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UNIT-I

ORGANIZATIONAL r
4

Benavio
, QEHHVIUR

Meaningof Organization

Organization may be defined as the group/ collection or a o people for achieving a common

purpose, goal or objective in a proper cohesive and defin ner. IS
MeaningofBehavior
[tisthewayinwhichoneactsorconductsonese e owar(rhers.

Meaning&definitionofOrganizationalBehavior -
Organizational behavior is directlycéfiger with the\mderstanding, prediction and control of human
behaviorinorganizations.Itisanareaofst thatigesggatestheimpactthatindividuals, groupsand

bse‘of mahagement activities concerned with understanding,
behavidr in organizational setting.” -
Challahan,FleenorandKudson

“Organizational behaviof is a
predicting and influencing individ

¢

“Organizational ehavidF is the and application of knowledge about how people act within an
organizatiaofy, It is&umaw)l for human benefit. It applies broadly to the behavior of people in all

izat Newstrom and Davis
1s a field of study that investigates the impact that individuals, groups and

stru Ve avior within the organizations for the purpose of applying such knowledge
toware ngean organization’s effectiveness.” - Stephens P. Robbins
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Characteristicsof OB

>

1. Behavioral Approach to Management i havioral approach to management. It is a

part of management related with ing behavior oi-:urﬁan beings in group & organization.It
is a distinct field of study.

2. Science as well as Art - OB is bo iene art’It is a systematic body of knowledge about
human behavior so it is conSi@ered as science. As an art, the knowledge of OB is applied to
improve organizational effective . 4

3. Human tool - Organi nibeh 'or%a tool for human benefit which helps the manager in
various areas. It also proyides fe education needed for creative thinking to avoid and solve
human problemsﬁrorgan tions.

4. Action & goal oriented - is a goal directed discipline that studies human behavior and
explain it in‘rgag\t al €ontext as well as helps in taking proper action to mould that
individud) behayior tow tlte goal achievement of organization.

5. Commohnality o Iliterest — 0B helps in providing commonality of interest between individual

nd ogganizatignal goals& objectives. It provides common goals that unite the variety of
with the interest of organization.
~ OB is a holistic concept which relates people, groups, and whole
system. It gives a broad view of people in organization and studies many

hich draws knowledge from various disciplines such as anthropology, Psychology, Law,
Sociology, Economics, IT Political Science, engineering etc.

8. Cause and Effect Relationship -Human behavior is generally taken in terms of cause andeffect
relationship and not in philosophical terms. It helps in predicting the behavior of individuals. It
provides generalizations that managers can use to anticipate the effect of certain activities on
human behavior.
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9. Organizational Behavior is a Branch of Social Sciences -Organizational behavior is heavily
influenced by several other social sciences viz. psychology, sociology and anthropology. Itdraws
arich array of research from these disciplines.

ElementsofOB
PEOPLE ORGANIZATIONAL
(Individual&group) STRUCTURE
EXTERNAL TECHNOLOGY
ENVIRONMENT

viour of individual in
cing the behavior and their

People as an Individual: The most important element of
a group as well as in the organization. It briefs about vario
effects on organization.

People as in Group: Group can beformal, inform ,larg
dynamic ever changing in nature.
Organization structure: OB establishes v.
creates a professional relationship in bet

dunofficialin nature. Group is

for people in organization & thus

re-OBstudiestheorganizationalstructureastohowpeopleare organized
e organizational goals. It includes -

e Authorityfordecisionmaking
3. Behavior of Organization - OB not only studies the interaction of individuals within the
organization but it also study the interaction of organization into its environment i.e.,
organizations behavior with external actors by following methods -
a. AdoptionofnewPracticessuchas-
e Downsizing
e Teambasedstructure

e Re-engineering
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b. Adoptiontochangingconditions-
e Globalcompetition
e Increasingtechnologicaluse
e Changingsocialstructure(statusofwomen,disabled,ethicgroup)

Organization

Group
Individual
Importanceof OB
1. OBprovidesaroadmaptoindividualsinorganization.I letounderstandtheir behavior
and its impact while working in organization, ’
2. OB helps a manger to motivate his inate gularly as it helps the manager
understandthe basis of motivation and what he s degto motivate others.
3. UnderstandingofOBisusefultomaintaincordiali rialyelations.
4. OBhelpsanindividualinmaintaini trapersonal&interpersonalrelations.

5. OB helps in influencing organizaional events by understanding the organizational culture &
behavior appropriately and ct to”in ce the environment they live in. For ex: how to
communicate effectively, man g conflicts, better decision making, more effective team work
and team dynamics. <

—

4
Disciplinesof OB Py ’

Organizational behavior is applied beha¥ioural science which is drawn from no. of behavioural
disciplines like

1. Psychology: ®syc thelstudy including understanding of human mind and thinking and
the behavioural@spect on such thinking. Psychology tries to measure, explain, at times
eve

modify, the %Viour of human beings. It includes personality, perception, learning,

tiofitude
: Sociol addresses the study of group behaviours. It studies the behaviour of the

organizational culture on the behaviour of employees.
Besides these three, there are some other disciplines such as social psychology, law, economics,
practical science, engineering etc which also contribute to OB.
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PSYCHOLOGY SCIENCE
SOCIOLOGY
TECHNOLOGY
| ORGANISATIONAL
ANTHROPOLOGY BEHAVIOUR 2l
ENGINEERING
POLITICAL SCIENCE
ECONOMICS 3 MEDICINE
OB AND OTHER FIELDS OF STUDY

A 4

Foundation/AssumptionsofOB

) -y

Assumptions about Assumptions about
Nature of People Nature of Organization

- Individual Differences
- A Whole Person

- Caused Behavior
(Motivation)

- Value of the person

d behaviour.

ole Person: OB is based on the concept that when a person is appointed, not only his/her

are not hired but their social background, likes, dislikes, pride etc, arealso hired. Thus, OB

takes"into account the individual as a whole.

3. Caused Behaviour: OB lays on the concept that behaviour of individuals towards any other
person, thing or a situation which is caused due to some reason. Behaviour of the employee
depends on his/ her thinking towards the situation as right or wrong.

4. Human dignity: This concept is based on ethical philosophy- at treating human beings
differently from other factors of production with complete respect in humanity & dignity and
not as the economic tool.
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5. Organizations are social systems: OB treats organizations as the social system having both
psychological & social needs. Two types of social system exist in organizations- formal and
informal social system. Organization environment is dynamic in nature with all the parts of
system being interdependent & influenced with each other.

ApproachestostudyOB

nt wesources of any organization and should be developed towards
o) ‘at they’can contribute to the success of the organization. This
rtive apProach.

approach assumes that there is no best way available in any
h situation is contingent or influenced by many other variables.

n on any situation depends on various elements related to that

central and most impo
high competencygcreati
approach is also called sup
2. Contingency Approa
organiza iondlsituation
Approprpiate mafiageria
situation.

: T

Afoacl&stems approach views OB as a system of which all its parts or activities
ed.

approach: Productivity is the ratio of output &input. It shows the efficiency and
rganization. It is expressed in terms of economic inputs and outputs buthuman
alinputs and outputs are also important OB decision involve human, social and
pnomic issues and so productivity is the significant part of literature of OB.
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ModelsofOB

Five Custodial

Models

of

&‘

1. Autocratic Model- This model is more utHority Ofiented in approach. It is based on the

phenomenon that person who is in com dh e power to demand. Organizations having
autocraticenvironmenthavethesuperiersw thatemiployeesarelazy&trytoavoidwork so they
need to be directed, command ed”& persuadedito the work. They feel that employees

should be given orders & should be closely supervised & controlled for their work. Boss has the
power to command & contr m eds in these organizations work under fear, frustration,
harassment, unsecure & perfor ce level is relatively low. They work only in the fear of losing
their job.
2. Custodial Model-This
satisfying the mo#etary,

thadd is reward oriented (Extrinsic or economic reward) focusing on
sic‘gical,‘ security & welfare needs of employees to motivate then
toworkefficientlyfora goals&ﬁjectivesoforganization.Thismodel focus thatmoney is
best way to motivate§employed to increase their productivity & to reduce their level of
frustrati &Qsec‘ty efthan by forcing & ordering them.
3. Supporb!:e model- Thi leadership oriented model and focus on supportive leadership
to motivate improve the performance of employees at work rather than by using
or gmonetaryrewards.Itfocusesonprovidingcordial&supportiveorganizational
atworkersare notlazy&workshrinkers. Theyareintrinsicallymotivated. If

work with loyalty, dedication, faithfulness & hard work for achieving its goals. This model
focuses on team spirit, brand building & self-discipline. Workers have more job-satisfaction,job-
involvement & degree of fulfillment.
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Insight into Organizational behavior with its concept as propounded in Upanishads
and the bhagvad geeta.

Organizational behavior (OB) is the study of how individuals and groups interact within organizations. While
modern OB draws from psychology, sociology, and management theory, ancient Indian texts like the Upanishads and
the Bhagavad Gita also offer profound insights into human behavior, leadership, motivation, ethics, and duty — all of
which are deeply relevant to OB.

Here'’s a structured insight into organizational behavior through the lens of the Upanishads and the Bhagavad Gita:

1. Core Concept of Self (Atman) and Role Clarity
Upanishadic Insight:

The Upanishads emphasize the realization of the true Self (Atman), beyo
They teach self-awareness, an essential quality in leaders and team
and harmonious working.

OB Relevance:

Self-awareness in OB is key to emotional intelligence.
Knowing oneself (strengths, weaknesses, values) helps em
better decisions.

re effectively in teams and make

2. Duty (Dharma) and Role Responsibility

Bhagavad Gita Insight:
e Krishna advises Arjuna to perform his S ersonal duty) without attachment to outcomes.
e Everyindividual has a role, and fulfi that role with) sincerity contributes to the whole.

OB Relevance:
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ttachment to results (Nishkama Karma).
ot just the reward.

Encourages intrinsic motivation rather than just extrinsic rewards (bonuses, promotions).
Aids in reducing stress and burnout among employees when they focus on doing their best without
obsessive concern over outcomes.

4. Leadership and Sattvic Qualities
Gita & Upanishadic Insight:
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e Leaders are advised to exhibit Sattvic (pure) qualities: humility, truthfulness, compassion, discipline, and
wisdom.
The ideal leader is selfless, wise, and service-oriented.

OB Relevance:

Matches with servant leadership, transformational leadership, and ethical leadership models.
Effective leaders inspire through character and integrity, not coercion or manipulation.

5. Interconnectedness and Teamwork
Upanishadic Insight:

The universe is a web of interconnected realities: "Vasudhaiva Kutumba " —The d isgome family.
Promotes cooperation, empathy, and mutual respect.

OB Relevance:

e Encourages collaborative teamwork, respect for diversity, an
e Helps build a cohesive organizational culture.

6. Mind Management and Emotional Intelligence
Bhagavad Gita Insight:
e The mind is both friend and enemy; o ust control the mind and senses.
o Emotional stability is necessary for, wi i
OB Relevance:
0

o Key in conflict resoluti eci a

o Corresponds to emotional re re anagement, and resilience in organizations.

akimng, and leadership under pressure.

7 ion (Viveka & Vairagya)
. using discriminative wisdom (Viveka) and detachment (Vairagya).
. | thought and emotional control.

EncourageSrational decision-making with ethical considerations, without emotional impulsiveness or
bias.
Conclusion

The Upanishads and the Bhagavad Gita provide timeless wisdom that aligns deeply with modern organizational
behavior principles. They emphasize:
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e Self-awareness and mindfulness
e Duty-bound performance

o Ethical leadership

e Emotional balance

e Team harmony

e Detachment from results

These teachings, when integrated into organizational culture and individual behavig
ethical, and effective workplace.

more conscious,

Insight into organizational behavior with its objectives a ization concepts as
propounded in the rigveda

The Rigveda, one of the oldest and most profound texts of ancientindi i ,1s not a management manual in
al insights that can be
ship, ethics, and collective

interpreted to understand the nature of organization, a0
that align closely with the study of

action. When studied in this light, it offers timeless val
Organizational Behavior (OB).

1. Concept of Organization in the Rigveda

The Rigveda views the universe itself as a @@smiC 0rganiz
universe functions with order, interd nd

ion, governed by Rita (cosmic order). Just as the
, SO must human organizations.

1 Implication: An organization ! With structure, ethics, and alignment with natural harmony.

Objectives of Or ior (in Rigvedic Perspective)

nd collaboration
al unity and shared goals
o Conflict resolution through consensus

2. Shared Vision and Purpose
The Rigveda teaches that unity of purpose leads to strength. Organizations must align individual goals with

collective objectives.
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OB Relevance:
« Vision and mission alignment
o Leadership and goal setting
e Cultural cohesion

3. Respect for Diversity and Inclusion

While promoting unity, the Rigveda also recognizes diversity of roles and functions curs the Varna
system). It accepts that different roles are essential to organizational harmony.

OB Relevance:

« Division of labor Q
e Job specialization
« Diversity and inclusion in teams

4. Ethical Conduct and Truthfulness
The Rigveda holds Satya (truth) and Dharma (rightegus entral pillars. No organization can survive

without ethical behavior and trust.
OB Relevance:
« Organizational ethics \

o Corporate social responsibilit
e Trust-building in workplace ¢
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Rigvedic Concept

Organizational Interpretation

Rita (cosmic order)

Rules, structure, policy, governance

Yajna (sacrifice, offering)

Selfless contribution to collective goals

Sangha (union/group)

Organization or team

Agni (sacred fire/leader)

Inspiration, energy, central leadership

Satya (truth)

Integrity, transparency in communi

Mitra (friendship)

Harmony in interpersonal relatio

?ﬁﬁc‘)
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UNITII

LEARNING

What is learning?

Meaningof learning:
Learning is the process by which individuals acquire knowledge to be applied in future
reaction to situation. Learning refers to this modification o vior pragtice, training and experience.
Learning may be defined as a relatively permanen e in iour ghat occurs as a result of Prior
Experience.

)/
According to the Dictionary of Psycholo “Learning meis the process of acquiring the ability to
respond adequately to a situation whigh"may or may not“have been previously encountered, the

factorable modification of response tendencies co uendsupon previous experience, particularly the
items in new series of complexity coaadin motor response, the fixation of items in memory so that
they can be recalled or organized in the cessQof acquiring insight into a situation.”

Learninghastakenplaceifanindi uabesave eacts,respondsasaresultofexperienceinamanner

different from the way hefformallyBeh ed.‘ v W. Mchehee

¢
NatureofLearni'!g ) J

1. Chahge:Leagning iﬁably involves a change though not necessary improvement inBehaviour.
ifig may be%good or bad from an organizations point of view for ex., bad habits,
ictions may be learned by an individual.
einbehaviourmustberelativelypermanenttemporarychangesmaybeonly

| to represent any learning. Changes called by fatigue or temporary adaptations

vered in learning.

nge in behaviour should occur as a result of Experience, practice or training. The change

ot be evident until a situation arises in which new behaviour can occur.

4. Learning is reflected in Behavior - A change in an individual’s thought process or attitudes
not accompanied by behavior is not learning. Further learning needs to result in behaviour
potentialityandnotnecessaryinthebehavioritself.Forexample,ifapersonis thinkingofusing drugs,
but has not actually used them and he finds out that a friend of his has died because of drugs, he
will never get involved with drugs. This experience has changed his behaviorpotential.
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5. Reinforcement - The practice or experience must be reinforcement in order for learning to
occur. If reinforcement does not accompany the practice or experience the behavior will
eventually disappear.

TheoriesofLearning

Cognitive

Learning ’
{4
v )4
1. ClassicalConditioning

/

Learning through classical conditioning (€.C) was first studi& by Ivan Pavlov, a famous Nobel Price
winningphysiologist, atthe turns of20thc tur;;.l .C. theorydeals with the associationofoneevent
with another desired event resulting desired behaviour of learning.

therelation betweenthedog’s salivation andringing of
a bell. A simple surgical proc im to measure accurately the amount of salvia secretedby
dog. When Pavlov presented a the dog, he noticed a great deal of salivation. He termed
the food unconditional stftnulus om i&lly caused salivation)

And salivation - an unconditigned Response when the dog sew the meat it salivated during the second
stage
Pavlov merely rdng &ellﬁut ulus) the dog did not salivate. Pavlov subsequently introduced
the soundof belfeach tiﬁethemea s givento dog. Thusmeat&ringingof bell werelinkedtogether. The
e in response to ringing bell even when there was no meat.

eutralstimulus)—Noresponse

RuringConditioning

Meat(US)+Bell(CS)—Salivation (UR)
C) AfterConditioning

Bell(CS)—Salivation(CR) US

= Unconditioned Stimulus

UR=UnconditionedResponse

CS = Conditioned StimulusCR

- Conditioned Response
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1. Before Conditioning

Food
Unconditioned
Stimulus

— R
= g RESPONSE 4 {
gl —

Saliva’tion
Unconditioned
Response

2. Before Conditioning

—
& RespONSE
Bell

Neutral
Stimulus

No Sai{;/alion
No Conditioned
Response

3. During Conditioning

N

£

© RESPONSE ‘

4. After Conditioning

£ o=
RESPONSE

”‘/ \ “‘:/ I

®) W =\ =
Bell Food Salivation Bell Salivation
Unconditioned Conditioned Conditioned
Response Stimulus Response

Classical Conditionin

2. OperantConditioning(0C)
0.C is defined as “Behaviour that produces effect.” OC is b
that individual’s exhibit responses that are rewarded and
rewarded or are punished.

0.C also called instrument conditioning refers [0 the
consequences & how we behave in future will de

ork’of B.F. Skinner who advocated
X ibi't response that are either not

essgthat our behaviour produces certain
those consequences. If our action have

pleasant effect then we will be more li repeat themfin future. If however our actions have
unpleasant effect we are less likely to repeat them in future.

0 - . . . ‘
Thusaccordingtothistheory,behaviougisth ctienofits consequences.

Q/

OperantBehaviour&theirCm@e‘nc

Behaviour Consequence
Work ispaid
The Talktoothers meetsmorepeople
Individual EnterRestaurant obtainsfood
Enter Library find a book
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Operant Conditioning

Specific consequences are associated with a voluntary behavior

Rewards introduced to Punishment introduced to
increase a behavior decrease a behavior

!
@9 @ .

T\E

3. SocialLearning

Also called observational learning, social learning theory emphasize of individual to learnby

observing others. The important may include parents, s, P
bosses & others.
Social

ByObservation

Motion Pictures TV artists,

the behaviour of modelsuch as parent, teacher, film star etc.

The following process in

I.

uence:

critical featur®,

Attentionprocess: plt!)lxylea f'r,omamodelwhentheyrecognizedandpay attention to its

<
ii. Retention process: del’s influence will depend on how well the individual remember

the mod
iii. Mot

no dél the chlng must be converted into doing.

ess: After a person has been a new behaviour by observing the

iv. en rocess: Individual will be motivated to exhibit the modeled behaviour if

ncentl es’or reward are provided.

Motor
reproduction

Stimuli Rehearse Practice Reward
Focus Encode Feedback Reinforce

2. Symbolism:Itreferstolearningthroughsocialactionreaction,symbolizationandinteraction.
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3. SelfControl:Learningisselfdevelopmentprocess;peopleareintroducedinselfanalysis, appraisal
and improvement.

4. Self Efficiency: It refers to the individual’s perception as he or her ability to perform a specific
task in a particular situation

4. CognitiveLearning

Cognitive learning theory establishes the relationship between cognitive environmental cues and
expectations. The cognitive approach emphasizes the positive and free will aspect of human behaviour.
Cognition refers to an individual’s ideas, thoughts, knowledge, interpretations understanding about

cognitive approach, Tolman trained a rat to turn right in a T maze in order to
started the rat from the opposite part of the maze in order to obtain food. T
the opposite part of the maze, according to operant conditioning theory t
right because of past conditioning. But the rat instead turned towards whe
This experimentconcluded that the rat formed acognitivemap tofig
reinforcement was not a precondition for learning to take place.

ATTITUDES
Introduction
Attitudes are evaluative statements. These are frequently u
and explaining the people’s behavior. These reflect how one
say, “I like Ram”. I am expressing my attitude a
mind, predisposition of certain actions.

thing or somebody. Whenl
say that attitude is a bent of

Attitudes constitute an important psych
Schermerhorn, et al,, have defined attit
way to someone or something i

ividuals which shape their behaviour.
“to respond in a positive or negative

readiness, organised through experience, exerting a
dual’s response to all objects and situation with which is

directive or dynamic infl

it related. G.W. Allport
“Anattitudeisate ntoevaluateanobjectorsymbolofthatobjectinacertain.
—Katzand Scotland

(iii) BehaviourComponent.The tendency of a person to behave in a particular manner towards an
object is the behavioural component of an attitude.
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Affective

Cognitive
component

component

FeaturesorCharacteristicsofAttitudes
Theimportantcharacteristicsofattitudesareasfollows:

(a) Attitudes affect Behaviour. People have the natural tendency to maintain sistencybetween
two attitudes or attitude and behaviour.Attitudes can lead to intended behayi if there is no
external intervention.

(b) Attitudes are Invisible. Attitudes constitute a psychological ph
observed directly. However, we may observe an attitude indir ing its
consequences.

(c) Attitudes are Acquired. Attitudes are gradually learnt over
learning attitudes starts right from childhood and contin of a person.

(d) Attitudes are Pervasive. Attitudes are formed in the p ion and may relate to
anything in the world.For example, a person maygh e or negative attitude towards
religion, politics, politicians, countries, and so on.

(e) Attitude is evaluative. Attitudes are evaluative statéments,;€ither favourable or unfavourable.
When a person says he likes or dislikes so , somelody, an Httitude is being expressed.

(f) Attitude is unconsciously held. An attitide may be unconsciously held.Most of our attitudes
may be about those objects which we are r?e of.

SOURCESOFATTITUDES

(a) Direct Personal Experien
object determines his attitu
inadequately paid, supervisor to
negative attitude towa
negative. PY £ "7

(b) Association. A new attit jectmay be associated with an old attitude object and the
attitude towards the lagter be transferred towards the former.

(c) Social Learl‘g A%fu also learnt from other as for example, from parents, teachers,
superlor mod ividual learn by having contact with others or even watching
models over the T.\W In fact, social learning makes it possible for a person to develop attitude

hmg&n when he has no direct experience the attitude object.
nal Factars. Religious institutions, social organizations, educational institutions, etc.

persons direct experience with the attitude
ward it. For xample, if a worker finds his work repetitive,
ou nd’ co-workers not so cooperative, he would develop
cause the quality of his direct experience with the job is

attitude formation. They determine, in part, our attitudes towards unions and management and
our belief that certain laws are “good” or “bad”.
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MASS DIRECT PERSOMNAL ASSOCIATION
COMMUNICATIONS EXFERIENCE
r'y
ATTITUDES

L 4

ECONOMIC NEIGHBOUR- FAMILY AND
STATUS AND HOOD PEER GROUPS
OCCUPATIONS
Formationof Attitudes
The above mentioned sources are the important ways in which attitu earnt.But what type of

attitudes will ultimately develop is dependent on the follo
(a) Psychological Factors. The psychological make-up
idea, beliefs, value, information, etc., It has a i

(b) Family Factors. During childhood, a per
he learns from the family members who
issues such as education, work, hea

(c) Social Factors. Societies differ i
which influence a person attitu
attitude towards communis

(d) Organizational Factors. It sho
in the institution in whi

on is made up of his perceptions,

termining a person’s attitudes.

ajor part of his timein the family.Thus,

with ready-made attitudes on a variety of

, economics, etc.

rmS of language, ‘Jlture, normal, value, beliefs, etc., all of

s. For example,people in India in general hold different

pl€ of China.

be remempered that a worker spends a major part of his life

Thl&organisational factors such as nature of job, factory or
office layout, fellow wo f supervision, monetary rewards associated with the job,
trade unionism, isforma organiSation’s policies and practices, play an important role n
shaping the job attitudes o erson.

(e) EconomicFactors.Apetson’sattitudetowardsahostfissuessuchaspleasure,work,marriage,
working offfen, i&, isGinflaenced y economic factors such as his economic status in the
economic condifions.

itical Factors. ﬁtsics plays a crucial role in the administration of a country.Therefore,

rs such'@s ideologies of the political stability and the behaviour of the political
nce the attitude of the people.

1) JobSatisfaction-

The term job satisfaction refers to the general attitude or feelings of an individual towards his job. A
person who is highly satisfied with his job, will have a positive attitude towards the job. On the other
hand, a person who is dissatisfied with his job, will have a negative attitudes about the job.
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il.

jil.

iv.

JOB

SATISFACTION

2) JobInvolvement-

A general definition of job involvement states that job involvement measures t
person identifies psychologically with his or her job and considers his or her percgi rformance
level important to self worth.

3) OrganizationalCommitment-
Organizational is a state in which an employee identifies with a partic
wishes to maintain membership in the organization.

ization and its goalsand

FUNCTIONSOFATTITUDE

Katz has suggested that attitudes and motives are int

motives, attitudes can serve four main functions.These are a
Knowledge Function: One of the major functi s to provide a frame of reference
which forms the basis for interpretation andgJassificatio new information.Attitudes provide a
knowledge base and framework within whic atign can be placed.
Value Expressive Function: Attitudes e expressionvof values.They enable individuals to
indicate to other the value that they and thus to express their self-concept.
Adjustment Function:Attitudes off help ple _adjust to their work environment. When
employees are well treated theyre li t6 develop a positive attitude towards the management
and the organization, otherwise thegpare likely to, develop a negative attitude towards management
and the organization. The Ip loyees adjust to their environment and are a basisfor
future behavior. »
Ego-Defensive Funcgion: A ude‘nay be held in order to protect the ego from an undesirable
truth or reality. People often and faintain certain attitudes to protect their own self images.
For example, workers may feelSthreatened by the employment or advancement of minority or

female work‘rs ifPthe Qan i
) J

depending on an individual’s

’
MOTIVATION

Motivation 1 im'cerms be understand as the set of forces which causes people to behave in

certaj ' . Motiydbion is an “urge” that drives us towards the road leading to our goal.

ds competent people for accomplishing its goals and objectives. But only
of the people alone is not enough for fulfilling this purpose. There has to be a
willingness, or desire or internal drive in the people to achieve the objectives and motivation means
process of cgeating zeal, confidence and to stimulate people to work in the desire direction which leads
to the achievements of organization as well as individuals goals and objectives.

DEFINITIONOFMOTIVATION
The term motivation has been derived from Latin word “MOVERE” which means to move. Thus the
word motivation stands for movement.

“Motivationis the processthat accountforanindividualisintensity,directionandpersistenceof efforts
towards attaining a goal.” [ROBBINS]
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“Motivation is the willingness to exert high level of effort towards organizational goal, conditional
bythe effort and ability to satisfy some individual needs.”

NATUREOFMOTIVATION
Motivationisaninnerfeelingwhichenergizesapersontoworkmore.
Theemotionsordesiresofapersonprompthimfordoingaparticular work.
Thereareunsatisfiedneedsofapersonwhichdisturbhisequilibrium.
Apersonmovestofulfillhisunsatisfiedneedsbyconditioninghisenergies.
Therearedormantenergiesinapersonwhichareactivatedbychannelizingthemint

v W

TYPESOF MOTIVATION
1. Positive Motivation: Positive motivation or incentive motivation J
workers are offered incentives for achieving the desired goals. T

shape of more pay, promotion, recognition of work etc.

2. Negative Motivation: Negative or fear motivation is base
employees to act in a certain way. In case, they do not act
punished with demotions or layoffs. The fear acts as a pughgmechan

POSITIVE positive,

motivation towards a goal ,stzinable

Fear causes
they may be

motivation

»

“Write this

> “I really
3 report{,\@and nt to write
o yogeqet s ﬁs report! S=
D §_ bonus” s
=L 22
==
3 p SZ
g “Write’this “f really don’t 2
£ report or want to write
2 you're fired!” this report!
&
NEGATIVE
motivation away from something
[ ¢ yv
TECHNIQUEST lNCRE’SEMO ION

1. Fin cialM%atorx

JobEnrichment
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_— Bm®
GOAL
REWARDS SUPPORTIVE PEERS
. A L
itz I
............... N
ENCOURAGEMENT ............... MOTIVATION 4 FRIENDLY
ENVIRONMENT
K *, R 3
3 b 4 -
= gy 1~
ARSI IR CHALLENGE DETERMINATION

IMPORTANCEOFMOTIVATION

1. Increaseemployeeproductivity.

2. Greatersatisfaction

3. Enhancesjobinvolvement

4. Reduce stress

5. GoodhumanRelations .

6. Reducesturnoverandabsenteeism [ 4

7. Reducesemployee’sgrievances.

8. Efficientutilizationofphysicalandhumanreseur '

/

THEORIESOFMOTIVATION s A\ —
MASLOW’SNEEDHIERARCHYMOD

This theory has been developed by Pro .
desires which influence thei
cannot. The needs are arrange
the next level of needs or@\after

Basicfiveneedswhicharedescribesi

1. Physml 1cz’ nee& t
human er The’e are foo
re.

: These

lovw According to which human beings have wantsand
nly nsatisfied needs influence behaviour, satisfiedneeds
er of importance from basic to the complex. Person advances, to
Ar leyelneed is satisfied.
istheoryare:

e the basic needs related to the survival and maintenance of
clothing, air, water, shelter and other biological needs which are

eds include safety and protection from physical and emotional harm. It

t includes affection belongingness, acceptance and friendship. It focuses on
soc1ab111ty, exchange of feelings and grievances, recognition, belongingness etc.
eem needs: These needs are also known egoistic needs. Needs includes self confidences
independence, achievement. Knowledge and success, attention, self respect, status etc.
5. Self-Actualization needs: The drive to become what one is capable of becoming or want to
achieve in their life. It is consider as primary mission of one’s life.
Maslow separated the five needs into a higher and lower order. Physiological and safety needs are
described as lower order needs. Social esteem and self -actualization are classified as higher order
needs. Higher order needs are satisfied internal and lower order needs are satisfied externally.
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Maslow’s
Hierarchy
of Needs

Self-actualization

Esteem

Safety

Physiological '
THEORYX&THEORYY
This is the participation model theory of motivation giv
managers view about the nature of human beings (subordin
are grouped as theory x and theory y. Manager is r to
according to these assumptions to motivate themfo work.

sed on certain assumptionswhich
heirfpehaviour towards employees

)/
e templieefare-

THEORYX-Inthistheoryautocraticmanager,
e Inherentlylazyandavoidwork.
e Avoidstakingresponsibilityandpo
o Indifferenttoorganizationsgo
e Littleambitious,Prefertgsecurity.

So managers according to this

establishing a comprehensive s

supervise workers and to motive

‘ -
'
herfactors.

to follow the traditional method of closely supervising and
1and and control along with a hierarchical structure to

THEORYY-Mana erwltht eor iehtationmakefollowingassumptionsabouttheirsubordinates-
. Employeéarea otivatedanxioustoacceptgreaterresponsibility.
L
. ysicalworkduties
. forwardthlnklngatworkplace

Theory x assumes that lower order needs are the basic needs for which individuals are motivated to
satisfy and theory y assumes that individuals are also motivated to satisfy higher order needs of self-
esteem and self actualization along with lower order needs.

45, Anurag Nagar, Behind Press Complex, Indore(M.P.) Ph.: 4262100, www.rccmindore.com
25



Fenaissanc€@

college of commerce & management

B.B.A.1stSem. Subject- Organizational Behavior

Based on assumptions about people

y
v

They distrust people and They are participative ,frust
believe in close supervision subordinates and allow them
and tight control over the to participate in decision-

subordinates. making

MCGREGOR’'S THEORY X & Y

Theory X Theory Y
Work avoiding Work is natural I
Need to control Capable of self-direction
Avoid responsibility Seek responsibility
\ Workers seek security I Can make good decisions I

HERZBERG’'STWOFACTORTHEORY

This theory was given by Herzberg (1959). This theory is also called as Motivation Hygiene model
theory. This theory constructed a two-dimensional paradigm of factors which affects people attitude
towards work. These two factors are Motivators and hygiene factors.
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Motivators are intrinsic factors related with work (job) such as advancement recognition, responsibly
and achievement. Presence of these factors ensures job satisfaction internally.

Hygiene factors are the extrinsic factors related to work (job) such as company policy, supervision,
interpersonal relations, working conditions, salary etc.

Absenceofhygienefactors  cancreatejobdissatisfaction,but  theirpresencedoesnotmotivateorcreate
satisfaction.

So it is stated that motivators describe the person’s relationship with what she or
jobperformedwhereashygienefactorsdescribeaperson’srelationincontexttoenviron
he perform the job. Removing dissatisfying characteristics from a job doe
satisfying. Job satisfaction factors are separate and distinct from job dissati

oes related with

Presence of hygiene factors will not dissatisfied people but also cafinot Sati [t is only the
motivators i.e. intrinsic factors which are associated with work deri i
satisfy and motivate individuals. r -

Employeesare
satisfied and
Employeesare motivated

not dissatisfied

Employeesare but unmotivated

dissatisfied and

unmotivated

ERG- THEORY
This theory of ot&tl % by Alderfer (1972). This theory classifies needs into three
er:

categories in hi I‘Cth‘
1. TheyExistence Ne - These needs include all our basic material existence requirements. It
e basi ologlcal needs and shelter needs. They include Maslow’s Physiological

eeds- These needs include the desire for having good and important
ationships, social interrelation and good image in between others in external
. It includes Maslow’s social needs.

e Growth Needs- These needs include an intrinsic desire for personal growth development,
recognitions advancement, achievement etc. It includes Maslow’s esteem and self
actualization needs.
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Self Actualization
Growth

 Relatedness )y ‘ '

Physical Security
- Existence

Alderfer's ERG Theory

= &
/
ThistheorydiffersfromMaslow’stheoryi ingargumeis:
1. Maslow’s said that needs are divided in 5 categories hierarchal from basic to complex and only

one need is been work on ogne ti wlnrwldﬁfer said that more than one need may be
operative at the same time. ‘

2. ERGTheory does not
necessary that when o
be working on owth, XisSt
relatedness needs even if

MCCLELLAND’ STH]%RY%E
Thlstheorywasg enDa‘d

‘ McCIeIIand S
Motivational Needs

rigidphiefarchy for the satisfaction of needs i.e. it is not
isfied them only another need can be satisfied. Person can
ce or pelatedness needs at same time or on existence and
neegt is unsatisfied.

961)whichmainlyfocusesonthreekindsofneeds namely-
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a. Need for achievement (NACH) - This need includes a drive to excel, advance and grow. It
includesdesireofindividualtoachievesomethingdifferentfromothers inadifferentmannerin
relation to a set of standards.

b. Need forpower(NPOW) - This need to have command andcontrol to make other behaviourin a
way that they have never behaved otherwise to change the situation accordingly.

c. Need for affiliation (NAFF) - This included desire for being friendly and to have a close
interpersonal relations with others. People with this need want to have a good image &
relationship with others.

People with high need for achievementhavea compellingdrive to succeed. Theystrive to dosomething
betterandmoreefficientlythatithasbeendonebefore byothers.Thisiscalledachievem . High
achievers differentiate themselves from others by their desire of doing things b
They seek situations in which they can attain personal responsibilities indj solutions
toproblems.Peoplewithhighneedforpowerenjoybeing“in-change”ofanysituati i
influence over others and prefer to be placed into a competitive and sta
believe to change the situations and thoughts of the people accordingly by i Y
People with high need for affiliation strive for maintaining friendship. ive situationsand
desire for a relationships that involve a high degree of mutual understan
Basedonthistheoryfollowingassumptionscanbemade-
a. Individuals with a high need to achieve prefer job sit i ersonal responsibility,
feedback andanintermediatedegreeof risk.In thegeysi i i vers will bestrongly
motivated.

b. A high need to achieve does not necessarily lead t gag anner, especially in large

i development rather than

influencing others to do well.
¢. The needs for affiliation and power are ¢
needs to be high in need of oderate in
achievement.

tOimanagerial success. A good manager
ed of affiliation and low in need of

VICTORVROOM'SEXPECTANCYTHE
It is given by victor vroom (1964) and 1 e ost widely accepted explanations of motivation.
According to this theory mo d on people belief, goals and linkage between effort,
performance and rewardand re ual goal satisfaction.

thistheoryareas follows-
effortandperformancedeterminantwhichshowstheextent to
level of efforts will lead to expected level of performance.

These determinants are expressed through following formula-
Motivation=Expectancy(Performance)xInstrumentalityxValence.

Effort - Performance linkage
(Howhardwillhavetowork?)
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Performance-Rewardlinkage
(What is the reward?)

Attractiveness
(Howattractivenessisthereward?)

Valuesmayrangefrom

Expectancy — 0to 01
Instrumentality— 0to 01
Valence — -01to01

The employee
believes that
acceptable
performance
will produce
the desired
reward.
-, N\
_ Expectancy Instrumentality Valance
| Pemeived probability that Perosived probabil ity that Value of expected
| = | Effortwil leadtogood | * | goodPerformancewdl | X oubcomes 1o the
Perfomance lead to desired outcomes individual
| {Revuards)
o e e o S e e S g
Self-Efficacy Trust Wdues
Goal Difficulty Cortral Needs
P& céived Conk ol Policies Goals
Preferences

7 .

Instrumentality

Motivation

{Expectancy x
Instrumentality x Valence)
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GOAL-SETTINGTHEORY

Goals are targets which are to be achieved in future. Goals play an important role in influencing the
behaviour and motivational level of employee. This theory was given by Edwin Locke. He stated that
whenemployeesparticipateingoalsettingtheyaremoremotivatedthatleadstoefficientperformance,
rewards and also personal satisfaction.

Thefouressentialelementsofgoalsettingmodelexplainedbelow:-

1. Goal Acceptance: It states that employees should accept the goals assigned to them. If difficult
goals are assigned to employees they may not feel attached to goals and leads to non-
acceptance low motivation and performance on the part of employees. Ma rs should follow
participative approach in setting goals for subordinates.

2. Goal Specificity: goals should be specific, measurable, fixed and cle
be understandable by them. This enables the worker to evaluate
judge themselves.

3. Goal Challenge: goals must be feasible but challenging in na
achievable. All the directions, efforts and resources require
communicated and made available to subordinates.

4. Performance Feedback: Employees should be informe ell they are doing and

how successful they are. Proper feedback can mogiwate the
performance and self generated feedback is a very

unpleasant consequences are not likely to be repeated again. Reinforcement also influences our
motivatio evel to door not to do certain things. Reinforcement is of four types:

a. Positive Reinforcement: It is the used of Rewards that stimulates the desired behaviour and
strengthen the probability of repetition of such behaviour in future. It includes reinforces such
as money, praise, promotion, recognitions etc.

b. Negative Reinforcement: This strategy is also called “avoidance learning”. It implies use of
unpleasant rewards to avoid the undesirable behaviour of an individual. It includes warnings,
penalty alert counselling etc.

c. Extinction: To avoid the undesirable behaviour to extinguish it completely. It is to withdraw all
far of reinforcement to completely dissolve undesirable behavior.
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d. Punishment: This tool is used when an unpleasant or undesirable behaviour needs to reduced
or eliminated. For ex: worker’s wages may be deducted if performance is not done.

Reinforcement Theory

ADD TO REMQVE FROM
ENVIRONMENT ENVIRONMENT
+R -R
INCREASE POSITIVE NEGATIVE

BEHAVIOR | REINFORCEMENT | REINFORCEMENT /

DECREASE
POSITIVE NEGATIVE
BEHAVIOR PUNISHMENT PUNISHMENT

iEduNote

Equitytheoryofmotivation: \7 4

According to this theory, employees make comparisons of their job inputs and outcomes relative to
those of others. If, an individual perceives the i atio to be equal to that of the input-
outcome ratios of others a state of equity ¢ i

Equity Theory

4— weighed against one or
more reference groups

Person'perceives the situation to be fair. If the ratio appears to be unequal, the individual experience
inequity. e are four referent comparisons that an employee can make to find out the ratio of equity
or inequity:
1) Self-Inside:Anemployee’sexperiencesinadifferentpositioninsidehisorhercurrentorganization.
2) Self-outside:Anemployee’sexperienceinasituationorpositionoutsidehisorhercurrent
organization.
3) Other-inside:positionofanotherindividualorgroupofindividualsinside theorganization.
4) Other-outside:positionofanotherindividualorgroupofindividualsoutsidetheorganization.
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1) An equitable suitable 2) Negative inequity

self
other
~——

Qutcomes utcomes

inputs inputs M A\

inputs
Rs. 10 Rs.20 _ s 10/hr. Outcomes
“rhr = Rs- 10/ 2hr. ;q15,_h10 —Rs. 10/hr. inputs
’ r.

Rs. 15_Rs. 15/hr. ,
hr.

3) Positive equity

Outcomes

inputs

Bs.10_Rs. 10/hr
1 hr.

As.15 _ps 15mr  Qulcome

innuts - -
¥y _ .

Individual Perceives inequity

w
Individual experiences tension
v

Individual wants to reduce tension
|

Individual takes action

. 4

(f) Change nputs
(if) Change outcomes

Alter pzarceptions of self

Ve

Alter perception of others
(v) Change comparisons

(vi) Leave Situntion

RESPONSES TO INEQUITY

Whenemployeeperceivesinequity,theycanmakeoneofthefollowingsixchoicesofbehavior:
a) Changetheirinputs:Increaseordecreasetheirinputs.Ex-canworkhardorworklesshard.
b) Changing outcomes: Person can request to ask his or her outcome. Ex- ask for salary, office,
recognition etc.
c) Changing perception of self: Can leave that situation and to focus on other. Ex- if a personfeels
thathe was notgivenproper rewards for thework hedoneandstateofinequityis existing ina

person’s mind then personcan focus on theother task wherehe got theequalityin terms of
rewards or can get equal rewards.
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d) Change the comparison person:To compare with a person who is equal to or less than
theperson who is making comparison.

e) Changing the inputs outcomes of others: Ask other person to reduce his or her inputs to the
task or to reduce their outcomes. Distort the perception of others.

f) Leavethesituation:Cantransfer,changelocation,leavethejobtoavoiduncomfortable feelings and

inequity.

Motivatingemployeesinanorganization:
1) Recognizing individual differences: managers need to understand the different and
important needs of the individual employee and should try to co it with the
organizational goals. This results into high level of involvement motivation of
employees.

2) Usegoalsadfeedbacks:employeesshouldhavethespecific
shouldbeprovidedregularlytoinform theemployees about
those goals.

3) Include employees in decisionmaking: participation of e
choose their benefits, solving productivity and quality proble

4) Link rewards to performance: rewards should be co
must perceive a clear linkage.

5) Maintain equity: rewards should be perceived

6) Motivating professionals: professionals likely t e

7) Motivating low skilled and tempora

ovided to them an low skilled workers
will be motivated if proper nment and higher pay package will be

provided.

PracticalApplicationofMotivationalTe

Employee re€cognition program consist of personal attention, expressing interest, approval and
appreciation for a job well done. They can take numerous forms. Employee Recognition Programs has
close link with Reinforcement Theory.

Employmentinvolvement
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Employee involvement includes participative management, workplace democracy, and empowerment
and employee ownership. Employees’ involvement in the decision making would positively affect them
and by increasing their autonomy and control over their work lives, employees will become more
motivated, more committed to the organization, more productive and more satisfied with their jobs.

Participativemanagement
Thelogicbehindparticipativemanagementis:
a. Managersoftendonotknoweverythingtheiremployeesdo.
b. Betterdecisions
c. Increasedcommitmenttodecisions
d. Intrinsicallyrewardingemployeesmaketheirjobsmoreinterestingandmeani

Thetwocommonformsofparticipativemanagementare:

a. Workcouncils-Theyaregroupsofnominatedorelected employeesw
management makes decisions.

b. Boardrepresentatives-Theyareemployeeswhositonacompan

the interests of the firm’s employees.

Qualitycircles(QC)

QCconsistsofaworkgroupofeighttotenemployeesandsupervi asharedareaof responsibility. Key

components of QC are (Robbins, 2003):
e They meet regularly on company time to discuss thei y
problems, recommend solutions, and take ive actions.

e They take over the responsibility for solvig quali rob&ms and they generate and evaluate

their own feedback.
e Managementtypicallyretainscontr efinalimpler‘entationdecision.
-
Employeestockownershipplans(ESOPs [
InthetypicalESOP,anemployeestocko shiptrustiscreated.Companiescontributeeitherstockor cash to

possession of their shares or s

buy stock for the trust and a%te the ockQ er{lployees. Employees usually cannot take physical
L 4
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Meaningof Personality
The term ‘Personality’ has been derived from the Latin term per sona which means to ‘speak through’
the Latin term denotes the masks worn by across in ancient Greece and Rome. Common usuage of the
word ‘Personality’ signifies the role which the person (actor) displays to public. Personality is one ofthe
major psychological factors affecting the human behavior.

Personality refers to the sum total of internal & external traits of the individual which are relatively
stable & which make the individual different from others

The personality refers to the quality of a person in the role played, appearance and behaviour, inner
awareness & force. The personality may vary from situation to situation. It is the interaction between
person & situation.

Personalityrepresents thesum totalof severalattributes whichmanifestthemsely,
organize and integrate all the qualities so as to give meaning to life and the uniqu
which influences behavior of an individual.

anindividual to

al of tho

Definition: Personality is the dynamic organization within the indivi
systems that determine his unique adjustments to his environment.
ordonAllport

s & as well as the

Personality means how a person affects others & how he unde
pattern of inner & outer measurable traits & the Person situation 1
FredLuthans

Characteristics -

Thefollowingelementsshouldformthemeaning

1 Personality has both internal and exter e external traits are the observable
behaviours that we notice in an individu ernal states represent the thoughts

ervable behaviours.
es at all, it is onlyafter a verylongtime or

as well as shaped by the environment our
our parents. However these genetic personality
life experiences.
earestrikingdifferencesamongindividual.

1 of internal & external traits of the individual which are

Culture

Religion
4. Other factors
o Temperament
. Interest
o Character
o Schema
o Motives

1. BiologicalFactors
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a. Heredity: It has a great influence on biological and mental features. It means the transmission of the
qualities from ancestor to descendant through a mechanism lying primarily in the chromosomes of
germ cells. Physical stature facial attractiveness, sex, temperament, muscle composition, reflexes are
inherited from one’s parent.

b. Brain: There is a general feeling that brain plays an important role in development of one’s
personality persons with a broader forehead, big right hemisphere i.e. left handed have a learning
towards truth, welfare beauty, justice, kindness artistic, emotional musician poet etc, similarly persons
having broader left hemisphere i.e. right handed with sharp nose, big ears are logical, analytical, strong
& have criminal

c. Physical features: An individual’s external appearance may have a tremend
personality. Some people give relatively higher weightage to the physical features
defining his personality. Such factors include height, weight, colour, facial feature
appearance is an asset for the job of a sales person & public relations.

effect on his
individualwhile
physical

2. Family&Socialfactors:
The family has considerable influence on personality development, p
learn from their parents, siblings etc.

. The mother is the first teacher in initiating personali

icul in early\Stages children

r motivates &

. Family and social factors shape a person’s persong s of socialization and
identification. Socialization is a process by which a , from the enormously wide
range of behavioral potentialities that are open him & th, th ehaviour patterns that are
customary & acceptable to family & social

. The identification process occurs when o0 identify himself with some person
whom he feels ideal in family, generally ily tries to behave like his father or
mother.

Eg:-ofimpactofsocioeconomic fact nurturedunderawarm, lovingstimulating

environment are positive & active as ared to children neglected by their parents are.

3. Situationalfactors:
An individual’s Personali i erent situations. The demand of different situation may
onality therefore we should not look at the personality factor in

TheProtestamtsaretaughtaboutworkethics,familysystem,friendship&cooperation The
Sikh are hard'working, dogmatic aggressive.
TheMuslimsarereadytoundertakeanyjob&vocation&acquire personalities.

4. Otherfactors

a. Temperament:Temperamentandothernon-intellectualpersonalitytraitsaredistributive according to
normally distribution. Temperament is the degree to which one responds emotionally.

b. Interest:Theindividualnormallyhasmanyinterestsinvariousareas.Thetopexecutivesinany
organizationdonothaveinterestincommontaskandpeople.Theorganizationshould provide
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opportunities like job rotation & job enrichment & special training programmer to satisfy the Interestof
executives.

c. Character: Character primarily means honesty & integrity. It is resistance to stealing and cheating
others. Character integrity & morals of high standards is a very important requirement for responsible
jobs. It is likely that an individual may not steal under normal circumstances for ex: If the family of an
individual is starving, there is a great probability that one will steal.

d. Schema: It is an individual’s belief, frame of reference, perception and attitude which the individual
possesses towards the management, the job, working conditions pay, fringe benefits, incentive system
etc. The perception of an individual depends upon his socio-economic conditions & particular culturehe
lives to follow. The behavior of an individual depends to a great extent upon his of reference
which he develops from childhood experience.
e. Motives: Motive is inner drives of individual. They represent goal directedbeha ividual. A
motive is a cognitive factor which operates in determining one’s behaviour to a

?ﬁﬁc‘)
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THEORIESOFPERSONALITY
i) PsychoAnalyticTheory

ThistheorywasdevelopedbySigmund Freud
Thistheoryisbasedonunconsciousnatureofpersonality,i.e. manisinfluencedbyunseenforces. Freud
saw that personality is composed of three elements:-

1) ThelD:-Word‘ID’istheLatinwordforIT’andreferstoinnatecomponentof personality.
The ‘ID’ is the mental agency contains everything inherited and fixed & present in i
raw, animalistic, unorganised, knows no laws, rules and free from all in inhibitor remains basic to
individual throughout life.

ID helps to rid the personalityout of tension through reflexactions & primar
of an individual to form a mental image of the object that will remove tensi
Ex:-Hungrymanexperiencespartialreliefofhishungerbyimaginingadeliciousmeal.
In reflex actions, the ID responds automatically to sources of irritai promptl
tension which irritant elicits.
Ex:-Coughing,Sneezing,Blinkingetc.

emoving the

2) TheEGO:-EgomeansdevelopmentofthepersonoutofthelDi
Ex:-Manneedsgoodtosatisfythehunger.

3) The Super EGO: - Super Ego third part of pe
taught to the child by parents and others sup
according to the standards of society.

[Dseekspleasure,EGOtestrealityandsuper

ues and morals of society as
hether an action is right or wrong

from a person’s behavior. It is i i rstand or to respond in an equivalent manner to
various Kinds of stimuli.

s in different situational interaction. Under trait theory
ined & classified on the basis of certain set of features such as

personality of individuals a
ili iveness, creativeness or any other dimensions.

intelligence, emotio

(2) Someone’else evaluates the person’s traits either from what he knows about the individual or from
direct observation of behaviour. (Rating scale Method)

Under personal inventory a questionnaire is been answered by an individual containing questions

which can be rated to determine single dimensionof personality orseveralpersonality traits (introvert &

extrovert).
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iii) RogersSelfTheory
\If we stop thinking about other people’s behavior, we become conscious of our own person,
ourfeelings, our attitudes and perhaps of feeling or responsibility of our actions in relation to oneself
and other. This phenomenon has led to “Self Theory”.

The most important contribution in self theory comes from Carl Rogers. He has defined the self or self

concept as an organized, consistent, conceptual gestalt composed of perceptions of 1" or ‘Me’. The

relationship of ‘I’ or ‘Me’ with other and to various aspects of life has been analysed by Rogers. There

are four factors of self concept.

i) Self Image: Self image is the way one sees oneself. Every person has certain
or what he is, taken together, these beliefs are a person’s self image or identi

ii) Ideal Self. The ideal self denotes the way one would like to be. Thus, se i§'the reality
whereas ideal self is the perception.There may be agap between the i

position as perceived by him.
iii) Looking Glass Self. Looking glass self is the perception of ot
thinks people perceive about him and the way people actually se
iv) Real Self. The real self is what one really is. The firs oncept are the
perceptions and they may by same or different as the real

Rogers approach to personality is described as phenomenglogiea enology is the study of the
individual subjective experience, feeling and his view of the w
According to Rogers behaviour is dependent up
interpretation of individual. This theory helps in

eives the world i.e. on perception &
aviour and personality of individual

Personality is composed of externa
are thousands of words representin

ividual possess identical characteristics. There
cteristics which were reduced to five abstract

ive, assertive, open to establish new relationship with
are introverts and are less sociable, talkative and lack of

Stability:- This dimension focus on individual’s ability to cope with stress. Highly
ability makes an individual calm, enthusiastic & secured. Persons with low emotional
stability are nervous, depressed & insecure.

5. Openness to experience:- This dimension shows one’s range of interest. Positively scoring people
are open to new thoughts, ideas, beliefs and are fascinated by novelty, innovation & creativity. They
have positive attitude towards new ideas & information.

On the other hand people with low level of openness are less receptive to new ideas and less willing to
change their minds towards new thoughts, ideas, beliefs & suggestions.
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Big Five

Extraversion

Openness

Agreeableness

Conscientiousness

Neuroticism

y N

Big Five

h N

Low Scorers
| oy

Criiet

')cl\,\l\' L
Resenvesd

Extroversion

MISCIOUS
Cntical
Ruthless
Iriable

Apresableness

Negheent
Lozy
Disorganized
l aly

Conscienliousness

Calm
Fven-tompened
Comfortable

| Inemotional

Nourolcism

Dovwn-to-earth
Openness to Lincreative
CXPTIONCe Conventional
Uncunious

o

Myers-BriggsindicatorModel

Myers Briggs type indicator (MBTI) model is mainly used in employee hiring process. The personality

dimensions under this model are:

High Scorers
loiner
Talkative
Achve
Affectionale

Trusting
Lentent
Solt-hoarted
Cood-natured

Conscientious
Hard-working
Well-organized
Puncioal

Worried
Temperamental
Self-conscious
Fmational

maginative
Creative
Ongmal
Curiesus

(1) Extroversion/Introversion:Howpeoplefocustheirattentiononothers.
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(2) Sensitivity/Intuition: Deals in collecting information by people. Sensitive types use an organized
structure to factual and preferably, quantitative details. They are able to synthesizing large volume of

data and can draw quick conclusion.
Intuitive people collect information nonsystematic ally and hat able to draw conclusion on large no. of

data.
(3) Thinking/Feeling: - Thinking type rely on rational, logical & scientific of making decision &

analysing a situation.
Feeling types analyze the situation on their personal value rather thinking logically i.e. more emotional

approach towards a situation.
(4) Judging/Perceiving: - Judging types personality enjoys the control of decision m g and want to
resolve problems quickly. Perceiving types personality are more flexible and t spontaneously
according to situations before giving decisions.

The Four Myers-Briggs Preference Pairs

Extraversion 6 or 0 Introversion

Opposite ways to direct and receive energy

Sensing 6 or o Intuition

Opposite ways to take in information

Thinking o or 0 Feeling

Opposite ways to decide and come to conclusions

Judging 0 or Perceiving

Opposite ways to approach the outside world

ISTJ ISTP INTP ESTP

Extraverted sensor thinker perceiver

Introverted sensor thinker judger Introveried sensor thinker perceiver Introverted intuitor thinker perceiver

ISFP ISFJ INTJ ESTJ

Introverted sensor feeler perceiver Introverted sensor feeler judger Introverted intuitor thinker judger Extraverted sensor thinker judger
Introverted intuitor feeler perceiver Introverted intuitor feeler judger Extraverted sensor feeler perceiver Extraverted intutor feeler perceiver
Extraverted sensor feeler judger Extraverted intuitor thinker perceiver Extraverted intuitor thinker judger Extraverted intuitor feeler judger
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OtherPersonalityTraits
(1) Authoritarianism:- Authoritarian personality individuals has a strong belief on established
mechanism of formal authority, obedience to authority, follow traditional value systems, intellectually
rigid, rigid in their positions, place high moral value on their beliefs, prefer stable & structural work
environment governed by clean rules & regulations. They prefer autocratic & directive leadership.
(2) Locus of Control:- Locus of control refers to belief of individual regarding occurrence ofevents or
situations either with one’s own control (internal locus of control) or by external forces beyond one’s
control (external locus of control).
Externals are less satisfied with their jobs, have higher absenteeism rate and are more alienated from
work settings. Internals have more control on their behaviour & are good decision makér.

Others control
my destiny

| control
my destiny

INTERNAL Locus of
control

(3) Machiavellianism:- Machiavellianism is individua abib to manipulate people. They highly
participateinorganizationalpolitics,canhandlemat (iegg,tiation&bargainingeffectively.

a .~ €
— — >

Low Machiavellianism
Loyalty and

High Machiavellianism

Better to be feared
than loved

The ends justify
the means

entOrien n:-Itisthetraitinindividualstoachieveanythingintheirlife.

igh achieve continuously focus on doing things in better way than others. They
: mething different or moderately difficulty tasks in comparison to others. They like
challe . elieve that success or failure is the result of their own actions.

(5) Self-Esteem:- Self-Esteem is the feeling of like or dislike of oneself. People with high self -Esteem
belief have abilities to do challenging jobs and choose unconventional jobs. They are more confident on
themselves for getting success.

People with low self-esteem are dependent on others for receiving positive evaluations & approvalfrom
others. They follow the beliefs & behaviours of those they respect.

(6) Risk-Taking:- This defines the manager’s ability to take risk high risk taking managers take rapid
decisions and used less information in making their choice. These people are more suitable in stock
market or trading firm, vice-versa the people who are less risk taking.

relationships matter
Other people’s

opinions matter

45, Anurag Nagar, Behind Press Complex, Indore(M.P.) Ph.: 4262100, www.rccmindore.com
43



Fenaissanc€@

college of commerce & management

B.B.A.1stSem. Subject- Organizational Behavior

(7) Self-Monitoring:- Itrefers to the individual’s ability toadjust their behaviouraccording to external
factors. It shows the adoptability of the individuals in external situations. These individuals have the
capability of behaving contradictory in their public, personal life.
Lowself-monitorsfacedifficultyindeviatingtheirbehaviourindifferentsituations.

Type A &BPersonality
Type A personality persons are competitive hostile, always prefer doing some work, cannot cope with
leisure, think or do two or more things at one time. They are always in hurry to do things.
Type B personality people are relaxed, easy This people going, feel no need to display or discuss
theirachievements until or unless demanded by situation can relax without guilt.

Impatient Easygoing
Short tempered Social
Competitive Procrastinator

Ambitious Creative s
\ Type A Type B

Personality '

»MEANINGOFPERCEPTION
h \‘ich th€ information from outside environment is selected,

“Perception is the process thr
omakefmeaningful to you. This input of meaningful information

received, organized andinterprete
results in decisions and actionsy

.
Perception is th? electiona a isation of environmentalstimuli to provide meaningful experience
for the ierce refers to factors that shape and produce what we actually

edasa on’sviewsofrealityand is affectedby,amongotherthings, theindividual’s
son is member of a union, he/she may discard most of what management
, decreased profit margin, etc. Most of such talk is regarded by unions as
t to exploit the workers for its own gain.Perception can be defined as a process
uals organise and interpret their sensory impressions in order to give meaning to their
nt. Thus, perception refers to giving colour to sensory inputs.

According to Joseph Reitz, “Perception includes all those processes by which an individual receives
information about his environment - seeing, hearing, feelings, tasting and smelling.
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PROCESSOFPERCEPTION

Perception is the process through which people select, receive, organise, a

their environment. Through perception, people process information, i isi and actions.It
is a way of forming impressions about yourself, other, people, and dai ience.lt is also a

screen through which information passes before having an aff
perceptual inputs are first received, then processed by the perce

the basis of the behaviour. l

Input (Information Output (Behaviour
Objects, events, Organisational

People etc.
Action, attitudes,

Selection Beliefs feelings,
etc.)

ultant output becomes

Interpretation

Elements Perceptual Process.
»
Theperceptualprocessisa€omple oce‘.Th oﬁrvariablesofperceptualprocessarediscussedas under:
(i) Inputs.Perceivedinputsaretheobjects,eventspeople,etc.thatarereceivedbythereveiver.
(i) Process.Thereceivedinputsareprocessedthroughtheselection,organisationand
interpre tio§

(iii)  Outputs. hrou@theproc ngmechanism,theoutputsarederived.Theseoutputsmaybe
tiens, attitudes, etc.
(iv) i ehaviourisdependentontheperceivedoutputs.Theperceiver’sbehaviour,in turn,

from the perceived and these responses give rise to a new set of inputs.
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STAGESOFPERCEPTION
1. ReceivingStimuli:Throughsensoryorgans.
2. Selection: Individuals generally do not assimilate verything they observe, as they

elec the fendamental step in perceptual
es. of information, not randomly, but selectivity
ttitides, etc.

observe so they engage in process of selecti

process. Individual collects bits and p

depending on the interests, background, e

Selectiveperceptionprocessinvolve y ogicalplnaples

(a) Figure Ground Principle. the field of perception, certain factors are considered
significant which give a meaning to person, and certain other which are either
unimportant for a perso cannot be studied are left as insignificant.The meaningful and
significant portion is calle e “figure’ and the insignificant or meaningless portion is
labeled as the “gro

(b) Relevancy. Relevan
perceive thm& thata

is &n impoxtant criterion for selective perception. People selectively

relevant to t{elr needs wants, and desires.

3. Organisation: The pe eived inputs (incoming stimuli) are organised intomeaningful pictures
to the percel i e information that is incoming into a meaningful whole is called

organls‘lon g also labeled as “gestalt process”.Gestalt is a German word
meanmg ‘to anise”. earedifferentways bywhich peopleorganisethe perceivedinputs,
j ping, closure and simplification.

g. Gro ping is possible depending on the similarity or proximity. The tendency to
things that appear to be similar n certain ways, but not in all, is a common
ising the perception.

.People whenfaced with incomplete information have a tendency to fill in thegaps

themselves.When presented with a set of stimuli that are incomplete, people fill inthe

issing parts and make it more meaningful. The tendency to organise perceptual stimuli so

t they form a complete message is known as ‘closure’.

(c) Simplification.Whenever people are overloadedwith information they tryto simplify itto
make more meaningful and understandable.Simplification occurs when the perceive
subtracts less salient information and concentrates on important one.

4. Interpretation.Interpretation is an important mechanism of perception. It is a subjective and
judgmental process and is influenced by many factors such as halo effect, stereotyping,
attribution, impression and inference, projection etc. These may also lead to perceptual
distortion.
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(a) Halo effect. It is the process of using a single trait of individual and drawing a general
impression about him.It has an important implication for evaluation employees in an
organisation. These employees with certain features are rated highly on other
characteristics also.But halo effect leads to negative effects also.
Thehaloeffectismoremarked:

(i) Whenthetraitstobeperceivedareunclearinbehaviouralexpressions.
(ii) Whentheperceiveddoesnotfrequentlyusethe traits.
(iii)  Whenthetraitshavemoral implications.

For instance, a stunning blonde female candidate for personal secretarial position may be

viewed by a male interviewer as an intelligent and highly skilled in typing. Th

she is dull and poorly skilled in typing and stenography. What really happéned here is that a

single trait i.e.,, beauty has outclassed other traits and the interviewer i the other

traits and perceived her to be beautiful in typing also? Halo effect is
because it causes the full appraisal to be biased one.To take some rker
who is always fifteen minutes early is perceived by the boss to ; tentive

(b) Stereotyping.:It means judging people on the basi
According to Lippmann” stereotyping” is not simp
unfavourable traits perception.
The basic advantage of stereotyping is that it he
of the perceived world.The trouble with stereo
members of a particular group or cat ze them as individual, we do
not see their unique characteristics a
Stereotyping is particularly critical w people, since we know so little bout

of the group.
ent of favourable or

sex, occupation, caste, religio .
(c) Attribution. When people,gi fect explanation to their behaviour, it is known

as attribution.
(d) Impression. Peoplg i iol’of others on the first sight. Even before knowing
any of their perso start having impression and assessing. This sometimes
1l discuss this aspect later in detail.
(e) Inference. Th i e eitdency on the part of people of judges other on limited

an employee might be sitting at his desk throughout the working

called as projection. It is to be noted that when manager engage themselves
they compromise their ability to respond to individual differences.They tend

Stimuli play a significant role in the perceptual procession as various factors relating to the perceptual
process have been studies by various experts.The factors influencing perceptions are perceiver
characteristics, objects and situation. However, they can be categorized under specific heads such as
perceive characteristic, internal and external factors, stimuli factors etc.
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Time
The Work setting

Situation Social setting

Size
Intensity
- Background
Perception Novetty
Proximity
Motion
Attitudes
The Motives
poiies Interests
Perceiver Experience
Expectations
-
(A) InternalFactors
The internal factors like needs and desires o uals, 1v1dual personallty and experience of
people influence perception.
(a) Needsanddesires.Dependingonthe ireso 1nd1v1dual ,theperceptionvaries.
(b) Personality. Individual persona a profound fluence on perceived behaviour as for
example.

1. Secureindividualste

2. Individualsdonotexpos

3. Persons who t the
favourably. »y

4. Self-acceppingind 'dua‘)ercelv‘éthemselvesasllked wantedandacceptedbyothers.

(c) Experience. Experience d kntﬁledge has great influence on perception.Successful
experience enhances boasts the perceptive ability and lead to accuracy in perception of a
person vﬁler& fa.tEe elf-confidence.A young employee takes time to understand the
ob]ect and situation. Ex ced employees generally understand objects quickly andcorrectly.

Butgin co Sﬁdwt situations, it is difficult to correct aged employees, whereas the young

pe Ve&ﬁ&swarm,notcold.
expressingextremejudgmentsofothers.
lveés®and have faith in their individuality perceive things

easily'molded towards achieving the objectives of the organisation.

s,whichinfluencetheperceptionare;size,intensity,frequency,status, etc.

bigger the size of the perceived stimulus, the higher is the probability that it is

perceived. Size attracts the attention of an individual.It establishes dominance andenhances

eptual selection.The maintenance staff may pay more attention to a big machine then to
a small one, even though smaller one costs as much and in as important tobe operation. In
advertising, full page spread attracts more attention than a few lines in the classified
sections.

(b) Intensity. Researches on human behaviour have revealed that the more intense the stimuli
the higher attention and recognition in the perceptual process.A strong voiced Manager has
more impact on supervisors and employees.It observed that managers use voicemodulation
to get attention of employees.Intensity attracts to increase the selective
perception.Advertisers users intensity to gain customer’s attraction. The intensity varies as
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per need of the organisation.The same type of intensity may not be useful for all the
situations and objects.

(c) Frequency. Repeated external stimulus is more attention attracting than a single time.
Managers send reminders regularly to reprimand the behaviour of erring employees.As
advertises also repeat the advertisement to bring it to notice of customers.

(d) Status.Perceptionis alsoinfluencedbythestatus the perceiver. High statuspeoplecanexert
greater influence on perception of an employee than low status people.

(e) Contrast. Stimuli that contrast with the surrounding environment are more likely to be
attention catching than the stimuli that blend in.

one on the left because of the background circles\ lack circles are of the same
lettering on a yellow background
| d wing.’ﬁaining managers utilize this
r aygy from work places to createcontrast

or white lettering on a red background
factor in organizing training programmes
atmosphere. )
(f) Nature. By nature we mean er the objecgin visual, auditory etc. It is commonly
known that pictures attractfattention more readily than words.Further a picture with
human beings attract moge att 'onah&pict‘ure of inanimate objects. A rhymingauditory
passage attracts attention e readily than the same passage presented as a narrative.

Q/

(C) StimulusFactors: »
It is important to @scuss e vagious ‘factors associated with stimulus which influence the
perception by individuals and these are discussed below.

(i) Similarity.Other things being equal, similar things tend to be perceived as belonging
ige‘er.lﬁ;n nce)all students with long hair and bearded may be perceived as
aries:

Volut"n
Prmcipl@nilag;

Everybodyperceivestwosetsoffoursquaresandonesetoffourcirclesinmentioned above
Seldom people will say two horizontal lines, each consisting of squares and circles.
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(ii) Proximity:- Other thing being equal, thing near each other tendsto beperceived

asbelonging together. O Q Q Q
OO0
OO0

PrincipleofProximity
Theusualperceptionisthreerowsoffourcirclesratherthanfourcolumn ree circles in
mentioned above

(iii) Continuity.Stimuli that form a complete or symmetrical figure or goo

grouped as parts of a whole.

»
Principle ont'vuity

TheabovearrangementofGi usuallyperce‘edahexagonalobjectratherthan three
rows of two each in menfioned above.

~
t or the setting f an object often determines how a thing will
pleQnd‘fnmostpsychologybooks is the reversiblefigure is a

(iv) Context. The environ
beperceived.
vase or goblet.
also knoyn as

*
ATTRIBUTIONTHEORY
When people attach causesand-effect explanation to their behaviour, it is known as attribution.The
rticd&action is attributable to the behaviour the more is the intensity of
anger.Attribution is an important factor in perception because it creates a

behaviour.Accordingto thistheorythejudgment depends largely onthree factors(i)distinctiveness
(ii)consensus,and(iii)consistency.
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GLIMPSEOFATTRIBUTIONTHEORY

Whenindividualsobservethe behaviorofothers,theyattempttoexplainthisbehaviorbydetermining its
cause (s).We can make either internal attribution (personality, skills, motivation) or external
attributions (luck, politics, situational constraints). Attribution Theory explains when we are likely to
make internal versus external attribution.Internal attributions are likely when:

1. ThebehaviorisDistinctiveness,thatis,doweobservethesamebehaviouralpatternina

variety of situations or contexts (e.g., at work, at parties, etc.)?

2. ThereisConsensus,whenthebehaviourisdifferentfromthatofothersinthesamesituation.

3. WeobserveConsistencyinthebehaviouralpatternacrosstime.

4. Wedonotseeanyviableexternal(situational)causesofthebehaviour(Externality

AttributionTheoryalsosuggeststhatwetendtomakethreetypicalattributionerrors.Th

1. FundamentalAttributionError-Wetendtoattributebehaviourtointer
external causes, even when the cause is situational in nature.

2. Actor-ObserverError-Wetendtoattributethebehaviourofothertoin

attribute our own behaviour to external causes.

3. Self-servingError-Wetendtotakecreditforsuccesses(selfinterna

failures on others, fate, bad luck, or factors beyond our c ribution).

Attribution
of cause

Observation ————p= Interpretation ——ppm

——  External
— Distinctiveness —

—— |nternal
External
Individual behavior —F—®  Consensus —

——» |nternal

——  |nternal

—  Consistency —

—— External

Attribution Theory

SomeO isationallmplicationsofAttributionBiases

ents of others and of ourselves can occur in many ways in organisation situations.A
work group is likely to blame other groups or departments when failure occurs on the job. Here, the
self-serving bias is not very conducive tocooperation between groups to behaviours that try tofind the
true cause of failure.Performance appraisal is another situation where attribution biases operate.The
attributionerrorscancreateseriousdisagreementamongstthevariousratersaboutwhattheyperform well
or poorly.
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EMOTIONALINTELLIGENCE
‘Emotional intelligence is aggregate of individuals’ cognition of own and other’s emotions, feeling,
interpretation and action as per environmental demand to manipulate the consequence which in turn
result in superior performance and better human relationship’ (Bhattacharya, 2003).

Emotional intelligence is a measure of the degree to which a person makes use of his/her reasoning in
the process of emotional responses (both positive and negative) in a given situation. So having high
emotional intelligence doesn’t mean that the person never panics or loses his/her temper.lt
doesmeanthat he/she brings own feelings undercontrol andchannels the toproductive
behaviors.The ability to bring out-of-control emotions back into line results in wh rlier generations
called emotional maturity.

Emotional intelligence :- “Emotional intelligence is the ability to underst
of other people and to behave appropriately in different situations.

your emo ose

Emotions:-Astrongfeelingsuchaslove,yearoranger.
“Emotions are responses to specific events that have meani
negative.

er positive or

Intelligence:-“Aabilitytounderstandanythinginalogicalwayab
The most popular and accepted mixed model of emotional i
(1995).He viewed emotional intelligence as a 4
competence determines how we manage ourse
handle our interpersonal relationships.

and¥social competences.Personal
ial competence determines how we

Goleman’semotionalintelligencemode
Emotionalintell

4

ocialcor]‘lpetence

Empathy,
SocialSkills

worthineSs integrity and attitude towards change acceptance.

3. Self Motivation:- Motivation is the ability to channelize and stimulate your emotionsofaction
through self gathering or control towards achievement of certain goals of objectives in spite of
inertia (i.e. difficulty lack of desire of energy of ability to move to change or to action.) People who
have this ability are optimistic and committed towards organization as well as individual goals.

SOCIALCOMPETENCIES
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How we understand the emotions of others and handle and management are interpersonal

relationships.

4. Empathy: - Ability to feel as get concerned for others.Ability to understand others their feelings,
perceptions, perspectives and to treat them according to their emotional reactions.People having
this competency or ability are experts in motivating others.

5. Social Interpersonal SKills: - Ability to built a good rapport of relationship with people in the
organization.

Handlinginterpersonalrelationshipconflictresolutionannegotiations.

SOMEMYTHSABOUTEMOTIONALINTELLIGENCE

Emotional intelligence must be taken in right perspective. However, because of ain myths about

emotional intelligence, it is not taken in right perspective. Some of the most c
emotional intelligence are as follows:

1. Emotional intelligence issometimes treated as being nice to others

intelligence generates rational behaviour which must suit to the s

‘being nice to others’ is not a rational behaviour because the

as nicety. In these situations, even conforming or avoiding beha

intelligence.

2. Emotional intelligence does not mean giving free rein to

feelings so that these are expressed appropriate

together towards common goals.

researches have shown that emotional in
are certain gender-specific characteristi

do with gender though there
omen. Men and women have their
ary among different groups of men

and women.

4. There is myth that emotional i i is 4fi enetically and develops only in, early
childhood. This is not true ot change much after adolescence, emotional
intelligence changes over t i ime. This happens because IQ is a biological

phenomenon. Therefoge i i igence changes over the period of time through
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1. Preparation for Change: Preparation for change is the first phase for developing emotional
intelligence. This phase occurs even before an individual begins training for developing
emotional intelligence. Preparation for change occurs at both organizational and individual
levels. This phase is basically related to assessing organizational and individual needs for
developing emotional developing emotional intelligence. Usually, this phase consists of the
following steps:

(i) Assessing the Organisation’s Needs: The organisation must assess w.

required. In assessing the organizational needs, two points are j
taken into account. First, many employees in the Organisati
Second, there is a need for identifying various emotional compe

(ii) Assessing Personal Strengths and Weaknesses: There is a ing personal
, care should be
nal intelligence and
their learn ability so that emotional competen
two challenges that lie in assessing personal stre esses. First people areless
aware of sklll weaknesses in the soc1al -e

(iii) Providing Feedback. People a
Therefore, immediate feedbac
pitfalls in providing feedbac

back about any assessment of them.
le to them. However, there are many
etencies as these are closely linked to
e, in the feedback is not provided carefullyand
with sensitivity and skill, em ome defensive. Generally, employees respond.
(iv) Encouraging Partigip telligence is perceived to be soft and, thus,
somewhat suspect. ees may decide not to participate in its development
unless they ar ince anagement of the oraganisation strongly endorses it. Since
intelligence requires active participation of employees, it is
participation.
(v) Linki oPersonal Values. There is a direct linkage between the benefits
r’'s motivation to learn. Thus, if employees feel that developing
nce is directly beneficial to them, they will be motivated to develop
e. Therefore, it is necessary that management links learning with the
he employees that they value.
adiness to Change. After completing the above steps of preparation for
esirable to measure readiness of employees to change, that is, to determine
mployees are ready to participate meaningfully in training programme for
eveloping emotional intelligence. Research on behaviour change programmes reveals that
loyees pass through several stages of readiness for change before they are actually
ready to make commitment for change.
2. Training: At the second phase of development of emotional intelligence, training is provided to
theparticipantsindevelopmentprogramme.Theremaybetrainingondifferentaspectsof
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emotional intelligence like overcoming negative emotions, developing interpersonal skills,
developing empathic listening, and time management, and so on depending on the participants’
individual needs. However, while providing such training, following points should be observed:

i

ii.

iii.

iv.

vii.

Forging Relationship with Participants: for a trainer, it is’ essential that he forges a
positive relationship between him and participants because the relationship between
trainer and learner is critically important. The positively motivated, hegwill not take
concrete steps for change. Therefore, it is desirable for the trainer to cr a motivating
environment for learning by showing empathic, warm, and genuine int
these are important ingredients of emotional learning.
Setting Clear Goals: Emotional learning can be made more effecti

participants,
. The trainer

fear or other emotional variables. Therefore, depending on
specific and clear goals should be set so that training efforts

manageable units so that these are achieved ste ep. a particular goal, even a
small one, is achieved, this increases pe i in turn, leads to setting more
challenging goals and efforts for achie . In this way, achieving of higher goals, that
is, development of emotional intelligenge, i i
Maximising Self-directed Ch :
intelligence when they deci
competencies with the help

emotional intelligence ar
employees’ needs, goals, an
approach of training
and motivates them
Maximising
maximum possi
the traing

ore likely to develop emotional
or developing particular emotional
e same way, training programmes on
en the trainer adopts, the training to match
references. Since individuals differ, a common
not be suitable. Rather, individual differences

0 develop emotional intelligence through practice during
development of emotional intelligence is an art, rather than a
through practice and not merely through lectures and other
aining. Emotional learning because old, ineffective neural
0 be weakened and new, more effective ones established. Such a process

itivity training, emotion-related games, group dynamics training, and other
methods. These methods rely more on learners’ participation, hence suitable for
pehavioral change & unlike lectures which emphasis on developing knowledge and not the
tice. Lectures are suitable only for understanding various facets of emotional
intelligence.

Using Models: In training programmes for developing emotional intelligence, models must
be as far as possible because modeling of the desired behaviour is particularly valuable in
emotionallearning.Byusingmodels,agreatdealcanbelearnedasemotionallearningis
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practice-oriented. Learning is further enhanced when the trainer encourages and helps
learners to study, analyze, and emulate the models.

viii. Providing Frequent Feedback: Feedback to employees is very important during the
change process as it works as an indicator whether the employees are on right track.
Feedback also acts as reinforce and sustains motivation of employees to learn new
behaviour. In emotional training, feedback is especially important because dearners often
have trouble in recognising how their emotional behaviour manifests i . In fact, self-

awareness is an important element for developing emotional intelli it is not
necessary that every learner is competent enough to have self-awarene ack fulfils
this gap.

ix. Preventing Relapse: Preventing relapse is necessary in emotio ing. ce of
preventingrelapseis toprepareemployeesmentallytofaceslips, to i cks are
normal partof thechange process. Participantsin anemotionaly
to encounter many setbacks as they strive to appl 3 ithout adequate
preparationforsuchsetbacks, theymayeasilybecomed andgi eirefforts for
changebeforethe taskof neurallearninghas
Reponses become automatic ones.

3. Transfer and Maintenance: After finishing training : eturn back to their normal
jobs with old prevailing work environment, : old cues of behaviour and
tend to behave in the ways which have b g tralnlng process. With the result,
newly-learned ingredient of behavioral transfer and maintenance of new
behaviour become really a challengi sation. An Organisation can take two
steps for transfer and maintenan yees: encouragingthe use of skills on
the job and supportive organizati
i. Encouraging Use of Skil

pattern of behaviour if it
Organisation. Such
interact with him. T
the individual
the individual.

may become a part of an individual’s normal
the persons with whom he interacts in the
eriors, peers, subordinates, and outsiders who
required to change their behavioral expectations from
ectations, theymaynotappreciatethenewbehaviour of
ersons may also require some kind of change which may
e or through training. That is why emotional training is not very
pn isolated basis. Its effectiveness is ensured only through

ccording to the new skills. such an encouragement may come from all
cting with the individual, however, the role of his immediate superior is
because he is in a better position to provide reinforcement to the new
playedbyhissubordinate.lthasbeenseenthatreinforcementisnecessaryfor

d adoption of new behaviour.

upportive Organizational Culture: supportive organizational culture is necessary for
sfer and maintenance of emotional learning because organisational culture is the
framework within which the behaviors of the members take place. Organisational culture is
the set of assumptions, beliefs, values, and norms that are shared by an organisation’s
members every with some unique modes of behaviour. These unique modes distinguish an
Organisationfromothers.Iftheorganisatoinalcultureissupportive,itfacilitatestransfer
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and maintenance of emotional learning by allowing the members to experiment innovation
and organisational culture characterized by challenging jobs, linking rewards with
performance, emphasis on creativity and innovation, and creating alignment by translating
core values into goals, strategies, and practices is more suitable for developing emotional
intelligence.Suchculturalcharacteristicsmotivateorganisatoinalmemberstoincreasetheir
productivity through more appropriate behaviours. Emotional intelligenge contributes
significantly to adopt appropriate behaviours.
4. Evaluation of Change: The last phase in emotional development is evaluatj
process of developmentof emotionalintelligence,itshouldbeensuredtha smadeare
proceedinginrightdirectionandtheseareachievingtheresultsstipulated

to a process that focuses on continuous improvement in behavi ntof
emotionalintelligence.itis anon-goingprocess uation
oftrainingprogrammesforemotionallearning,thoughnecessaryfo the
programmes, is often missed by many organisations. With th orts of such
organisations do not produce the results up todesired | omenoninmind,
many organisations programmes, whether behavioral or oth luated. inevaluating

the effectiveness of change efforts related to t t of emotional intelligence,

following steps are followed:

i. Defining Change Objectives: Any eva
objectives which it seeks to achieve.
development of emotional intellige
competencies that are to be

made in the light of the
change programmes related to the
luated in the light of emotional
rticipants. However, since such
e identified in advance. Similarly, the
criteria for the acquisition of competencies must also be specified in
advance. However, prescribi ay not be easy task because of the operation
of a number of factors affe iour at workplace. In order to overcome this
phenomenon, the cyitexi d in two forms: immediatecriteria and ultimate
criteria. Immediate
trainingproce 3 measurablethroughpsychologicaltests.Problems
emerge in the riteria which are defined in terms of learner’s actual
orkplace. Since behavioural pattern at the workspace isaffected
al to the learners, these factors must be identified in advance
measure the effects of these factors. After eliminating the effects
jective evaluation of change efforts can be made.
ation: For evaluating the effectiveness of change efforts to develop
nce, informationshouldbecollectedfrom various sources.Thesesources
earner’simmediatesuperiorandothersuperiorswithwhomheinteracts, his
bordinates, outsiders with whom the learner interacts in the course of
attonal working, and the learner’s own views. In fact, many organisations have
adopted this practice for appraising performance of their employees. This system is known
60 degree appraisal. Besides collecting information from these sources, information
should be collected about the actual output of the learner as reflected in the form of
productivity, absenteeism, tardiness, etc.
iii. Analysis: Collected information may be analysed to interpret the impact of change efforts
fordevelopingemotionalintelligence.Theremaybeseveralaspectsisbeingaffectedby
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several factors, the analysis may be carried out further to identify the contribution ofchange
efforts. Two points are important in information collection and its analysis. First,
information to measure the immediate impact of change efforts should be collected
immediately after change efforts are over because learners may observe the old behaviour
evenafterchangeeffortsifthenewbehaviourisnotgratifyingduetovariousorganisational

constraints. Second, there should be immediate feedback to the learners coneerned so that
they are also able to know the results of change efforts. Immediate fee also acts as
energising factor.

EXAMPLESOFEMOTIONALINTELLIGENCE
1. Youarein ameeting whenacolleaguetakescreditforwork thatyouhave
a. Immediatelyandpubliclyconfrontthecolleagueovertheowners

b. i i ould appreciate in the
C.
d k andgivethe group

2. Youareamanagerlnanorgan1zat10nthatlstry1ngtoencou
diversity. You overhear someone telling j

a. Ignoreit.Thebestwaytodealwiththe

b. Call the person into your offlce an
grounds for disciplinary acti .

c. Speak up on the spot, sayi ' appropriate and will not be tolerated

in your organization.

d. Suggesttothepersonte
3. A discussion between you and scalated into a shouting match. You are both
upset and in the h t making personal attacks which neither of you

econtinuingthe discussion.

atyourpartnerhastosay.

ourpartnertoapologizetoo.

t your thoughts, then restate your side of the case as precisely

4. ' skofmanagingateamthathasbeenunabletocomeupwitha creative
ork problem. What is the first thing that you do?
da,callameetingandallotaspecificperiodoftimetodiscusseach item.

yaskingeachpersonindividuallyforideasabouthowtosolvethe problem.
Start out with a brainstorming session encouraging each person to say whatever comes
to mind, no matter how wild.
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5. You have recently been assigned a young manager in your team and have noticed that
heappearstobe unable to make the simplest of decisions without seeking advice from you. What
do you do?
a. Acceptthathe“doesnothavewhatittakestosucceedhere”andfindothersinyour

Insights into as philosophical framework like Guna theory D pounded
in somkhya in scripture of Indian philosophy and trigun
Texts.

The Guna theory, a foundational concept in Samkhya philosophy, is
offers a powerful philosophical framework for understanding human
and decision-making. It is deeply relevant in psychological studi
organizational behavior when adapted appropriately.

Guna Theoryv: A Philosophical Framework in Indian Tho

1. Origin:

e Samkhya Philosophy (founded by Kapila e Guna Theory.

e Further developed in Bhagavad , Upanisha urvedic texts like Charaka Samhita and

Sushruta Sambhita.

2.Core Idea:

e Everything in nature (i ¢ sychology) is composed of three Gunas (qualities or

| Dominance Leads To |
IKnowledge, balance, dharmal
on |[Dsire, ambition, restlessness|Action, drive, attachment |

aziness, confusion, dullness[Delusion, stagnation |

eory in Samkhya Philosophy
ooy (Nature of Reality):

o All of Prakriti (material nature) is composed of these three Gunas.
e The Gunas are in a state of equilibrium before creation and their imbalance gives rise to the
manifest world.
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Interdependence:

o No Guna exists independently; they always interact and influence each other.
« Each individual, thought, or action is a mix of these three in different proportions.

2. Triguna in Ayurvedic Texts

In Ayurveda, the Gunas are linked not only to the mind (manas) but also to health e, and
diet.

| Guna || Mind-Body Link |  Dietary Preferences

|Sattva ||Balanced doshas, stable mind|[Light, fresh, plant-based

Rajas |Aggravated Pitta/Vata Spicy, oily, stimulating foog ylambition, restlessness |

Manas Prakriti (Mental Constitution):

e Ayurveda classifies people based on their
o Sattvic: Calm, wise, virtu
o Rajasic: Competitive, eg
o Tamasic: Lazy, unmgiiva

3. Psychological and

e Similar to models (e.g., MBTI, Big Five), Gunas define mental

Behavior/Traits Leadership Style

flective, empathetic, ethical Servant/Transformational Leader

Ambitious, passionate, dynamic Charismatic/Transactional Leader

Tamas Inactive, unclear, resistant Autocratic or Passive Leader
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Behavioral Flexibility:

A person is not fixed in one Guna.
Through mindful living, diet, and discipline, one can move toward Sattva.

4. Ethical and Spiritual Implications
Bhagavad Gita (Chapter 14) explains:
Sattva binds through happiness and knowledge
Rajas binds through passion and desire

Tamas binds through ignorance and delusion

Goal of life (as per Samkhya & Vedanta):

Transcend the Gunas (Gunatita) and attain libe Mo :
In practical terms: Cultivate Sattva, reduce Rajas, Tamas.
Applications in Modern Life
In Psychology:

Guna theory is like an Indian thé@ry of personali
Used in yoga psychology, couns rvedic mental health treatment.

In Workplace/Leadetship:

urvedic health systems use Guna theory for diet, sleep, emotional health, etc.
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Conclusion

The Guna Theory is not merely a metaphysical concept, but a practical framework for
understanding and transforming human nature, behavior, and consciousness. Whether in Samkhya
philosophy or Ayurvedic health, the three Gunas offer:

e A holistic psychological model
e A moral compass
o Atool for self-assessment and growth

In our modern world, where stress, imbalance, and confusion are com
framework provides timeless guidance for personal well-being, leaders

?@‘b

n, rning to'the Guna
a ational
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UNIT-llI

LEADERSHIP
Leadership is an integral and important part of management and plays a very vital role in
managerial process.

Leadership is the ability to build up confidence and zeal among people and to creat
to be led. Leadership is the practice of influence that stimulates subordinate
their best towards the achievement of desired goals.

Leadership

urge inthem

The ability to lead effectively is a key
of becoming a good leader. Effecti eated by simply attending a one-day
s either. One can become an effective leader if

a person has willingness to invest theji to develop all the “right-stuff”.

Leadership is the activity i he behavior of people to work willingly and with
determination for th
influence the behavior ecome a potential leader and the people he is attempting to
' llowers.

“Leadershi ity to -influence a group of people so that they strive willingly and
enthusi ally towar
Elements ingness isveryimportantinthedefinitionof leadershipthiselements differentiates
leg i aders) f the managers. Motivating and influencing people to move towards a
oal are the elements of management but the “willingness” of the followers to be led,
ualityofleaders thatputsthemabovethemanagers. Leadershipisafunction of-

W=Willingnessofsubordinates S
= Situation
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NATUREORCHARACTERISTICSOFLEADERSHIP

1. PersonalAbility:Leadershipisbasicallyapersonabilityandskill.Iltisapersonalpowerwhich arises
out of knowledge, expertise and personality.According to Koontz and others, it is the ability
induces subordinates to work with confidence and zeal towards the achievements of
organizational goals.

2. Followership. Leadership requires followers. It is inseparable from follow
people, usually in the form of subordinates.It cannot exist without group
and D’Donnel say, “The essence of leadership is followership.It is the willi
follow that makes a person a leader.”

3. Influencing Behaviour: Leadership envisages “the power of influe
to influence another group member.

4. Interpersonal Relationship: Leadership involves group beha
leader and one or more followers. It is a reciprocal relationship.

5. Mutual Goals: Leadership involves a community of i
followers.It exists from the realization of common goals.

6. Its Essence is Performance. Leadership depends ofi dei
not a personality trait, but doing something-guiding,
Peter Drunker has rightly remarked, “
qualities’andevenless dowith‘charisma’.Iti
is performance.”

7. Exemplary conduct: Leaders noto their behaviour.They put example
in their actions before the subordi : tly said, “It is not what a leader says,
still less what he writes, that infl i is what he is.And they judge what heis

ers are the product of given situations.Leader

art.The most effective way to lead is adynamic

and flexible process that ticulars situation.

Assumption of e leader assumes full responsibility for all actions of his

9le in all situations.

ion: Leadership is established through the communication

t9 the behaviour and performance of followers.The inability to

iciency in influencing people.

Leaders: Manager are appointed and have legitimate power that allows

ish.In contrast, leaders may either be appointed or emerge fromwithin

influence others to perform beyond me actions dictated by formal

ve personal capabilities to influence others.However, not all leaders

anagerial positions.

ay be Formal or Informal: Managers who influence the behaviour of their

gned group are the formal leaders of organizations. Their ability to influence is founded

he formal authority inherent in their positions. Within the organization, informal groups
develop, and within those groups informal leaders who influence the behaviour of other group
members.

13. Four-faceted Concept: Leadership involves four elements - leader, followers, organization and
theenvironment(social,economicandpoliticalconditions.) Theseaffectoneanotherin
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determiningappropriateleadershipbehaviour.ToTerry,itimpliesthat“almosteveryonecanat times
show leadership behaviour.”

14. Process: Leadershipis aprocess engaged inbycertainindividual.Iltis an ongoingactivityinan
organization.Its outcome is some form of goal accomplishment.

Inbrief,someimportantfunctionsofaleaderareasfollows:
1. Formulate Purpose: A leader defines institutional mission and role.He not o
purpose of the group, he also advances it.His approach is goal-oriented.
2. InspireandlnitiateActions: Aleaderinspiresindividualstomaketheiroptim
organization goals. According to Urwick, the leader initiates all tho

They redirect their efforts to adapt to changing condition
reasons for everything to everybody.
5. Represent the Institution. Representing his ins jon i i ith outside groups:
government officials, suppliers, customers and the i
leader.
6. Group Interaction: The leader facilitates i
members.This is done through communica
7. Goal Accomplishment: The leader

change of idea among organization
is maintains in the organization.
dtes to contribute to organizational

8. Develop Teamwork: A good le s to gain an understanding of group
o-operation.He develops trust and friendliness

9. DirectandDisciplinet givesnecessaryinstructionsandguidanceto  the
individuals in a formal devoted and loyal followers and maintains obedience

10. der seeks to maintain harmony among the members of
vent his group breaking up into opposing factions.

rity: The leader integrates the group with the organization.He
an ideals and working principles.

e leader also helps maintain the stability of an organization in aturbulent

in internal coordination and maintains a stable work force.

11. Defend t

12.

DistinctionbetweenLeadershipandManagement

W W Management Leadership

1 | Management cannot function without | Leadershipcanexitinbothorganizedandunorganize

formal organization structure and roles. d group.
2 | Amanager directs peoplethough he use of | Butaleadermayormaynothaveformal
normal authority. authority.Hedirectspeoplethroughtheuseof
informalandpersonalpower.
3 Managementisaspecialkindofleadership | Leadership is a broader concept than
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inwhichachievementoforganizational goals | management.Itoccursanytimeoneattemptsto
is important. influencethebehaviourofothersregardlessof the
reasons.
4 | Managementisrelatedtotheattainment of Itmaybeforone’sgoalorforthoseofothers.It
organizational goals. may or may not be congruent with
organizational goals. o
5 | Amanagerhas toperformfivefunctions of | Leadership functions come under directing.A
management - planning, organizing, | leader directs followers by influencing their
staffing directing, and controlling behaviour.Thus, from a functional angle,

leadershipisapartofmanagementbutnotallof
it.
6 | Management implies the existence | Leadershipbehaviourcanoccuran
superior-subordinate relationships. does not require anage elatlonshlp
7 | Itsauthorityarisesoutofajobposition. Its power arises out of personal ability,
knowledge, expertise, performance or situations.

8 | Managersareaccountableforthejob Alea *E is not Mr the behaviour of

behaviour of their subordinates. follo
9 | Themanager administers. Theleaderinnovates.
10 | Themanageriscopy.He imitates. AP Thelead episoriginalifeoriginates.
11 | Themanageracceptsthestatusquo. Theleaderchallenges it.

— N\ b

Leadership Management
Focus on goals Focus on tasks
Sell it Tell it
Tokelese dccompianagon 1|11 10K
= . Mobilize resources :
Go against the grain Explain vision Go with the flow
Motivate Approve
Break the rules Follow the rules
Inspire trust Expect control
Foster ideas Assign tasks

4

v
ndPp atte»f Leadership
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Leadership styles

H Based on task
versus people
emphasis

Based on
assumptions
about people

4

a. Stylebasedonattitude
1. Positive Leadership- In this style
recognition, pride & Praise as

of perks & allowances to get t
rewards will make emplo

and efficiently as desire
performance for g
satisfaction and per

ader use positive rewards like
xtrinsic rewands likesalaryhike, promotion, increase
ple. Positive leader has a mindset that
ied and will motivate them to work effectively
ple will always focus on improving their
his style of leadership leads to higher job

of job, reprima of suspension, force, threats penalties or a few days off

without

et the work done from them. This style can help in getting good
ut it is not human in nature and creates a negative & non-

results i ons‘f)
acc le a leader in the mind of followers. It leads of more of bossism than

1 rship

b. onuseofAuthority c.
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| Styles of Leadership

| Autocratic “Self-Ruling”

Democratic “Work Together”

Free-rein

1. Autocratic style- This style of leadership
style involves retention of full authority b
even consulting and involving em leadership leader only gives order &
instructions totheirsubordinates eandalso expectsfromsubordinates to
follow the orders and instructions. me full responsibility for all the actions. There

authoritarian or directive style. This
ader makes all the decisions without

from his subord egative motivation, criticism, penalties coercion etc to
get work done. T r is ineffective in democratic organization & people
remain ins e an d under him.
ii. Beneyolent This type of leaders centralizes decision making power in their
iti\@ rewards and manipulative styles to get the work done from
N
iii. Autocrat- Such leaders plays the role of father for their subordinatessuch
benefits but do not respect their employees. They do not treattheir
bordinates,as mature & responsible. This style of leadership is considered as
unsuecessfll'in many work organizations.
Inco ent Autocrat- Such leaders adopts an autocratic style of leadership just to
le their incompetence before their subordinates. This style cannot be adopted forlong
time.

i.  Thisstyleofleadershipleadstoquickdecisionmakingasleadersdoesnotneedto consult their
group members.
ii.  Itallowstheuseoflesscompetentsubordinates.
iii.  Itprovidessecurity&structuretoemployees.
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iv.  Itprovidesstrongmotivationtoself-centeredleaders.
v.  Itisusefultothosesubordinateswhoarenotinterestedtoassumeresponsibility.

Disadvantages
i.  Itcreatesfear&frustration&provideslessfreedomofwork&selfdevelopmentto employees.
ii.  Itgivesadverseeffectonproductivity.
iii.  Itrestrictsthedevelopmentoffutureleaders.
iv.  Itleadstodefensivebehaviorfromsubordinates.

2. Democratic or Participative Style- A participative or democratic s
which managers involve their subordinates in decision making. T
authority by leaders and they consult & encourage subordinates fi
making process. There is high regard for people and sufficient
work. Participative leaders are basically of three related types-

i.  Consultative leaders- This type of leader takes t efore makinga

decision but they do not have the obligation to acc thinking and these
leaders make it clear that they alone have firfal i make final decisions.

ii.  Consensual leaders- this type of leaders en discussion on an issue and
then make a decision that reflects the ensus) of all groupmembers.

Consensual leaders delegate more i€ group than consultative leaders.

iii. =~ Democratic leaders- Democratic full authority to their subordinates
for decision making. They i
making a decision.

Advantages
i.  This leadership leads to qu
express their ideas

ii.
iii. j i atienandmorale&alsoreducesemployees’grievances.
fidence,mutualco-ordination&loyalty.
ityemployeesandalsoincreasestheiracceptancesto management

iv.

le-This styleof leadershipis alsocalledas laissez- faire. Inthisstyle of leadership
rs abdicates from leadership position and depends mostly upon the group to establish its
Is and to solve their own problems. Subordinates are given high degree of freedom in
their operations. They are their own trainees and source of motivation. Free rein leader avoids
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power & responsibility and only providesinformation & represents the group to outsiders.This
type of leadership is effective only when the group members are highly knowledgeable,
independent, motivated and fully dedicated to the firm.

Advantages-
i.  Ithelpsinthepersonalitydevelopmentofsubordinates.
ii.  Itgivesthefeelingofresponsibilityamonggroupmembers
iii.  Itcreatesclimateofworkfreedom&teamspirit.

Disadvantages-

i.  Itmayresultindisorganizedactivities.

ii.  Itleads to absence of centralized authority which results in groupieonflict &
groupcohesiveness. \

iii. =~ Someleadersusethisstyletoavoid responsibility.
iv. Itleadsto"non—leadership"andlackofcontroloﬂeaderso

' ' 1

do X doxory which is bes!,
as ,ou soe fit % cr yé
Autocratic Loissez-faire Democratic

QY

C) Style based iour ofjleader- This type of leadership focus on behavior of leader

complishme f tasks and spends very less time to maintain relations & to provide
ical support to employees. This is more of work-orientedapproach and is suitable
the'employees are in experiences with the work to be performed. This type ofleaders
cessarily rude or discourteous.

igh-Task and High Relationship- In this type of leadership style a leader gives high
hasis to both task accomplishment as well as Relationship building with employees.
Leader spends considerable time to get work done and provide psychological support to
employees. This leadership style is best in situations where people need an active &
involved leader as well as in case of lack of self-confidence, or technical in employees.

il.
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iii. =~ High Relationship and Low Task- A leader using this type of leadership style gives much
encouragement & psychological support to employees but gives a minimum guidance about
the task accomplishment.

iv.  LowRelationship and Low Task- These leaders have a free-rein leadership style and give
very little support, encouragement, praise as well as guidance to do work to employees.This
style can be followed where subordinates are highly skilled & mature.

based on MC Gregor’s theory X & theory Y of motlvatlon This style is
i.  Job-Centered Leadership- This is a task oriented style of le
focus on getting work done effectively by employees I

ii. Employee- Centered Leadership- This is
person, avoids close supervision, and acti
encourages them to glow, develop. Thi theory y leaders whotrust
their subordinates and encourage

E) Stylebasedondecisionmakin

Benevolent
Authoritative

Exploitative
Authoritative

Leadership
Styles

Consultative Participative

P
\y

stem1 System2 System3 System4
Exploitive Benevolent Consultative Participative
uthoritative Authoritative Authoritative Authoritative

i.  Exploitive Authoritative- He is highly autocratic, little trust on subordinates; limits
decision-making at the tap, avoid upward communication & motivate people through
fear.
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il.

iil.

iv.

F) Stylebasedonconcernforproductionversusconcernforpeopl
Managerial Grid Style- This leadership style was given by Blake

Benevolent authoritarian- This kind of leader has a patronizing attitude towards
employees, invites new ideas from subordinates allow some delegation and motivate
then by rewards and some use of punishment.

Consultative Authoritarian- Leaders have substantial but not complete trust in
employees. They invite ideas from subordinates, allow for decision making by
subordinates in some case but act consultatively in various matters.
Participative authoritarian- Leaders have complete trust in d on-making of
employees in all matters. He involves high level participation of s
performance of goals & act a source of knowledge & guidance rdinates.
According to Likert those who apply 4thstyle of leadershi
leaders.

leaders as having five dimensions- concern for people an ion. Grid shows

five combination of leadership style.
i

ii.
iii.

iv.

Impoverished Management- It has low ¢
leader has minimum involvement in his
communicating information from su
Country club Management- Unde
has only concern for people. He co
Task Management- Under thi

people’and production. The
act as a messenger for

er has no concern for productionbut
human relations.

concern for task management and

Team Management- Lea for both people and production. Team

leader’s leads to high iciency.
Middle Road Managem ive/medium concern for production and forpeople
and leader at f performance by balancing efficiency with

reasonablegoods elati Blake&Moutonsuggeststhattheteamleaders’style (9, 9)
is most effecti S ines a high degree of concern for people as wellas
production.
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MANAGERIAL STYLES
4
=
—
o
-]
Q Q%
@)
B
At
K
O & k
=
Z “COUNTRY
e CLUB”
B - safety and b
O 2 security
Z - hope for
@) productivity
O low moderate high

CONCERN FOR PEOPLE

heorieso dership
TraitTheory

Trait theory of leadership fo idual characteristics or set of trait or features which all
the successful leader them distinct from their followers. The criteria for
becoming a leader dep features or personality traits which a person posses. A
ul leaders are as under-

age,weight,height.

haractiistics-popularity, Prestige, tact, diplomacy acceptance of social
ili
laturity, anrelationsattitude,fairness,adaptabilityandopen-mindness.
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CONGRATULATIONS
You GOT A LEADER!

MeritsofTraitTheory

1. This theory focus on certain traits which a
differentiated from non-leaders.

2. Thistheoryrelatetotheinfluenceofperso

3. This theory has certain practical impliéati ableadership traits could be identified

be able to get good leaders. This i aders from non-leaders on the basis

of personality traits.

LimitationsofTraitTheory
3. Leadershipeffectiven

BehaviouralTheories
Behavioural thegni ive e

personality f er. Thi® approach differs from trait approach is two ways-

mphasize on impact of leaders behavioural on employees’performance
& satisfaction. vre are two important Behavioural theories-

’IhUNIVERSITY STUDIES- These studies were stated shortly after World War II.
din objective of this study was to determine the major dimensions of leadership andto
investigate on employee performance & satisfaction. Two dimensions of leadership were
ntified in this study to identify the behaviour of leaders-
i.  The initiating Structure- It refers to leader behaviour that defines & organizes the
group tasks, assigns the task to employees and supervises their activities. Leaderfollows
task-oriented behaviour.
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ii. Consideration- It refers to leaders’ behaviour characterized by friendliness, respect,
supportiveness, openers, trust and concern for welfare of people. This study states that
both consideration and initiating structure are not been seen as being placed
continuously. A leader can be high or low on both the dimensions or could be high on
one & low on other dimensions.

(high)
~
£ g
Low concern for production E High concern for production
and é and
High concern for people s High concern for people
o
(low) —— (high)

Initiating| Structure

Low concern for production High concern for production
and and
Low concern for people Low concern for people

A\

igh task & High

High High Relatio

(Supporting Sty elationship

People Emphasis (Participationstyle)
Low & Low | High task & Low
Rﬁons in) Relationship(Autocratic)

Low low < > High
~ ’ Task Emphasis
estudies are-

1 51d lon was, positively related to low absenteeism and grievance, but it was
or n trally related to performance.

tlatlnsstruc e was positively relatedtoemployee performancebut wasalsoassociated
ces

Mainfindi ofOhio

gative consequences as absenteeism and grievances as absenteeism and

th consideration & structure were high, performance and satisfaction was high but
some cases high productivity was accompanied by absenteeism and grievances.

b. THE UNIVERSITY OF MICHIGAN STUDIES- These studies were conducted during same
period as at Ohio state and resulted in identical conclusions. Researchers at university of
Michigan distinguished between two dimensions of leadership.
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1. Production centered- Where leader set rigid tasks, standards describe work methods&
closely supervise subordinates.
2. Employeecentered-Whereleadersencourageemployeeparticipationingoalsetting&
work decisions, have respect and trust and ensure high performance from employee.
Michiganstudy’s findings were same like Ohio studies analysis that employee and work orientation
are two separate dimensions and that a leader can be either high or low one the dimension or both
and these dimensions cannot be placed continuously in leader.

O O »

ProductionCentered EmployeeCentered

TwostylesdevelopedbyMichiganresearchersweresimilartoOhiostatepeop

i. Impoverlshed Management It has low concern fo

ii. ~ Country club Management- Under
has only concern for people. He co

iii. =~ Task Management- Under this st
little or no concern for suboﬁs

iv. Team Management- Leaders has strongrega
leader’s leads to high mora 1ency

v.  Middle Road Manage t- Leader gi medlum concern for production and forpeople
and leader attains adequate level performance by balancing efficiency with
reasonablegood nrelat1 . &Moutonsuggeststhattheteamleaders’style (9, 9)

is most effective Becaus ines a high degree of concern for people as wellas
productim‘ 4

w9 (19 (9,9)
< Countryclub Team
' 8 Management
7
High 6
c (5,5)
Concern for
People 4 MiddleRoad
3
45,Anur a; Low Be P mindore.com
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EvaluationofBehaviouralTheory

Behaviour theories focus on what leader did, how they delegate task, communicate & motivate
subordinates and how they carry on their work. They focus that behaviour can be learnt and
individual having appropriate behaviour can become a effective leader.

Leader- member Exchange (LMX) Theory- This theory is also called vertical d model. This

approach also focuses on leader behaviours. A vertical dyad consists of two pergdns who.are linked

hierarchically such as superior & a subordinate and a leader’s behaviour depends upon who is a
subordinate. According to LMX theory a leader form two groups- 4 3

1. In-GROUP- Consist of those subordinates or group members who are similar t%er

and get greater responsibilities, more attention and more rewafds. They wark in the

leaders inner circle of communication.

2. Out-Group- Consist of those members who are outside the ci

and fewer rewards. They are managed by formal rulq&.olicie

more satisfied have lower turnover and have high organizatio

ess attention
p members are
itment & vice-versa.

\N- GROyp

‘

OUT - GROUP

S
N a *.
- A LEADER-MEMBER EXCHANGE
Implicationo Theo
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1. Leadership can be better understand by farming & examining dyads (Pair of relationship)
model by leader & member rather than focusing on average leadership style.
2. Theory focused that average leadership style (same or average behaviour of leader to allthe
group members) is impractical & traditional in approach.
3. Theoryfocusthatleaderbehavedifferentlywithin-groupmembers&outgroupmembers.

Traditionalview

Leader LMXview

PanelA
InGroup Subordinates OutgroupsubordinatePanelB

Subordinates

In this figure (Panel a)“shows tradittonal view of leaders & Subordinates where equality in
behaviour of le to su inate is shown. (Panel b) reflects the vertical dyad where in-group
members enjoy a ationship with leader than out group members which can be shown b
differing dj cesa 1l as differences in equality of working relationship, influence, authorityand
access t ormagion.

eory of 'adership- This approach to leadership was developed by Robert House.
is, theory is that leader uses organizational structure, rewards, resources and
reh favorable work environment where subordinates can work to achieve
algoalsandalsoclearthepathforthegoalachievementforsubordinates.Thetheoryis called
thy goal theory because its major concern is how the leader influence the subordinates
perceptiohyregarding their work goals, personal goals and path to achieve goals.
Theory suggests that a leader’s behaviour is motivating or satisfying to the degree that the
behaviour increases the goal attainment and clarifies the path to these goals. Path -goal theory is
oneofthecontingencymodels.Theleader’seffectiveness,accordingtothepathgoaltheoryin
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influencing rewards and expectancies depends on the characteristics of the environment and
subordinates.

Task and Environmental Characteristics

Obstacles:

- Design of the task

- Formal authority system

- Work group
Employee N e Goals
Characteristics: “
- Experience
- Ability
“Locusofcontrol path-Goal Leadership

Consider:

- Employee characteristics

- Task & environment characteristics
Select Leadership Style:

- Directive

- Supportive

- Participative

- Achievement-oriented
Focus on Motivation:

- Define goals

- Clarify path

- Remove obstacles

- Provide support

leadershi Mr on motivation and satisfaction is contingent

ent of subordinates and follower perceptions about effort

In figure the ultimate effec
upon the characteristics of
reward linkage.

Evaluation of Theory- ath
should first assegs, the situation
linking effort to
outcome.
Example

deserves appreciation as the theory suggest that leader
d then select a leadership behaviour appropriate to situation for
Ce expgctancies performance to reward expectancies or valance to

lloweroutcomes

Newwork Tell the Clarityof Highefforts
unit directionto goals high
farmed do work &proces satisfaction

S
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ThesituationalleadershipTheory
This theory of leadershipwas developed byPaul Hersey&Kenneth Blenchard.This theoryfocusses on
‘maturity’ of followers for deciding the appropriate leadership style. Theory focus on that
situational leadership requires adjusting the leader’s emphasis on task behaviour (guiding &
direction) and relationship behaviour (offering socio-emotional support) according to the maturity
of followers in performing their tasks. Maturity according to this theory means desire for
achievement, willingness to accept responsibility etc.
Herey and Blachard believe that the relation between leader and subordinates es thgeugh four
phases like a life cycle as subordinates develop and mature. Leaders or manag o change
their leadership styles with each phase.

Styleofleader
High
'8 High
4 relationship&l
ow task
Task Behaviour
S3@
v
Low
Low Task Behaviour —— High
S1=Telling \
S2=Selling )
S3=Partici g S4 ~

= Deleg

first s{ge in gtigure i.e. at initial phase subordinates enter in a organization so manager

uld fellow the directive or task oriented approach to clear the goals, task, rules &

edur an organization to subordinates.
isalsocalledas“Telling’approachofleadership
n the secondstage subordinates start learning their tasks but task-orientation still remains
ntial as subordinates are not yet willing or able to accept full responsibility. Managers
become familiar with subordinates so that can follow employed oriented behaviour. This is
called as ‘selling’ or coaching approach to leadership.
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3. In third phase subordinates involvement, ability and achievement motivation are increases
somanagersisnotrequiredtobedirectivemanagerwilltrustsubordinates.Thisiscalledas
‘participating’ style.

4. In fourth phase manager can reduce the amount of support & encouragement as
subordinates gradually become more confident, self-directing & experienced. Subordinates
are ‘on their own’ and no longer need to expect a directive relationship with gheir manager.
This is also called as ‘delegating style.

StagesofTeamDevelopment

This process of learning to work together effectively is known as team
development.Researchhasshownthatteamsgo throughdefinitivestagesduring
development.BruceTuckman,aneducationalpsychologist,identifiedafive-stage
development process that most teams follow to become high performing. He
called the stages: forming, storming, norming, performing, and adjourning. Team
progress through the stages is shown in the following diagram.

performing

é

£

s adjourning
g forming norming

-

E

"

-

storming

Time

|
Mosthigh-performingteamsgothroughfivestagesofteamdevelopment.

Formingstage

Theformingstageinvolvesaperiodoforientationandgettingacquainted.
Uncertaintyishighduringthisstage,andpeoplearelookingforleadershipand
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authority. A member who asserts authority or is knowledgeable may be lookedto
take control. Team members are asking such questions as “What does theteam
offer me?” “What is expected of me?” “Will I fit in?” Most interactions are social as
members get to know each other.

Stormingstage

The storming stage is the most difficult and critical stage to
period marked by conflict and competition as individual
Team performance may actually decrease in this stage bec
unproductive activities. Members may disagree on te
and cliques may form around strong personalitie ent. To get

team tasks and
ddress conflicts may

individual differences, and to work through
goals. Teams can get bogged down in this sta
result in long-term problems.

Normingstage

If teams get through the storm is resolved and some degree of
unity emerges. In the norming stage, consénsus develops around who the leader
or leaders are, and individual ‘sftoles. Interpersonal differences begin to
be resolved, and a se colt@sion and unity emerges. Team performance
increases during thi rs learn to cooperate and begin to focus on
mony is precarious, and if disagreements re-emerge
to\storming.

age, consensus and cooperation have been well-established
ature, organized, and well-functioning. There is a clear and

»f conflict and conflict resolution in the next section). The team isfocused
on problem solving and meeting team goals.
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Adjourningstage

In the adjourning stage, most of the team’s goals have been accomplished. The
emphasis is on wrapping up final tasks and documenting the effort and results.As
the work load is diminished, individual members may be reassigned to other
teams, and the team disbands. There may be regret as the te ends, so a
ceremonialacknowledgementoftheworkandsuccessoftheteamca
[ftheteamisastandingcommitteewithongoingresponsibility,

replaced by new people and the team can go back to a forniing or sto
and repeat the development process.

TeamNormsandCohesiveness

to act? How did you
f performance was
required? Teams usually develop ide™the activities of team
members. Team norms set a standand for r, attitude, and performance
that all team members are expe to w. Nerms are like rules but they are
not written down. Instead, al rs implicitly understand them.
Norms are effective because ers want to support the team and
preserve relationships in th en norms are violated, there is peer
pressure or sanctions forc

am, and

focus on relationships and levels of performance.
e very important because they define the level of work

. The level ofcohesivenesson the team primarily determines whether
team members accept and conform to norms. Team cohesiveness is the extent
that members are attracted to the team and are motivated to remain
intheteam.Membersofhighlycohesiveteamsvaluetheirmembership,are
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committed toteamactivities, andgainsatisfaction fromteamsuccess.They tryto
conform to norms because they want to maintain their relationships in the team
andtheywanttomeetteamexpectations.Teamswithstrongperformancenorms and
high cohesiveness are high performing.

For example, the seven-member executive team at Whole Foo ends time
together outside of work. Its members frequently socialize and group
vacations. According to co-CEO John Mackey, they have dev degree
of trust that results in better communication and a willingness t out

problems and disagreements when they occur

Groupthink:Groupthink

Groupthink: Groupthink refers to a psy
members of a group make decisions based on

group.

logic he enon in which
that they get from the

Group Shift: Group shift refers to a co
inthegroupchangestoadoptamo emepositi

the position of an individual
duetotheinfluenceofthe group.

CharacteristicsofGroupthin

Personalview:
Groupthink: Personal vie ut aside in favor of the popular view.
GroupShift;Pe esmuchstrongerduetogroupinfluence.
phasanimmensepressureonthe individual.

ilar to Groupthink, the group, has an immense pressure on

WhatareGroupNorms?
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Self-awareness is central to the Gita's philosophya'A lea
ego, titles, and roles. True leadership begins with in

Group norms are the informal guidelines of behavior and a code of conduct that
provides some order and conformity to group activities and operations. These
rules are expected to be followed by all the group members. These norms and
rules usually develop gradually and informally as group members learn as to
what behaviors are necessary for the group to function effectively.
may include a code of dress for meetings or being on time for the@mneetings and

Insights into leadership with its self awareness an

leader as propounded in the bhagvad geeta.
The Bhagavad Gita is one of the most profound philosophical texts literatpre and serves
i ction. Unlike

1. Leadership Rooted in Self-Awareness
What the Gita Teaches:

now who they truly are beyond
he Self (Atman).

Self-Awareness Means:

Leadership Application:

A true lea
integrity, reg

s, and motdvations
ures

e Recognizing one’s values, em
e Acting from inner stalgility, not
e Remaining unaffected

ty during crises
riven decisions

es:

er must fulfill their Swadharma—their own duty, role, and responsibilities—with
dless of the outcome. The Gita discourages comparing or imitating others' roles.
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Leadership Application:

o Stay aligned with one’s purpose and role

o Accept responsibility without fear of failure

« Avoid distraction by external validation or competition
3.Nishkama Karma: Selfless Action without Attachment

What the Gita Teaches:

Leaders must act without attachment to personal gain. The focus should e on perform e's
duty well, not on rewards or recognition.

Leadership Application:
e Encourage servant leadership

o Make decisions based on ethics, not outcomes
« Inspire teams by example, not by control

4. Equanimity and Emotional Maste
What the Gita Teaches:

A leader must maintain equanimitys-a In‘Success or failure, praise or blame. Such
leaders create psychological safety a ust.

Leadership Application:

o Build'self-discipline and resilience
« Avoid impulsive or emotionally charged decisions
« Model ethical conduct for others to follow
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6. Leadership by Example
What the Gita Teaches:

A leader must walk the talk. Their behavior influences society or team far more tha ir words
Leadership Application:
Be a role model in ethics, discipline, and vision

Inspire teams through authenticity and integrity
Set standards for behavior and performance

o

7. Detached Involvement: Act with Compassion,
What the Gita Teaches:

Leaders must care deeply but without becoming emotional
dependence, builds healthy leadership.

Leadership Application:
o Make space for empathy without{@motio u

e Build compassionate systemgan
« Balance care with clarity

Summary Table

mpassion, not emotional

Leadership Insight

Self-Awareness (Atmal Lead from clarity and purpose

Fulfill your unique responsibility

Act selflessly without attachment

Stay balanced in success and failure

Practice emotional discipline

Inspire through personal integrity

Care with compassion, not ego
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Conclusion

The Bhagavad Gita presents a vision of conscious, ethical, and resilient leadership. It teaches that
true leadership is not about power, prestige, or control—but about:

o Knowing oneself (Self-awareness)

Doing one’s duty with integrity (Swadharma)
Acting selflessly (Nishkama Karma)

Staying balanced in adversity (Equanimity)
Leading by example (Influence through action)

In times of chaos and change, the Gita’s leadership wisdom is more rele t

?gg‘b
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Unit IV

The concept of culture refers to the shared beliefs, values, customs, behaviors, and artifacts that

characterize a group or society. It encompasses both the tangible and intangible aspegts of life that
define how people interact, communicate, and make sense of their world. Cultur i
influences social structures, and plays a crucial role in the way individuals and gr to one
another.

Here are some key components of culture:

1. Beliefs and Values

e  Culture includes the shared beliefs about what is im
influence moral codes, traditions, and societal expe . mple, the belief in individual
freedom is a central value in many Western societies,
Asian cultures.

2. Norms and Customs

e These are the everyday behaviors
Customs can include things like ho
religious practices. For instan
while bowing is often seg

ices considered acceptable within a group.
t each other, family roles, eating habits, and
a common greeting in many Western cultures,

e Language is al paxt of culture. It not only allows for communication but also reflects
cultural

de flags, clothing, religious symbols, architecture, or works of art. For example,
pLiberty in the U.S. symbolizes freedom and democracy.

Institutions

e Institutions such as family, education, government, and religion are key aspects of culture. They
shape how individuals are socialized and interact with society. For instance, education systems
in different countries reflect varying cultural priorities and approaches to knowledge and
learning.
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6. Traditions and Rituals

Many cultures have specific traditions or rituals that are passed down through generations.
These may be related to religious observances, holidays, rites of passage (like weddings or
funerals), or annual festivals.

7. Identity and Group Membership

Culture provides individuals with a sense of identity and belonging. It define
membership, whether it's based on nationality, ethnicity, religion, or
identify with their cultural group in ways that influence their behavi
perspectives.

8. Shared History and Experiences

shape collective memory and cultural narratives. T i influence how people within
a culture view the world and their place in it.

9. Technology and Innovation

Every culture has its unique way o echnology. This includes not only
technological tools and practices d innovation, work, and progress. For
instance, Silicon Valley's cultuke e ovation and entrepreneurialism, which contrasts

Culture is not stati e due to internal and external influences, such as
chnological advancements. Cultural change can occur in response

, subcultures develop, often with their own distinct norms and values.
ay focus on specific interests, such as music, fashion, or ideology.
actively oppose the mainstream culture and seek to challenge or redefine
(e.g., the counterculture movement of the 1960s).

Culture

High Culture: Refers to the cultural products and practices that are associated with the elite or
intellectual class (e.g., classical music, fine art, literature).

Popular Culture: Encompasses the everyday cultural practices and products enjoyed by the
masses, such as pop music, television shows, and social media trends.
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e Folk Culture: Refers to traditional practices, arts, and customs that are passed down through
generations within smaller communities, often tied to a specific region or ethnicity.

e Corporate Culture: The values, beliefs, and behaviors that shape how employees interact within
a company or organization.

Cultural Relativism vs. Ethnocentrism

e Cultural relativism is the principle of understanding a culture on its own
judgments based on one's own cultural standards.

e Ethnocentrism is the tendency to view one's own culture as superio
based on one's own cultural norms.

s the
p. It'sa
volves as societies and

In essence, culture is a dynamic, multifaceted system that shapes humagyli d provi

framework through which individuals interpret the world aroun
environments change.

isn’t just about symbolic actions; it’s rooted in cQmsi es that reinforce the beliefs and
attitudes of the group. Here’s a framework t

ion or purpose that binds the culture. What are
vision is the North Star that guides actions.

will guide behavior and decision-making. These might
, innovation, or respect.

e Purpose: Clearly articulate the

e Core Values: Identify th
include values likegi

re is defined not just by what is said but by what is practiced.
members must set clear behavioral norms that reflect the values. This
around communication, teamwork, conflict resolution, and

interaction within the group should be aligned with the values.
ill erode the culture over time.

e Leadership by Example: Leaders play a crucial role in establishing and sustaining culture. They
should embody the values and behaviors they want to see in others. This establishes credibility
and trust.
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e Visible Commitment: Leaders must demonstrate commitment to culture through actions, not
just words. If leadership is not visibly upholding the culture, others will not feel compelled to
either.

4. Encouraging Participation and Inclusivity

e Collaboration and Engagement: Culture thrives when individuals feel involyéd’and included.
Encourage open dialogue, feedback loops, and collaboration. People should i ir voices
are heard and that they have a role in shaping the culture.

e Diversity of Thought: A healthy culture encourages diverse perspecti
greater creativity and problem-solving. Respecting differences is es
sustainability.

5. Recognizing and Reinforcing Desired Behavior

awards, public acknowledgment, or more informal
the behaviors you want to see spread.

e Celebrate Milestones: Marking successes
going. It also signals that the culture is a p

6. Adapting to Change

e Cultural Evolution: A sustai
of the group and the external
culture in response to
Feedback Mechanism

; it should evolve with the changing needs
ample, organizations need to adjust their

al advancements, or societal changes.

, surveys, and informal conversations can provide
pen to feedback and willing to adjust practices that

¢ Onboarding and Orientation: When new members join, ensure they understand and are
integrated into the culture. This often involves formal onboarding processes where cultural
values are emphasized, and mentorship can play a role.
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e Institutionalizing Practices: The best cultures are built into the systems, processes, and rituals
of the organization or group. Whether it’s regular meetings, annual events, or day-to-day work
practices, consistency is key.

9. Celebrating the Culture

e Cultural Rituals: Establish traditions, rituals, or annual events that celebrate
reinforce values, and create shared memories. These moments help keep t ive and
make it feel authentic.

e Cultural Storytelling: Sharing stories—both successes and failures
cultural identity. It helps people connect emotionally to the culture.

Practical Example:

In a company, for instance, creating and sustaining a culture of |

e Clear Norms: Encourage risk-taking, rapid prototypi ' artmental collaboration.

e Leadership by Example: Leaders actively ipate : ing sessions, celebrate
failure as a learning opportunity, and sup .

¢ Recognition: Reward individuals or team th breakthrough ideas, and integrate

success in any organization, CO i iety. A positive and ethical culture not only aligns with
moral values but also dri - ivity, and well-being. Here’s a guide to creating and

ity. These should cover areas like honesty, fairness, transparency,
ility. Define what ethical behavior looks like in everyday actions.

e behaviors. This document serves as a reference point and can help individuals
ow to act in challenging situations.

by Example

e Ethical Leadership: Leaders must model ethical behavior in all their actions. If leaders fail to
uphold the values of the culture, it will undermine trust and confidence throughout the
organization. Leaders should be transparent, accountable, and make decisions that reflect ethical
considerations.
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¢ Visibility of Ethics: Ethical behavior should be seen as a priority in the actions of leadership—
whether that’s in their decisions, interactions with others, or handling tough situations. Leaders
should be consistent in upholding the same standards they expect from others.

3. Build a Culture of Respect and Inclusion

individuals
thy, and

¢ Respect for All Individuals: A positive and ethical culture prioritizes respec
regardless of background, position, or differences. Encouraging open-mind
active listening helps foster an environment where everyone feels valued.
e Promote Diversity and Inclusion: Ethical cultures recognize the im
perspectives and experiences. Emphasize inclusive practices that all
backgrounds to contribute and feel heard. This contributes to a cult
opportunity.

4. Encourage Transparency and Open Communication

¢ Foster Open Dialogue: Encourage transparent co ere individuals feel safe to
speak up about concerns, ideas, and ethical dilemma n voice their opinions
without fear of retribution, it builds trust a iforc ity of the culture.

¢ Honest Feedback: Create structures that constructive feedback—both giving
and receiving it. Regularly engage in feedb e that the culture remains positive
and ethical.

5. Instill a Sense of Accountabilit

to take responsibility for their actions and
e holding themselves accountable, not just for their
ect others.

Hierarchical Structure: A top-down arrangement where each employee has a clear line of
authority. This structure is common in large corporations or traditional organizations.
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o Example: CEO —» Managers — Employees.

Flat Structure: Fewer levels of middle management, allowing for greater employee
involvement in decision-making.

o Example: Startups often adopt a flat structure where employee utonomy
and interaction with senior leadership.
°
Matrix Structure: Combines functional and project-based str report to

both functional managers and project leaders.

o Example: In large organizations, engineers m
manager and a project manager.
[ ]
Network Structure: More decen , Where busig@sses outsource many functions and
collaborate with other organizatigns.
L]
o Example: A tech thources its marketing but retains core engineering
izati tructure:

oth to their engineering

talent.

In sociology,*Social structure refers to the organized pattern of social relationships and institutions
that make up a society. It defines the roles and positions individuals occupy within the broader
context of society.
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¢ Roles: Social roles define how individuals are expected to behave based on their position in
society (e.g. teacher, student, parent).

e Social Institutions: These are the larger structures that shape behavior in society, such as the
family, education, religion, and government.

e Social Stratification: The hierarchical arrangement of individuals into social classes, such as
upper, middle, and lower classes.

Key Aspects:

¢ Norms: Social rules that dictate appropriate behavior within the str

e Power Dynamics: Social structures influence who has power,
has access to resources.

3. Psychological Structure

In psychology, structure can refer to the mental framewo ogn
individuals perceive and interact with the world. This inclu

structures that shape how

Cognitive Structures: Mental fr ks or schemasithat help individuals interpret and
process information.

o Example: A pe ay h about how meetings typically unfold and may
interpret any de pattern as unusual.

Personalit
their trai

ctu derlying framework of an individual's personality, shaped by

ions.

4. Physical Structure
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In architecture, engineering, and the physical sciences, structure refers to the physical components
and design that give form, stability, and function to a physical object or system. This concept is often
seen in buildings, bridges, machinery, and even the human body.

Architectural Structure: The design of buildings and infrastructure—ho terials are used
and arranged to create safe, functional, and aesthetically pleasing spaces.

o Example: A skyscraper’s steel framework that support ilding’s welght and resists

external forces like wind.

Biological Structure: The arrangement of differe i i ms. For instance, in

o Example: The structure of D ands that coil into a double helix,
determines how genetic i i passed on.

5. Linguistic Structure

and organization that governs language, from
Linguistic structure provides the framework for how

In linguistics, structure refer
phonetics (sound) to syntax (se
words and sentences are Bkganiz

athematical Structure In mathematics, structure refers to the set of operations and
relationships that are defined on a set of elements, allowing for certain properties to be
studied.

Algebraic Structure: This includes systems like groups, rings, and fields, which follow specific axioms
and operations.
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Example: The set of integers with the operation of addition forms an algebraic structure called a group.

Geometrical Structure: Deals with the properties of space and figures, such as points, lines, planes, and
their relationships.

7. Systems Structure In systems theory, structure refers to the components of a system and their
interrelations. It's the way in which parts are organized and interact to produice the system’s
overall behavior.

Hierarchical Systems: Systems where components are arranged in a hier her

levels controlling lower levels (e.g., an ecosystem, corporate structure).

Dynamic Systems: Systems where elements interact in complex, ofte ictable ways (e.g.,
traffic patterns, weather systems).

Key Characteristics of Structure »
thN parts or elements, whether it's people, ideas,

structure are interrelated, meaning that a change in one part
se relationships is key to managing and navigating the structure

Organization: Structure invo
materials, or systems.

adaptive (e.g., a startup company). The balance between stability and
als and environment of the entity.

ture exists to serve a purpose—whether it's to organize resources, guide behavior,
re stability. A well-designed structure makes achieving that purpose more
efficient.

Prevalent Organizational Design refers to the most common or widely adopted structures and
frameworks organizations use to arrange their operations, roles, responsibilities, and reporting
relationships. Over time, organizations have developed various design models to optimize efficiency,
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adaptability, communication, and decision-making. The right design helps businesses align their
strategy, culture, and operations effectively.

Here are some of the most prevalent organizational designs today, each with its distinct features,
strengths, and weaknesses:

1. Hierarchical (Functional) Structure
The Hierarchical Structure is one of the most traditional and widely used

especially in large corporations. It is characterized by a clear chain of co nd,
responsibilities are organized into levels.

Features:

e (Clear Chain of Command: Employees report to a single manage visor, who reports to a
higher-level manager, and so on.

e Specialization: Roles are typically specialized withi
finance, operations).

¢ Defined Roles and Responsibilities: Eac disti

e Top-Down Communication: Informationiflows f 0

al rtments (e.g., marketing,

ith a Specific set of responsibilities.
anagement down to lower levels.

Strengths:

e (Clarity and Stability: Roles ilitiés\are clearly defined, making it easier for
employees to know what is exp

e Efficiency: With clear fi
tasks.

Control and Acc i anagers can easily control and monitor operations.

Finance, andWlarketing operate in clearly defined silos.

2. Matrix Structure
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The Matrix Structure is a hybrid organizational design that combines aspects of both the functional
and divisional structures. Employees have dual reporting relationships—one to their functional
manager and another to a project or product manager.

Features:

e Dual Reporting Relationships: Employees report to two bosses—one for t
(e.g., Marketing) and one for specific projects or products.

¢ Cross-Functional Teams: Teams are often created for specific projects or i iyes that require
expertise from multiple functional areas.

¢ Resource Sharing: Resources are shared across departments and p
flexibility.

epartment

jects, which

Strengths:

e Flexibility and Innovation: Employees have the opg
which can foster collaboration and innovation.
o Efficient Use of Resources: Resources can be allocate
¢ Improved Communication: The dual rep cou
departments and functions.

Weaknesses:

¢ Confusion and Conflict: Em
each with different priorities.
e Complexity: Managing
and competing interests
e Power Struggles:

e e confused or conflicted by having two bosses,
complicated, with multiple layers of authority

een functional and project managers over control and

Example: A co Procter & Gamble, which often uses a matrix structure for
managing pro

e Minimal Levels of Management: There are fewer levels of management between staff and
executives.
e Decentralized Decision-Making: Lower-level employees have more authority to make
decisions.
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¢ Flexible Roles: Employees may take on broader roles and responsibilities.

Increased Employee Autonomy: Employees are trusted to make decisions and take on more
ownership.

Strengths:

e Faster Decision-Making: With fewer layers of management, decisions can b

¢ Increased Collaboration: Fewer hierarchical barriers make communicati oration
easier.

e Employee Empowerment: Greater autonomy can lead to higher lev
innovation.

Weaknesses:
¢ Role Ambiguity: With fewer defined roles, employees ma out their
responsibilities.
e Limited Career Advancement: There may be fewe for promotion due to the

flatter structure.
e Management Overload: Leaders may be s
employees.

anage a larger number of

li aseca

Example: Many startups and small busi r Valve Corporation use flat

structures to promote autonomy and inngvation.

4. Divisional Structure

anizations with diversified products, services, or

The Divisional Structure is u
i 0 semi-autonomous units or divisions, each focusing

geographic areas. The or

resources, budget, and management.
ion-Making: Divisions have the autonomy to make decisions specific to

¢ Focus on Specific Markets: Divisions can tailor their strategies to the unique needs of their
market, product, or geographic location.

e Faster Decision-Making: Divisions can make decisions independently without waiting for
approval from a central body.

¢ Flexibility: Divisions can be reorganized or adjusted based on market needs.
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Weaknesses:

e Duplication of Efforts: Some functions (e.g., HR, Finance) may be duplicated across divisions,
leading to inefficiency.

¢ Competition Between Divisions: Divisions may compete for resources, which can cause conflict
or inefficiency.

e Loss of Synergy: A divisional structure may lead to a lack of synergy or coordi
divisions.

1on between

Example: A large multinational like General Electric (GE), where each
products like aviation, healthcare, and energy.

5. Network Structure

The Network Structure is more decentralized and focuses on o i -core functions, relying

on external partners and contractors for key activities. It i

operate in dynamic environments or have a flexible busin
Features:

e Decentralization: The organization eam, with much of the work
outsourced or contracted to exter
s on its strengths, while outsourcing
tasks like marketing, accountifag, o

¢ Fluid and Flexible: The structlge,allows the ofganization to scale quickly or pivot by adjusting
external relationships.

Strengths:

ier to scale up or down by adjusting partnerships or outsourcing.
n-core functions can reduce overhead costs.

elines.

unication Challenges: Managing multiple external relationships can complicate

nication and coordination.

¢ Risk Exposure: Heavy reliance on external partners increases risk if a partner fails or the
relationship breaks down.

Example: Companies like Nike and Apple have a network structure where much of their production
is outsourced, but they focus on branding, design, and innovation.
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6. Team-Based Structure

The Team-Based Structure is increasingly popular in organizations that emphasize collaboration,
flexibility, and agility. In this design, employees are grouped into teams that are empowered to make
decisions and solve problems together.

Features:

¢ Cross-Functional Teams: Teams are often made up of employees fro
(e.g., marketing, engineering, customer support).

¢ Decentralized Decision-Making: Teams are given the autonomy t
their projects.

e Focus on Collaboration: Collaboration is a key aspect, with tea
common goals.

Strengths:

¢ Collaboration and Innovation: The focus on teamwo

o Faster Problem Solving: Teams can respo kly
down direction.

¢ Flexibility: Teams can be restructured or

ativity and innovation.
§ without waiting for top-

ities change.

Weaknesses:

¢ Coordination Overhead: Managing multiple te@ms can be challenging, especially when teams
have different goals or psi
e Lack of Clear Authori
leading to conflic
ces across teams can be difficult.

Example: Tech i and Spotify use team-based structures to encourage

prganization as culture with its performance communication

ot N ing

performance, and innovation—when interpreted through a contemporary lens.
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About the Natyasastra

e Written around 200 BCE to 200 CE by Bharata Muni.

o Comprises 36 chapters and over 6,000 verses.

« Covers drama, performance, music, dance, stagecraft, audience engageme mmunication,
and aesthetics (rasa theory).

o Considered the foundation of Indian performing arts.

1. Organization as a Cultural System

Insight:
The Natyasastra defines Natya (drama/performance) as a mi ociety— ed to educate,
entertain, and elevate human beings. In this way, it functions li ional culture,

embodying shared values, codes, and behaviors.

“Natya is the fifth Veda, created to teach through

Organizational Relevance:

« Anorganization, like a performa

e Culture in organizations is trans

o Like actors on a stage, memb
collective output.

s, symbols, stories, roles, and practices.
ion play their roles to contribute to the

2. Performance and ma + Bhava)

Insight:
Performance j ¢ Natyasastra. It describes how emotion (bhava) is expressed through
action (ka sa (emotional response) in the audience.

| contributes through action and role-based performance.

quality of organizational output depends on how well each member embodies their role

Ilaborates to create collective impact.

o Performance appraisal in modern organizations echoes the idea of evaluating how well
roles are played in alignment with purpose and audience (stakeholder) expectations.

3. Communication: Verbal, Non-verbal & Symbolic

45,AnuragNagar,BehindPressComplex,Indore(M.P.)Ph.:4262100,www.rccmindore.com
95



Fenaissanc€@

college of commerce & management

BBA1stYear Subject-OrganizationalBehavior

Insight:
The Natyasastra outlines a sophisticated model of communication including:

e Vacika Abhinaya — verbal expression (speech, dialogue)

« Angika Abhinaya — body language (gestures, posture)

o Sattvika Abhinaya — emotional expression

o Aharya Abhinaya — external appearance (costume, makeup)
These are not just tools of art but tools of effective communication.

Organizational Relevance:

« Organizational culture communicates through languag C Y , values, and
emotional tone.
o Effective leaders, like skilled performers, must both al and"non-verbal
nten

communication.

o Presentation and presence are as important
4. Tradition and Innovation
Insight:

While grounded in scriptural tradit
Performers are expected to intgrpret a

the Natyasasgtra emphasizes creativity and adaptation.
inn t just imitate.

Bharata notes that dram i nging times to remain relevant and engaging.

itional values (core identity) with innovation and flexibility.
tions is like interpretive creativity in theatre—it respects the

5. Rasa:\otional Engagement & Organizational Impact
Insight:

Rasa theory is about the emotional impact of a performance on its audience. The Natyasastra
identifies 9 rasas (emotional states) like joy, sorrow, fear, heroism, etc.
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Organizational Relevance:

e An organization’s culture creates its own emotional environment.

o Employee satisfaction, motivation, and engagement are modern forms of rasa experience.

« Great organizations evoke the right emotional tone through leadership, communication, and
cultural rituals.

6. Structured Roles and Division of Labor
Insight:

Natyasastra defines specific roles: actors, directors (siitradhara), musiciansystagehands, c e
designers, etc.—all with defined duties.

Organizational Relevance:

o Reflects clear role allocation, job responsibilitie coor ion in modern teams.
e Success depends on how well each unit performs d borates as a system.

7. Ethics and Leadership (Sutradhara)

Insight:
The Siitradhara (stage manager or girectQg)d ible"for the success of the production. He must
have knowledge, ethical integrity, and®@gordination sKills.

Organizational Relevance:

e A leader (CEO/ e the'Stutradhara—overseeing the vision, performance,
cohesion, ing of the organization.
e The best n@bdominate.

Key Organizational Concepts Reflected in the NatyaSastra

‘ Concept from Natyasastra H Organizational Parallel
‘Nétya (Drama) HCulture as collective expression
Abhinaya (Expression) Communication strategy
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‘ Concept from Natyasastra Organizational Parallel ‘
‘Rasa (Aesthetic Experience) HEmployee & customer experience ‘
‘Sﬁtradhéra (Stage Leader) HOrganizational leadership ‘
‘Bhéva + Karma HPerformance and behavioral alignment ‘
‘Role Division H]ob roles and coordination ‘
‘Tradition + Innovation HCulture that evolves while grounded in es ‘
Conclusion

The Natyasastra provides a rich philosophical and practical frame
organization as culture. Its ideas on performance, communication, st
resonance, leadership, and innovation are deeply relevant to
sustainable success.

k Yok understanding
u onal
tions aiming for

Organizations, like great performances, must:

« Align roles and purpose

e Communicate with clarity and dept
« Balance tradition with innovatio

o Create impactful experiences

« Be directed by conscious leatigkshi
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UNIT V

The forces of change refer to the external and internal factors that drive organizations, societies, and
individuals to evolve, adapt, or innovate. These forces can be planned or unplannedggradual or
rapid, and they influence everything from corporate strategy to individual behavig nderstanding
these forces is critical for leaders and organizations to navigate change successfullyz and rgain
competitive and relevant in an ever-evolving world.

1. Technological Advancements

Technological change is one of the most powerful drivers of change ac tries, Aransforming
how organizations operate, interact with customers, and deliver

Examples:

e Automation and Artificial Intelligence (Al);
service, and machine learning are disrupti
opportunities for efficiency and innovatio

e Digital Transformation: The shift f
forces organizations to rethink th
strategies.

¢ Blockchain: Disrupting indusgsies i e, supply chain, and healthcare by offering new
ways to secure data and transa

cturing, Al-driven customer
rkflows and creating new

oWdigital tools, platforms, and processes
agement, and customer engagement

Impacts:

¢ Productivity Gains® ew technologies often lead to increased productivity, but
they also reqi

Globaliz refers to the increasing interconnectedness and interdependence of economies, cultures,
and markets ‘@cross the world. It’s driven by trade, communication technologies, and the movement of
people, goods, and capital.

Examples:
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¢ Global Markets: Companies can now source materials, labor, and customers from virtually
anywhere in the world, creating new opportunities but also intensifying competition.

e Supply Chain Integration: The expansion of global supply chains has made production
processes more complex, with companies facing challenges related to shipping, tariffs, and
geopolitical tensions.

e Cultural Exchange: Globalization facilitates the exchange of cultural practices, i
knowledge, leading to broader market needs and consumer behaviors.

ovations, and

Impacts:

e Market Expansion: Businesses can reach new customers, but they
cultures and regulations.
e Increased Competition: Organizations face pressure to innova
prices as they compete with global players.
e Outsourcing and Offshoring: Companies may relocate o togeduce costs, which can
affect local job markets.

3. Demographic Changes

Shifts in population dynamics—such as aging p
structures—can drive significant change v

Examples:
e Aging Population: In

markets, healthcare de
e Millennial and Gen Z

d , aging populations lead to changes in labor
umer preferences.

er generations bring new expectations about work-life
values, influencing workplace culture and expectations.
nization drives changes in housing, transportation, infrastructure,

y deve

es: Organizations may face talent shortages or need to adapt to multi-
rces with different skill sets, values, and expectations.

ior: Changes in demographic trends lead to shifts in consumer preferences,
e giproduct design and marketing strategies.

alth and Wellness: An aging population requires a focus on healthcare services, senior

ts, and policies that address quality of life.

4. Economic Forces
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Economic conditions, both macroeconomic and microeconomic, are significant drivers of change.
These include fluctuations in the economy, interest rates, inflation, and global trade.

Examples:

e Economic Recessions: Economic downturns push organizations to innovate, cutgosts, or pivot
to new strategies to survive and thrive in tough market conditions.

e Rising Costs: Inflation, rising commodity prices, and labor costs can force
reassess their business models, pricing strategies, and operational efficiency.

e Access to Capital: Changes in the availability of capital (through loa tm
drive business expansion or contraction.

Impacts:

o Financial Constraints: During recessions or economic slo izations may need to
cut costs, reduce workforce size, or halt expansion

e Shifts in Consumer Spending: Economic downtur
such as more cautious spending.

e Innovation for Cost-Efficiency: Economic res o
that lower operational costs or increase pg@ductivity.

hifts in consumer prlorltles

panies to innovate in ways

5. Social and Cultural Forces

Changes in social values, cultural no
organizations and industries. These forc
or desires of the public.

and societa xpectations can create significant shifts within
efl er societal movements and the changing needs

Examples:

sing demands for greater diversity, equity, and inclusion (DEI)
cts/services.
vironmentalism: Rising concerns about climate change and

e prompting organizations to adopt greener practices and more

ommunication: Social media has transformed how companies engage with
g transparency, responsiveness, and social responsibility critical.

e Corporate Social Responsibility (CSR): Social expectations push organizations to demonstrate
their commitment to societal issues such as climate change, ethical labor practices, and
community involvement.

e Employee Engagement and Retention: A more diverse and inclusive workplace tends to lead
to higher employee satisfaction and retention.
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¢ Reputation Management: In the age of social media, companies must be more conscious of
their public image and take proactive steps to manage crises or controversies.

6. Political and Legal Forces

Government policies, laws, regulations, and political climates significantly shape t
environment of businesses and influence organizational behavior.

Examples:

¢ Regulation: New regulations on data privacy (e.g., GDPR), envi
practices often force organizations to adapt their operations an

o Tax Policies: Changes in tax rates or tax incentives for cegtai
investment decisions and business strategies.

e Geopolitical Factors: Political instability, trade wa
alter business strategies, particularly for global org

Impacts:

e Compliance Costs: Organizations must in
involve hiring legal teams or modi
e Operational Adjustments: Politi
services to meet new legal regui
¢ Global Expansion: Political st

enter new internationalgnarkets.

Environmental fact i limate change to natural disasters—are increasingly driving
change in bot contexts. This includes pressures on resources, sustainability,

: Increasing pressure on companies to adopt more sustainable practices, reduce

ints, and invest in green technologies.

ral Disasters: Events like hurricanes, earthquakes, and floods can disrupt supply chains,

infrastructure, and force companies to rethink risk management strategies.

¢ Resource Scarcity: Growing concerns over the depletion of natural resources, such as water and
fossil fuels, force companies to find new ways of doing business more sustainably.

Impacts:
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¢ Regulation and Compliance: Governments and regulators are imposing stricter environmental
laws, driving organizations to adopt cleaner, more sustainable practices.

¢ Sustainability Focus: Companies are investing more in renewable energy, waste reduction, and
sustainable sourcing to meet consumer demands and regulatory requirements.

¢ Risk Management: Organizations must assess and mitigate environmental risks, which could

impact everything from supply chains to public relations. /
8. Technological and Consumer Trends
Beyond just technology-driven innovation, consumer trends and the dem@cratization ology

are powerful forces of change that alter business dynamics.

Examples:

re changing how
es to adapt their offerings.

e E-commerce Growth: The rise of online shopping an is reshaping retail, with
organizations having to rethink their physi and customer service
models.

e Personalization: Consumers increasingly zed experiences and products,
forcing businesses to leverage dat tomize their offerings.

n improving the customer experience,
leveraging digital tools ized, omnichannel services.

¢ Product Development: ical'tBends like 3D printing, Al, and robotics are leading to
uiring companies to innovate rapidly.

ahead of technological and consumer trends can be difficult,
isruptive technologies to offer new solutions.

ive approach to driving and sustaining change. It outlines a three-step
individuals, teams, or organizations can transition from the current state to
““Fhe model emphasizes that change is a process, not an event, and that it

gement to be successful.

3-Step Model of Change
1. Unfreezing
2. Changing (or Transitioning)

3. Refreezing

45,AnuragNagar,BehindPressComplex,Indore(M.P.)Ph.:4262100,www.rccmindore.com
10



Fenaissanc€@

college of commerce & management

BBA1stYear Subject-OrganizationalBehavior
1. Unfreezing

The first step in Lewin's model is about preparing for change by unfreezing the current state or status
quo. This phase involves creating the motivation and readiness for change by challenging existing

beliefs, behaviors, or processes. The goal of unfreezing is to create a sense of urgency and help people
understand the need for change, so they are open to new ways of doing things.

Key Activities:

e Creating Awareness: Communicate why change is necessary. This
problems, highlighting opportunities, or sharing new trends or data
no longer viable.

¢ Building Support for Change: Engage leaders, stakeholders, an
the message and gather support for the change.

¢ Reducing Resistance: Address fears, doubts, and anxietie
confronted with the idea of change. This can involvegse
and helping them understand the benefits.

e Disrupting Comfort Zones: Challenge current beha
prevent change. People may need to let go

Example: A company that has been using a man entory management may begin the
unfreezing process by explaining the ine s involved, as well as the benefits of

switching to an automated system. The pan rkshops or meetings to help employees
understand the reasons for the chan

Once the organization is " iduals are ready for change, the changing phase begins.
This is the actual trdnsiti desired new behaviors, processes, or structures are introduced
and implement that people begin to experiment with new ways of working,

ew Methods or Structures: This is when the actual change takes place—new

s, technologies, or systems are introduced.

viding Support and Training: Employees need the necessary skills, knowledge, and
re ces to adapt to the new change. Training programs, coaching, and other forms of support
are vital.

e Managing the Transition: This phase can be uncomfortable because people are moving from
the old ways of doing things to new ones. Clear communication, support systems, and active
leadership are essential to help employees navigate this period.

45,AnuragNagar,BehindPressComplex,Indore(M.P.)Ph.:4262100,www.rccmindore.com
10



Fenaissanc€@

college of commerce & management

BBA1stYear Subject-OrganizationalBehavior

e Encouraging Participation: Involve employees in the change process as much as possible. This
can help increase buy-in and reduce resistance. Participation fosters a sense of ownership and
agency in the change process.

Example: During the transition phase, the company that is adopting an automated inventory
management system would roll out the new software, train employees on how to use ifgand monitor
how well the new system is being adopted. Regular check-ins and feedback loops also be
established to ensure a smooth transition.

N &»
3. Refreezing v
Once the change has been implemented and people have adjusted to n f working, the final
stage is refreezing. This phase is about solidifying the new bel@wiors o c the
organization's culture and making them permanent. Refreezing h ression to old habits

and ensures that the changes are sustainable.

Key Activities:

¢ Celebrating Successe es and successes, which can build confidence and

Example: After successfu nting the new inventory management system, the company
would make sure t es part of the standard operating procedure. Managers would
reinforce its us ul@ continue to be trained and supported. Performance reviews
and rewards i essful use of the new system.

e Resistance to Change: Lewin recognized that people naturally resist change because it disrupts
their comfort zone. The unfreezing phase is especially important for overcoming this resistance
by addressing fears and concerns upfront.
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¢ Role of Leaders: Leaders play a crucial role throughout the entire process by acting as role
models, communicating the vision, providing support, and helping to manage the emotional
journey of change.

Criticism and Limitations of Lewin's Model

While Lewin’s model remains a classic and widely respected approach, some cri i t certain
limitations:

more continuous and incremental, rather than following clear-c
e Inflexibility: The model assumes that change is a linear p i nge is often
iterative and cyclical. Organizations may need to revisit ce
refreezing) multiple times.
e Focus on Individual Change: While Lewin’s mode nizational change, some
critics argue that it focuses too much on individual be enough on systemic
factors, such as organizational culture, exte

Real-World Applications of Lewi

Lewin's model remains relevant and ul 1 a varietyjof organizational contexts. Here are some
examples where it can be appligd effect

any adopts new technology (e.g., a new customer
ewin’s model to help employees transition smoothly
initial reluctance (unfreezing), and integrate the new system into

Implementing New Tec
relationship management
through training (c ing),
everyday practi

reducing resistance to change, getting employees on board with the
, and embedding new ways of working into the culture.

Itiatives: When organizations seek to shift their culture—such as fostering
inclusion—Lewin’s model can help navigate the emotional and psychological
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Organizational Change in Indian Business has been a profound and dynamic process, influenced

by multiple factors such as economic liberalization, globalization, technological advancements,
cultural shifts, and changing government policies. Over the past few decades, India has undergone
significant transformation, and Indian businesses have had to adapt to survive and thrixe in a rapidly
changing environment. These changes have reshaped organizational structures, m ement practices,
leadership styles, and the way business is conducted.

Here’s an in-depth look at organizational change in Indian business:
1. Economic Liberalization and Its Impact

In 1991, India embarked on a path of economic liberalization,
industry, and finance. The deregulation of the economy, the re
the opening up of markets to foreign investments brought
operated. Indian businesses had to adjust to increased com ogical innovations, and the
need for global competitiveness.

reforms in trade,
t restrictions, and

Impact on Organizational Change:

e Adoption of Modern Manageme, mpanies began adopting Western
management practices such as s uality control, and human resource
management (HRM) system ike SIX Sigma, Lean Manufacturing, and Just-In-Time

oving towards more decentralized, flexible, and
us on innovation, customer orientation, and

ip Development: To manage the complexity of an open economy,
rship development and the creation of strong management
e competitive landscape.

Example osys, Wipro, and Tata Consultancy Services (TCS) adopted global
best pr nt and service delivery after liberalization, enabling them to become
glo a

4
2. balization and Its Influence on Indian Businesses

With the global economy becoming increasingly interconnected, globalization has been another
driving force behind organizational change in India. Indian businesses are no longer limited to
domestic markets; they are now competing and collaborating in the global marketplace.

Impact on Organizational Change:
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¢ Cross-Cultural Management: Indian companies expanded their operations internationally,
leading to the need for cross-cultural understanding and the ability to manage a diverse
workforce across different countries.

e Adopting Global Best Practices: To compete on the global stage, Indian businesses have
adopted international quality standards, technological innovations, and business practices.
This includes adopting ISO certifications, global supply chain models, and usi
international marketing strategies.

¢ Increased Focus on Innovation and R&D: Globalization has forced India

technology, and engineering, where global competition is fierce.

Example: Mahindra & Mahindra and Tata Group have expanded
such as SsangYong Motor Company (South Korea) and Jaguar L

these global acquisitions into their operations.

3. Technological Advancements

Technological change has been a major force driding orgamza nal transformation in India. From
information technology (IT) and automation towli n\@and the Internet of Things (l1oT),
technology is reshaping businesses.

Impact on Organizational Ch

e Automation and Digitalization: Indi ations in sectors like manufacturing, banking,
i ) omation and digital technologies to improve

and Big Data: Companies are increasingly leveraging cloud

s, and artificial intelligence (AI) to make data-driven decisions,
and improve operational efficiency.

itional businesses in India are undergoing digital transformations
he dlgltal economy. For instance, E-commerce platforms like Flipkart,

m are leveraging technology for operational efficiencies and customer

gital banking in India, with platforms like Paytm and Google Pay, has
panks like State Bank of India (SBI) and ICICI Bank to rethink their business
sing more on mobile banking, cybersecurity, and personalized digital services.

4., Cultural and Social Shifts
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India's culture and society have been undergoing significant changes in recent years, which have had
a profound effect on the way businesses operate. These shifts have created opportunities and
challenges for organizational change.

Impact on Organizational Change:

o Shift to a Knowledge Economy: With the rise of the knowledge economy,

purpose-driven work.
e Diversity and Inclusion: Indian organizations have become more i
diversity in terms of gender, ethnicity, and age. The rise of women
growing focus on social equity are changing corporate cultures.
e Talent Management and Leadership Development: To
labor, organizations have had to develop sophisticated ta nt systems to attract,
retain, and develop talent.

Example: Wipro and Infosys have made efforts to promot i ity and have set specific
targets for increasing the number of women in le ip positie ting broader societal trends
in India.

the years, the government has 4
business, attracting foreign dir

ke in India initiative, Goods and Services Tax (GST)
improve the Ease of Doing Business Index have had a major
rations, prompting organizations to reassess their supply chains, financial

countability, and compliance measures.

[ and CSR: The mandatory requirement for large companies to allocate 2% of their
its to Corporate Social Responsibility (CSR) initiatives has changed the way companies
h community development and environmental sustainability.

Example: The introduction of GST required companies across India to rethink their supply chain and
distribution networks, with many businesses investing in new technologies and processes to comply
with the new tax structure.
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6. Emergence of New Business Models

As part of the ongoing transformation of the Indian business landscape, new business models are
emerging that challenge traditional organizational structures and practices.

Impact on Organizational Change:

e E-commerce and Startups: The rise of e-commerce and tech startups

grocery stores, fintech platforms, edtech, healthtech).
e Gig Economy and Freelancing: The increasing adoption of the
has led to new ways of structuring workforces. Indian co i ible, project-

platform-based business models, transforming tr e sectors like transportation,
food delivery, and e-commerce.

Example: Ola and Uber have changed the way people view t
platform-based business models, which allow ¢

C

sportation in India by adopting
ct with drivers through mobile apps.

Challenges in Organizationa Mess

cially in traditional industries, often face

o0 are accustomed to established ways of working.

s tend to have hierarchical structures, and changing

ay face challenges due to deeply ingrained cultural norms.
of the knowledge economy, skill gaps remain in areas like

part of human interaction that arises whenever there are differences in opinions,
interests, @@als, needs, values, or beliefs among individuals or groups. It can occur in various
settings—families, workplaces, organizations, communities, and even between nations. While often
viewed negatively, conflict is not inherently destructive. When managed effectively, it can lead to
positive outcomes such as innovation, growth, better decision-making, and improved relationships.
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In the context of organizational behavior and business settings, conflict becomes particularly
important because it can impact productivity, employee satisfaction, communication, and team
dynamics.

Types of Conflict

Intrapersonal Conflict (Conflict within an individual): This occurs when a perso
internal struggles due to competing desires, needs, values, or goals. For example may feel
torn between prioritizing the needs of the team and meeting organizational o i

Interpersonal Conflict (Conflict between individuals): This occurs betv individuals
due to differing values, personalities, or misunderstandings. It i manifest in
various forms, such as arguments, disagreements, or frustration.

Intragroup Conflict (Conflict within a group):This type 0 i within a team or group of
people working together. It can stem from differe i ' icati
ambiguity. It can either hinder or enhance group

Intergroup Conflict (Conflict between n different groups, departments, teams, or
organizations have conflicting goals, rests, or values. In workplaces, intergroup conflict may arise
between departments, such as hetween sales a ting teams, or between unions and

management.

1.

e organizational level):This refers to conflict at a higher level
ifferences in strategies, goals, resource allocation, or authority
jons, or the organization as a whole.

Organizational

Causes of Conflict

Conflict arises from various factors, some of which are interpersonal and structural, while others
are external. Below are some common causes:
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Differences in Goals and Priorities:Individuals or groups may have conflicting objectives, making
collaboration difficult. Foinstance, the HR department’s focus on employee well-being may conflict
with the finance department’s emphasis on cost-cutting.

Communication Breakdown:Miscommunication or lack of clear communication often triggers
misunderstandings, which can escalate into conflict. This could be in the form of unclgar instructions,
vague feedback, or not listening attentively.

Resource Scarcity:When resources such as time, money, or personnel are li
which can lead to conflict. For example, two departments vying for a limi udget c
tension.

Different Personalities: People have different personalities, tem
These differences can lead to interpersonal conflicts, esp ifin
or understand each other’s working styles.

working styles.
iduals are not able to adapt to

Power Struggles: Conflicts often emerge ces injauthority, control, or influence within

Role Ambiguity:Unclear roles
understand what is expected o

Stress and External Pressures:High levels of stress, workload, and external pressures—such as tight
deadlines or organizational changes—can create a high-tension environment where conflicts are more
likely to arise.

Positive Aspects of Conflict
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While conflict is often viewed as a negative force, when properly managed, it can lead to positive
change and growth. Here are some potential benefits:

Encourages Innovation and Creativity Conflict can stimulate new ideas and creative
problem-solving. When people challenge each other’s views, they are often forced to think
more deeply, resulting in innovation. For example, debates about a product degign can lead to
better and more marketable solutions.

forcing people to be more clear, honest, and direct in their int iORs. This camlead to better
understanding and stronger relationships.

Enhances Decision-Making:Conflict brings diver tivi the table. When managed
effectively, this can lead to more well-roun ecis all sides of an issue are
considered.

g conflict can improve interpersonal

Strengthens Relationships: Addressi S
relationships and team dyna SucCessfullythavigating conflict can build trust and mutual
respect among team memb

ers.
Promotes Personal and Organ rowth:Individuals and organizations can grow by
learning from conflict, impkeving confiict management skills, and adapting to new challenges.
. . \ >

Conflieth

disengagement, ultimately reducing productivity and performance.
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Reduced Morale:Conflict can erode employee morale, leading to frustration, burnout, and
disengagement. If employees feel that conflict is not being addressed, it can lead to a toxic work
environment.

Divided Teams:Unresolved conflict can lead to division within teams, creating silos, rivalry, and a
lack of collaboration. It can undermine teamwork and lead to disengagement.

High Turnover:Conflict can contribute to high employee turnover. Empl if feel
that conflicts are unresolved, or if the workplace environment becomes h

disputes.

Damage to Reputation:If conflicts escalate or become p
reputation, both internally and externally. This could resul

attention, and lower investor confidence. r
.

Conflict Resolution Styles v

There are several common styles or solution, and people typically use one or

more depending on the situation:

e or withdraw from the conflict to avoid
inor conflicts but can lead to unresolved issues in

ig

party gives in to the other party’s demands to maintain harmony or
proach can preserve relationships but may lead to resentment if one

eting:One party seeks to win the conflict at the expense of the other. This can lead to a
esolution but may damage relationships if used too frequently.

Compromising:Both parties make concessions to reach a middle ground. This approach can

lead to a win-win situation but may not fully satisfy either party.
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Collaborating:Both parties work together to find a solution that satisfies everyone’s needs.
This is the most constructive approach and typically leads to the best outcomes, but it requires
time and effort from both parties.

Conflict Management Techniques

Effective conflict management is essential to ensure that conflicts are reso
not damage relationships or hinder organizational progress. Here are som

Open Communication:Encourage transparent and honest communica
acknowledging each other’s viewpoints can help in addressing i
common ground.

Mediation:When conflict becomes difficult to resolve inte third party (mediator) can
help facilitate the discussion and find a compromisggeL solut

Negotiation:Parties involved in conflict i iation, where they discuss their differing
views and interests and work toward,a m i

Conflict Resolution Training;Organizations conflict resolution workshops to employees,

nflict is grounded in the assumption that conflict is inherently destructive
r eliminated. This view emerged primarily from early organizational theories,

Key Characteristics of the Traditional View:

e Conflict as Negative: Conflict is seen as something undesirable, detrimental, and something to
be avoided at all costs. According to this view, conflict disrupts the smooth functioning of an
organization, creates inefficiencies, and hampers productivity.
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e Focus on Harmony and Stability: Organizations that embrace the traditional view value
harmony and stability. Any disruption in relationships, morale, or team dynamics caused by
conflict is viewed as a negative outcome.

¢ Management Approach: The primary objective in this view is to prevent or resolve conflict
before it escalates. Leaders and managers are expected to control conflict through top-down
approaches, such as imposing authority, clear rules, and rigid structures to keep potential
conflicts in check.

e Assumption of Uniformity: There is an implicit belief that all employees s d worktoward a
common goal, and if conflict arises, it usually reflects a lack of cooperation ilire to align
with the organization’s objectives and values.

Examples of the Traditional View in Practice:

e Autocratic Leadership: Managers using an authoritarian style to ssibility of
conflict by imposing strict rules and controlling behavior.

o Tightly Defined Roles: Employees are expected to strictly a ined roles and
duties, with minimal flexibility, to avoid role ambig ial conflict.

e Punitive Measures: Conflict is often dealt with by i i ent or discipline rather

than addressing the underlying causes or fo dia
Limitations of the Traditional View:

e Over-Simplification: The assum estructive fails to account for
situations where conflict can be p
rmony, the traditional view can stifle creativity,

diversity of thought, and new id i ees may avoid raising different viewpoints or

o Inflexibility: A rigid adh
conflict, leaving o izat equiipped to handle more complex, dynamic challenges.

ctive when managed appropriately. This perspective gained prominence
e 20th century, particularly with the work of social scientists and

Key Characteristics of the Interactionist View:

o Conflict as Inevitable and Sometimes Beneficial: Conflict is seen as an inevitable and natural
part of organizational life, arising from differences in goals, values, perspectives, and interests.
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Rather than eliminating conflict, the interactionist view encourages managing and channeling it
for productive outcomes.

¢ Promotes Constructive Conflict: Not all conflict is negative. The interactionist view
distinguishes between functional (constructive) and dysfunctional (destructive) conflict.
Functional conflict can lead to innovation, improved problem-solving, and better decision-
making.

¢ Encourages Open Communication: The interactionist view encourages ope

or teams to think outside the box and consider alternative solutions.
where diverse opinions can be voiced, leading to improved decision

Examples of the Interactionist View in Practice:

e employees to voice
es as opportunities for deeper

e Encouraging Debate in Meetings: Leaders
differing opinions and challenge ideas, vie
insights and improved solutions.

¢ Collaboration and Teamwork: Te
differing perspectives are explore
team members debate strategies
them.

¢ Flexible Leadership Styles: M race the interactionist view may use

styles that promote open communication,

gage in constructive conflict, where
ch better outcomes. For instance, when
s to synthesize ideas rather than suppress

ionist view can lead to stronger relationships if individuals feel safe to express differing
opinions and work through disagreements in a constructive manner.

Limitations of the Interactionist View:
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e Escalation: If not carefully managed, conflict can escalate and become dysfunctional.
Overstimulating conflict or allowing it to spiral out of control can lead to division, resentment,
and a toxic work environment.

¢ Not Always Appropriate: While conflict can be positive in some cases, it may not always be
appropriate or productive in certain situations. For example, when there is a clear right or wrong
answer, prolonged debate may hinder progress.

o Time and Effort: Managing conflict in a constructive way requires time, effor
communication skills. Leaders and teams need to actively engage in conflic
practices to ensure that conflict does not become destructive.

Comparison of the Traditional and Interactionist Views

Aspect Traditional View
Conflict is inherently
Nature of .
] negative and should be
Conflict

avoided.

Conflict should be

Approach to )
suppressed, avoided, or

Conflict ..
eliminated.
Stifles innovation
Impact on . .
] avoiding disagreement an
Innovation . .
risk—-taking.
Managers are res ib f
Role of & . ;
Management controlli in
g conflict.
Workplace
Environment

Conflict’
Function

tive to control
ebnflict.
of the Conflict Process

The conflict process typically unfolds in five stages:

ionist ew

able and can be

ity.

Prom@tes innovation by encouraging

rse perspectives and debate.

Managers facilitate conflict
resolution and encourage productive
conflict.

An emphasis on open communication,
debate, and flexibility.

Conflict is seen as functional for
problem—solving and performance.

Typically participative or
transformational to foster
collaboration.

1. Latent Conflict (Pre-Conflict Stage)
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This is the potential stage of conflict where the conditions for conflict exist, but the conflict has not
yet surfaced. At this point, differences in interests, values, and goals are present but are not being
openly discussed. It is more about latent tensions and unresolved issues that could spark a conflict
later.

Key Characteristics:

o Differences exist: There are underlying differences or incompatibilities (e 8l alues,
needs, or resources) but no overt conflict.

e Possible triggers: External factors like competition for resources, le
organizational changes may set the stage for conflict.

¢ Lack of awareness: Employees or groups may not even be aw
interests or views.

Example: Two departments might be competing for the same bu

with each other. ‘

2. Perceived Conflict (Emergence of Confli

’t yet raised the issue

4

differences that existed in the
r values. At this point, the conflict
m exists.

In this stage, one or both parties become a
latent stage are now recognized as confli
may not yet be overt, but one party has

Key Characteristics:

e Awareness: One or more 3 roups realize that their interests or goals are in conflict.
gives the conflict as a threat to its interests, such as losing

Once the comflict has been perceived, it often becomes felt — meaning that individuals begin to
experience emotions like frustration, anger, or stress. This is the stage where conflict moves from
being a mental perception to emotional involvement. If the conflict isn't addressed early, it can
escalate, with negative emotions, hostility, or defensive behaviors beginning to surface.

Key Characteristics:
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 Emotional responses: Feelings like anger, resentment, fear, or anxiety are prevalent.

e Polarization: Parties begin to view each other in more negative terms, often categorizing the
other side as the “enemy.”

¢ Focus on positions: Individuals start to focus on positions (i.e., "what I want") rather than
interests (i.e., "why I want it"), which can make it harder to resolve the conflict.

Example: Two team members who disagree on how to approach a project might stagtto avoid each
other, feel irritated, and attribute negative qualities to each other, making collab on hagder.

4. Manifest Conflict (Confrontation)

At this stage, the conflict becomes overt. Parties openly express their
or through actions. This is the stage where the conflict is most visible to
well, it can lead to destructive behavior, damaged relationshi
confrontation could take many forms, from open argume

Key Characteristics:

other.
e Conflict behaviors: These may in
or even passive-aggressive behav
e Stalemate or impasse: If notfeso
cannot make progress, leading deadlock.

Example: The two team mem a heated discussion during a meeting, accusing each other of
not doing their fair share@f wor sagreeing about how to proceed.

y -
&n or Escalation)

rocess is the aftermath, where the conflict is either resolved or it
ion scenario, the parties find a mutually acceptable solution or
ced tension and improved understanding. In contrast, if the conflict isn’t

e Resolution: The conflict is addressed, and a mutually agreeable solution or compromise is
reached. The aftermath often involves improved understanding and repaired relationships.

¢ Constructive outcomes: Conflict resolution can lead to positive changes, such as better
communication, role clarification, or organizational improvements.
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e Commitment to change: All parties involved are committed to implementing the solution or
compromise.

Key Characteristics of Escalation:

¢ Increased animosity: If unresolved, the conflict can escalate to further hostility,
misunderstandings, and potentially violence.
e Damage to relationships: The parties may break down communication a

culture.
e Strained organizational climate: If conflict is not addressed, the e i suffer
from low morale, low productivity, and diminished collaboratioxn.

Example of Resolution: The two team members discuss their i i ree on clear
roles and responsibilities, and commit to working together more i

ion, resentment, and further

Example of Escalation: The conflict escalates, resulting Il\OAgei
w ning from the

confrontation, potentially leading to one party leaving the tean
organization. &
Factors That Influence the Confli ssv ’ :
Several factors can affect how confli d%managed through its various stages:
Individual Factors: \
ity eti

tive, dominant personalities may escalate conflict,
e individuals may work to resolve it.
erences in values, beliefs, or cultural backgrounds can contribute
erience of conflict.
ce: The ability to manage one’s emotions and understand others’
pact how well a person handles conflict

ership style: How leaders handle conflict can influence how conflict unfolds within

teams or departments. Authoritarian leadership might suppress conflict, while

participative leadership can foster open discussion.

Communication: Poor communication or lack of clear channels can exacerbate conflict.

On the other hand, open, transparent communication can help prevent or resolve conflict.

o Organizational structure: Highly hierarchical or siloed structures can promote
interdepartmental conflict. More decentralized or flexible structures may reduce conflict
by promoting collaboration.
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Situational Factors:

o Resources: Competition for limited resources (budget, staff, time) is a common source of
conflict.

o External Stressors: Market changes, economic stress, or organizational restructuring
can heighten tensions and trigger conflict.

o Task-related issues: Disagreements about how to complete tasks or eve goals can
lead to conflict.

Effective conflict management involves recognizing the signs of con eafly,and addressing it
before it escalates. Some strategies include:

Managing the Conflict Process

1. Early Intervention: Address issues during the late conflict stages to
prevent escalation.

2. Open Communication: Encourage transparent, open i between parties involved

in the conflict. Promote active listening to pectives.

3. Mediation: Bring in a neutral third party t@ help r nflict when it reaches the manifest
conflict stage.

4. Conflict Resolution Training: E ers with conflict management skills to
handle disagreements constructi

5. Collaboration and Problem<Solv collaborative problem-solving, where both
parties can discuss their conce nd find a ually beneficial solution.

1. Functional Conflict

Functional conflict (also nstructive conflict) is conflict that supports or improves the
goals of the group i tering growth, innovation, and problem-solving. In this
context, conflictd e and can be a force that drives positive change. It enhances
thought, and improves decision-making by challenging

eper exploration of issues.

Cree

Encotirages Open Communication: Functional conflict encourages open dialogue, where
differing views are expressed and listened to. This can lead to clearer communication and better
understanding of varying perspectives.

e Improves Decision-Making: By addressing differing viewpoints, functional conflict ensures that
decisions are well-considered, balanced, and based on a thorough evaluation of different
perspectives.
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e Strengthens Relationships: Constructive conflict can build trust and improve relationships
when managed respectfully. It provides an opportunity to work through differences and find
common ground.

e Fosters Personal and Organizational Growth: When conflict is managed properly, it can lead
to personal development (e.g., better problem-solving skills) and organizational improvement
(e.g., better processes or systems).

Examples of Functional Conflict:

e Debates in a Team Meeting: A team is discussing a new project pro
challenges the strategy, offering alternative solutions. This debate f
strategy, consider potential pitfalls, and ultimately arrive at a stcong

Benefits of Functional Conflict:

e Encourages critical thinking and
e Stimulates innovation and creati
e (larifies misunderstandings an
e Builds stronger, more cohesi
¢ Leads to better decision-maki

2. Dysfunctional

Dysfunctional con destructive conflict) is conflict that hinders or damages the

resulting in long-term damage to interpersonal dynamics.

¢ Decreases Productivity: Instead of focusing on work tasks, individuals or teams spend time and
energy on the conflict, leading to a reduction in productivity and effectiveness.

¢ Hinders Collaboration: As conflict becomes destructive, team members become more focused

on their own positions and interests, leading to a breakdown in cooperation and collaboration.
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Increases Stress and Tension: Dysfunctional conflict often causes stress, anxiety, and burnout

among employees, creating a tense and unpleasant work environment.

issue may become lost, leading to confusion and

Examples of Dysfunctional Conflict:

decreased team performance.

but the issues are never addressed. Over time, these tensions esca

environment.
Consequences of Dysfunctional Conflict:

Decreased morale and job satisfaction.
Increased turnover and absenteeism as
Erosion of trust within the team or organ
Decreased performance and low

Aspect

Nature

Impact on

Co . .
lution—oriented
] Promotes collaboration and
Collaboration
teamwork
Leads to better ideas,
Outcome innovation, and improved

relationships

Emotional Tone

Avoidance or Withdrawal: Team members avoid discussing issues
collaboration altogether, leading to a lack of communication, poor d

Obscures Focus: When conflicts become personal or involve emotional reactions, the original

poor decision-making.

es and résponsibilities,
i xic work

e disengaged.

e to distractions.
, and poor communication

onal Conflict
Dysfunctional Conflict

Destructive, negative conflict
that harms relationships and
performance

Leads to poor decision—making due
to emotional involvement and
unresolved issues

defensive, and often

personal or hostile

Poor,

Undermines collaboration and
encourages individualism or silos

Leads to frustration, burnout, and
damaged relationships

Positive or neutral emotions Negative emotions (anger,
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Aspect Functional Conflict Dysfunctional Conflict
(engagement, respect) frustration, resentment)

Increased productivity and Decreased productivity and

Productivity .
performance disengagement

Constructive debates,
Example feedback sessions,
brainstorming sessions

Personal attacks, solved
tensions, blame g

Managing Functional and Dysfunctional Conflict
How to Promote Functional Conflict:

e Encourage healthy debate: Create an environment whegeydifferi i welcomed and
constructive disagreement is seen as a tool for improveme
o Foster open communication: Promote transparent
team members can express their ideas and concern
e Focus on the issue, not the person: Encourage indi
i volved.
s and leaders with the skills to handle
plving, and negotiation techniques.
race diversity in thought, background,
often leads to better outcomes.

e Provide conflict resolution training: Eq
conflict constructively, including active lis

e Address issues early: ven from escalating by addressing issues before they
become entrench al. Ea tervention can prevent the buildup of resentment or
hostility.

ce: Encourage individuals to develop emotional intelligence,

eir emotions and better understand the feelings of others in

Create a supportive environment: Foster a culture of respect, trust, and empathy where
conflict can be resolved without fear of retaliation or damage to personal relationships.
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Introduction to Power and Politics in Organizations

In any organizational setting, power and politics are essential elements that influence behavior,
decision-making, and overall organizational dynamics. They are central to how individuals and
groups interact, how resources are distributed, and how leaders guide and influence others. Both
power and politics are pervasive in organizations, though often invisible or unspoken,dand they can
shape the culture and functioning of the organization in profound ways.

Understanding the dynamics of power and politics is crucial for both leaders es. Effective
management of power can help organizations achieve their goals, foster ¢ e
performance. On the other hand, if misused, power can lead to manipulati r, and
dysfunction. Similarly, while office politics often carries a negative I skills, when
used appropriately, can enhance influence, build relationships, and imp al outcomes

What is Power?

s and control resources or
drives behavior, shapes relationships,
ood or bad—it depends on how it is

Power is the ability or capacity of an individual or
outcomes within an organization. It is the funda
and determines how decisions are made. Power i
used.

Key Sources of Power:

Legitimate Power: Power that.comes sition or role within the organization (e.g.,

granted by the organization or system.

Example: A CEO has the au i egic decisions due to their position in the company.

e ability to grant rewards such as promotions, raises,

e ability to reward employees with bonuses or extra vacation days.

ower based on the ability to punish or threaten others, such as giving disciplinary

actions, redecing pay, or firing employees.

Example: A supervisor may threaten to give an employee a poor performance review confluence their
behavior.

Expert Power: Power that comes from specialized knowledge, skills, or expertise in a particular area.
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Example: A senior engineer in a company has expert power because of their deep technical knowledge.

Referent Power: Power based on admiration, respect, or identification with a leader or individual.
This power comes from personal characteristics, such as likability, charisma, or reputati

Example: A respected team leader whose opinions and actions are admired by oth

Information Power: Power derived from controlling the flow of importa
organization.

1. Example: A project manager who controls access to key d rmation has influence

over the decision-making process.
Importance of Power in Organizations:

¢ Influencing behavior: Power enables leader
decisions of others.

¢ Resource allocation: Power determines
opportunities.

o Conflict resolution: Power can b
conflicts if abused.

e Leadership effectiveness: Effecti
employees, and achieve organizagional goals.

What is Politics?

influence decisi nce their interests within an organization. Unlike power,
which is abo iti ften seen as a more tactical and strategic means of using power
i ional dynamics.

Ingratiation: Using flattery, praise, or other forms of positive reinforcement to gain favor from
superiors or peers.
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Example: An employee frequently praises their boss in meetings to gain their approval or influence
decisions.

Coalition Building: Forming alliances with others to increase one's power and influence within the
organization.

Example: A group of employees forms a coalition to lobby for a higher budget al
department.

Networking: Establishing and maintaining relationships with influe
organization.

Example: An employee attends informal social gatherings to netwo eaders, hoping to be
considered for an upcoming promotion.

Covert Influence: Using subtle, indirect tactics to influenc
knowledge of others.

Example: An employee subtly undermines a a edib spreading rumors, leading to a
weakened reputation and fewer opportu S.

Competing for Resources: Strugglifig, fo s to lmnited resources (e.g., budget, staff, time) to
achieve personal or departmental goals?

ers pete for resources like funds, skilled employees, or time on the
endar.

ents, often without the

tly controlling or influencing others in ways that are often deceptive or
ithholding information or using people to gain an advantage.

Example: A leader withholds important project details from a team member to maintain
control over a decision-making process.

Importance of Politics in Organizations:
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o Navigating Power Structures: Understanding the political landscape helps individuals navigate
the power structures of an organization and secure the resources they need to succeed.

e Achieving Goals: Politics is often necessary to push through initiatives, particularly in large,
complex organizations where multiple stakeholders with competing interests must be managed.

¢ Influencing Change: Politics enables individuals to promote new ideas, strategies, or changes
within the organization by aligning themselves with powerful supporters or key decision-
makers.

¢ Career Advancement: Successful use of organizational politics can acceler.
advancement, as individuals who can maneuver through complex political d i ten gain

greater visibility and access to opportunities. r

Power and Politics in Organizational Behavior

Power and politics are interconnected because individuals use influence in political
ways to advance their own interests and those of their groups. Org avior is often shaped
by these dynamics, influencing communication, decision-maki dership styles.

The Role of Power and Politics in Leaders

e Leadership Styles: Leaders may use diffe
For example, a transformational
transactional leader might use

e Decision-Making: Political

ower more frequently.
o gets to make decisions in an

ower and politics is a key consideration in
achieve important goals, it can also be abused,

collaboration.
To ensure that power and politics have a positive impact, organizations must:

e Establish clear ethical guidelines for behavior.
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e Foster a culture of transparency, where decisions and actions are open and accountable.
e Encourage ethical leadership that models integrity and fairness.

Insights into organization as power with its team unity and
collaboration concept as propounded in the bhagavad geeta.

The Bhagavad Gita, though a spiritual and philosophical text, offers profound i
organizational dynamics, especially when interpreted through a modern lens. W
organization as power, the Gita teaches us that real power lies in unity, v us
selfless action, and alignment with purpose.

Below is a structured exploration of:

Insights into Organization as Power: Unity oration in the

Bhagavad Gita

Introduction

In the Bhagavad Gita, the battlefield of Kuruks ore than a war—it symbolizes the
human struggle in personal, ethical, and ' e'dialogue between Krishna (the
guide/leader) and Arjuna (the warriorfpgerformer timeless lessons in:

o Collective action
e Shared purpose

o Empowered leadership
o Strategic unity

When applied to m i s, the Gita teaches that power is not domination but
harmonious collab

e Power comes not from control but from ethical alignment.
e An organization is strongest when all members act in line with its core values and mission.
e Purpose-driven unity leads to collective resilience and strength.
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2. Unity as the Source of Strength
Gita Verse (11.33):

“Therefore, arise and attain glory. Conquer your enemies and enjoy a flourishing kingdom. They
have already been slain by Me. Be merely the instrument.”

Interpretation:

« Kirishna calls Arjuna to act as an instrument, emphasizing team
e No one achieves success alone. Even Arjuna’s victory is possible
cooperation of all Pandavas, and through divine alignment.

Organizational Parallel:
o Real organizational power comes from coordinat not solo performance.

e Leaders must empower teams to act as instrument

3. Collaboration and Seva (Selfless Se
Gita Verse (3.9):

)

“Work must be done as a yajna (sa eme, otherwise, it causes bondage.’
Interpretation:

e Allroles and eff

“It is better to do one’s own duty, even imperfectly, than to perform another’s duty perfectly.”
Interpretation:

o Each team member must understand and accept their unique role.
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« Strength arises when everyone performs their swadharma with integrity.
Organizational Application:
e High-performing teams have:
o Defined roles and boundaries

o Mutual respect for complementary skills
o Shared accountability

5. Detachment from Ego - Collaboration Without Conflict

Gita Verse (2.47):
“You have a right to perform your duty, but not to the fruits of [OnSE
Insight:
o When individuals let go of ego and outco essi e better collaborators.

o Detachment from results leads to:
o Reduced internal conflict
o Increased focus on team s
o Higher psychological saf

6. Sattvic Leadership fagpEmpo S
Gita Verse (18.26):
“The Sattvic doer is free att ent and ego, full of enthusiasm and resolve, and unaffected by

success or failure. 4

Interpretati

o Sattvic leadership empowers teams to collaborate consciously and build sustainable power.

7. Interdependence and Team Harmony
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Gita Verse (3.11):

“By nourishing the gods through sacrifice, they will in turn nourish you. Thus, through mutual
cooperation, you will attain the highest good.”

Insight:
o Mutual support and respect create sacred interdependence.

Organizational Relevance:

o Teams thrive in cultures of reciprocity and mutual support@ot sies or hieragehy.

Summary Table: Gita-Inspired Organizational Po Unity

‘ Gita Concept H Organizational V Impact

‘Dharma HPurpose alignment ical strength

‘Swadharma HRole clarity rational synergy

Yajna (Sacrifice) Selfless service Collaborative spirit

‘Sattvic Leadership HEgo-free lEmpowered teams

‘Ego-detachment HReduced conflict

‘lnterdependence HResilience & growth

Conclusion

ion is not powerful because of wealth, status, or
unity, purpose, and collaboration.

eir duty with excellence and humility
Iture of alignment and selflessness
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