between the behaviour and
body structure or not.

Age — It is the inherited characteristic of an individual. In
increasing performance, it is considered as an issue. Young
people are expected to behave more energetic, adventurous,
innovative, risk taking and ambitious. With the advancement
in age, performance of a person is more likely to decline.
Gender: It is a genetical feature. This concept has initiated
lots of discussion, debates and opinions. It is a traditional
view that women are more emotional. A small difference
between men and women can affect their job performance.
Without any male-female differences, some of the people
have competitive drive, leadership, motivation, learning
ability, analytical skills or problem solving ability. A study
have been conducted which says that the female employees
generate more turnover rates. This is because there are more
chances of females to quit their job for their personal reasons
Religion — In determining some of the aspects of individual
behaviour, religion and its related cultures plays a significant
role especially that have the basic concern with ethics, morals
and code of conduct. It also helps in identifying the attitude of
an individual towards their work and financial management
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incentives. But nobody can deny from the fact that people
who are highly religious have more moral values than others.
Marital Status— A recent research says that the
responsibilities of the person inclined with their marital status
and it has become difficult to s6table in a particular job for the
longer period of time. Employees that are married have fewer
absences, more job satisfaction and fewer turnovers.
Experience — The tenure or the experience of an employee
plays a significant role within the organization. It creates lot
of speculations and misconceptions due to the seniority factor.
Also, work experience is considered as a good indicator that
helps in increasing productivity with greater efficiency and
effectiveness. There is a positive relationship between the job
performance and the seniority. The turnover of an employee is
also considered as negative in relation to the seniority

2. Learned Characteristics— Learning is defined as a
permanent change in the behaviour of an employee that
results in the interactions with the environment. The
biographical features of a person are impossible to modify.
Therefore, the managers of the organization paid a great
interest in learning, studying and predicting the learned
characteristics that include:

(1)Personality — Personality does not only lie with the
physical appearance of the person. A person with a good
personality comprised of smart person, smiling face and
charming personality. This concept is considered as dynamic
that describes the growth and development of the
psychological system of the person. It is also refereed as
personal traits or characteristics that include persistence,
dominance, aggressiveness and other qualities that is reflected
through the behaviour of the person within the organization.
(2)Perception — It is the viewpoint that helps in the
interpretation of some situation. Also, it is considered as the
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process which allows the information to enter in the minds
and allowed to obtain sensible meaning for the whole world.
(3)Values — Values are considered as the global belief that
instructs different judgments and actions across various
situations. It consists of an individual’s idea based on the
right, good and desirable opinions. It is closely embedded in
the people who could be reflected through their behaviour.
Also, most of time values are directly influenced from the
teachers, parents, friends and various other external factors
that completely changed the ideas, opinions and thoughts of
the person. For an organizational behaviour, values are very
significant. It helps in understanding the motivation and the
attitude of an individual along with the influences of their
perceptions or view point.

B. Environmental Factors — On the behaviour of a person,
the external environment plays a significant role.

1. Economic Factors— In an economic environment, the
behaviour of an individual is largely affected due to certain
factors including:

(@ Employment Level — The employment opportunities
available to an individual directly influence the behaviour of
an individual. Even after the lack of job satisfaction, the
individual have to stick to the same job as there are less job
opportunities for him/her. In such cases, it is important that
they may be loyal to the company in providing better
productivity; they are only remaining in the same organization
due to the monetary benefits offered to them.

b) Wage Rates — Every employee is majorly concern with the
wages offered to them by the company or the organization.
The decision of a worker or an employee is directly affected
by the monetary terms from the side of the company.
(c)General Economic Environment — There are various
employees that does not have any effect of economic cycle
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whether in a public sector undertakings or government
offices. Regardless of their economic position within the
organization, they will receive their salaries. Employees in the
private sectors are greatly affected by the stable income and
job security but the former employees can be motivated from
other factors.

Similarly, there are various other environmental factors in an
organization that could affect the behaviour of the employees,
including social factors, political factors or legal environment.

C. Organizational Factors — With wide variety of resources
and organizational systems, individual behaviour is influenced
that includes:

Physical Facilities— At a workplace, the physical
environment is considered as an arrangement of people and
things positive that could also create influence on other
people. There are certain factors that influence the behaviour
of an individual including cleanliness, light, ventilation, noise
level, nature of job, number of people working, etc.

Structure and Design — The way in which every department
of the organization is set-up has direct concern with the
structure and design. The performance and the behaviour of
an individual is directly influenced by the position at which
person could perfectly fits in the whole organizational
hierarchy

Leadership — The management of the organization establish
the system of leadership so that the proper assistance, advice,
guidance, direction and coaching could be given to the
individuals. The behaviour of each employee is influenced to
the large extent to the behaviour of the leaders or the superiors
of the same organization. The behaviour of the leaders is more
important than the qualities of the leaders.

Reward System — The performance and the behaviour of
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individuals are directly influenced by the reward system that
is established by the organization so that the employees could
be able to compensate.

Factors Influemncimng ¢l
Sacial Consurmeaer Buying Behawior
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Consumes Credit
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MEANING OF PERSONALITY

Personality refers to the unique and consistent pattern of
thinking, feeling, and behaving that distinguishes one person
from another. It represents how an individual reacts and
interacts with others and the environment. In simple terms,
personality is what makes each person different in their
behaviour, attitude, and emotions.

DEFINITIONS:

Gordon Allport:

“Personality is the dynamic organization within the individual
of those psychophysical systems that determine his unique
adjustments to his environment.”

E.B. Tylor:

“Personality is the sum total of an individual’s
behaviour, attitudes, interests, habits, and other traits.”
Robert S. Feldman:

“Personality is the pattern of enduring characteristics that
produce consistency and individuality in a person’s
behaviour.”

Mayer:
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“Personality is the organized, developing system within the
individual that represents the collective action of his motives,
emotions, and thoughts.”

TYPES OF PERSONALITY

Personality can be categorized in different ways based on
various psychological theories and models. Below are some of
the major personality classifications:

1. The Big Five Personality Traits (OCEAN Model) The
Five-Factor Model (FFM) is one of the most widely
accepted frameworks for describing personality. It identifies
five broad personality traits:

Openness to Experience — Reflects creativity, curiosity, and
a willingness to explore new ideas and experiences. High
openness is linked to imagination and a love for learning,
while low openness is associated with conventional thinking.
Conscientiousness — Involves organization, dependability,
and self-discipline. Highly conscientious individuals are
responsible and goal-oriented, whereas those with low
conscientiousness may be impulsive or careless.

Extraversion — Characterized by sociability, assertiveness,
and high energy. Extroverts are outgoing and enjoy social
interactions, while introverts prefer solitude and are more
reserved.

Agreeableness — Associated with kindness, trustworthiness,
and empathy. Highly agreeable individuals are cooperative
and compassionate, while low agreeableness is linked to
competitiveness and skepticism

Neuroticism — Refers to emotional instability, anxiety, and
moodiness. People with high neuroticism may experience
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frequent negative emotions, while those with low neuroticism
tend to be emotionally stable and resilient.

This model is wused in personality research, career
assessments, and psychological evaluations.

2. Carl Jung’s Personality Types

Swiss psychologist Carl Jung developed a personality theory
that forms the basis of the Myers-Briggs Type Indicator
(MBTI). He classified personality based on how individuals
perceive and judge the world:

Introverts (I) vs. Extraverts (E) — Introverts gain energy
from solitude and focus on inner thoughts, while extraverts
are energized by social interactions.

Thinking (T) vs. Feeling (F) — Thinkers rely on logic and
objectivity in decision-making, while feelers prioritize
emotions and interpersonal relationships

Sensing (S) vs. Intuition (N) — Sensors rely on tangible facts
and direct experiences, while intuitive individuals focus on
abstract ideas and possibilities.

Judging (J) vs. Perceiving (P) — Judgers prefer structure and
organization, while perceivers are more spontaneous and
adaptable.

Combining these preferences results in 16 personality types in
the MBTI, such as ISTJ (logical and organized), ENFP
(enthusiastic and creative), and ENTJ (strategic and
leadership-driven).

3. Type A and Type B Personality Theory

This classification focuses on personality traits related to
stress and work behaviour.

Type A Personality — Highly competitive, ambitious, goal-
driven, and prone to stress. Type A individuals are often
impatient, perfectionistic, and workaholic.
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Type B Personality — Relaxed, easy-going, and adaptable.
Type B individuals handle stress better, are less competitive,
and have a balanced approach to work and life

Type C Personality — Detail-oriented, passive, and prone to
suppressing emotions, leading to a higher risk of stress-related
illnesses

Type D Personality — Socially anxious, pessimistic, and prone
to negative emotions, often experiencing higher levels of
stress and mental health concerns

4.Hans Eysenck’s Three-Factor Mode

Psychologist Hans Eysenck proposed that personality is
determined by three major dimensions:
Extraversion-Introversion — Similar to Jung’s concept, it
distinguishes between social, outgoing individuals and those
who prefer solitude.

Neuroticism-Stability — Measures emotional stability. High
neuroticism indicates anxiety and mood swings, while
stability reflects calmness and resilience.

Psychoticism — Associated with aggression, impulsivity, and
lack of empathy. High psychoticism is linked to antisocial
behaviours, while low psychoticism is associated with
kindness and cooperation.

5. The HEXACO Personality Model

An extension of the Big Five model, HEXACO introduces an
additional dimension:

Honesty-Humility (H) — Reflects sincerity, fairness, and
modesty. High honesty-humility is linked to ethical The other
five traits (Extraversion, Conscientiousness, Openness,
Agreeableness, and Emotionality) are similar to the Big Five
traits but with slight variations.

6. Sigmund Freud’s Psychoanalytic Theory of Personality
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Freud proposed that personality is shaped by three
components:

Id — The primitive, instinctual part of the mind that seeks
pleasure (driven by desires and impulses).

Ego — The rational part that balances the id’s desires with
reality.

Superego — Represents morality, ethics, and societal rules.
Freud also described personality in terms of psychosexual
development stages (oral, anal, phallic, latent, and genital),
where unresolved conflicts could shape an individual’s
personality.

7. The Humanistic Approach (Maslow and Rogers)
Humanistic psychologists like Abraham Maslow and Carl
Rogers emphasized personal growth and self-actualization
Maslow’s Hierarchy of Needs suggests that personality
development is driven by fulfilling physiological, safety,
social, esteem, and self-actualization needs.

Carl Rogers’ Self-Theory focuses on the concept of self-
concept, where a healthy personality results from congruence
between one’s real self and ideal self.

This approach highlights free will, personal growth, and
intrinsic motivation.

GROUP BEHAVIOUR
MEANING

Teams and groups are two different things. A group is
defined as consisting of two or more individuals who interact
with each other and who are interdependent. They come
together to achieve particular objective. A work group is one
that primarily interacts for sharing information and makes
decisions to help each other with the one's area of
responsibility. Usually such work groups are not engaging in
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collective work requiring joint efforts but their performance as
a group is sum total of each group's individual members
contribution

Groups can be either formal or informal. By formal, we
mean defined by the organizations structure, with designated
work assignments. Establishing tasks and work groups. In
formal groups, the behavioural that one should engage in are
stipulated by and directed towards organizational goals. In
contrast, informal groups are alliances that are neither
structured nor organizationally determined. These groups are
natural formations for the work environment, which appear in
response to the need for social contact.

It is possible to further sub-classify groups as command,
task, interest or friendship groups. Command and task groups
are dictated by the formal organization, whereas interest and
friendship groups are informal alliances.

DEFINITION OF GROUP

R.M. Williams (1951) "A social group is a given aggregate of
people playing interrelated roles and recognized by
themselves or other as a unit of interaction.” Here it can be
said group is an aggregate of some people. The roles of the
group members are interrelated. The group is considered as
unit.

R.M. Maclver (1953) "By group we mean any collection of
social beings who enter into distinctive social relationships
with one another.” It is clear that there must be social
relationships between the individual members of a group.

David ( 1968) " A social psychological group is an organised
system of two or more individuals who are interrelated so that
the system performs some functions, has a standard set of the
role relationship among its members and has a set of norms
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that regulate the function of the group and each of its
members."

TYPES OF GROUPS

An integral part of social and organizational frameworks is
groups. They provide a structure for communication,
teamwork, and the pursuit of shared objectives. Different
sorts of groups may be distinguished according to their
characteristics, organization, and goals. Let's examine formal
and informal groupings in more depth.

ey A

I. FORMAL GROUPS

1. Command Team: A command group comprises people
who directly report to a certain manager and is a formal group
established by the organizational structure. The command
group, a fundamental component of formal organizational
structure, represents the hierarchical chain of command. This
group, which consists of people who answer directly to a
certain manager or supervisor, facilitates communication and
guarantees a consistent flow of instructions. One typical
example of a command group is a marketing team under the
direction of a marketing manager. Carrying out and
supervising activities in line with the overarching
organizational objectives is its main duty
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Characteristics of Command Team:

Hierarchical Structure: The vertical structure of command
groups is in line with the organizational hierarchy.

Chain of Command: Each member is accountable to a
certain manager or supervisor directly.

Task Execution: The main goal is to make sure that tasks
are carried out effectively by management instructions.

2. Task Group: Task groups are motivated organizations
formed to accomplish certain goals or finish assigned work.
Members are chosen according to their qualifications and
experience of the work at hand. The group may disband
when the goal has been achieved. These teams are known for
their goal-oriented cooperation and often follow set
deadlines. A cross-functional team created to introduce a
new product by  combining knowledge from other
departments is an example of a task group. Task groups are
intended to increase productivity and efficiency in the
completion of a certain project or assignment. For instance, a
project team was established to create and introduce a new
product.

Characteristics of Task Group:

Goal-Oriented: When creating task groups, a clear aim or
target is in mind.

Selection as per ability: The selection of members is based
on their ability and knowledge in relation to the work at
hand.

Temporary Nature: After accomplishing their goals, these
groupings could dissolve.

3. Committee: Committees are official decision-making
groups that are set up to provide suggestions or deal with
particular organizational problems. Committees handle
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recurrent issues and are usually continuing, in contrast to
task groups. Committees are often made up of members
from several departments or organizational levels.
Committees on ethics and safety are two examples of groups
that meet on a regular basis to talk about and resolve
pertinent issues, supporting an organized approach to
organizational problems. Committees are often established
to guarantee that a variety of viewpoints are included in the
decision-making process. For instance, a safety committee
was established to examine and enhance worker safety.
Characteristics of Committee:

Committees are normally continuous groups that deal with
recurrent organizational issues.

Representative Membership: They consist of individuals
from various levels or departments.

Committees are established to make decisions and resolve
conflicts.

I1. Informal Groups

1. Interest Group: When it comes to spontaneity, interest
groups naturally form because of mutual interests, pastimes,
or characteristics among staff members. These organizations
function beyond official job descriptions and enhance
worker happiness and morale. Examples of groups where
people voluntarily join together to explore common interests
and build a feeling of camaraderie and connection include
sports teams or reading clubs for employees. Members freely
join interest groups in order to meet social or personal
requirements. An example would be a team of workers who
are all interested in sports or photography.

Characteristics of Informal Groups:

Voluntary Formation: Employees who join willingly do so
because they have similar interests or pastimes.

Morale Boost: Enhances employee happiness and morale in
a favourable way.
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Social Interaction: Promotes relationships with people
outside of the workplace.

2. Clique: In terms of spontaneity, interest groups emerge
organically as a result of shared hobbies, interests, or
personal traits among employees. These companies improve
employee satisfaction and morale by doing things outside the
scope of their formal job titles. Sports teams and employee
reading clubs are two examples of organizations where
individuals voluntarily get together to explore shared
interests and create a sense of connection and camaraderie.
Members of a clique often have close relationships with one
another and may have a big impact on dynamics at work. An
example would be a close-knit social circle formed by a
group of co-workers who get together often outside of the
office.

Characteristics of Clique:

Exclusive Nature: Cliques are tiny, restricted groups that
are part of a larger organization.

Shared Bonds: Members have a close-knit relationship as
well as shared interests or aspirations.

Effect on Dynamics: May strengthen interpersonal ties but
can cause internal conflicts in the company.

3. Psychological Group: Psychological groups give workers
a place to meet their demands for recognition, support, and
connection by attending to their basic social and emotional
requirements. Psychological groups include unofficial lunch
groups, mentoring circles, and virtual coffee breaks. These
associations promote employee well-being and a feeling of
community, which greatly enhances the work environment.
Individuals in psychological groups often support one
another emotionally or have similar opinions. Example:
Workers who create a group to discuss and resolve issues
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they have with organizational policies and who have similar
viewpoints on those policies.

Characteristics of Psychological Group:

Emotional Support: Attends to people's emotional and
social needs.

Focus on Well-Being: Promotes a good work atmosphere.
Non-task oriented: Puts more emphasis on interpersonal
relationships than on particular activities.

GROUP FORMATION

Group formation is concerned with the following:

i) The manner in which the groups form

ii) The structures and processes of the group

iii) The functions of the group in different situations.

There are mainly five stages of group development, viz.,
forming, storming, and norming, performing and adjourning
Forming is a stage which is characterised by some confusion
and uncertainty. Forming is actually an orientation period
when members get to know one another and share
expectations about the group. This is the initial stage when the
group comes together and members begin to develop their
relationship with one another and learn what is expected of
them.

Storming is the stage where one can see the highest level of
disagreement and conflict. Members mainly voice their
concern, and criticism occurs at this stage. Actually in this
stage interpersonal conflicts arise and differences of opinion
about the group goals also emerge. It is important to work
through the conflicts at this time and to establish clear goals.
Norming is characterised by the recognition of individual
differences and shared expectations. Responsibilities are
divided among members and the group decides how it will
evaluate the progress. If the group resolves its conflicts, it can
establish patterns of how to get its work done. Expectations of
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one another are clearly articulated and accepted by members
of the group.

Performing occurs when the group has matured and attains a
feeling of cohesiveness. In this stage, members of the group
make decision through a rational process that is focused on
relevant goals rather than emotional issues. Issues related to
roles, expectations and norms are no longer of major
importance. The group is focused on its tasks, working
effectively to accomplish its goals.

Adjourning indicates that members of the group often
experience feelings of closure and sadness as they prepare to
leave. It is the final stage when the group, after achieving the
objectives for which it was created, starts to gradually
dissolve itself.

Performing

ctiveness

. Adjournin
Formang Narming : .

Team affex

Storming

|

Time

GROUP DYNAMICS

Group dynamics can be defined as a field of enquiry dedicated
to the advancing knowledge about the nature of groups, the
laws of their development and their interrelations with
individuals, other groups and larger institutions. Actually, it
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implies that the interactive psychological relationship in
which members of a group develop a common perception
based on feelings and emotions. It is not easy to define the
important area of group dynamics. We can say that it
represents a field of enquiry, a series of inter-related
problems, a set of techniques and interaction process.
TYPES OF GROUP DYNAMICS
Groups can be classified under many heads. But the most
common way of classifying groups is based on norms and
rules:

1. Formal Groups

2. Informal Groups

3. Organized Groups

4. Spontaneous Groups

5. Task Groups

6. Functional Groups
1. Formal Groups:
They are usually formed on the basis of specific norms, rules,
and values. The most common example of this kind is the
army and school.
2. Informal Groups:
The nature of this group is not strictly defined. While the rules
and regulations are quite flexible. Common examples are
social clubs and play groups.
3. Organized Groups:
These groups are formed for a specific purpose and after
careful planning. Examples of these groups are family and
school.
4. Spontaneous Groups:
They are usually formed suddenly and without any prior
planning. Examples include audiences at music concerts and
sports spectators.
5. Task Groups:
They consist of a group of people gathered together to achieve
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a common task within a limited time frame. One common
example is a special task force.

6. Functional Groups:

They are created when a group of people join together to
accomplish a specific task within unlimited time. Unlike task
groups, they continue to exist even after the achievement of
the goals.

GROUP COHESIVENESS

Many people wonder what the team cohesion means. Group
cohesiveness/Team Cohesiveness also known as Social
cohesion is a degree of unity of any group. Team
cohesiveness is a degree to which group members are
attracted or motivated by each other. Basically, group
cohesiveness is the closeness amongst the group members. It
is seen that members of a highly cohesive group develop some
common characteristics:

1. Everyone respects each other.

2. They are fully committed to the decision made by the
group.

3. There is good accountability amongst members.

These are some of the positive impacts of team cohesiveness
that increases the overall performance of any group.
Organizations consider employees as an asset because the
organization is dependent on the people working there. As
more and more people are involved in the complex
functioning of the company, an organization faces the
problem of group cohesiveness and its impact on the overall
productivity of the organization as well as the in-office
harmony.

If the company wants to achieve the organizational goals it is
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important that managers encourage all the employees to bond
with their team members so that the complete team can work
together towards achieving the goal. It is very important that
there is a healthy conversation and relation between the team
members to work efficiently. Instead of focusing on the
competition, it is important that people focus on achieving the
goals so that there is no unnecessary tension between the
groups

Features of Group Cohesion

Above we had defined group cohesion Here we will talk
about the features of the group cohesiveness. Group
cohesiveness is the most important factor to achieve any goal
in the organization. To achieve high group cohesion it is
important that groups have these features to attain the
organizational goals. Managers will have to check these
features before forming the group to assure there is high
cohesion. Here are some of the features of group
cohesiveness:

The cohesive group have fewer members.

Members of the cohesive teams are of similar interests or
backgrounds.

It has a high degree of status within organizations.

Members are accessible to each other to maintain easy
communication.

Each cohesive team is physically remote from other groups in
the organization.

Cooperative behaviour is rewarded regularly.

Cohesive groups have a history of past success.

Factors Affecting Group Cohesiveness
Factors that affect group cohesiveness are:
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1. Similarities of Attitudes and Values:

One of the major factors affecting team cohesion is the
similarity in attitudes and values among group members. It is
basic human nature people enjoy and get attached to the
people who have similar opinions, morals, beliefs, and code of
conduct as people with the same opinions provide the same
kind of social validation.

2. Size of the Group:

It is assumed that cohesiveness will decrease as the size of the
group decreases. When the size of the group increases the
interaction with the members becomes more difficult and
hence the goal is hampered.

3. Time:

When people spend time with each other the more they will
get close and hence it strengthens the degree of cohesiveness.
4. Inter Dependency:

When each member has autonomous action, the cohesiveness
between the members of such a group would be less as
opposed to the group whose members are doing the procedure
and are relying upon each other.

5. Management Behaviour:

If we talk about factors affecting group cohesiveness then
management behaviour plays a major role in it. When a
manager makes a close relationship with a few in groups that
may cause unhealthy competition amongst members of the
group. It is important that managers reward cooperative
behaviour so that the bond grows amongst the groups.

Importance of Group Cohesiveness

When we talk about any organization it is important that there
is team cohesion to achieve the goal. Here are the importance
of group cohesiveness:

Performance: If there is great bonding amongst the group
then the performance of the group will become better. If
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management wants good performance it should encourage its
employees towards group cohesion.

Satisfaction: When there is group cohesion the performance
will increase and hence it will bring satisfaction to the
employees and they will work harder to achieve the goal.

Assurance Pressure: When we talk about group
cohesiveness characters and the behaviour is the most
important factor. When there is a great bonding between the
group then it is assured that surely the task will be completed.
Emotional Factors: When people work together and have
strong bonding people feel emotionally attached and hence
people will work with each other in harmony and achieve the
goal together.

GROUP DECISION-MAKING

MEANING

Group decision-making is defined as a process where a group
of people communicates with each other, to make a decision.
It is called collective decision-making because this type of
decision-making involves groups. All the concerned people sit
either together or remotely to communicate about the potential
solution to the problem. Various group decision-making
techniques are used to find the solution to the problems.

What are Interacting Groups?

"Interacting groups” generally refers to the combination of
two or more groups, individuals, or entities that engage in
some form of communication, collaboration, or exchange of
information or resources to make any decision. These groups
can be in wvarious contexts, such as social groups,
organisational, or scientific groups.
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1.

Business and Organizational Groups: In the business
world, interacting groups could represent different
departments within a company, organisation, or different
companies within an industry. These groups collaborate on
projects, share information, or engage in partnerships to
discuss things.

Social Groups: In a social context, interacting groups could
refer to friends, family members, or communities that
regularly communicate and engage with each other to
discuss things or to make important decisions. For instance,
a neighbourhood association might be considered an
interacting group, as its members collaborate on various
community initiatives like same festival planning in society

Group Decision-Making Techniques

1. Brainstorming

Brainstorming is defined as a creative technique for
generating a large number of ideas or solutions to a problem
in a free-flowing and non-judgmental environment without
initial judgment or evaluation. This technique includes a
group of people to make valid decisions for a problem. For
instance, a group of five to ten members sit around the table
and discuss the problem to reach a decision. Here, the main
focus of all the group members is to generate ideas about the
problem from different points of view or different angles.
They have no worries about implementing those ideas.
Under Brainstorming-

The technique is very effective when the problem is not so
big or the problem is comparatively precise or easy.

If there is a big problem, then the dividing and conquering
technique is followed. Under this, the main problem will be
divided into two or more small problems. After getting the
solution for all the problems, all solutions will be combined
to get the solution to the main problem.
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In this technique, while the discussion is going on, there is a
possibility of the occurrence of various ideas. At last, all the
ideas are compared and the optimal idea or decision will be
taken to address the problem.

2. Nominal Group Technique (NGT)

The Nominal Group Technique (NGT) is a structured group
decision-making technique used to generate and prioritise
ideas or solutions to a specific problem or task. NGT
combines individual idea generation with group discussion
and voting to achieve consensus. It was developed to be a
more systematic and structured alternative to traditional
brainstorming. The Nominal Group Technique (NGT) is quite
similar to brainstorming, as both of the techniques focus on
individual thinking power or the ability to make decisions on
an individual level.

In the Nominal Group Technique (NGT) technique, a group of
five to ten members sit together but here the group members
think about the problem individually and they do not share
their thoughts with anyone.

They originate ideas for solving the problem. So here the
thinking power of the individual also increases.

When the above-stated phase is completed, all the group
members sit together and communicate their ideas.

All the ideas are now discussed in the group with pros and
cons similar to the brainstorming technique.

After all these ideas have been discussed, the potential
solutions are evaluated based on their merits and demerits.
Each participating member is needed to vote on each idea and
allot it a rank based on the priority of each alternative
solution.

At last, the most optimal ideas will be selected to solve the
problem.

3. Electronic Meetings
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Electronic Meeting is defined as a virtual meeting held on
Google Meet, Zoom, or any other platform, to discuss the
problem and find various potential solutions. This approach is
less costly and there is no need for physical availability. In
this way, anyone can take part in the decision-making process
anywhere in the world. This technique is mostly used by
remote workers to discuss things. This is the most interesting
and unique approach to decision-making. This came into use
at the time of COVID-19 and after that, this approach or
technique was continued in most organisations or firms.

4. Multi-Voting

Multi-voting is also the best group decision-making
technique. Here, all the ideas, thoughts, and decisions are
written in the polls and then the polls will be shared will all
the members to vote according to their interests or choices.
This technique is mostly used for yes or no decisions, where a
poll is created with two options of yes or no, and the decision
will be taken based on poll results.

So these are some group decision-making techniques that are
mostly or commonly used, basically selecting the most
suitable technique depends on factors, conditions, or
situations such as the decision's complexity, the number of
participants, time constraints, and the nature of the issue at
hand. Effective facilitation and open communication are
essential elements for successful group decision-making,
ensuring that the chosen technique aligns with the group's
goals and objectives.

5. Delphi Method

In this technique, experts provide feedback anonymously,
allowing for independent opinions and reducing the influence
of dominant individuals. The process involves multiple
iterations, gradually converging toward a consensus. The
Delphi Technique follows the following steps:

Delphi Question and Initial Inquiry: The group coordinator
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initiates the process by sending the Delphi Question and
questionnaires to the group members.

First Response: Group members individually provide their
views, ideas, and possible solutions. Subsequently, they send
their responses back to the group coordinator.

Analysis of First Response, Feedback, and Second Inquiry:
The group coordinator collects and summarizes the received
responses.

Second Response: members once again provide their
responses, taking into account the feedback and refined
questions provided by the coordinator. These responses are
then sent back to the coordinator.

Continuation of the Process: Analysis, feedback, and
subsequent inquiries continue iteratively until a suitable
solution is reached. This cyclic process allows for refining and
honing the ideas and solutions proposed by the group
members.

6. Fish Bowling

In this setup, the group members form a circle, with one
member positioned at the centre who takes on the role of the
decision-maker. This central member presents potential
solutions to the problem provided by the group. The rest of
the members can ask questions and critically evaluate the
proposed solution. However, the group members are not
allowed to interact with each other during this process. Once
all views have been expressed, the group selects the solutions
that receive consensus.

7. Electronic Meeting

Electronic meetings in psychology are conducted through
digital platforms. They facilitate remote communication and
collaboration among psychologists. These meetings utilize
video conferencing, chat, and other online tools. Electronic
meetings are convenient and flexible, eliminating the need for
physical presence. Psychologists can connect with clients and
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colleagues from different locations. They offer a viable
alternative to in-person meetings, especially during
pandemics. Electronic meetings in psychology ensure
continuity of care and professional development.

8. Devil’s Advocacy

This technique aims to identify weaknesses in the group
decision-making process by appointing two members as
"devils." The advantage of this technique lies in its ability to
bring attention to any potential loopholes in the proposed
solutions. In this technique, the devils are responsible for
identifying flaws in the ideas presented by the group
members. In contrast, the other members must provide
satisfactory solutions to appease the devils.

9. Didactic Interaction

This technique is applicable when a decision needs to be made
with a simple "Yes" or "No" outcome. In this approach, the
entire group is divided into two parts. One group presents
points in favour of the decision, while the other group
presents facts against the decision. The steps involved in this
technique, known as Didactic Interaction, are as follows:
Begin by defining the problem or issue that requires a binary
decision.

Divide the group into two parts: one supporting the "Yes" side
and the other supporting the "No" side.

Each group presents and discusses their respective points to
support their side of the decision.

The groups then switch sides, with members favouring "No"
and supporting the "Yes" arguments, and vice versa.

Through mutual acceptance and open-mindedness, both
groups aim to reach a conclusion based on the discussion.

By employing Didactic Interaction, this technique encourages
a thorough exploration of both sides of the decision,
promoting critical thinking and fostering a comprehensive
understanding of the issue at hand.
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Process of Group Decision-Making

Problem Identification: The first step involves identifying the
issue or problem that requires a decision. The clarity in problem
definition sets the stage for effective decision-making.
Information Gathering: Gathering relevant information, facts,
and data is crucial for informed decision-making. Each group
member contributes their knowledge, research, and expertise to
enhance the understanding of the problem.

Analysis and Evaluation: The group analyses the available
information, evaluates alternative solutions, and assesses their
potential consequences. This stage involves critical thinking,
weighing pros and cons, and considering different perspectives.
Decision Making: Consensus building or voting is often used to
finalize a decision. Consensus involves reaching a general
agreement that satisfies the majority, while voting involves a
democratic approach with a majority or supermajority deciding
the outcome.

Implementation and Evaluation: Once a decision is made, the
group focuses on implementing the chosen action. Monitoring
and evaluating the decision's effectiveness is essential to make
necessary adjustments or modifications.

Advantages of Group Decision Making

Increased Diversity of Perspectives: Group decision-making
allows for a broader range of ideas, insights, and experiences,
promoting innovative solutions.

Enhanced Problem-Solving: Combining the expertise and
skills of multiple individuals can lead to comprehensive
problem analysis and practical solutions.

Greater Acceptance and Commitment: Involving group
members in decision-making increases their commitment to
implementing and supporting the chosen course of action.
Disadvantages of Group Decision Making
Time-Consuming: Group decision-making can be a lengthy
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process due to the need for discussion, debate, and consensus-

building, potentially delaying timely actions.

Conflict and Disagreements: Diverse opinions within a group
can lead to disputes, power struggles, and difficulties in

reaching a consensus.

Groupthink: Groupthink, a phenomenon where the desire for
consensus overrides critical thinking, can lead to poor
decision-making and a lack of innovative solutions.

CROUP DECISIOH-MAKING
Technigques far SGroup Decsion-Making
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UNIT-11I
PERCEPTION
Perception is a process by which individuals organize and
interpret their sensory impressions to give meaning to their
environment. Perception could be explained in various ways
It is the process of receiving information about and making
sense of the world around people.
It is also the process of deciding which information to notice,
how to categorize the noticed information, and how to
interpret it within the framework of one’s existing knowledge.
Similarly, while many in a firm may view it as a great place to
work, favourable working conditions, interesting job
assignments, good pay, excellent benefits and understanding
and responsible management, there will be people who may
feel frustrated because of the target, time schedule etc. That is,
the same organization is perceived as good by some and as
bad by some others.
DEFINITION
According to Joseph Reitz; “Perception includes all those
processes by which an individual receives information about
his environment—seeing, hearing, feeling, tasting and
smelling.”
According to B. V. H. Gilmer, “Perception is the process of
becoming aware of situations, of adding meaningful
associations to sensations.”
According to S. P. Robbins, perception can be defined as
“the process by which individuals organize and interpret their
sensory impressions in order to give meaning to their
environments.”
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Perception
Perception is a subjective, active and creative process through
which we assign meaning to sensory information to
understand ourselves and others. It can be defined as our
recognition and interpretation of sensory information. It also
includes how we respond to the information

It is the process by which an organism detects and
interprets information from the external world by means of
the sensory receptors. It is our sensory experience of the
world around us and involves both the recognition of
environmental stimuli and actions in response to these
stimuli..

Perception not only creates our experience of the world
around us; it allows us to act within our environment.
Perception is very important in understanding human
behaviour because every person perceives the world and
approaches life problems differently. Whatever we see or feel
is not necessarily the same as it really is. When we buy
something, it is not because it is the best, but because we take
it to be the best.

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.

With the help of perception, the needs of various people can
be determined, because people’s perception is influenced by
their needs.

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
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differently. In order to deal with the subordinates effectively,
the managers must understand their perceptions properly.
Perception can be important because it offers more than
objective output; it ingests an observation and manufactures
an altered reality enriched with previous experiences.
Perception builds character (not necessarily good or bad
character) that defines different roles individuals fall into the
clown, the hypocrite, the self-righteous, the victim, etc..

It is vitally important if we want to get along with others to try
to see things from their perspective or walk in their shoes for a
while. If we walk in their shoes we will gain a new
perspective about things and in that understand the other and
also can love and help the other more appropriately.

PERCEPTUAL SELECTIVITY

The term  "perceptual selectivity" describes people's
propensity to concentrate on some elements of their
surroundings while disregarding others. A number of
variables, including prior experiences, expectations,
aspirations, and personal interests, affect this choice.
Perceptual selectivity basically controls which information is
focused on and processed further, influencing how people see
the world.

For Example, A crowded social event, like a party, might
serve as an example of perceptual selectivity.

Managerial Implications of Perception

1. Hiring and Team Structure: Managers need to
understand that various people have different ways of seeing
and understanding the same information. It is crucial to take
into account a variety of viewpoints while forming teams in
order to foster innovation and creativity. Developing
harmonious and complementary teams can be facilitated by an
understanding of how perception affects team dynamics.
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2. Feedback and Communication: Managers need to
understand that employees' perceptions affect how they
receive and interpret communications. They should modify
their communication approach to guarantee lucidity and
congruence with the views of their staff. Furthermore, prompt,
constructive feedback that takes into account individual
variances in perception can improve worker performance and
engagement.

3. Resolving Conflicts: Disparities in perception can cause
miscommunications and disputes among group members. It is
the responsibility of managers to promote transparent
communication and resolve disputes by recognizing and
addressing differing viewpoints. Fostering empathy and
perspective-taking can assist team members in appreciating
other points of view and amicably resolving problems.

4. Performance Evaluation: Supervisors need to be aware
of how their opinions affect feedback and performance
reviews. Biases resulting from subjective impressions can be
minimized by using fair and open evaluation standards.
Frequent performance reviews that take into account workers'
viewpoints and contributions can improve motivation and
create a happy work atmosphere.

5. Organization Culture: Employee  impressions  of
leadership, values, and company culture are shaped by
perceptions. By coordinating activities with declared
principles and cultivating an inclusive atmosphere where
different viewpoints are acknowledged and appreciated,
managers may actively control the culture of their
organizations.

6. Decision-Making: Managers need to be aware that
perceptual biases have the potential to influence decision-
making. Managerial decision-making can be less affected by
perceptual biases by putting in place frameworks for decision-
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making that promote evidence-based reasoning, critical
thinking, and evaluation of opposing views.

Perceptual process

Perceptual process consists of several sub-processes. It is an
input-output process. Here, the stimuli, namely, the
environment, subject, events or people can be considered as
inputs. These inputs are ‘processed’ through selection,
organization, and interpretation. The outcomes are opinions,
feeling and attitudes etc. which ultimately decide the
behaviour of the people.

1.Perceptual inputs: Stimuli may be in the form of objects,
events or people. [Taj Mahal, filthy gutters, cheating by cab
drivers, beggars or Santhi Niketon as mentioned in the
example]. Everything in the environment where events occur
or which contribute to the occurrence of events can be termed
as perceptual inputs. Characteristics of stimuli are important
as these affect the perceiver. When the perceiver interacts
with a stimulus, sensation takes place which starts perception
process

2. Perceptual mechanism: It involves three elements viz.
selection of stimuli, organisation of stimuli and interpretation
of stimuli.

Selection of stimuli: As it is not possible for a person to
use all the stimuli which he sees in the environment, only
some are selected for further processing while others are
screened out [As the wife of the American visitor in the
example who sees only the unpleasant things and the
American who sees only the pleasant things] . These stimuli
are classified as internal and external factors.

Organization of stimuli: The stimuli are organized in some
form to make sense out of that.

Interpretation of stimuli: People interpret the meaning of
what they have selectively perceived and organized in terms
of their own assumptions of people, things and situations.
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They become judgemental and tend to interpret the things as
good / bad, pleasant / unpleasant etc, in relative terms.
Interpretation is affected by characteristics of stimuli,
situations under which perception takes place and
characteristics of the perceiver.

3. Perceptual outputs: Perceptual outputs emerge based on
perceptual mechanism which ends with interpretation of
stimuli. These outputs may be in the form of attitudes,
opinions, beliefs or impression. These outputs along with
other factors result in actual behaviour. As in the example of
American couple visiting India, the wife interprets that India
is not a pleasant country and may not visit again. She may
even tell her relatives / friends not to visit India. But the
husband who has interpreted that India is a beautiful country
is likely to visit again and may recommend to his people to
visit India.

Though perceptual outputs are important to affect
behaviour, perception alone is not adequate. For example,
when a person is impressed with the advertisement of a
product and also recommend by his friends [stimuli], he may
perceive that the product is good, but this perception alone
may not be enough to make him purchase the product
[behaviour] because purchasing depends on his capacity to
spend, availability of the product and the need for the product.

Factors influencing perceptual selectivity

Perception is a selective process as people can select only a
limited amount of information in the environment. Through
selection, certain aspects of stimuli which are admitted
/accepted remain in the minds of people for interpretation. For
example, when people read newspapers, they do not read all
the columns; they concentrate on the items in which they are
interested. Perceptual selectivity is caused by two categories
i.e. external and internal
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External factors in perceptual selectivity:

Size: Size affects attraction of the perceiver. Generally bigger
the size, higher is the probability of getting attracted. Bigger
letters in the newspapers, large screens, tall and hefty people,
big buildings etc, attract people’s attention easily. Many a
time miniatures such as replicas of buildings, books etc also
get noticed by people.

Intensity: The intensity principle of attention suggests that
higher the intensity of the external stimulus, the more likely it
is to be perceived. A loud voice, strong odour or bright light is
noticed more as compared to feeble voice, weak odour or dim
light.

Repetition: Repeated external stimulus is more likely to get
noticed. Repetition increases people’s sensitivity or alertness
to the stimulus. Advertisers use this principle to attract
consumers’ attention. In organizations also repeated
instructions will have more effect than one-time instruction.
Familiarity: Familiar situation or events in familiar situation,
familiar jargons or familiar people draw attention. E.g. Same
sales-persons in a departmental store draw the attention of the
customers. Familiar or known faces in a crowd or a foreign
land certainly attract one’s attention.

Novelty: Novel events and situations attract attention. People
who do things differently such as sculpturing on rice granules,
preparing the smallest bible, “fire eaters”, people with long
hairs or long moustache definitely draw the attention of
people. In organizational context, job rotation draws the
attention of people because of the new jobs.

Contrast: When someone looks different from others, such as
a tall man in a crowd or a dwarf among the tall, draws
attention. When the entire crowd is in white and white, the
only man in black suit certainly draws other’s attention.
Motion: A moving object draws more attention as compared
to a stationary object. People look curiously at a bullet train
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when it speeds at 500 km / hr rather than when it idles in the
station. A fountain or waterfall draws more people than a
calm water body. Signboards with flickering lights are easily
noticed than normal signboards.

Internal factors in perceptual selectivity:

While external factors are related to environmental stimuli,
internal factors are concerned with the mental makeup of
individuals. Generally, people select those stimuli from the
environment which appeal to their personality and compatible
with their thinking. There are many internal factors which
influence selection of stimuli.

Self —concept: The way a person looks at the world is
influenced by, to a large extent, his self-concept or self-image.
It can be considered as an internal form of getting attention
and is largely based on an individual’s psychology. Knowing
oneself makes it easier to understand characteristics which
they are likely to see in others. People select only those
aspects in others which match their characteristics.

Beliefs: An individual’s beliefs have profound impact on his
perception. Thus, a fact is understood not on what actually it
is but what a person believes it to be. The individual normally
avoids the stimuli inputs which are likely to disturb his
existing beliefs. According to psychologists, an individual
indulges in self-censorship of communication or inputs to
protect his own beliefs and practices and seeks out
information which supports his beliefs and practices.
Expectations: Perception is influenced by individual’s
expectations. Generally, people opine that University rank-
holders are sincere, studious and hardworking. The managers
perceive that these people would do well in their jobs also and
give them responsible jobs.

Inner needs: Need is a feeling of tension or discomfort. Need
arises when a person feels that he is not possessing certain
things. Hence, to fulfill their needs people select stimuli to
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suit their needs.

Response disposition: It refers to a person’s tendency to
perceive familiar stimuli rather than unfamiliar ones. Thus a
person will select the stimuli which are familiar to them. In an
experiment persons having more orientation towards religion
were able to recognize ’priest’ ‘prayer’ etc compared to the
terms such as ‘cost’ ‘price’ etc.,

Response salience: It is the set of preconceived ideas which
are not determined by the familiarity of the situations but by
the person’s mental makeup. In an organization, the
effectiveness of functioning or profit may be viewed by the
marketing people as a result of marketing strategy while the
HR personnel may feel that it is because of good HR
management practices such as training, incentive etc., This
happens because people are accustomed to think only in a
particular angle of their interest.

Perceptual defense: It refers to the filtering out of those
elements which are expected to create conflict or threatening
situation in people. It is done by denying the existence /
importance of the stimuli, distorting the additional
information to match their views or treating the disturbing
stimuli as non-representative.

DEVELOPING PERCEPTUAL SKILLS

People can improve their capacity to effectively understand
and make sense of the environment around them by
developing their perceptual abilities. These abilities include
gaining the ability to successfully detect, comprehend, and
react to sensory information. The following are a few methods
people can use to improve their perception:

1. Sensorily Aware: Being more conscious of one's sensory
experiences is the first step towards mastering perceptual
abilities. People can practice mindfulness meditation, do
sensory-focused exercises, or spend time in nature as ways to
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enhance their sense of perception. People can improve their
capacity to recognize and understand clues from their
surroundings by deliberately paying attention to their sensory
input.

2. Practice Observation: People can improve their sharp
observational abilities by purposefully participating in
observation exercises. This might include looking at artwork,
observing people in public areas, or playing games and
puzzles that require observation. People may train their minds
to notice subtleties, patterns, and correlations that they might
otherwise miss by engaging in focused observation exercises.
3. Seek Feedback: Getting input from other people might
provide an important insights into how well one see things.
People can ask peers, mentors, or supervisors for feedback on
their observations, interpretations, and decision-making
processes. Constructive feedback can assist people in
recognizing their biases, blind spots, and areas in which their
perceptual abilities need to be strengthened.

4. Expose to Diversity: Getting exposed to a range of
viewpoints, experiences, and cultures can help one to develop
a wider range of perceptions. One's view of the world may be
broadened and challenged by interacting with individuals
from other backgrounds, visiting new locations, and
consuming a range of media. Diversity acceptance can
promote tolerance, empathy, and adaptation in perception.

5. Build Critical Thinking Skills: Improving one's ability to
think critically is essential to improving one's perception.
People can exercise critical thinking by challenging
presumptions, assessing the available data, and taking into
account opposing views. Participating in discussions,
dissecting intricate issues, and pursuing a variety of
information sources helps improve perceptual accuracy and
fortify critical thinking abilities.

6. Develop Empathy: By allowing people to comprehend
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and relate to the thoughts and feelings of others, empathy can
improve one's ability to perceive and perceive things.
Building stronger relationships and enabling a more nuanced
understanding of social dynamics and cues may be achieved
via engaging in active listening, perspective-taking, and
empathic communication practices.

7. Taking Part in Creative Activities: Creating art, music,
or writing are examples of creative endeavors that can inspire
imagination and perceptual inventiveness. People are
encouraged to view and understand the environment in new
ways through creative expression, which promotes
adaptability and creativity in perceptual processing.

8. Reflect and Self-Assess: Regular self-evaluation and
reflection can assist people in tracking their perceptual
progress and pinpointing areas in which they still need to
improve. Maintaining a diary, engaging in self-evaluation
tasks, or looking for chances for reflection can help develop
self-awareness and continuous perceptual skill improvement.
9. Seek Lifetime Learning: Through lifetime learning,
perceptual abilities may be continuously enhanced and
improved. They are not fixed. People might look for formal
and informal learning opportunities, such as classes, seminars,
or reading materials about psychology, perception, and
cognition.

WHAT IS ATTITUDE

Attitude refers to a psychological construct representing an
individual's feelings, beliefs, and predispositions toward an
object, person, situation, or concept. It encompasses three
main components: cognitive, affective, and behavioural.

1. Cognitive Component: This aspect of attitude involves
beliefs, thoughts, and perceptions about the object of attitude.
It reflects what a person knows or believes to be true about the
object. For example, if someone has a positive attitude

68|Page




toward exercise, their cognitive component may include
beliefs such as "Exercise improves health and fitness" or
"Regular physical activity is important."

2. Affective Component: The affective component of
attitude involves emotions, feelings, or evaluations associated
with the object. It reflects how a person feels about the object
on an emotional level. Using the previous example, if
someone has a positive attitude toward exercise, their
affective component may include feelings of enjoyment,
satisfaction, or happiness when engaging in physical activity.
3. Behavioural Component: The behavioural component of
attitude involves behavioural intentions or predispositions
towards the object. It reflects how a person is likely to behave
or act in relation to the object. Continuing with
the example of exercise, someone with a positive attitude
toward exercise may demonstrate behaviours such as
regularly going to the gym, participating in sports activities,
or following a workout routine.

WHAT IS BEHAVIOUR?

Behaviour refers to the actions, conduct, or observable
responses of an individual in a particular situation. It
encompasses all the ways in which people act, interact, or
react to internal and external stimuli. Behaviour can be
observed directly through actions, gestures, verbal responses,
or other observable indicators.

Features of Behaviour are:

Observable: Behaviour is observable and can be measured or
assessed  directly through  sensory  perception  or
instrumentation. It includes both overt behaviours that are
readily visible to others and covert behaviours that may be
less observable but still detectable through indirect means.
Context-Dependent: Behaviour is influenced by various
situational factors, including social norms, peer pressure,
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environmental cues, and personal motivations. People may
exhibit different behaviours in different contexts or situations
based on these factors.
Variable: Behaviour can vary widely among individuals and
across different situations. It may be influenced by personality
traits, attitudes, beliefs, emotions, past experiences, and other

internal states.

Difference between Attitude and Behaviour

Basis Attitude Behaviour

Meaning Attitude refers to a | Behaviour refers to
person's evaluation or | the actions,
judgment of an object, | conduct, or
person, situation, or | observable
concept. responses of an

individual in a
particular
situation.

Trait The trait of attitude is | The trait of
human. behaviour is

inborn.

Based on Attitude is based on Behaviour is based
experiences, social on situation,
influences, cultural making it less
norms, and other subject to
subjective factors. individual

interpretation.

Subjective Attitudes are Behaviour is

subjective and can
vary greatly among
individuals.

objective and can
be observed and
measured in a
more concrete and
tangible manner.
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Defined by

Attitude is defined by
how we perceive
things.

Behaviour is
defined by social
norms.

Stability Attitude tends to be Behaviour can
relatively stable over | vary widely among
time, although it can | individuals and
change in response to | across different
new information, situations. It may
experiences, or not always align
persuasive efforts. with attitudes or

internal states due
to external
constraints or
conflicting
motivations.

Components | The components are Behaviour does

cognitive (beliefs and
thoughts), affective
(emotions and
feelings), and
behavioural (actions
and intentions).

not have distinct
components like
attitudes. It
represents the
outward
manifestation of
various internal
processes and
motivations.

8 FACTORS RESPONSIBLE FOR DEVELOPMENT OF

ATTITUDES

The factors which lead to development of attitudes are:

a. Family
b. Peers

c. Conditioning

d. Social adjustment functions
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e. Direct instruction
f. Modelling
g. Satisfaction of wants and h. Prejudices.

Family: Family is the most powerful source for formation of
attitudes. The parents, siblings provide information about
various things. Attitudes developed by an individual, whether
positive or negative are the result of family influence, are very
powerful and difficult to undo.

Peers: As the individual develops, he comes in contact with
outer world and peers in first place. Peers include same age
friends, neighbours, classmates, etc. The child tries to
internalise the attitudes of these people.

Conditioning: When we are conditioned or adjusted to a
certain set up of people, situation, etc., we will be influenced
by that. Hence, our associations lead to develop attitudes.
Many times the kind of reinforcement we get from
environment also leads to develop attitudes.

On the other hand, negative reinforcement like punishment,
teasing, criticizing, troubling may lead to develop negative
attitude.

Examples: when a patient’s life is saved by a particular
hospital at critical moments, he will develop a favourable
attitude about that hospital (classical conditioning). Similarly,
in instrumental conditioning, reward consequences of any
behaviour will shape our attitude. For example, if you express
an attitude to a friend, who then reinforce your behaviour in
the form of smiling, your attitude is likely to be strengthened,
otherwise gets weakened.

Social adjustment functions: This is otherwise called
balance theory. Every society has majority of people who
prefer to lead a harmonious life. They try to avoid
unnecessary friction of conflicts with people. Naturally, they
are inclined to develop positive attitudes towards most of the
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people and issues. Our attitudes may facilitate and maintain
our relationships with members of positively valued groups.
Usually we want to go with significant others to us, and rebel
against those unwanted

Direct instruction: Sometimes direct instruction can
influence attitude formation. For example, somebody gives
information about a hair dye or usefulness of some fruit, we
develop an attitude about that product, may be positive or
negative.

Modelling: This has been influential in developing attitudes
toward a wide range of issues from alcohol to various kinds of
dress, shoes, etc.

Satisfaction of wants: Individual develops favourable
attitudes towards those people and objects which satisfy his
wants and unfavourable attitudes towards those who do not
satisfy.

Prejudices: Prejudices are preconceived ideas or judgments
where one develops some attitudes on other people, objects,
etc., without proper information. For example, disliking a
doctor or a nurse without knowing their abilities, just because
of their caste, religion, region, nationality, etc.

EFFECTS OF EMPLOYEE ATTITUDE

MEANING

Employee attitude affects productivity, job satisfaction, and
company culture, with positive attitudes boosting performance
and negative ones hindering it. Positive attitudes lead to
higher productivity, creativity, and teamwork, while negative
attitudes can cause lower performance, higher absenteeism,
and increased turnover.

Effects of positive employee attitudes

Increased productivity and performance: Employees with
positive attitudes are more motivated, put in more effort, and
are committed to their work'’s success.
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Higher job satisfaction: A positive outlook is strongly linked
to job satisfaction, which in turn leads to better performance.
Improved work environment: Positive attitudes help create
a more positive atmosphere for everyone and lead to better
relationships among peers.

Enhanced creativity: A positive mind-set can boost
creativity and innovation.

Reduced turnover: Positive attitudes, satisfaction, and
commitment lead to a lower likelihood of employees leaving
the company

Effects of negative employee attitudes

Lower productivity and performance: Negative attitudes
can result in apathy, substandard work, and a focus on failure
rather than success.

Higher absenteeism and turnover: Negative attitudes are
associated with a greater likelihood of employees being absent
from work and a higher rate of quitting.

Damaged team cohesion: A negative attitude can create
frustration and a lack of team cohesion, making productive
teamwork difficult.

Decreased morale: A negative employee can lower the
morale of their colleagues.

DEVELOPING POSITIVE ATTITUDE.

Meaning

Developing a positive attitude involves practicing gratitude,
challenging negative self-talk with positive affirmations, and
spending time with supportive people. You can also foster a
positive mindset by focusing on solutions rather than
problems, setting and working toward personal goals,
practicing mindfulness, and maintaining a healthy lifestyle
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Mindset and thought patterns

Challenge negative thoughts: Instead of accepting negative
self-talk, question its validity and reframe it into something
more positive or realistic.

Use positive affirmations: Repeat positive statements to
yourself to build self-belief and a more positive outlook.
Focus on the present: Avoid dwelling on the past or
worrying about the future. Practice mindfulness to stay
engaged with the current moment.

Reframe challenges: View problems as opportunities for
growth and creativity rather than insurmountable obstacles.
Learn from mistakes: See mistakes as learning experiences
to be analysed for improvement, not as failures

Actions and habits

Practice gratitude: Keep a gratitude journal to regularly
write down things you are thankful for to shift your focus to
what's going right in your life.

Set and pursue goals: Work toward personal and
professional goals to build a sense of purpose and
accomplishment.

Engage in healthy habits: Incorporate exercise, healthy
eating, and enough rest, as feeling physically well can
improve your mental outlook.

Limit negative influences: Be mindful of the information
you consume through media and minimize your exposure to
negativity.

Social and emotional well-being

Surround yourself with positive people: Spend time with
friends, family, or mentors who are supportive and have a
positive attitude.

Practice self-compassion: Be kind to yourself, especially
after a setback, and treat yourself with the same understanding
you would offer a friend.
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Find humor: Learn to find humor in difficult situations to
make them less serious.

Express gratitude to others: Making others feel happy can
also create a positive feedback loop

Focusing on positive thinking

You can learn to turn negative thinking into positive thinking.
The process is simple, but it does take time and practice —
you're creating a new habit, after all. Following are some
ways to think and behave in a more positive and optimistic
way:

Identify areas to change. If you want to become more
optimistic and engage in more positive thinking, first identify
areas of your life that you usually think negatively about,
whether it's work, your daily commute, life changes or a
relationship. You can start small by focusing on one area to
approach in a more positive way. Think of a positive thought
to manage your stress instead of a negative one.

Check yourself. Periodically during the day, stop and
evaluate what you're thinking. If you find that your thoughts
are mainly negative, try to find a way to put a positive spin on
them.

Be open to humor. Give yourself permission to smile or
laugh, especially during difficult times. Seek humor in
everyday happenings. When you can laugh at life, you feel
less stressed.

Follow a healthy lifestyle. Aim to exercise for about 30
minutes on most days of the week. You can also break it up
into 5- or 10-minute chunks of time during the day. Exercise
can positively affect mood and reduce stress. Follow a healthy
diet to fuel your mind and body. Get enough sleep. And learn
techniques to manage stress.

Surround yourself with positive people. Make sure those in
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your life are positive, supportive people you can depend on to
give helpful advice and feedback. Negative people may
increase your stress level and make you doubt your ability to
manage stress in healthy ways.

Practice positive self-talk. Start by following one simple
rule: Don't say anything to yourself that you wouldn't say to
anyone else. Be gentle and encouraging with yourself. If a
negative thought enters your mind, evaluate it rationally and
respond with affirmations of what is good about you. Think
about things you're thankful for in your life.

MORAL

Meaning

Moral represents the attitudes of individuals and groups in an
organization towards their work environment. Morale is an
indicator of the attitude of employees towards their jobs,
superiors and their organizational environment. It is a
collection of the employee’s attitude, feelings and sentiments.

Definitions

According to Flippo has described morale “as a mental
condition or attitude of individuals and groups which
determines their willingness to co-operate. Good morale is
evidenced by employee enthusiasm, voluntary confirmation
with regulations and orders, and a willingness to co-operate
with others in the accomplishment of an organization’s
objectives. Poor morale is evidenced by surliness,
insubordination, a feeling of discouragement and dislike of
the job, company and associates.”

According to William Spriegel, “morale is the co-operative
attitude or mental health of a number of people who are
related to each other on some basis”.

77|Page



https://www.mbaknol.com/organizational-behavior/attitudes/

According to Leighton, “morale is the capacity of a group of
people to pull together persistently and consistently in pursuit
of a common purpose”.

BENEFITS

As we have reiterated earlier, high employee morale is
directly connected to increased productivity and reduced
turnover rates. It also leads to enhanced creativity, better
customer service, and an overall positive work atmosphere.
Some other benefits of high employee morale include:

Higher employee engagement

More opportunities for creativity and innovation

Better customer service and satisfaction

More evolved work culture

Reduced tardiness among employees

Attracting and retaining top talent

Better relationship with the leadership team

1. Increases Productivity

When employees have high morale, they are motivated and
enthusiastic about their work. This leads to better
performance, faster completion of tasks, and overall
improvement in productivity.

2. Reduces Absenteeism and Turnover

High morale reduces employee dissatisfaction. Workers with
positive morale are regular, punctual, and less likely to leave
the organization, which saves recruitment and training costs.
3. Improves Teamwork and Cooperation

Employees with good morale work together harmoniously.
They maintain healthy relationships, cooperate with each
other, and contribute to a supportive team environment.

4. Enhances Creativity and Innovation

When morale is high, employees feel confident to express
new ideas and take initiatives. This leads to innovation and
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continuous improvement in the organization.

5. Ensures Better Quality of Work

Motivated employees take pride in their work and pay
attention to detail. As a result, the quality of goods and
services improves, enhancing customer satisfaction.

6. Lowers the Need for Supervision

Employees with high morale are self-disciplined and
responsible. They require minimal supervision, allowing
managers to focus on other important tasks.

7. Builds Organizational Reputation

When employees are happy and satisfied, they speak
positively about their workplace. This builds a good public
image and helps attract skilled workers and loyal customers.

8. Increases Adaptability to Change

High morale makes employees more flexible and open to new
ideas. They are better able to adapt to organizational changes,
challenges, and technological advancements.

9. Promotes Employee Loyalty

Good morale fosters a strong sense of belonging and
commitment. Loyal employees stay longer in the company
and contribute positively to its success.

10. Creates a Healthy Work Environment

High morale creates a positive, friendly, and stress-free
atmosphere. It reduces workplace conflicts and improves
mental and emotional well-being among employees.

MEASUREMENT OF JOB MORAL

Since morale is intangible and a state of mind, it cannot be
measured directly but is evaluated using several indirect
methods:

Attitude or Morale Surveys: These are the most widely used
direct method. Anonymous surveys and questionnaires (e.g.,
pulse surveys or comprehensive annual surveys) are used to
gather feedback on various job facets like pay, supervision,
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nature of work, and work-life balance. The responses are then
compiled and analysed to gauge overall morale.

Observation: Managers and supervisors can observe
employee behaviour and interactions for signs of high or low
morale, such as enthusiasm, cooperation, body language, and
general workplace atmosphere. However, this method can be
subjective and may only indicate changes after they have
already occurred.

Morale Indicators/Company Records: objective,
guantifiable data from company records serve as indirect
indicators:

Absenteeism and Turnover Rates: High rates often suggest
low morale, as dissatisfied employees are more likely to miss
work or leave the organization.

Grievances and Complaints: An excessive number of formal
complaints or grievances indicates underlying dissatisfaction
and low morale.

Productivity and Quality Records: Fluctuations or declines
in the quantity and quality of output can signal morale issues,
as motivated employees are more efficient and detail-oriented.
Accident Rates: Higher incidences of workplace accidents
can be an indicator of mental unrest and distraction caused by
poor moral.

8 WAYS TO MEASURE EMPLOYEE MORAL

1. Attitude Surveys

One of the simplest ways to measure morale is to conduct an
employee morale survey. Morale or attitude surveys ask
relevant questions regarding an employee’s thoughts and
feelings toward the organization and their role within it.
Employees are asked to respond to questions on a scale
ranging from strongly disagree to strongly agree. These
surveys often include statements like “I feel valued by my
manager” or “I am content with the role I play in my
company.”
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2. Employee Counselling

One of the ways to not only measure employee morale but to
identify causes of variations in morale is to offer employee
counselling. During counselling sessions, employees are able
to express their true feelings and attitudes toward their work
in a safe and confidential session. Employment counsellors
support employees in understanding why they may be
experiencing dwindling morale. Counsellors also make notes
of employee sentiments, reporting the results to management
so that adjustments can be made to improve morale.

3. Grievance Reporting

Keeping track of employee grievances is essential for
organizations that want to boost morale. When employees feel
that they are able to express concerns and that those concerns
have a likelihood of being addressed, it often leads to
increased satisfaction. Managers can implement systems for
hearing, tracking, and following up on grievances. Having an
open-door policy is the best way to encourage and facilitate
resolving employee concerns.

4. Suggestion Boxes

While human resources experts say that it’s always better to
get direct feedback from employees, sometimes it’s good to
offer an anonymous option, as well. When employees have
concerns about privacy, confidentiality, and safety when
expressing their concerns, organizations can implement
suggestion boxes instead. Employees can anonymously
submit their grievances or provide feedback on how to
improve morale. Suggestion boxes can be physical or virtual
and provide a convenient way for managers to collect
employee opinions regularly.

5. Exit Interviews

Employees are an organization’s most valuable asset, and
their feedback can help companies make important changes
that drive success. One way to gain valuable insight into
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employee morale is through exit interviews.

6. Productivity

There is a positive correlation between employee morale and
productivity—the higher the employee morale, the higher
your organization’s productivity. High employee
productivity is often the result of highly satisfied and engaged
employees. In general, employees with high morale are less
absent and more active, resulting in them producing at higher
levels. While the two metrics are related, it’s important to
keep in mind that a decrease in productivity doesn’t
necessarily mean a decrease in morale and vice versa.
Therefore, if your organization is experiencing high
productivity, it’s important not to assume that morale is also
high, as these are two separate metrics.

7. Engagement

Employee engagementis another metric that’s often
positively correlated with morale. According to Gallup, a
leading corporate analytics company, employee engagement
is defined as the degree to which employees are enthusiastic
about and engaged in their work and workplace. Employee
morale constitutes the enthusiasm that an employee feels
toward their work. By measuring employee engagement, you
can better understand the attitudes and emotions that
employees exhibit regarding their work and the organization.
8. Turnover and Absenteeism

High turnover rates and absenteeism could be indicative of an
employee morale issue. Highly engaged employees who
demonstrate strong levels of enthusiasm toward their jobs
tend toremain with organizations longer. Likewise,
absenteeism, which is the state of not showing up for work
due to low motivation, is also mitigated when morale is high.
If your organization is experiencing high turnover and
absenteeism, job burnout may be a contributing factor. High
stress leads to poor health, which leads to increased sick days,
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so offering wellness support may help indirectly increase
morale by preventing burnout.

JOB SATISFACTION

MEANING

Job satisfaction refers to the level of contentment employees
feel about their work. It reflects how much they like or dislike
their job, their work environment, and the organization as a
whole. It is an emotional response that results from comparing
actual outcomes with expected outcomes from a job.

job satisfaction means the job meets your employee’s needs
and expectations. Many businesses also use it to measure how
happy and committed employees are to their work. When
employees feel fulfilled at work, it shows in how they
perform. They are more likely to invest the extra effort
resulting in increased productivity, efficiency, and better
overall job performance.

But what causes job satisfaction or dissatisfaction? Here are a
some factors that contribute:

Nature of tasks and responsibilities

Competitive pay and benefits

Work environment and organizational values

Growth opportunities

Autonomy and control

Team dynamic and managerial support

Workload and stress levels

Recognition and rewards

And job security

FACTORS AFFECTING JOB SATISFACTION

Several factors contribute to job satisfaction, influencing how
content and motivated employees feel in their workplace.
These factors can vary significantly from one individual to
another, but there are common elements that frequently
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impact job satisfaction:

1. Work Conditions: The physical and psychological
conditions of the workplace play a crucial role. This includes
the safety of the work environment, the tools and resources
available for employees to perform their duties, and the
overall comfort and cleanliness of the work setting.

2. Nature of the Work: Jobs that are intellectually
stimulating, offer variety, and provide opportunities to use
skills effectively tend to increase job satisfaction. Employees
generally prefer roles that match their personal interests and
skills.

3. Compensation and Benefits: Competitive wages, along
with appropriate benefits like health insurance, retirement
plans, andpaid leave, are fundamental for employee
satisfaction. Compensation also includes bonuses and other
performance-related pay that recognizes and reward employee
contributions.

4. Organizational Culture and Values: A positive,
inclusive, and ethical culture that aligns with personal values
enhances job satisfaction. Employees feel more satisfied in
environments where there is a strong sense of community and
shared purpose.

5. Relationships at Work: Good relationships with
colleagues and supervisors can greatly enhance job
satisfaction. Respectful, supportive interactions and a
collaborative work environment are highly valued.

6. Job Security: Stability in employment ensures that
employees don’t feel constant stress about losing their jobs,
which can significantly increase job satisfaction.

7. Work-Life Balance: The ability to balance work demands
with personal life significantly affects satisfaction. Flexibility
in work schedules, telecommuting options, and policies that
support personal time off contribute to a better work-life
balance.
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8. Recognition and Rewards: Feeling valued and recognized
for one’s work through formal recognition programs,
promotions, and positive feedback can boost job satisfaction.
9. Career Development Opportunities: Opportunities for
professional growth, such as training, education, and
advancement prospects, are important. Employees who see a
clear path for career progression are more likely to be satisfied
with their jobs.

10. Autonomy and Empowerment: The degree of control
and independence, employees have over their work can
significantly affect their job satisfaction. Jobs that allow
for decision-making autonomy and provide empowerment
tend to be more satisfying.

Importance of Job Satisfaction

The importance of job satisfaction extends beyond the
individual employee to impact the overall health and
effectiveness of an organization. Here are several reasons why
job satisfaction is crucial:

1. Enhanced Productivity: Satisfied employees are typically
more productive. When employees are happy and engaged
with their work, they are more likely to put in the effort and
dedication needed to achieve high levels of performance.

2. Reduced Turnover: High job satisfaction is a key factor in
retaining employees. Workers who are content with their jobs
are less likely to seek employment elsewhere, reducing the
costs and disruptions associated with high staff turnover.

3. Improved Quality of Work: Job Satisfaction is often
linked to a higher quality of work. Employees who are
satisfied are more attentive to detail and take greater pride in
their work, leading to better outcomes and fewer mistakes.

4. Employee Engagement: Satisfied employees are more
engaged and committed to their organization. This
engagement can lead to greater loyalty and a willingness to go

85|Page



https://www.geeksforgeeks.org/business-studies/difference-between-reward-and-incentive/
https://www.geeksforgeeks.org/business-studies/decision-making/
https://www.geeksforgeeks.org/hr/employee-loyalty-meaning-importance-measurement-and-faqs/

above and beyond their regular duties, which benefits the
organization as a whole.

5. Attracting Talent: Organizations known for high job
satisfaction are more attractive to potential employees. This
reputation can help attract top talent, as prospective
employees are more likely to apply to companies where
workers are known to be happy and well-treated.

6. Positive Workplace Environment: High job satisfaction
contributes to a more positive, energetic, and
collaborative workplace atmosphere. This positivity can be
infectious, improving morale and reducing conflicts among
staff.

BENEFITS OF EMPLOYEE JOB SATISFACTION
Employee Job Satisfaction offers a range of benefits that can
profoundly impact the functioning and success of an
organization. Here are some key benefits of high job
satisfaction among employees:

1. Increased Productivity: Satisfied employees are generally
more productive because they are motivated to achieve their
best and contribute positively to the organization. Their
enthusiasm often translates into higher quality work and better
overall performance.

2. Enhanced Employee Retention: High levels of job
satisfaction are closely linked to reduced employee turnover.
Employees who are content with their jobs are less likely to
leave, which helps the organization retain valuable talent and
reduces the costs associated with hiring and training new
employees.

3. Improved Health and Well-being: Job Satisfaction
contributes to better physical and mental health among
employees. This can lead to lower healthcare costs and fewer
sick days, benefiting both the employees and the organization.
4. Positive Organizational Culture: When employees are
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satisfied with their work, it fosters a positive work
environment. This positivity can boost morale and lead to a
more cooperative and collaborative culture.

5. Lower Levels of Absenteeism: Satisfied employees are
less likely to take unnecessary days off, which helps maintain
consistent productivity and operational efficiency.

6. Better Customer Satisfaction: Employees who are happy
in their jobs are more likely to provide excellent customer
service, leading to higher customer satisfaction and loyalty.
This can enhance the organization's reputation and lead to
increased business opportunities.

7. Attracting Top Talent: Organizations known for high
job satisfaction are more attractive to potential employees.
This reputation can help attract highly skilled individuals,
thereby enhancing the talent pool and contributing
to innovation and growth.

STRESS

MEANING

Stress is the feeling of emotional or physical tension, or a state
of worry caused by a difficult situation. It is the body's
reaction to any challenge or demand, whether it's physical or
psychological. While a little stress can be motivating,
excessive stress can lead to mental and physical health
problems

DEFINITION

Richard S. Lazarus

“Stress is a particular relationship between the person and the
environment that is appraised as taxing or exceeding the
person’s resources and endangering their well-being.”

Stephen P. Robbins
“Stress is a dynamic condition in which an individual is
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confronted with an opportunity, constraint, or demand related
to what he or she desires and for which the outcome is
perceived to be both uncertain and important.”

Ivancevich and Matteson

“Stress is an adaptive response, mediated by individual
characteristics and psychological processes that is a
consequence of any external action, situation, or event that
places special physical and/or psychological demands upon a
person.”

CAUSES OF STRESS

Organizational stress often referred to as workplace stress, can
arise from a variety of sources within the work environment.
These causes of organizational stress can be broadly
categorized into several key factors:

1. Workload and Job Demands:

Excessive workloads or unrealistic expectations.

Tight deadlines and high-pressure projects.

Frequent overtime or long working hours.

Lack of job control and autonomy.

Frequent interruptions and multitasking.

2. Role Ambiguity and Role Conflict:

Unclear job descriptions and responsibilities.

Contradictory or conflicting job expectations.

Balancing multiple roles or responsibilities within the
organization.

3. Lack of Job Security:

Fear of layoffs, downsizing, or job insecurity.

Frequent reorganization and restructuring within the
company.

4. Inadequate Resources:
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Insufficient tools, equipment, or technology to perform tasks
effectively.

Limited access to necessary information or training.

Lack of support from colleagues or superiors.

5. Poor Work Relationships:

Conflict with colleagues or supervisors.

Bullying or harassment in the workplace.

Ineffective communication within the organization.

Lack of recognition and appreciation.

6. Organizational Culture and Climate:

A culture that values long hours and discourages work-life
balance.

Lack of trust and transparency within the organization.
Resistance to change or innovation.

A culture that tolerates or ignores stress-related issues.

7. Career Development and Advancement:

Stagnation or limited opportunities for career growth.
Lack of feedback on performance and development.
Uncertainty about future career prospects.

8. Work-L.ife Balance:

Difficulty balancing work demands with personal and family
life.

Lack of flexibility in work hours or remote work options.
9. Physical Work Environment:

Uncomfortable or unsafe work conditions.

Noise, overcrowding, or inadequate lighting.

Exposure to hazardous materials or risks.

10. Organizational Change:

Frequent changes in management or leadership.

Merger or acquisition-related stress.

Repeated restructuring or downsizing efforts.

11. Job Insecurity and Economic Factors:

Economic downturns, recessions, or industry-specific
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challenges.

Concerns about job stability and financial well-being.

12. Personal Factors:

Individual factors such as perfectionism, Type A personality,
or high levels of ambition.

Personal life stressors that spill over into the workplace.

It’s important to note that organizational stress is often the
result of the interaction between these factors, and individuals
may experience stress differently depending on their unigque
circumstances and coping mechanisms. Employers can help
mitigate organizational stress by implementing stress-
reduction programs, creating a supportive work environment,
and addressing specific stressors within their organization.
Employees can also take steps to manage stress, such as
practicing  self-care, seeking social support, and
communicating with supervisors about their concerns.

MANAGING STRESS.

1. Get active

Almost any form of physical activity can act as a stress
reliever. Even if you're not an athlete or you're out of shape,
exercise can still be a good stress reliever. Physical activity
can pump up your feel-good endorphins and other natural
neural chemicals that boost your sense of well-being. Exercise
also can refocus your mind on your body's movements. This
refocus can improve your mood and help the day's irritations
fade away. So go on a walk, take a jog, work in your garden,
clean your house, bike, swim, and weight train, vacuum or do
anything else that gets you active.

2. Eat a healthy diet

Eating a healthy diet is an important part of taking care of
you. Aim to eat many fruits, vegetables and whole grains.

3. Avoid unhealthy habits

Some people may deal with stress with unhealthy habits.
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These may include drinking too much caffeine or alcohol,
smoking, eating too much, or using illegal substances. These
habits can harm your health and increase your stress levels.

4. Meditate

During meditation, you focus your attention and quiet the
stream of jumbled thoughts that may be crowding your mind
and causing stress. Meditation can give you a sense of calm,
peace and balance that can help both your emotional well-
being and your overall health. Meditation can empower us to
enhance our well-being. You can practice guided meditation,
guided imagery, mindfulness, visualization and other forms of
meditation anywhere at any time. For example, you could
meditate when you're out for a walk, riding the bus to work or
waiting at your health care provider's office. Try an app to
show you how to do these exercises. And you can try deep
breathing anywhere.

5. Laugh more

A good sense of humor can't cure all ailments. But it can help
you feel better, even if you have to force a fake laugh through
your grumpiness. When you laugh, it lightens your mental
load. It also causes positive physical changes in the body.
Laughter fires up and then cool down your stress response.

So read some jokes, tell some jokes, watch a comedy or hang
out with your funny friends. Or give laughter yoga a try.

6. Connect with others

When you're stressed and irritable, you may want to isolate
yourself. Instead, reach out to family and friends and make
social connections. Even one good friend who listens can
make a difference.

Social contact is a good stress reliever because it can offer
distraction, give support, and help you put up with life's up
and downs. So take a coffee break with a friend, email a
relative or visit your place of worship. Got more time? Try
volunteering for a charity and help yourself while helping
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others.

7. Assert yourself

You might want to do it all, but you can't, at least not without
paying a price. Learning to say no or being willing to delegate
can help you manage your to-do list and your stress. Healthy
boundaries are important in a wellness journey. Everyone has
physical and emotional limits. Saying yes may seem like an
easy way to keep the peace, prevent conflicts and get the job
done right. But instead, it may cause you inner conflict
because your needs and those of your family come second.
Putting yourself second can lead to stress, anger, resentment
and even the wish to take revenge. And that's not a very calm
and peaceful reaction. Remember, you're a priority.

8. Try yoga

With its series of postures and breathing exercises, yoga is a
popular stress reliever. Yoga brings together physical and
mental disciplines that may help you reach peace of body and
mind. Yoga can help you relax and ease stress and anxiety.
Try yoga on your own or find a class — you can find classes
in many areas. Hatha yoga, especially, is a good stress reliever
because of its slower pace and easier movements.

9. Get enough sleep

Stress can cause you to have trouble falling asleep. When you
have too much to do — and too much to think about — your
sleep can suffer. But sleep is the time when your brain and
body recharge. Most adults need about 7 to 9 hours of sleep
each night. And how well and how long you sleep can affect
your mood, energy level, focus and overall functioning. If you
have sleep troubles, make sure that you have a quiet, relaxing
bedtime routine. For example, listen to soothing music, make
sure the area you sleep in is cool, dark and quiet, put phones
and tablets away, and stick to a regular schedule.

10. Keep a journal

Writing down your thoughts and feelings can be a good
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release for otherwise pent-up feelings. Don't think about what
to write — let it happen. Write anything that comes to mind.
No one else needs to read it. So don't aim for perfect grammar
or spelling. Let your thoughts flow on paper, or on the
computer screen. Once you're done, you can toss out what you
wrote or save it to think about later.

11. Get musical and be creative

Listening to or playing music is a good stress reliever. It can
provide a mental distraction; lessen muscle tension and lower
stress hormones. Turn up the volume and let your mind be
absorbed by the music. If music isn't one of your interests,
turn your attention to another hobby you enjoy. For example,
try gardening, sewing, reading or sketching. Or try anything
that makes you focus on what you're doing rather than what
you think you should be doing.

12. Seek counselling

If new stressors are making it hard for you to cope or if self-
care measures aren't relieving your stress, you may want to
think about therapy or counselling. Therapy also may be a
good idea if you feel overwhelmed or trapped. You also may
think about therapy if you worry a great deal, or if you have
trouble carrying out daily routines or meeting duties at work,
home or school. Professional counsellors or therapists can
help you find the sources of your stress and learn new coping
tools.

13. Taking a Walk

Exercise is a fantastic stress reliever that can work in minutes.
Taking a walk allows you to enjoy a change of scenery, which
can get you into a different frame of mind, and brings the
benefits of exercise as well. So whether you just need to take
a stroll around the office to get a break from a frustrating task
or you decide to go for a long walk in the park after work,
walking is a simple but effective way to rejuvenate your mind
and body.
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14.Yoga

Yoga combines physical movement, meditation, light
exercise, and controlled breathing—all of which provide
excellent stress relief.> And while you're likely to reap
immediate benefits from a single yoga session, you're likely to
receive long-term benefits if you incorporate it into your life
in a consistent way. Yoga offers a variety of physical,
psychological, and spiritual benefits. To get started, you might
take a class, enrol in an online program, or use an app to help
you begin practicing.

15. Meditation

Meditation can provide short-term stress relief and lasting
stress management benefits.® There are many different forms
of meditation to try, each unique and appealing. You might
develop a mantra that you repeat in your mind as you take
slow, deep breaths. Or, you might take a few minutes to
practice mindfulness, which involves being in the moment.
Simply pay attention to what you see, hear, taste, touch, and
smell.

16. Breathing Exercises

Focusing on or changing the way you breathe can make a big
difference to your overall stress level. Breathing techniques
can calm your body and your brain in just a few minutes. The
best news is that no one around you will know you're doing
them. So whether you're in a stressful meeting or sitting in a
crowded theatre, breathing exercises could be key to reducing
your stress.
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UNIT-1IV
ORGANISATIONAL CULTURE
MEANING
Organizational Culture refers to the shared values, beliefs,
attitudes, and behaviours that characterize a company or
institution. It encompasses the norms and practices that
shape how individuals within the organization interact with
each other, approach their work, and perceive the
organization's mission and objectives. Organizational
Culture is often considered the personality of a company,
influencing employee  engagement, decision-making
processes, and overall performance.

DEFINITION

Organizational culture refers to the shared values, beliefs,
norms, behaviours, and practices that characterize a particular
workplace or company. This culture is the collective
personality of an organization that shapes the way employees
interact, make decisions, and approach their work. Essentially,
corporate culture serves as a blueprint for how business is
done within the organization and influences the overall work
environment and employee experiences.

IMPORTANCE OF ORGANIZATIONAL CULTURE

1. Employee Engagement: A positive organizational culture
fosters a sense of belonging and purpose among employees.
When employees feel valued, supported, and aligned with the
company's values and goals, they are more likely to be
engaged and committed to their work.

2. Performance and Productivity: A strong organizational
culture can enhance employee motivation, morale, and
productivity. When employees are motivated by shared values
and a sense of camaraderie, they are more likely to collaborate
effectively, communicate openly, and strive for excellence in
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their roles. This contributes to higher levels of performance
and overall organizational success.

3. Innovation and Adaptability: Organizational Culture
plays a crucial role in fostering innovation and adaptability. A
culture that encourages creativity, risk-taking, and continuous
learning empowers employees to experiment with new ideas,
challenge the existing situation, and adapt to changing market
conditions. This enables the organization to stay competitive
and agile in an ever-evolving business environment.

4. Decision-Making and Problem-Solving: Decision-
making and problem-solving are vital for achieving
organizational success. A conducive work environment
fosters open communication, allowing individuals to express
their thoughts and ideas freely without reservation.
Ultimately, promoting an open work culture enhances the
quality of decision-making by allowing for the input of
various alternative solutions, thereby increasing efficiency
and ensuring the implementation of the most effective one.

5. Customer Satisfaction: A customer-centric culture affects
the level of customer satisfaction positively. By motivating
employees to provide excellent service and creating a work
environment that shows them value and interest, it contributes
to a higher level of satisfaction and loyalty, as employees
provide excellent service. Moreover, it also allows businesses
to remain up to date with customers’ changing needs.

CHARACTERISTICS OF ORGANIZATIONAL
CULTURE

1. Shared Values: These are the basic assumptions and
operational norms that an organization employs to guide its
members. The primary objective of these values is to unite
individuals by regulating their actions, to direct and support
its operations, and to enable people to trust each other.

2. Norms and Expectations: These are the unwritten
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guidelines that let employees understand how they need to
behave and interact with other employees. Some of the most
common elements of these norms include communication
style, ethics, and collaboration model. They are essential for
the organization as they create unity and consistency while
helping to remind the employees of the goal the organization
is trying to achieve.

3. Communication Style: It relates to how information is
transferred among employees of a company and the
organizational hierarchy. It denotes both the frequency and
the means of communication, as well as the tone and language
used. It can vary from more open and transparent to more
hierarchical and formal.

4. Leadership Style: It is the way in which the managers
interact with their team members and the manner in which
decisions are made. There are several approaches to this
notion, such as autocratic, democratic, transformational, or
laissez-faire. The leadership style adopted with the
organization is likely to affect its organizational culture.

5. Work Environment: Work Environment refers to the
physical, social, and psychological atmosphere, in which
employees carry out their tasks. Therefore, it includes the
layout and design of the office, the facilities provided for the
staff, the extent to which interpersonal relationships are
encouraged on the premises, and the overall “vibe”.

6. Rituals and Traditions: These are defined as recurring
symbolic practices, either formal or informal, through which
the company articulates and stabilizes its values and identity.
They improve connection and create an affiliation between
employees. Traditions also allow determining continuity shifts
and the possibility of building relationships with others.

TYPES OF ORGANIZATIONAL CULTURE
1. Hierarchical Culture: Hierarchical Culture can be
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characterized by the rigid organizational structure where
decision-making is centralized, communication goes from the
top down, and strict adherence to the prescribed procedure is
encouraged. The power is concentrated in the hands of the
most senior leaders. This can provide the stability and
efficiency needed to compete in some markets, but it can be
very inflexible.

2. Clan Culture: A clan culture involves the organization
functioning as an extended family. A clan culture is one in
which employees work together as they support one another
with a touch of a feeling of belongingness. The leaders work
as coaches as they promote the spirit of open communication
and trust. Members of the culture are motivated as they feel
that they are being appreciated by their leaders.

3. Adhocracy Culture: Adhocracy Culture is a kind of
corporate culture that focuses on innovation, flexibility, and
creativity. It is a dynamic and entrepreneurial culture, typical
for organizations that operate in a stable environment with
little hierarchy. Adhocracy Culture is characterized by a
dynamic and entrepreneurial place where employees are
encouraged to take risks for the benefit of the organization.
This culture is focused on external flexibility, with employees
encouraged to challenge the prevailing situation and innovate.
4. Market Culture: A market culture is associated with the
organization’s focus on competitiveness, results, and goal
achievement. In a market culture, organizations have a strong
external orientation and are actively focused on meeting needs
and exceeding competitors. Employees are motivated by
metrics, goals, and market share, and a strong emphasis is put
on their accountability.

5. Bureaucratic Culture: Bureaucratic Culture is a term that
is used to refer to a type of organizational culture that is
characterized by formalized procedures or rules, hierarchical
structures and adherence to rules and regulations. In a
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bureaucratic culture, the one who has the power to make
decisions is the management and the lower employees are
bound up by the protocol and the process set.

6. Innovative Culture: Innovative Culture is a work
environment designed to promote creativity, experimentation,
and the provision of new ideas. This type of culture allows
employees to think outside the box, take risks, and deviate
from the existing conditions. It is focused on the development
of collaborative practices and an open-minded approach to
multiple views.

HOW TO IMPROVE ORGANIZATIONAL CULTURE?
1. Define Core Values: Core Values are the principles and
beliefs behind one’s behaviour and decision-making.
Moreover, these values are the company’s identity, defining
the culture and philosophy of the organization. In other words,
core values are the main tool for guiding the staff in making
the right decisions and carrying out their communication with
customers, partners, and each other.

2. Foster Open Communication: Fostering  Open
Communication entails creating an environment where
employees feel comfortable in expressing their ideas,
concerns, and feedback without fear of judgment or rejection.
This involves establishing channels for two-way
communication, such as regular team meetings, suggestion
boxes, anonymous feedback mechanisms, and open-door
policies. Effective communication enables employees to share
information, collaborate on projects, resolve conflicts, and
contribute to organizational goals more effectively.

3. Promote Collaboration: Collaboration is a principle of
encouraging teamwork, and cooperation among workers
aimed at attaining common goals and objectives. This practice
can be encouraged through a number of strategies such as
team building, cross-functional, or departmental projects, and
collaborative tools among others. Organizations should
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encourage a culture where individual employees take the
credit to share the ideas, knowledge, or resources they have.

4. Provide Training and Development: To enhance
organizational culture, it is essential to provide training and
development opportunities. This means giving employees
opportunities to improve their skills and knowledge. The
organizations’ support for personal growth encourages their
workers and raises a continuous improvement culture.

5. Encourage Work-Life Balance: It involves creating an
environment that allows employees to keep up with work
duties while ensuring their personal and family wellness. This
is often done via flexible schedules and friendly policies. The
advantages of work life balance are decreased levels of stress,
higher morale and productivity and retention.

QUALITIES OF A GREAT ORGANIZATIONAL
CULTURE

1. Clear Mission and Values: A well-defined mission and
values in an organization articulate its purpose, aspirations,
direction, and guiding principles. When clearly defined and
well communicated, these have the ability to set a tone and
provide a sense of purpose, alignment and direction for the
group of individuals committed to serving the organization in
pursuit of certain objectives.

2. Transparency: Open communication is essential for
fostering trust, collaboration, and accountability within the
organization. A great culture encourages transparent
communication at all levels, allowing employees to voice
their opinions, share feedback, and contribute to the
organization's success.

3. Collaboration and Teamwork: Collaboration in
organizational culture is the practice of promoting an
environment where employees work as a team to achieve
common goals. It includes sharing knowledge and resources
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and helping each other to succeed at the workplace. This
system also fosters an optimistic and efficient working
atmosphere that increases team members’ productivity and
performance.

4. Employee Development: A great culture values learning
and development as essential components of personal and
professional growth. Opportunities for training, skill-building,
and career advancement are provided to employees, enabling
them to enhance their capabilities and reach their full
potential.

5. Recognition and Appreciation. Recognition and
appreciation in the workplace revolve around acknowledging
and rewarding employees for their contributions and pace of
work. They are essential for boosting employees’ morale,
motivating them and maintaining positive behaviours and
values in the organization.

CHALLENGES TO A GOOD ORGANIZATIONAL
CULTURE

1. Leadership Alignment: Ensuring that leaders at all levels
of the organization are aligned with and actively promote the
desired culture can be challenging. Misalignment or
inconsistent messaging from leadership can undermine efforts
to cultivate a positive culture.

2. Diversity and Inclusion: Creating an inclusive culture
that values diversity and fosters a sense of belonging for all
employees requires ongoing effort and commitment.
Challenges may arise in addressing unconscious bias,
promoting equitable opportunities, and ensuring that diverse
voices are heard and valued.

3. Work-Life Balance: Balancing the demands of work with
personal responsibilities and well-being is essential for
maintaining a healthy organizational culture. Long hours,
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burnout, and excessive workload can undermine employee
morale, engagement, and overall satisfaction.

4. Communication Breakdowns: Poor communication can
hinder efforts to cultivate a positive culture by fostering
misunderstandings, rumors, and lack of clarity. Clear,
transparent communication channels and regular feedback
mechanisms are essential for fostering trust and alignment.

5. Resistance to Change: Employees may resist changes to
the organizational culture, particularly if they perceive it as a
departure from familiar norms or values.

Overcoming resistance to change requires effective
change in management strategies, communication, and
involvement of stakeholders.

FACTORS THAT SHAPE AN ORGANIZATION'S
CULTURE

1. Leadership: Leadership within an organization typically
consists of guiding, motivating, and influencing others to
accomplish shared goals. An effective leader will also define
roles and responsibilities, set clear goals, make decisions that
enhance the strategic direction of the organization, and create
a positive work environment. Organizational culture is thus
directly influenced by leaders through their guidance and
example.

2. Values and Beliefs: The values and beliefs in an
organization are the guiding principles and ideals that are
essential to the behaviour and decisions made. They define the
organization’s culture by establishing what is important and
acceptable, and guide norms and priorities. Furthermore, they
are in line with the organization’s mission and vision to
promote unity and purpose among the employees.

3. Communication: Employee communication in an
organization indicates the process of information, opinions,
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and feedback exchange among the staff, teams, and managers.
Effective communication is one of the key elements
encouraging transparency, clarity, and understanding; open
communication and sharing of information provides
employees with opportunities for effective collaboration and
decision-making.

4. Employee Behaviour: Employee Behaviour comprises
actions or attitudes demonstrated by workers of a certain
company or employer. While positive employee behaviour
includes all the forms of professionalism and cooperation
between co-workers and management, negative factors are
absenteeism or interpersonal conflict.

IMPACT OF ORGANISATIONAL CULTURE
Organisational culture refers to the shared values, beliefs,
attitudes, and practices that shape how employees behave and
interact within an organisation. It has a powerful influence on
all aspects of organisational life — from employee
performance to company reputation.

1. Enhances team cohesion and collaboration

A strong organizational culture fosters employees’ sense of
belonging and unity. When individuals share common values
and goals, they are more likely to collaborate effectively,
communicate openly, and support one another. This
collaborative spirit not only improves productivity but also
promotes innovation and problem-solving within teams.

2. Boosts employee satisfaction and engagement

Culture significantly influences employee satisfaction and
engagement levels. A positive and inclusive culture where
employees feel valued, respected, and appreciated leads to
higher morale and job satisfaction. This is also tied to
employees’ overall mental health. Engaged employees are
more committed to their work, exhibit higher levels of
productivity, and are more likely to go above and beyond to
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contribute to the organization’s success. Organizations with
with higher levels of engagement reported an 18% rise in
productivity and up to a 43% reduction in employee turnover.
3. Positive impact on organizational performance
Workplace  culture  directly impacts  organizational
performance. Companies with a strong, positive culture tend
to outperform their competitors. This is because a culture that
promotes transparency, accountability, and continuous
improvement fosters an environment where employees are
empowered to excel. As a result, such organizations are better
equipped to adapt to change, innovate, and achieve their
strategic objectives.

4. Improves employee retention

Culture plays a crucial role in employee retention. Employees
are more likely to stay with an organization where they feel a
sense of belonging and where their contributions are
recognized and rewarded. A positive corporate culture reduces
turnover rates, saving the organization time and resources
associated with recruiting and training new employees.

5. Performance and productivity: A positive culture can
increase employee motivation, leading to higher productivity
and better overall performance.

6. Employee engagement and satisfaction: A strong culture
fosters a sense of commitment and belonging, which boosts
employee engagement and satisfaction.

7. Motivation: Culture influences employees' motivation and
their willingness to work harder towards organizational goals.
8. Commitment and retention: Effective cultures lead to
greater employee commitment, and can reduce absenteeism
and turnover rates.

9. Behaviour: Culture shapes individual and group behaviour,
communication, decision-making, and conflict resolution.
100rganizational behaviour: It impacts how the
organization behaves and its long-term sustainability.
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FUNCTIONS OF ORGANISATIONAL CULTURE
Defines identity and boundary: Culture creates a distinct
identity for the organization, separating it from others and
fostering a sense of unity among members.

Provides stability: It promotes a stable social system by
establishing norms and values that guide employee behaviour
and attitudes.

Guides decision-making: Culture influences how employees
and leaders make choices, encouraging them to prioritize
organizational interests over individual ones.

Stimulates and motivates: A positive culture can increase
employee motivation and commitment, leading to higher job
satisfaction and performance.

LIABILITY IMPACTS OF ORGANIZATIONAL

CULTURE

Barrier to change: Strong cultures can resist change if new
values conflict with existing norms, making adaptation
difficult and potentially leading to failure in dynamic
environments.

Barrier to diversity: A pressure to conform can lead to
institutionalized bias, making it difficult to hire, develop, and
promote a diverse workforce.

Barrier to mergers and acquisitions: Incompatible cultures
can destroy the potential benefits of a merger, even if the
financial or strategic advantages are clear.

Inconsistent with goals: Cultural norms may sometimes lead
employees to act in ways that are inconsistent with managerial
goals. For example, group norms might set lower production
limits than management desires, as noted by skills.

Can cause negative outcomes: Liabilities can manifest as
low trust between teams or poor employee retention, which
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cripples performance and growth, according to Medium.

CREATING AND SUSTAINING CULTURE:

Creating and sustaining a culture involves a combination of
establishing clear values, consistent leadership, and ongoing
employee support. Key steps include defining core values,
aligning them with strategy and leadership actions, and
building processes for hiring, on boarding, and developing
employees who reinforce those values. To maintain culture,
continually  communicate values, recognize aligned
behaviours, gather feedback, and foster a sense of community
and purpose among employees.

Creating culture

Define your values: Clearly articulate your company's core
values and the behaviours that support them.

Align culture with strategy: Ensure your culture directly
supports your organizational goals and vision.

Lead by example: Leadership must consistently model the
desired values and behaviours to be credible.

Hire for fit: Recruit and select employees who align with
your values and culture

Develop employees: Focus on employee well-being,
development, and mentorship to reinforce the culture and
support career growth.

Sustaining culture

Communicate the culture: Use stories, rituals, and language
to continuously reinforce the culture throughout the
On-board effectively: Use on boarding to socialize new
employees and teach them the organization's values and
norms.

Recognize and reward: Consistently reward behaviours that
align with your stated values and address those that do not.
Gather feedback: Use employee surveys and feedback to
understand how the culture is perceived and where to improve
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Foster community: Create a sense of belonging through both
digital and in-person interactions that focus on both social and
professional connection. .

Stay adaptable: Be willing to adapt and evolve the culture as
needed while staying true to your core principles.

10 MUST DO’S FOR CREATING AND SUSTAINING A
STRONG CULTURE

1. Focus on the Positive. The power of positivity can be
especially helpful to those who need a little boost in employee
morale. Negative talk (gossip, complaining and criticizing)
can bring down even the best organization.

2. Ensure Shared Values. Skills and competencies are
important, but behaviours are often rooted in one’s personal
values. Have your team explore their values and share them
with their colleagues. It is eye opening for staff to discover
how their values impact them as a person, and what is
important to their teammates. Be sure to hire employees who
model behaviours that fit your values.

3. Give and Receive Feedback. When giving feedback, be
specific, focus on the observed behaviour, and describe the
impact it had. It’s important to address conflict and how to
have comfortable conversations. Most people love giving
positive feedback but dread the tough stuff. If you’re used to
structuring your feedback and developing a strong level of
trust amongst your team, the tough stuff won’t feel so difficult
anymore.

4. Follow-Through. Following-through  builds trust and
shows your commitment to getting the job done. Consider
when your residents have a special request or a complaint,
don’t you want your employees to resolve the issue and
follow up afterwards? If you agree, then you need to model
this behaviour to your employees too.

5. Care about Your Team Members. If you want your
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people to care about your residents, not just checkoff tasks on
a list, then you must care about your people! And show them
that you do.

6. Play to Strengths and Look for the Bright Spots. At first
glance this sounds like focusing on the positive, and it is, but
it’s more than that. Let’s use recruitment as an example, when
you are focused on strengths and what’s going well, you’ll
want to look towards your superstar employees to find out:
How did we find them? What about them makes them
special? How do we keep them? How can we replicate what’s
most important? If it was referral, consider ramping up your
referral process. If they came from a local school, consider
increasing your presence at this school. If it was someone who
randomly applied online, how did they find you? What search
terms were used? Ask them what it was that attracted them to
you?

7. Set Expectations. All employees should know what is
expected of them and in a field where we are struggling to
retain employees past the honeymoon phase, setting
expectations right from the start is critically important.
Explain the importance of the organizational culture and the
mind-set that comes with being person-cantered and focused
on continuous performance improvement.

8. Evaluate Processes and Procedures. If you’re committing
to continuously improving, and not falling behind the times,
you’ll need to have systems in place to constantly evaluate
and look for opportunities. You’ll also want to make sure that
your current processes or procedures aren’t causing a
bottleneck or hindering employees from doing the right thing.
9. Create Opportunities for Collaboration. We hear time
and time again that teams are working in silos and that they
aren’t working together to meet the resident’s needs. It’s
important to create opportunities for team members to
collaborate with each other.
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10. Be Consistent. Starting and stopping new things all the
time will never lead to movement and it can cause employees
to distrust management. Flavour of the month clubs aren’t
effective, and no one likes a boss who says one thing and does
another. It is better to pick one thing and follow through on it
then to try all ten, only to get overwhelmed and give up.

It was so hard to narrow this list down to just 10 and one thing
we just couldn’t leave off the list is telling stories. Bonus:
You now have our top 11 Must Do’s!

11. Telling stories and using examples. Stories paint a
picture; they evoke emotion. Stories help people relate; they
make an idea come to life. Next time you are working on
updating your careers section of your website, your employee
orientation, or even a simple newsletter, try including real life
stories that provide insight into your culture.

PREVALENT

An organisational structure is the system that defines how
activities such as supervision, coordination, and task
allocation are directed toward achieving organisational goals.
It shows who reports to whom, who makes decisions, and
how communication flows within the company.

Importance of organisational structure

A proper structure helps an organisation to:

Divide work clearly among employees.

Define authority and responsibility.

Improve coordination and communication.

Increase efficiency and productivity.

Achieve goals in an organised way.

Prevalent Types of Organisational Structure

A. Functional Structure

Employees are grouped based on their functions or
departments such as Marketing, Finance, Human Resources,
and Production.
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Each department performs specialized tasks.
Example: Banks or manufacturing companies.
Advantages:

Specialization and efficiency.

Clear authority within each function.

Easy supervision and control.

Disadvantages:

Lack of coordination between departments.

Slow decision-making.

B. Divisional Structure

The organisation is divided based on products, customers, or
geographical regions.

Each division has its own set of functions like HR, finance,
and marketing.

Example: Reliance Industries (Oil, Retail, Telecom
divisions).

Advantages:

Flexibility and quick decision-making.

Each division can focus on its own goals.
Disadvantages:

Duplication of work in each division.

Costly to maintain many departments.

C. Matrix Structure

Combines functional and project-based structures.
Employees report to two managers — one functional and one
project manager.

Example: IT companies like Infosys, Wipro.
Advantages:

Encourages teamwork and sharing of expertise.
Improves coordination across departments.
Disadvantages:

Confusion due to dual authority.

Power conflicts may occur.
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D. Flat or Horizontal Structure

Few levels of management and more employee participation.
Encourages open communication and quick decision-
making.

Example: Start-ups and creative firms like Google or
Zomato.

Advantages:

Fast communication and decision-making.

Motivates employees through freedom and trust.
Disadvantages:

Difficult to control large teams.

Role confusion may occur.

E. Line and Staff Structure

Combines line authority (direct control) and staff authority
(advisory support).

Line managers give orders; staff managers give advice and
support.

Example: Large manufacturing firms.

Advantages:

Balances control and expert advice.

Reduces workload on top managers.

Disadvantages:

Conflict between line and staff officials.

Expensive to maintain staff departments.

ORGANIZATIONAL DESIGNS

Organizational design isthe process of creating an
organization's structure to align its resources, roles, and
reporting relationships with its strategic goals. It involves
decisions about how to group jobs, structure teams, and define
decision-making  procedures to improve efficiency,
effectiveness, and adaptability. Common designs include
functional, divisional, matrix, and network structures.
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New Design Options

1. Network Structure

The network structure is a modern design where the central
organization focuses only on its core activities (like design,
research, or marketing) and outsources non-core functions
(like manufacturing, logistics, or customer service) to other
companies. It operates more like a hub (Core Company)
connected to several independent partners or subcontractors.
Example:

Nike focuses on product design and marketing but outsources
manufacturing to other firms around the world.

Advantages:

Enables the organization to be flexible and cost-efficient.
Gives access to expert skills and technology of partner firms.
Allows the company to adapt quickly to market changes.
Limitations:

Loss of control over quality and timing of outsourced
activities.

Coordination problems with external partners.

Risk of information leakage or dependency on suppliers.

2. Virtual Organization

A virtual organization exists digitally rather than physically.
It’s made up of people or groups working together remotely
through information and communication technology (ICT). It
can be temporary (project-based) or long-term.

Example:

A software development firm forming a temporary global
team to create a new app with designers in India, developers
in the US, and testers in Europe.

Advantages:

No need for physical infrastructure, reducing costs.

Access to global talent and 24/7 operations.

High flexibility in forming or dissolving teams.
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Limitations:

o Lack of face-to-face communication may reduce trust and
teamwork.

e Time zone and cultural differences can cause coordination
challenges.

e Cybersecurity risks due to heavy technology dependence.
3. Boundary less Organization
A boundary less organization removes traditional barriers
between departments, hierarchies, and even between the
organization and external stakeholders. It emphasizes free
flow of information and teamwork across all levels.
Example:
General Electric (GE) under Jack Welch promoted a boundary
less culture where ideas could come from any employee or
department.
Advantages:

e Encourages creativity, innovation, and collaboration.

e Reduces bureaucracy, leading to faster decision-making.

e Promotes a unified culture within the organization.
Limitations:

e Can cause role ambiguity and confusion.

e Coordination difficulties without clear authority lines.

e Requires strong leadership and communication systems.

4. Team-Based Structure
In this structure, the organization is built around teams instead
of traditional departments. Each team is cross-functional and
responsible for specific goals or projects.
Example:
At Toyota, self-managed production teams handle tasks like
quality control, maintenance, and process improvement.
Advantages:

e Promotes collaboration, motivation, and innovation.

e Leads to faster problem-solving as teams make quick
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decisions.

Employee satisfaction increases through shared responsibility.
Limitations:

Teams may develop conflicts or competition among
themselves.

Duplication of effort may occur if coordination is weak.
Requires a culture of trust and open communication.

5. Matrix Structure (Modern Version)

This design combines functional and project-based
structures. Employees report to two managers one functional
(department head) and one project manager. It’s suited for
complex projects requiring diverse expertise.

Example:

In a construction company, an engineer might report to both
the engineering manager and the project manager for a
particular building.

Advantages:

Promotes efficient use of resources across projects.
Encourages cooperation and skill development.

Allows for dynamic and flexible project management.
Limitations:

Dual authority may cause confusion and conflict.
Decision-making can be slow due to coordination needs.
Employees may experience stress from multiple reporting
relationships.

6.Holacracy

Holacracy is a self-management system where authority and
decision-making are distributed across roles or circles, not
concentrated in a hierarchy. It replaces managers with clear
roles and responsibilities that change dynamically.

Example:

Zappos (an online retailer) uses holacracy to empower
employees to make decisions without traditional managers.
Advantages:
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Encourages employee empowerment and innovation.
Reduces bureaucracy and increases agility.

Enables quick adaptation to change.

Limitations:

Complex to implement, especially in large organizations.
Employees may find lack of hierarchy confusing.
Requires a strong culture of trust and accountability.

7.AgileOrganization

An agile organization is designed for speed, adaptability, and
continuous improvement. It emphasizes small, cross-
functional teams that can quickly respond to change, often
using frameworks like Scrum or Kanban.

Example:

Software companies like Spotify use agile squads that work
autonomously on different product features.

Advantages:

High flexibility and responsiveness to market changes.
Encourages continuous innovation and customer focus.
Increases employee engagement and ownership.

Limitations:

Difficult to maintain in large traditional organizations.
Requires constant communication and cultural alignment.
May lack long-term stability or structure.

8.LearningOrganization

A learning organization continually encourages knowledge
creation, sharing, and application among employees. It adapts
and evolves based on experience and feedback.

Example:

Google encourages employees to spend part of their time on
innovative personal projects, leading to products like Gmail
and AdSense.
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Advantages:

Promotes creativity, growth, and adaptability.
Builds a culture of continuous improvement.
Encourages employee development and retention.
Limitations:

Requires time, effort, and resources for training.
May be hard to measure learning outcomes.
Needs strong leadership commitment to sustain

UNIT-V

MEANING OF ORGANISATIONAL CHANGE
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.

Nature of Organisational Change
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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:

Continuous: 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.

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.

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.

Disruptive: Change disrupts the status quo within an
organisation. It challenges existing routines, practices, and
mind-sets. It can create uncertainty, resistance, and
discomfort among employees, requiring effective change
management strategies to minimise negative impacts and
facilitate a smooth transition.

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.
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6. Strategic: 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.
Causes of Organisational Change
Organisational change can be triggered by various factors,
both internal and external, some common causes of
organisational change are:

1. 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. Technological advancements: 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
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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.

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

119|Page



https://www.geeksforgeeks.org/business-studies/features-and-importance-of-leadership/
https://www.geeksforgeeks.org/business-studies/what-is-business-environment-meaning-and-features/

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.

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.

FORCES OF CHANGE

Forces of change are internal and external factors that push for
a change in an organization or system. External forces
originate outside the organization and include technology,
market  conditions, and  political or  economic
pressures. Internal forces stem from within the organization,
such as new leadership, employee dissatisfaction, or changes
in organizational structure.
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WHAT FORCES CREATE THESE CHANGES?

External forces are those changes that are part of an
organization’s general and business environment. There are
several kinds of external forces an organization might face:
Demographic. A changing work demographic might require
an organizational change in culture. For instance, Avon built
and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front
line employee. When more women entered the workforce in
9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.

Social. Changing social trends can pressure organizations into
making changes. Consumers are becoming more
environmentally conscious, a trend which has pushed fast
food restaurants to replace Styrofoam containers with paper.
Manufacturers of cleaning products changed product formulas
to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the
changing image of smokers, the dangers of their products, and
some have started looking into eCigarettes and other smoking
alternatives to stay in business.

Political. Government restrictions often force change onto
organizations. This can be something as simple as a change in
minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For
instance, when the Affordable Health Care act was put into
place, businesses had to change their operations and put steps
into place to confirm that all employees had healthcare
coverage to comply with the new law.

Technology. Still have your VHS player? The founder of
Blockbuster wishes you did. Technological changes can make
or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern
medicine, making surgeries easier and safer; or when it’s
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introduced to end users, as when consumers stopped renting
videos to enjoy the cheaper, more convenient streaming
services like Netflix, organizations must change to
accommaodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their
jobs and cut back on their spending. These economic
downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival
meant adapting to change. Companies like Lego, who
experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix
realized the potential of providing in-home entertainment to
families that had cut back their entertainment budgets and
grew their subscriptions by 3 million subscribers in 2009
alone. Meanwhile, in the midst of spiking fuel prices, gas
guzzling Hummers were no longer end vogue and were
discontinued.

Companies can also experience internal forces of change,
which can often be related to external forces, but are
significant enough to be considered separately. Internal forces
of change arise from inside the organization and relate to the
internal functioning of the organization. They might include
low performance, low satisfaction, conflict, or the
introduction of a new mission, new leadership.

RESISTANCE; APPROACHES (LEWIN'S MODEL,
ORGANIZATIONAL DEVELOPMENT);

Meaning

Resistance is overcome by using approaches like Lewin's
model, which requires "unfreezing" the current state to
prepare for change, then making the change, and finally
"refreezing” to make it permanent. The broader field
of Organizational Development (OD) addresses resistance
through planned, systematic processes that
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include diagnosis, feedback, and interventions designed to
support employees through the transition and stabilize the new
state.

Lewin’s Model
= bmec
Organizational
3. Refreezing S 1. Unfreezing

Employee

Implementation involvement in

of change

change

Knowledge
sharing

Lewin’s model was developed by a pioneering psychologist in
the field of social and organizational psychology in the face of
change. The model is based on three steps, or stages, that
together make up the change process. These are:

Unfreeze — Prepare an organization for coming change by
communicating why change is needed, ideally breaking down
mind-sets and behaviours that resist change.

Change or Transition — During the actual change,
organizations implement new behaviours, processes, and
beliefs.

Refreeze — Once the change is done, an organization solidifies
it to reinforce new behaviours and processes, rewarding new
approaches and preventing a return to the old.
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Lewin’s 3 Stages of Change

Step 1: Unfreeze

Lewin identifies human behaviour, with respect to change, as
a quasi-stationary equilibrium state. This state is a mind-set, a
mental and physical capacity that can be almost absolutely
reached, but it is initially situated so that the mind can evolve
without actually attaining that capacity. For example, a
contagious disease can spread rapidly in a population and
resist initial measures to contain the escalation. Eventually,
through medical advancement, the disease can be treated and
virtually disappear from the population.

Lewin argues that change follows similar resistance, but
group forces (the field) prevent individuals from embracing
this change. Therefore, we must agitate the equilibrium state
in order to instigate a behaviour that is open to change. Lewin
suggests that an emotional stir-up may disturb the group
dynamics and forces associated with self-righteousness among
the individual group members. Certainly, there are a variety of
ways to shake up the present status-quo, and you’ll want to
consider whether you need change in an individual or, as in a
company, amongst a group of people.

Let’s consider the process of preparing a meal. The first
change, before anything else can happen, is to “unfreeze”
foods—preparing them for change, whether they’re frozen
and require thawing, or raw food requiring washing. Lewin’s
3 Step Model believes that human change follows a similar
philosophy, so you must first unfreeze the status-quo before
you may implement organizational change.

Step 2: Change

Once you’ve “unfrozen” the status quo, you may begin to
implement your change. Organizational change in particular is
notoriously complex, so executing a well-planned change
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process does not guarantee predictable results. Therefore, you
must prepare a variety of change options, from the planned
change process to trial-and-error. With each attempt at
change, examine what worked, what didn’t, what parts were
resistant, etc.

During this evaluation process, there are two important
drivers of successful and long-term effectiveness of the
change implementation process: information flow and
leadership.

Information flow refers to sharing information across
multiple levels of the organizational hierarchy, making
available a variety of skills and expertise, and coordinating
problem solving across the company.

Leadership is defined as the influence of certain individuals
in the group to achieve common goals. A well-planned change
process requires defining a vision and motivation.

During the Change phase, companies should:

Communicate widely and clearly about the planned
implementation, benefits, and who is affected. Answer
guestions, clarify misunderstandings, and dispel rumours
Promote and empower action. Encourage employees to get
involved proactively with the change, and support managers
in providing daily and weekly direction to staff.

Involve others as much as possible. These easy wins can
accumulate into larger wins, and working with more people
can help you navigate various stakeholders.

Step 3: Refreeze
The purpose of the final step—refreezing—is to sustain the
change you’ve enacted. The goal is for the people involved to
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consider this new state as the new status-quo, so they no
longer resist forces that are trying to implement the change.
The group norms, activities, strategies, and processes are
transformed per the new state.

Without appropriate steps that sustain and reinforce the
change, the previously dominant behaviour tends to reassert
itself. You’ll need to consider both formal and informal
mechanisms to implement and freeze these new changes.
Consider one or more steps or actions that can be strong
enough to counter the cumulative effect of all resistive forces
to the change—these stronger steps help ensure the new
change will prevail and become “the new normal”.

CONCEPT OF CONFLIT

ORGANIZATIONAL CONFLICT MEANING: In simple
terms conflict means disagreement between the persons
employed in the organization. It may also mean clash of
interest. It is the result of difference in the opinion of
employees of the organization over any issue. Such a
difference of opinion arises mainly because of the differences
in the perception

for example, a decision has to be made on whether to revise
the working hours or to continue the existing timings, the
employer is sure to get different views from different persons.
Before making the final decision, the employer has to make a
secure consensus among the employees.

Only then the proposal will get the support of everyone in the
organization. Conflicts are not the same as disputes. In the
case of conflicts the solution can be found out at the
organizational level and the matter has to be referred to an
impartial mediator.

DEFINITION: —Conflicts are any situation in which two or
more parties feel themselves in opposition. It is an
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interpersonal process that arises from disagreements over the
goals or the methods to accomplish those goalsl — john w.
Newstrom and KeithDavis —

Conflict is the condition of objective incompatibility between
values and goalsl — ralph Kilman and Kenneth Thomas.

CAUSES OF CONFLICT:

1. Changes in work pattern: When the employees are asked
to adopt a different pattern of work, conflicts may arise
between them on whether or not to accept such a proposal and
update themselves to be able to discharge their responsibilities
as per the new pattern of work.

2. Difference in perceptions The perception of any issue by
the individuals will not be identical. One of the main reason
why conflicts arise in the workplace it that the perception of
employees of any organizational matter differs. If one person
favors the management proposal to revise timings another
person may oppose it.

3. Differences in values: Difference in the value system of
individuals is yet another factor contributing the conflicts.
Example: an employee, who has certain grievances, may want
to show his protest to the management by striking work. On
the other hand, another employee, who also has grievances,
may show his protest by fasting in the workplace.

4. Availability of Options Another reason why conflict arises
in the work place is that often the employees have options,
example: day shift or night shift, salary or commission or
both.

USES OF CONFLICT

1. Changes in work pattern: When the employees are asked
to adopt a different pattern of work, conflicts may arise
between them on whether or not to accept such a proposal and
update themselves to be able to discharge their responsibilities
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as per the new pattern of work.

2. Difference in perceptions: The perception of any issue by
the individuals will not be identical. One of the main reason
why conflicts arise in the workplace it that the perception of
employees of any organizational matter differs. If one person
favors the management proposal to revise timings another
person may oppose it.

3. Differences in values: Difference in the value system of
individuals is yet another factor contributing the conflicts.
Example: an employee, who has certain grievances, may want
to show his protest to the management by striking work. On
the other hand, another employee, who also has grievances,
may show his protest by fasting in the workplace.

4. Availability of options: Another reason why conflict arises
in the work place is that often the employees have options,
example: day shift or night shift, salary or commission or
both.

5. Allocation of limited resources: Reasons are always
scarce in relation to demand. Example: when the funds
available are limited, the management may find it difficult to
meet the demands of different departments.

6. Inter-dependence: Conflicts arise due to the problem of
inter-dependence between individuals and departments.
Example: marketing depends on production; production
depends on purchase or raw materials and availability of
labour which in turn depends on the availability of finance.
Unequal work load: when there is disparity in the workload of
employees operating at the same level, conflicts are bound to
arise. This might have been done deliberately and
inadvertently.

7. Biased assessment of subordinates: 28 some superiors
show favouritism while appraising the performance of their
subordinates. Favouritism is based on caste, religion, sex etc.
8. Unattainable targets: Some superior sets target for their
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subordinates that are unattainable. It might have been dine
intentionally or unintentionally. In any case it provides scope
for conflicts in the workplace.

9. Lack of trust and confidence: Lack of trust and
confidence is yet another important cause of conflict. Some
superiors have a feeling that their subordinates always shirk
duties and are inefficient and incapable.

10. Threat to status quo: Any change taking place in the
organization that disturbs the existing pattern of the
employees give rise to conflicts. Example: certain privileges
enjoyed by the employees may be withdrawn. Additional
responsibility may be given to them.

Sources for Organizational Conflict

Administrative Expectations: Representative is expected to
accomplish the aims, imposed by his / her superior, and
clashes arise when such expectations are misconstrued or not
fulfilled within the stipulated period.

2. Communication Disturbance: One of the main causes for
difficulty in the workplace is communication disturbance, for
example in the event that one individual requests some data
from another, which does not respond accordingly, and
difficulty starts in the association.

3. Misconception: Data confusion can also reduce contest in
association, as in case one person misinterprets any data, it
can cause dispute resolution.

4. Absence of accountability: If in an undertaking
responsibilities are unsatisfactory and any slip-up has arisen,
in which no person from the community may also transform
into a cause for difficulty within the organization to assume
liability needs.

The reasons for Organizational conflict are to be referred to
determine them as right on time as could be expected under
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the circumstances, since it prevents the proficiency, adequacy
and profitability of the workers and the organization too,
which at last hampers its prosperity.

Patterns of conflict

1. Behavioural Pattern: In a large portion of the
organization, it has been seen that the issues are mostly
identified with people. For instance, singular clashes show
because of different causes like unsatisfactory quality,
vulnerability and contrariness. At the point when an
individual aims for the outcome and doesn't get it, it gets
contradictory with a goal to accomplish.

In this manner, there is no fulfilment. Unsuitability and
vulnerability are constantly observed among the people
because of different reasons.

A conflict between people can come up as a result of:
(1) Frustration, and
(i) Goal conflict.

(1) Frustration: This happens in a person's standard of
conduct, when his motivational drives are prevented
proceeding to arriving at the desired objective.
Disappointment prompts numerous other mental issues like
dynamic and emotional vulnerability to discover legitimate
other options. The solution for such circumstances is fitting
inspiration of the person to acknowledge the choices to
maintain a strategic distance from clashes.

(i) Goal Conflict: Wherever a state of competing goals
exists, it creates conflict between individuals, for one is not in
a position to select from appropriate agenda to strike
collaboration acceptable to all.
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Similarly, there might be various associations having their
own philosophies. The perspectives on these associations and
the administration may not be comparative. Along these lines,
to the greatest advantage of the association, the administration
and associations may need to work together for smooth
working. Joint effort is very basic when accomplices are
committed to various responsibilities and a trade-off may
unfavourably influence their inclinations.

2. Structural Conflict:

Structural conflict in an organization can be divided into four
main heads:

i. Hierarchical

ii. Functional

iii. Line and staff, and

iv. Formal and informal.

i. Hierarchical Conflict — It is those conflicts, which exist
with various degrees of the board of an association. For
instance, the top management may struggle with the centre
management.

ii. Functional Conflict — This surface between different
useful divisions of the organization. For example, production
division having conflict with the marketing division.

iii. Line and staff Conflict — This might be expressed as the
contention between individuals from line and individuals from
the staff. This regularly happens, for the staff individuals have
no authority over the line the executives.

iv. Formal and Informal conflict — This, as is normally
done, happens between formal association and informal
association existing in a foundation.

Formal Organizations are organized to give, the hierarchical
interest. They are typically framed to accomplish explicit
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assignment of an association. They are shaped under proper
guidelines and guidelines. While informal associations are
made for fulfilling the different social needs. Here the conflict
happens on occasion when 'Hierarchical Needs' and 'Social
Needs' conflicts one another.

Resolution of conflict

1. Collaborate: It follows "I win, you win" rule.
Collaborating means working together through the
incorporation of ideas shared by different individuals. The
aim here is to find a creative solution that is acceptable to all.
It requires a significant commitment of time but is not suitable
for all the conflicts. Example-A business person can work
with the manager to develop policies, but joint decisions
about office supplies are spending more time on other
activities.

2. Compromise: It applies the "You fold, | fold' rule
Compromise means adapting to other people's opinions and
ideas, and thinking of a solution where both parties can hear
specific points. Equally, both parties must abandon some of
their ideas and agree with each other

Example-Two friends have clashed and, by mutual
understanding, they agree to reconcile.

3. Accommodating This follows the "I lose, you win" rule
Adapting means giving up thoughts and ideas so that the other
party wins and ends the conflict

Example-We decide to let them win when we compete with
someone we love.

4. In competition It applies the "I win, you lose" rule
Competition means a individual or community is reluctant to
cooperate or change in the event of a conflict, but wants the
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opposing party to lose
Example-The party with the most evidence wins during a
debate.

5. To avoid It follows "no winners, no losers" rule. We have
resisted implies that proposals proposed by both sides have
been ignored and a third party that decides without endorsing
either side.

Example-Rahul and Rohit fought, their mother came and they
both were punished.

Conflict process

The conflict process isa five-stage model that includes
potential opposition or incompatibility, cognition and
personalization (where conflict is perceived and emotions are
involved), intentions (the decisions on how to act), behaviour
(the visible actions and reactions), and finally, outcomes
(which can be functional or dysfunctional). This process
describes how conflict develops, from its underlying causes to
its resolution and consequences.

The process of organisational conflict is a dynamic sequence
of events that unfolds in a particular manner. It involves
various stages, including antecedent conditions, cognition,
personalization, conflictive behaviour, conflict management
behaviour, and aftermath:

Antecedent Conditions: Conflict arises when certain
conditions create opportunities for conflict. These conditions
can include scarcity of resources, diverse goals, and
differences in values. However, the presence of these
conditions doesn't automatically mean conflict will occur.
Perception and Personalization: Whether conflict develops
or not depends on how individuals perceive the situation. If
they see it as highly threatening, conflict may arise. At this
stage, conflict may remain hidden or become personal when
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individuals start feeling threatened, hostile, mistrustful, or
fearful.

Conflict Behaviour and Management: In this stage, one
party consciously tries to block the other party's goals. This
behaviour is called manifest behaviour and can range from
subtle interference to more aggressive actions, like strikes.
Conflict management styles, such as resignation,
compromise, or collaboration, also come into play,
depending on how people choose to handle the conflict.
Aftermath: The consequences of conflict depend on how
people behave and manage the conflict. These consequences
can affect satisfaction levels, relationships, and group
performance, and even lead to changes in structure and
policies. The aftermath can also influence the likelihood of
future conflicts, as it may plant the seeds for new conflicts to
arise.

Process of Conflict
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TYPES OF ORGANISATIONAL CONFLICTS

Conflict within an organisation can occur at the individual
level or between multiple individuals. It can arise from
divergent goals and the various roles individuals are expected
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to fulfil. Organisational conflicts can be broadly classified
into the following categories:

Intra-personal conflict

Inter-personal conflict

Inter-group conflict

Inter-organisational conflict

I.Intra-personal Conflict

This conflict arises within an individual or between two or
more individuals. It occurs when an individual faces difficulty
in choosing between alternative courses of action. Intra-
personal conflict can be caused by divergent goals and
multiple roles expected from the individual.

1. Goal Conflict: This type of conflict occurs within an
individual. It occurs when an individual faces difficulty in
choosing between alternative courses of action. One common
form of intra-personal conflict is goal conflict, where an
individual must choose among competing goals. There are
three subtypes of goal conflict:

Approach-approach Conflict: This conflict arises when a
person must choose between two or more equally appealing
goals. Selecting one goal means giving up the others, leading
to a challenging decision and for instance, deciding between
two equally lucrative job offers.

Approach-avoidance Conflict: In this conflict, an individual
is presented with an alternative that has both positive and
negative aspects. They are attracted to the positive aspects
while being repelled by the negative aspects. For example,
being offered a well-paid job in a location they dislike, creates
a dilemma.

Avoidance-avoidance Conflict: This conflict occurs when a
person must choose between two undesirable goals, both of
which have negative aspects. It's a situation where neither
option seems appealing. For instance, disliking a current job
but finding the alternative of resigning and searching for a
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new job equally unattractive.

2. Role Conflict: Role conflict arises when there are
conflicting expectations placed on an individual in a specific
position. It occurs when the expectations of a role are
materially different or contradictory, making it challenging
to fulfil one expectation without neglecting others. Role
ambiguity, which arises from unclear duties and
responsibilities, can also contribute to role conflict. Here are
the different forms of role conflict:

Person-role Conflict: This conflict occurs when a person is
asked to perform a job that goes against their values. For
example, being asked to engage in unethical practices that
contradict one's values.

Inter-role Conflict: Inter-role conflict arises when an
individual is confronted with multiple and conflicting roles.
For instance, having to make a decision that is unfavourable
to workers while serving as a member of a works committee.
Intra-sender Role Conflict: This conflict occurs when a
person is assigned a job for which they lack the necessary
capability or when there is insufficient time and resources to
complete the task.

Inter-sender Role Conflict: Inter-sender role conflict arises
when different sources provide conflicting role expectations.
For example, being asked to follow accounting practices that
differ from the professional standards set by the relevant
institute.

I1.Inter-personal Conflict

Inter-personal conflict occurs between individuals or groups
within an organisation. It arises when there are differences in
opinions, values, or interests among individuals. This type of
conflict can be between peers, supervisors and subordinates,
or among team members.
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Personality Differences: Some individuals may find it
challenging to establish cooperative relations with others due
to differences in their personalities.

Perceptions: Conflicts can arise when individuals from
diverse  socio-cultural  backgrounds hold  different
perceptions, leading to disagreements, especially regarding
task-related matters.

Clash of Values and Interests: Differences in personal
values and interests can create misunderstandings and
conflicts between individuals. Varied perspectives on ethical
considerations or strategic decisions may contribute to such
conflicts.

Power and Status Differences: When there is an unequal
distribution of power and status within a group or
organisation, conflicts may arise. Individuals with higher
positions may exert control or give orders that conflict with
the opinions or interests of those with lower positions.
Scarcity of Resources: Interpersonal conflicts can emerge
when individuals compete for limited resources, such as
budget allocations, promotion opportunities, or access to
essential tools or equipment.

11 Inter-group Conflicts

Inter-group conflict refers to conflicts that arise between
different groups within an organisation. It occurs when there
are competing goals, limited resources, or differences in
power and authority between groups. This type of conflict
can be detrimental to collaboration and coordination within
the organisation.

Divergent Goals and Interests: Conflict arises when the
goals and interests of two or more groups are incompatible.
For instance, conflicts often arise between labour and
management when labour demands higher wages, potentially
impacting the profitability desired by management.
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Additionally, unclear boundaries and reward systems based on
group  performance can further  exacerbate  goal
incompatibility.

Task Interdependence: Conflict potential increases when
groups rely on each other for resources or information. If one
group's work is dependent on another group's completion,
conflicts may emerge if the dependent group fails to meet
expectations.

Limited Resources: When multiple groups compete for
limited resources like funds, personnel, information, or power,
conflicts arise as each group strives to secure a larger share of
the available resources.

Collaborative Decision-making: Conflicts can arise during
joint decision-making processes when groups have access to
different information sources, communication channels suffer
from leaks or blockages, or groups employ varying techniques
for processing information.

Dealing with Uncertainty: Interactions between
organisations and their environments often entail
uncertainties. Conflicts may arise when one group establishes
rules or guidelines that contradict the expectations or
preferences of other groups, such as when the accounting
department enforces travel expense rules that clash with the
marketing department's expectations.

Attitudinal Differences: Conflicts can stem from attitudes of
distrust, secrecy, or closed communication held by members
of different groups. These attitudinal disparities can give rise
to aggressive behaviours or strained relationships.
Organisational Ambiguity: Conflict can result from
competition between groups for new responsibilities or when
there is a lack of clarity regarding job roles and
communication issues like noise, distortion, omission, or
overload.

Managing Change: Introducing organisational changes, such
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as mergers, can trigger inter-group conflicts due to power
struggles and differences in organisational culture and
practices.

Communication Challenges: Each group may develop its
own specialized vocabulary or jargon, hindering effective
communication and mutual understanding between groups.

IV Inter-organisational conflict

Inter-organisational conflict refers to conflicts that arise
between different organisations or entities. These conflicts
occur when there are disagreements, tensions, or competition
between organisations that can impact their relationship and
interactions. Inter-organisational conflicts can arise due to
various reasons, including:

Competition for Resources: Organisations often find
themselves in competition for limited resources such as
funding, customers, market share, or skilled personnel. This
competition can lead to conflicts as organisations strive to
gain an edge over one another.

Conflicting Interests: When organisations have divergent
goals, objectives, or interests, conflicts can emerge. For
instance, two organisations operating in the same industry
may have different strategies or business models, resulting in
competition and conflicts.

Power Dynamics: Imbalances in power and influence among
organisations can give rise to conflicts. Larger or more
influential organisations may exert control or dominance over
smaller counterparts, leading to tensions and disputes.
Contractual or Agreement Disputes: Organisations
frequently enter into contracts or agreements with one another
for various purposes, such as partnerships, joint ventures, or
supply chain relationships. Conflicts may arise when there are
disagreements or breaches of these contractual arrangements.
Differences in Organisational Culture: Each organisation
possesses its own set of values, norms, and ways of operating.
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Conflicts can arise when organisations with contrasting
cultures collaborate or interact, as differences in
communication styles, decision-making processes, or work
approaches come to the forefront.

Misaligned Interests or Strategies: Organisations may have
differing priorities, strategies, or approaches to conducting
business. When these differences are not effectively managed
or aligned, conflicts can emerge, impeding cooperation and
collaboration.

External Factors: Changes in the external environment, such
as shifts in market conditions, regulatory requirements, or
technological advancements, can create conflicts between
organisations as they navigate new circumstances or vie for
opportunities.

FUNCTIONAL CONFLICT (CONSTRUCTIVE
CONFLICT) & DYSFUNCTIONAL CONFLICT
(DESTRUCTIVE CONFLICT)

1. Functional Conflict (Constructive Conflict)

Meaning:

Functional conflict is a positive and healthy type of conflict
that improves performance, encourages innovation, and leads
to better decision-making. It arises when individuals express
different ideas or viewpoints in a respectful way to find the
best possible solution.

Characteristics:

Focuses on issues, not personal attacks.

Encourages open communication and critical thinking.

Helps in problem-solving and improving efficiency.

Results in personal and professional growth.

Example:

In a marketing team, one member suggests using social media
ads, while another suggests influencer marketing. They
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discuss both options, analyse costs and benefits, and finally
choose the best strategy.

Advantages / Positive Outcomes:

Encourages creativity: Different viewpoints lead to
innovative solutions.

Improves decision quality: Healthy debate ensures all
options are considered.

Strengthens relationships: Team members learn to respect
different opinions.

Increases motivation: Employees feel heard and valued.
Promotes change: Challenges outdated methods and brings
improvement.

2. Dysfunctional Conflict (Destructive Conflict)

Meaning:

Dysfunctional conflict is a negative type of conflict that harms
relationships, lowers productivity, and reduces team spirit. It
occurs when individuals become emotional or personal,
focusing on winning rather than solving the issue.

Characteristics:

Based on personal differences, not work-related issues.
Leads to stress, frustration, and distrust.

Creates hostility and poor communication.

Reduces cooperation and morale.

Disadvantages / Negative Outcomes:

Decreases productivity: Time and energy wasted on
arguments.

Increases stress: Creates a tense work environment.

Breaks teamwork: Employees stop cooperating.

Reduces morale: Job satisfaction and motivation fall.
Causes turnover: Talented employees may leave due to poor
atmosphere.
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POWER AND POLITICS

Power is the ability to influence or control others, while
politics is the process of using that power to achieve goals
within a group or society. Power exists in all social situations
and can be used to get others to act in a way they otherwise
might not have. Politics is the activity of acquiring and using
power, which can involve both cooperative and conflict-
oriented behaviours to influence decisions, manage resources,
and direct group activities.

Definition:

According to Robbins, “Power refers to the capacity of one
person to influence another to act in accordance with his or
her wishes.”

Characteristics of Power

Power is relational — it exists between people.

It involves dependency — the more one person depends on
another, the more power the latter has.

It can be formal or informal.

It can be used positively (for organizational goals) or
negatively (for personal gain).

It is dynamic, meaning it changes over time and situations.

Type of Power Meaning Example

1. Legitimate | Comes from a | A manager can

Power person’s  formal | assign work to
position or | subordinates.

authority in the
organization.

2. Reward Power | Based on the | A supervisor gives
ability to give | incentives for good

rewards like | performance.
promotions,
bonuses, or
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recognition.

3. Coercive | Based on fear — | A manager can fire

Power the ability to|or demote
punish or withhold | employees for poor
rewards. performance.

4. Expert Power | Arises from a|An IT  expert
person’s influencing
specialized  skills, | decisions about
experience, or | technology.
knowledge.

5. Referent Power

Based on personal
traits, charisma, or
admiration.

Employees follow
a respected or
admired leader.

ORGANIZATIONAL POLITICS

Organizational Politics refers to activities carried out to
influence others to achieve personal or group interests that
may not align with organizational goals.

Definition:

According to Stephen P. Robbins, “Political behaviour is
those activities that are not required as part of one’s formal
role in the organization but that influence the distribution of
advantages and disadvantages within the organization.”
Characteristics of Organizational Politics

It is informal and unofficial behaviour.

It involves self-interest or group interest.

It often includes influence tactics like persuasion, lobbying, or
forming alliances.

It exists in every organization, though its intensity varies.

It can be constructive or destructive depending on intent.
Types of Political Behaviour

Self-promotion: Trying to appear competent or successful.
Coalition building: Forming alliances or groups to support
one’s interests.
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Networking: Creating connections with powerful or
influential people.

Blaming or scapegoating: Shifting blame to others to protect
oneself.

Impression management: Controlling how others perceive
you through image, behaviour, or communication.

Causes of Organizational Politics

Ambiguous goals or unclear performance standards.

Scarcity of resources (promotions, raises, recognition).
Competition among employees.

Organizational change and restructuring.

Personal traits like ambition, power need, or insecurity.

Weak formal systems of communication or decision-making.

Impact of Power and Politics

Positive Effects Negative Effects

Helps achieve organizational | Creates conflicts and stress.
goals.

Encourages innovation and | Reduces trust and
influence. cooperation.

Useful in decision-making | Leads to favouritism and
and leadership. unfairness.

Can motivate employees | Lowers morale and job
when used fairly. satisfaction.

RESISTANCE TO CHANGE

Meaning

Overcoming  resistance to  change  involves open
communication, stakeholder involvement, and providing
support, while also acknowledging and addressing fears. Key
strategies include clearly explaining the reasons and benefits
of the change, involving people in the process, offering
training and resources, and celebrating small wins to build
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momentum. Leaders should foster a trusting environment
where concerns are heard and addressed without immediate
defensiveness.

Overcoming Resistance to Change

Changes as mentioned already are unavoidable.An
Organisation cannot be a dynamic one if it is not prepared to
implement certain changes. The success of human resource
management, therefore, lies in the capacity of the manager to
implement changes without facing resistance from employees.
The following steps may be taken in this regard:

1. Securing the participation of employees — Any changes
affecting the interests of the employees must be explained to
them first. The management must explain its position to the
employees and also seek their views on the proposal. It must
consider favourably any worthwhile suggestion from the
employees

2. Involving the trade union — When it’s not possible for the
management to discuss the change with individual employees,
it may invite the trade union officials for talks. The change
proposed may be discussed in detail in the meeting with the
union officials. The management may consider any reasonable
suggestion from the side of the employees.

3. Planning the Change — The Employees must have prior
knowledge of the change that is to be implemented. For
example, if the management wants to change the working
hours and has also got the consent of the employees, it must
take the necessary steps for the successful implementation of
the proposal. It must inform everyone about the date from
which the proposed change is to be effected. A change should
not be implemented overnight and without prior notice.
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Everything must be done in a planned manner.

4. Sharing the benefits of the change with the employees-
The Management must come forward to share the benefits of
any change with the employees. If a change is contemplated
keeping in mind the interests of the management alone, the
employees are sure to resist it. For examples, if the
management wants its employees to work overtime to
complete an important task within a stipulated time, it must
also come forward to reward the employees suitably for such
overtime work.

5. Protecting the interests of the employees — The
management should not contemplate a change that is
detrimental to the interests of its existing employees. In this
context it may be started here that any change having an
adverse effect on the employees pay service conditions,
retirement benefits etc., must not be thought of.

6. Ensuring that the existing privileges are not withdrawn
— When a change in the service condition is proposed, the
employees would expect the status quo to continue. Even if
management cannot announce certain new benefits, the
existing benefits at least must not be withdrawn.

7. Introduction of change in a phased manner —Certain
changes can be introduced only in a phased manner. For
example, if the management wants to introduce
computerisation in all departments, it can only be done in a
phased manner. This is because; the employees in the
different departments need to be trained to handle computers.
Such a task cannot be accomplished overnight. The
employees need to be given sufficient time to undergo the
necessary training.
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8.Proper motivation of employees — It is not enough if the
employees are merely informed of the change proposed to be
made. They need to be properly motivated to accept and work
for the success of the new proposal. For example, if the
management wants to increase the weekly target of the
employees, it must induce them by telling them what direct
and indirect benefits they would receive — monetary as well as
non- monetary out of the proposal.

9. Provision of suitable training facilities — If the
management is contemplating a change in the method or
technique of work such change can be possible only if the
employees are given proper training. The management itself
must make suitable arrangements to train its employees, if in
— company training is not possible, the employees must be
sent to a training centre that has the necessary facilities.

10. Introduction Changes that are mutually beneficial — A
Change that is beneficial to the management alone may not
get the employees support. There must be something for the
employees also in any proposal. In other words, the change
proposed to be made must be mutually beneficial.

11.Any change must be logical — There must be a valid
reason for any change. The management must be in a position
to convince the employees of the need for the change

COUNCELLING

Meaning

Counselling is a professional "talk therapy” where a trained
counsellor helps individuals, couples, or groups discuss
concerns in a safe, confidential, and non-judgmental
environment to overcome emotional, psychological, and
personal challenges. Types of counselling include in-
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person, group, and other formats, with various
therapeutic approaches such as cognitive-behavioural
therapy, psychoanalytic therapy, humanistic therapy,
and existential therapy.

TYPES OF COUNCELLING

1. Mental Health Counselling

A mental health counsellor is responsible for providing the
people with support who are going through any emotional
distress like fear of something, anxiety, depression, or
frustration. There are different causes when people need
mental health counselling that may include, extensive grief,
supreme anger issues, addiction to something, family issues,
eating disorders, and so on.

2. Career Counselling

A little different from the traditional counselling processes,
career counselling means providing aspirants with career
guidance and showing them the right path towards a bright
career according to their areas of interest and skills.

3. Rehabilitation Counselling

The rehabilitation counselling process helps people with
disabilities fulfil their goals and lead an independent life with
complete participation in the community. This is a systematic
method to help people with emotional, physical, cognitive,
and mental disabilities accomplish their life goals and live a
cherish able life. The rehabilitation counselors support the
concerned people to overcome psychological disabilities.

4. Relationship Counselling

Also known as couple’s therapy, people seek such counselling
when something serious affects their love life. People choose
to go for relationship counselling for various reasons
including the desire to have a stronger relationship with the
partner or spouse, issues emerging from disagreement,
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https://www.google.com/search?q=humanistic+therapy&sca_esv=5fd60c16aeab8c88&rlz=1C1GCEB_enIN977IN977&sxsrf=AE3TifMGog3wulOoH7_qd-sQlKge6J87Nw%3A1762760729592&ei=GZgRaZDrI66H4-EPu9jX4AY&ved=2ahUKEwimpePBi-eQAxVcyDgGHeieM1cQgK4QegQIARAE&uact=5&oq=meaning+and+definition+of+councelling+types+of+councelling&gs_lp=Egxnd3Mtd2l6LXNlcnAiOm1lYW5pbmcgYW5kIGRlZmluaXRpb24gb2YgY291bmNlbGxpbmcgdHlwZXMgb2YgY291bmNlbGxpbmcyBRAAGO8FMggQABiABBiiBDIIEAAYgAQYogQyCBAAGIAEGKIESJprUIcGWI5dcAV4AZABAJgBmgGgAb0eqgEEMC4zMLgBA8gBAPgBAZgCI6AC0CDCAgoQABiwAxjWBBhHwgIHECMYsAIYJ8ICCBAAGAgYDRgewgILEAAYgAQYhgMYigXCAggQABiiBBiJBcICBBAhGAqYAwDiAwUSATEgQIgGAZAGCJIHBDUuMzCgB6SkAbIHBDAuMzC4B7ogwgcIMS44LjIyLjTIB6cB&sclient=gws-wiz-serp&mstk=AUtExfAAxlHBsEFY4Hyf-8NkGVOU7EPM-G4pUr4UIzg6jtQQ5WWaUI5SksVJFFndLQCBx0ZTPH_wFdn9pCwk61j29tvA72qi9MkotPhVHncXH_EockxMHz47GGeJdmdQVP1bdM2n-mooNlGskvBDH6h9dIilW_Hb4AaEbkv0bWTDbAoqYEZhXhWqrQAbAEpfeaO_KtvnmxJ1hjECWyM8R-b65qD2AhM8J0qzmBwqvUu7Cw6AHHfZ58FloMhMH3IQQffaF-o9q9N1V3XksIeiwg2hd_c3&csui=3
https://www.google.com/search?q=existential+therapy&sca_esv=5fd60c16aeab8c88&rlz=1C1GCEB_enIN977IN977&sxsrf=AE3TifMGog3wulOoH7_qd-sQlKge6J87Nw%3A1762760729592&ei=GZgRaZDrI66H4-EPu9jX4AY&ved=2ahUKEwimpePBi-eQAxVcyDgGHeieM1cQgK4QegQIARAF&uact=5&oq=meaning+and+definition+of+councelling+types+of+councelling&gs_lp=Egxnd3Mtd2l6LXNlcnAiOm1lYW5pbmcgYW5kIGRlZmluaXRpb24gb2YgY291bmNlbGxpbmcgdHlwZXMgb2YgY291bmNlbGxpbmcyBRAAGO8FMggQABiABBiiBDIIEAAYgAQYogQyCBAAGIAEGKIESJprUIcGWI5dcAV4AZABAJgBmgGgAb0eqgEEMC4zMLgBA8gBAPgBAZgCI6AC0CDCAgoQABiwAxjWBBhHwgIHECMYsAIYJ8ICCBAAGAgYDRgewgILEAAYgAQYhgMYigXCAggQABiiBBiJBcICBBAhGAqYAwDiAwUSATEgQIgGAZAGCJIHBDUuMzCgB6SkAbIHBDAuMzC4B7ogwgcIMS44LjIyLjTIB6cB&sclient=gws-wiz-serp&mstk=AUtExfAAxlHBsEFY4Hyf-8NkGVOU7EPM-G4pUr4UIzg6jtQQ5WWaUI5SksVJFFndLQCBx0ZTPH_wFdn9pCwk61j29tvA72qi9MkotPhVHncXH_EockxMHz47GGeJdmdQVP1bdM2n-mooNlGskvBDH6h9dIilW_Hb4AaEbkv0bWTDbAoqYEZhXhWqrQAbAEpfeaO_KtvnmxJ1hjECWyM8R-b65qD2AhM8J0qzmBwqvUu7Cw6AHHfZ58FloMhMH3IQQffaF-o9q9N1V3XksIeiwg2hd_c3&csui=3

unhealthy abuses, something hectic that affected their lives,
etc.

5. Behavioural Counselling

Behaviour modifications continue to be a primary goal of
behavioural counselling today and are some of the most
common counselling theories. Behavioural counsellors
employing dialectical behavioural therapy (DBT) have clients
learn how to tolerate feelings of distress and better manage
their emotions through mindfulness and other techniques.

6. Directive Counselling (Counsellor-Centered)

Directive counselling is a type of counselling in which the
counsellor plays an active role in identifying the problem and
suggesting solutions. The counsellor analyzes the situation,
gives advice, and guides the client towards decision-making.
This approach is quick and useful when the client is unable to
think clearly or needs immediate direction. However, it may
limit the client’s independence.

7. Non-Directive Counselling (Client-Centered)
Non-directive counselling is a type where the client is given
full freedom to express feelings and find solutions
independently. The counsellor listens carefully, shows
empathy, and creates a supportive environment without giving
direct advice. This method helps in developing self-
confidence and self-understanding. It is a time-consuming
process but very effective for personal growth.

8. Group Counselling

Group counselling involves one counsellor working with a
group of individuals facing similar problems. Members share
experiences and support each other. It helps in developing
social skills, confidence, and mutual understanding.

9. Educational Counselling

Educational counselling helps students in academic-related
issues such as subject selection, study habits, and career
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planning. It aims to improve academic performance and guide
students toward suitable educational paths.
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