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1.

Introduction: What Is Organizational Behavior (OB)?

Organizational behavior is the academic study of how people interact within groups. The
principles of the study of organizational behavior are applied primarily in attempts to make
businesses operate more effectively.
“Organizational behavior is directly concerned with the understanding, prediction, and
control of human behavior in organizations.” — Fred Luthans.
Organizational behavior is the study of both group and individual performance and activity
within an organization.
This area of study examines human behavior in a work environment and determines its
impact on job structure, performance, communication, motivation, leadership, etc.
It is the systematic study and application of knowledge about how individuals and groups act
within the organizations where they work. OB draws from other disciplines to create a unique
field.
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For example, when we review topics such as personality and motivation, we will again
review studies from the field of psychology. The topic of team processes relies heavily on the
field of sociology.
When we study power and influence in organizations, we borrow heavily from political
sciences.
Even medical science contributes to the field of Organizational Behavior, particularly in the
study of stress and its effects on individuals.
There is increasing agreement as to the components or topics that constitute the subject area
of OB.
Although there is still considerable debate as to the relative importance of change, there
appears to be general agreement that OB includes the core topics of motivation, leader
behavior, and power, interpersonal communication, group structure and processes, learning,
attitude development, and perception, change processes, conflict, work design, and work
stress.
It is the multidisciplinary field that seeks knowledge of behaviour in organisational settings
by objective based on studying individual, group and oganisational processes.
The role and field of organisation behaviour is not only concerned with a particular
organisation. The concepts and approaches of organisation behaviour are also more
concerned with the society.
According to L. M. Prasad, “Organisational behaviour can be defined as the study and
application of knowledge about human behaviour related to other elements of an organisation
such as structure, technology and social systems.”

KEY TAKEAWAYS








Organizational behavior is the academic study of how people interact within
groups and its principles are applied primarily in attempts to make businesses
operate more effectively.
The study of organizational behavior includes areas of research dedicated to
improving job performance, increasing job satisfaction, promoting innovation,
and encouraging leadership and is a foundation of corporate human resources.
The Hawthorne Effect, which describes the way test subjects' behavior may
change when they know they are being observed, is the best-known study of
organizational behavior.
The study of Organizational Behavior (OB) is very interesting and challenging
too. It is related to individuals, group of people working together in teams. The
study becomes more challenging when situational factors interact. The study of

7











2.

organizational behavior relates to the expected behavior of an individual in the
organization.
No two individuals are likely to behave in the same manner in a particular work
situation. It is the predictability of a manager about the expected behavior of an
individual. There are no absolutes in human behavior. It is the human factor
that is contributory to the productivity hence the study of human behavior is
important. Great importance therefore must be attached to the study.
Managers under whom an individual is working should be able to explain,
predict, evaluate and modify human behavior that will largely depend upon
knowledge, skill and experience of the manager in handling large group of
people in diverse situations. Preemptive actions need to be taken for human
behavior forecasting.
The value system, emotional intelligence, organizational culture, job design and
the work environment are important causal agents in determining human
behavior. Cause and effect relationship plays an important role in how an
individual is likely to behave in a particular situation and its impact on
productivity.
An appropriate organizational culture can modify individual behavior. Recent
trends exist in laying greater stress on organizational development and imbibing
a favorable organizational culture in each individual. It also involves fostering a
team spirit and motivation so that the organizational objectives are achieved.
There is a need for commitment on the part of the management that should be
continuous and incremental in nature.

Definition and Basic Components of the study of Organizational
Behaviour:
In words of K Aswathappa, “OB is the study of human behaviour in organisational
setting, of the interface between human behaviour and organisation and of the
organisation itself.”
In words of Stephen P. Robbins, “OB is a field of study that investigates the impact
that individuals, groups and structures have on behaviour within organisations for the
purpose of applying such knowledge towards improving an organisation’s
effectiveness.”

8

OB is the study of individual behaviour in isolation, when in group and as a part of an
organisation. The study of individual behaviour only, would be incomplete because
behaviour is affected by the people surrounding us as well as by the organisation, in
which we work. Studying only individuals or only organisations would be of no use.
It is essential to study both simultaneously.
Basic Components: Personality, perception, learning, attitude, family background,
training, motivation, job satisfaction, performance appraisal, leadership effectiveness,
norms, values and ethics are the factors which affect the individual behaviour. Group
dynamics, communication, organisational environment, individual and organisational
culture affect group behaviour. Organisational structure, power & politics, status,
relation with juniors & seniors, conflicts and culture affect the individual behaviour in
the organisation.

3.

Understanding Organizational Behavior (OB)

The study of organizational behavior includes areas of research dedicated to improving job
performance, increasing job satisfaction, promoting innovation, and encouraging leadership.
Each has its own recommended actions, such as reorganizing groups, modifying
compensation structures, or changing methods of performance evaluation.
Organizational Behavior Origins
The study of organizational behavior has its roots in the late 1920s, when the Western
Electric Company launched a now-famous series of studies of the behavior of workers at its
Hawthorne Works plant in Cicero, Ill, [Harvard Business School, Harvard Business school
and the Hawthorne Experiments (1924—33)].
Researchers there set out to determine whether workers could be made to be more
productive if their environment was upgraded with better lighting and other design
improvements. To their surprise, the researchers found that the environment was less
important than social factors. It was more important, for example, that people got along with
their co-workers and felt their bosses appreciated them.
Those initial findings inspired a series of wide-ranging studies between 1924 and
1933.1 They included the effects on productivity of work breaks, isolation, and lighting,
among many other factors.
The Hawthorne Effect—which describes the way test subjects' behavior may change when
they know they are being observed—is the best-known study of organizational behavior.
Researchers are taught to consider whether or not (and to what degree) the Hawthorne Effect
may skew their findings on human behavior.
Organizational behavior was not fully recognized by the American Psychological
Association as a field of academic study until the 1970s. 2 However, the Hawthorne research
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is credited for validating organizational behavior as a legitimate field of study, and it's the
foundation of the human resources (HR) profession as we now know it.

4.

Origin of Organizational Behaviour:
Origin of Organisational Behaviour can trace its roots back to Max Weber and earlier
organizational studies.
The Industrial Revolution is the period from approximately 1760 when new technologies
resulted in the adoption of new manufacturing techniques, including increased
mechanization. The industrial revolution led to significant social and cultural change,
including new forms of organization.
Analyzing these new organizational forms, sociologist Max Weber described bureaucracy as
an ideal type of organization that rested on rational-legal principles and maximized technical
efficiency.
In the 1890’s; with the arrival of scientific management and Taylorism, Organizational
Behavior Studies was forming it as an academic discipline.
Failure of scientific management gave birth to the human relations movement which is
characterized by a heavy emphasis on employee cooperation and morale.
Human Relations Movement from the 1930’s to 1950’s contributed to shaping the
Organizational Behavior studies.
Works of scholars like Elton Mayo, Chester Barnard, Henri Fayol, Mary Parker Follett,
Frederick Herzberg, Abraham Mas low, David Mc Cellan and Victor Vroom contributed to
the growth of Organisational Behaviour as a discipline.
Herbert Simon’s Administrative Behavior introduced a number of important concepts to the
study of organizational behavior, most notably decision making.
Simon along with Chester Barnard; argued that people make decisions differently in
organizations than outside of them. Simon was awarded the Nobel Prize in Economics for his
work on organizational decision making.
In the 1960s and 1970s, the field became more quantitative and produced such ideas as the
informal organization, and resource dependence. Contingency theory, institutional theory,
and organizational ecology also enraged.
Starting in the 1980s, cultural explanations of organizations and organizational change
became areas of study.
Informed by anthropology, psychology, and sociology, qualitative research became more
acceptable in OB.
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5.

Organisational Behaviour – Scope
The scope of the organizational behavior is as under:







Impact of personality on performance
Employee motivation
Leadership
How to create effective teams and groups
Study of different organizational structures
Individual behavior, attitude and learning











Perception
Design and development of effective organization
Job design
Impact of culture on organizational behavior
Management of change
Management of conflict and stress
Organizational development
Organizational culture
Transactional analysis





Group behavior, power and politics
Job design
Study of emotions

The field of the organizational behavior does not depend upon deductions based on gut
feelings but attempts to gather information regarding an issue in a scientific manner under
controlled conditions. It uses information and interprets the findings so that the behavior of
an individual and group can be canalized as desired.
Large number of psychologists, social scientists and academicians has carried out research on
various issues related to organization behavior. Employee performance and job satisfaction
are determinants of accomplishment of individual and organizational goals.
Organizations have been set up to fulfill needs of the people. In today’s competitive world,
the organizations have to be growth-oriented. This is possible when productivity is ensured
with respect to quantity of product to be produced with zero error quality. Employee
absenteeism and turnover has a negative impact on productivity.
Employee who absents frequently cannot contribute towards productivity and growth of the
organization. In the same manner, employee turnover causes increased cost of production.
Job satisfaction is a major factor to analyze performance of an individual towards his work.
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Satisfied workers are productive workers who contribute towards building an appropriate
work culture in an organization.
Organizations are composed of number of individuals working independently or collectively
in teams, and number of such teams makes a department and number of such departments
makes an organization. It is a formal structure and all departments have to function in a
coordinated manner to achieve the organizational objective.
It is therefore important for all employees to possess a positive attitude towards work. They
need to function in congenial atmosphere and accomplish assigned goals. It is also important
for managers to develop an appropriate work culture. Use of authority, delegation of certain
powers to subordinates, division of labor, efficient communication. Benchmarking, reengineering, job re-design and empowerment are some of the important factors so that an
organization can function as well-oiled machine. This is not only applicable to manufacturing
organizations but also to service and social organizations.
6.

Nature of Organizational Behaviour: An Interdisciplinary
Approach
 A Separate Field of Study and Not a Discipline Only:
By definition, a discipline is an accepted science that is based on a theoretical foundation.
But, O.B. has a multi- interdisciplinary orientation and is, thus, not based on a specific
theoretical background. Therefore, it is better reasonable to call O.B. a separate field of study
rather than a discipline only.
 An Interdisciplinary Approach:
Organizational behaviour is essentially an interdisciplinary approach to study human
behaviour at work. It tries to integrate the relevant knowledge drawn from related disciplines
like psychology, sociology and anthropology to make them applicable for studying and
analysing organizational behaviour.

 An Applied Science:
The very nature of O.B. is applied. What O.B. basically does is the application of various
researches to solve the organizational problems related to human behaviour. The basic line of
difference between pure science and O.B. is that while the former concentrates of
fundamental researches, the latter concentrates on applied researches. O.B. involves both
applied research and its application in organizational analysis. Hence, O.B. can be called both
science as well as art.

 A Normative Science:
Organizational Behaviour is a normative science also. While the positive science discusses
only cause effect relationship, O.B. prescribes how the findings of applied researches can be
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applied to socially accepted organizational goals. Thus, O.B. deals with what is accepted by
individuals and society engaged in an organization. Yes, it is not that O.B. is not normative at
all. In fact, O.B. is normative as well that is well underscored by the proliferation of
management theories.



A Humanistic and Optimistic Approach:

Organizational Behaviour applies humanistic approach towards people working in the
organization. It, deals with the thinking and feeling of human beings. O.B. is based on the
belief that people have an innate desire to be independent, creative and productive. It also
realizes that people working in the organization can and will actualise these potentials if they
are given proper conditions and environment. Environment affects performance or workers
working in an organization.

 A Total System Approach:
The system approach is one that integrates all the variables, affecting organizational
functioning. The systems approach has been developed by the behavioural scientists to
analyse human behaviour in view of his/her socio-psychological framework. Man’s sociopsychological framework makes man a complex one and the systems approach tries to study
his/her complexity and find solution to it.
7.

Major characteristics of OrganiZational Behaviour :










Organisational behaviour is a rational thinking, not an emotional feeling about people.
The major goals of organisational behaviour are to explain and predict human
behavioural in organisations. It is action-oriented and goal-directed.
Organisational behavioural seeks to balanced human and technical values at work. It
seeks to achieve productivity by building and maintaining employee’s dignity, growth
and satisfaction, rather than at the expense of these values.
Organisational behaviour integrates behavioural sciences. Many of its core concepts
are borrowed from others fields and discipline like social psychology, sociology, and
anthropology, etc.
Organisational behaviour is both a science and an art, the knowledge about human
behaviour in organisations leans towards being science. Modern organisational
behaviour is, at once, empirical, interpretative, and critical. It is an interpretative
science in the pursuit of knowledge and meaning.
The basic purpose is to make meaningful the facts of organisational life. Modern OB
is an optic perspective; a process for looking at events, a way of life. It has empirical
facts, and interesting interpretations and powerful paradigms.However it is an
inaccurate science to provide specific answers to specific organisational problems. As
such very little can be prescribed to consistently predict relationships between a
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variable on broad scale. The skills in applying the knowledge clearly lean towards
being art.
Organisational behaviour exists at multiple like levels. Behaviour occurs at the
individual, the group, and the organisational systems levels. Behaviour that is
attributable to each of these levels can be both identified and isolated but at the same
time these three levels interact with each other and OB-being affected by the
behaviour of individuals, group level behaviour is affected by the organisational level
phenomena and so on.
Organisational behaviour does not exist in vacuum. Organisations are made up of
both social and technical components and therefore characterized as social-technical
systems. The operational implication of this is that any approach of looking at
behaviour must also take into account the technical component of organisation
especially such issues as the nature of work and the technology. Organisations at the
same time, must take into account the constructs of the working environment, for
example, the extent to which the market and the product is changing.

8. Organizational Behyaviour: Major Models:
There are four major models or frameworks that organizations operate out of1. Autocratic,
2. Custodial,
3. Supportive, and
4. Collegial.
1. Autocratic:
The basis of this model is power with a managerial orientation of authority. The employees in
turn are oriented towards obedience and dependence on the boss. The employee need that is
met is subsistence. The performance result is minimal.
2. Custodial:
The basis of this model is economic resources with a managerial orientation of money. The
employees in turn are oriented towards security and benefits and dependence on the
organization. The employee need that is met is security. The performance result is passive
cooperation.
3. Supportive:
The basis of this model is leadership with a managerial orientation of support. The employees
in turn are oriented towards job performance and participation. The employee need that is
met is status and recognition. The performance result is awakened drives.
4. Collegial:
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The basis of this model is partnership with a managerial orientation of teamwork. The
employees in turn are oriented towards responsible behavior and self-discipline. The
employee need that is met is self-actualization. The performance result is moderate
enthusiasm.
Although there are four separate models, almost no organization operates exclusively in one.
There will usually be a predominate one, with one or more areas over-lapping in the other
models.
The first model, autocratic, has its roots in the industrial revolution. The managers of this
type of organization operate mostly out of McGregor’s Theory X. The next three models
begin to build on McGregor’s Theory Y. They have each evolved over a period of time and
there is no one best model. In addition, the collegial model should not be thought as the last
or best model, but the beginning of a new model or paradigm.
9.

Organizational Behavior: Ethical Perspectives:










Organisational behaviour has emerged gradually, right from inception of social
organisation. The main factor which promoted the growth of OB was understanding
the needs and motives of the people engaged in organisational activities. Individual’s
desires and wants were focused on the activities devoted to obtain material means of
satisfaction of his wants.
In this context, one can observe that it has direct link between labour, capital and
management. The fact that needs of the labour force have not been given adequate
importance by the management. The discontent at the work places becomes severe
due to bad working conditions, occupational diseases and the unhealthy atmosphere.
Poor workers had to work just for survival. There was no consideration to improve
human relation to create behavioural satisfaction of the working class. The discontent
at the work places becomes uncontrollable and resulted in industrial revolution in
England in the latter half of the 18th century.
This action of the labour force brought them some relief in wages and relief measures
in work places. In this regard, Robert Owen, a factory owner in Wales was the first
person, who realised the needs of workers in his factory. He is sometimes referred to
as the forerunner of Personnel Management.
The actual development of OB started from 1900 AD. The period witnessed scientific
management of F.W. Taylor. He could inspire through his scientific management to a
certain extent, workers to motivate their interest in work. Taylor advocated that
improved working conditions can increase productivity. His approach made the initial
momentum for OB. He believed in technical efficiency so much that this efforts could
bring awakening among the workers.
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It was during the First World War that ‘Human relation movement’ really got a
significant support from the American Management Association, which took keen
interest in the human factor in industry. This paved the way for the organisation for
well-known conference in New York in 1918.
During this period Whiting Williams was conducting a research study on workers.
Later on, he published his work entitled, “What is in the workers’ mind?” In the year
1920, The book of Williams had awakened thinking among the entrepreneurs and the
intellectuals all over the world about importance of human relations in industry.
Elton Mayo and Roithlesberger of Harvard University stressed the importance of
“Human behaviour at work places.” Their famous experiment of Hawthrone Electric
Company helped in understanding the basic idea of social System within the working
environment and the human problems to be solved by understanding in human factor
at work.
During the Second World War and thereafter, this concept of human behaviour and an
integrated relationship between management and workers gained much weightage
amongst the industrialists and academicians. The contemporary organisational
behaviour, by and large, became a full-fledged subject (Social Discipline) by the end
of 1950 in the management field.
OB has contributed to management through its principles like setting of the goal in
organisations, measures for assessing performance like MBO in performance
appraisal, etc. In these fields, the contributions of Peter Drucker and Mc Gregor are
worth mentioning.
The ethical or human conduct in organisation improved remarkably after the
Hawthrone experiment. Milgrams Obedience to Authority Study and the Management
Trust (MBT) by R.S. Dwivedi are of immense value to Human Behaviour Studies.
The salient features of ethical perspective are given below:
i. Higher performance criteria.
ii. Subordinates have been given the freedom to control and execute the work with
proper accountability.
iii. Understanding and providing job security to workers and also recognising them as
human beings.
iv. Workers’ sense of belongingness to the organisation.
v. Acknowledging that in an organisation the informal group has a great role over the
ethical aspects of workers and their performance
vi. To achieve objectives, the leadership has a responsibility to suitably change the
behaviour pattern of the workers.
vii. A shift from the unions’ collective relations, OB has led to individualisation of
collective relations.
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viii. Employees’ commitment is achieved by giving more power to them by
cooperative decision making.
ix. Human relations to promote “Neo-unitarianism” (a new type of relation based on
consensus and belief between the workers and management).
x. OB directs the employees to Quality of Work Life (QWL).

10. Objectives

of Organizational Behavior

(i) To analyse different perspective and potentialities to create and develop the ethical
values in an organisation,
(ii) To analyse the potentialities towards the ways and means to conduct and organise the
systems, methods and approaches for organisation development in an organisation,
(iii) To analyse the potentialities to develop process, methods and approaches of formal
and informal patterns of organisation and society,
(iv) To analyse how to make perspective methods and process of effective communication
to formulate ethical norms in an organisation,
(v) To analyse various aspects and factors affecting the group cohesiveness,
(vi) To analyse the ways and means to develop different ethical aspects for group
dynamism,
(vii) To analyse the mutual interest of individual and group. Mutual interest is represented
by the statement ‘Organisation needs people, and people also need organisation’,
(viii) To analyse and evaluate the role of different key elements like people, structure,
technology interactive behaviour and environment etc.
(ix) To analyse and evaluate the behavioural approaches in organisation. In context of that
all of them are based on ‘Art’ and ‘Science’,
(x) To analyse different aspects of work environment which duly affects the behavioural
patterns and attitudes of persons.

The organizations in which people work have an effect on their thoughts, feelings, and
actions. These thoughts, feelings, and actions, in turn, affect the organization itself.
Organizational behavior studies the mechanisms governing these interactions, seeking to
identify and foster behaviors conducive to the survival and effectiveness of the organization.
Some additional objectives of OB may include the followings too:
1. Job Satisfaction.
2. Finding the Right People.
3. Organizational Culture.
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4.
5.
6.
7.
8.

Leadership and Conflict Resolution.
Understanding Employees Better.
Understand how to Develop Good Leaders.
Develop a Good Team.
Higher Productivity.
11. Fundamental

Concepts of Organizational Behavior

Organization Behavior is based on a few fundamental concepts which revolve around the
nature of people and organizations.











Individual Differences.
Perception.
A Whole Person.
Motivated Behavior.
The desire for Involvement.
The value of the Person.
Human Dignity.
Organizations are Social System.
Mutuality of Interest.
Holistic Concept.
12. Organizational

Behaviour: Basic Elements

Organisation behaviour is an integrated process by which the role and behaviour of people
are incurred. Indian ethical norms emphasised for better work environment with behavioural
aspects. In order to perform interactive and mutual tasks and to develop some behavioural
aspects, certain key elements or constitutes are to be included. These element may develop
the interactive aspects for the well-being of persons.
As such, the key elements of organisational behaviour are stated here:
1. People:
People makes the interactive and behavioural platform in any organisation and people
consists in the form of individuals and group. The role and behaviour of people identifies,
recognise and develop the interactive relations towards behavioural attitudes in society.
2. Structure:
The formal relationship of people makes the structural design in organisation. The managerial
and organisational levels are decorated by specific job as well as level to be incurred in
structural design. The rights and responsibilities are also being determined in a particular
group or structure.
3. Technology:
The technology represent all the resources with which people work and affects the task that
they perform. The role and utilisation of technology has a significant influence on the
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performance of people and thereby to achieve perfections in the betterment of interactive
behaviour.
4. Interactive Behaviour:
In any organisation, the interactive relations and behaviour between individual and groups as
well as the relations by formal and informal ways also have an important role to make
perspectives in organisational behaviour. The mutual behaviour among people may be
developed by the identification, existence and interactive role in any organisation and society.
5. Environment:
All organisations operates within internal and external environment. The existence, structural
design, work performance, mutual relations and behavioural patterns are duly influenced by
the internal and external environmental factors.
13. Understanding, Controlling and Directing Behaviour and Organisational Adaptation:
Organisational Behaviour provides a way for understanding human behaviour in the
organisation. Organisational Behaviour can be understood at the individual level,
interpersonal level, group level and intergroup level.
(a) Individual Level:
It provides for analysing why and how an individual behaves in a particular way.
Human behaviour is a complex phenomenon and is affected by a large number of
factors:
i) Psychological
ii) Social
iii) Cultural
Organisational Behaviour integrates these factors to provide simplicity in understanding
human behaviour.
(b) Interpersonal Level:
Interpersonal interaction is normally in peer relationship which represents mans most natural
attempt at socialisation. Two person relationship is inevitable in the organization. Analysis
ofi. Reciprocal relationship
ii. Role analysis and
iii. Transitional Analysis
Are some of the common methods which provide such understanding.
(c) Group Level:
Group pressures become a force in shaping human behaviour.
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Research in group dynamics has contributed vitally to organisational behaviour and
shows how a group behaves in its:
i. Norms
ii. Cohesion
iii. Goals
iv. Procedures
v. Communication pattern
vi. Leadership and
vii. Membership
Understanding group relationships is very important for organisational morale and
productivity.
(d) Intergroup Level:
The organisation is made up of many groups that develop a complex of relationships to build
its process and substance.
Intergroup relationship may be in the form of cooperation or competition.
Organisational Behaviour helps in understanding and achieving cooperative group
relationships through:
i. Interaction
ii. Rotation of members among groups
iii. Avoidance of win-lose situation
iv. Focus on total group objectives
Controlling and Directing Behaviour:
After understanding the mechanism of human behaviour, managers are required to control
and direct the behaviour so that it conforms to standards required for achieving organisational
objectives.
Organisational Behaviour helps managers in the following areas:
(a) Use of Power and Sanction:
i. Organisational Behaviour can be controlled and directed by the use of power and sanctions
which are formally prescribed by the organisation.
ii. Power is referred to as capacity of an individual to take certain action and may be utilised
in many ways.
iii. Organisational Behaviour explains how various means of power and sanction can be
utilised so that both organisational and individual objectives are achieved simultaneously.
(b) Leadership:
Organisational Behaviour brings new insights and understanding to the theory of leadership.
It identifies various leadership styles available to a manager and analyses which style is more
appropriate in a given situation.
(c) Communication:
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i. It is communication through which people come in contact with others.
ii. To achieve organisational effectiveness the communication must be effective.
iii. The communication process and how it works in interpersonal dynamics has been
evaluated by Organisational Behaviour.
(d) Organisational Climate:
i. Organisational climate refers to the total organisational situations affecting human
behaviour.
ii. Organisational Behaviour suggests the approach to create organisational climate in totality
rather than merely improving the physiological conditions or increasing employees
satisfaction by changing isolated work process.
iii. Organisational Behaviour states that it is very important to create an atmosphere of
effective supervision, the opportunity for the realisation of personal goals, congenial relations
with others at the work place and a sense of accomplishment.
3. Organisational Adaptation:
i. Organisations, as dynamic entities, are characterised by pervasive change.
ii. Organisations have to adapt themselves to the environmental changes by making suitable
internal arrangement.
iii. Managers have to face dual problems- Identifying need for change and then implementing
the changes without adversely affecting the need for satisfaction of organisational people.
14. Principles

of Organizational Behaviour

Organisational behaviour is based mainly on two main principles:
1. Nature of the people, and
2. Nature of the organisation.

1. Nature of the People:
In this, we have to know the:
(i) Individual differences,
(ii) Whole person,
(iii) Caused behaviour, and
(iv) Human dignity.
(i) Individual Differences:
Every individual is different from the other in respect of intelligence, habit, nature, attitude,
etc. This individual difference is the outcome of his psychological aspects. Organisational
behaviour is a part of psychology.
An individual with psychological differences will show the same in his behavioural pattern in
an organisation. Management (Manager) has to behave differently with different persons.
This knowledge is provided to management by the study of OB.
(ii) Whole Person:
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An individual is a whole person with physical and psychological aspects. Therefore, we
cannot deal with a person by part. For example, an employee working in an organisation has
a lot of personal problems worrying him. It is not possible for him to perform the work by
keeping away these problems at home and work efficiently with his physical capability alone.
No one can separate the physical and psychological aspects and deal with the individual.
Hence, the knowledge of OB and management has to be integrated and the problem of an
individual probed to find out remedial action to solve it considering the individual as a whole
person. Solving the problem will become quite easy, if the relation between OB and
management is well-understood by the manager.
(iii) Caused Behaviour:
This is a reaction in an individual due to some needs and wants, which he has to satisfy.
These may be financial or non-financial. This caused behaviour has to be regulated by proper
motivation. Hence the management and OB have to work together to understand the exact
nature of the need of an individual to be satisfied and the desired incentive to be provided to
the individual so as to help satisfy his needs.
(iv) Human Dignity:
People in an organisation have some strong beliefs and possess certain value systems of their
own. Let it be a manager or a worker; each possesses the dignity of his position and role in
the organisation. An individual, who possesses a strong value system may not compromise it
simply, as such he has to be given the deserving value and recognition. Related approach of
OB and management will be of great help in such a situation.

2. Nature of Organisation:
Nature of organisation has two aspects:
(i) Social system.
(ii) Mutual interests.
(i) Social System:
Organisational activities are controlled by social and psychological norms. People have
psychological needs and motives, at the same time, they are bound to shoulder social
responsibility, according to their role in the organisation.
The behaviour of people in an organisation is normally governed by the group and by
individual’s desire. One can find the above two types of norms operating. Due to proper
interaction of these norms, organisational activities become cordial and efficient.
(ii) Mutual Interests:
These always bring cooperation and confidence among people. It is the source of sound
organisational behaviour. People and organisation are interdependent like OB and
management. People need organisation for livelihood on the other hand, the organisation
needs people for achieving its goals. So the relation between OB and management can bring
all round progress, if both have amiable relationship between them.
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15. Goals

of Organizational Behavior:

Organisations, for their success, give importance for the development of human factor.
Researches reveal that human factor can do anything for the success or failure of an
organisation. Consider our public sector undertakings (PSUs). Government of India
established hundreds of business houses in manufacturing and service sectors. But after many
years of operation majority of the undertakings turned sick.
It is mainly due to mismanagement. Government provided funds to operate. But the human
factor at work in these organisations did not manage the units as per set methods and
procedure. Because of this, economy could not grow at the expected rate. Only units
identified as “Navaratnas” are functioning well and are competing with many leading
companies. In these PSUS, human factor is playing a positive role and has developed
organisational identity”. Red tapism” was the main reason for unsuccessful growth of many
PSUs.
The experience derived out of the growth path of PSUs says that human factor is critical in
organisations. Graduates rolled out from universities, will have specialised in their field of
study. But, they learn very little during academic pursuits on interpersonal and intrapersonal
skills which are very essential for their success in any walk of life and for the organisations
they work. Practical aspects of human behaviour at work are not taught.
Only the behavioural aspects observed and retained in formative stages of the individual
plays a key role in workplaces in which the person works in future. Therefore, importance is
given for behaviour modeling in workplaces. Human Resources Development (HRD) in
organisations have occupied the prime place compared to finance and other functional
departments.
In this backdrop, what should be the goals of “Organisational Behaviour”? The main goal is
to coordinate human and non-human factors for the success of the organisation. As human
factors operates and controls non-human factor, further objective is to tune and fine-tune the
human behaviour to suit the requirements of the organisation.
Thus, the following activities may be considered as the Primary or fundamental goals of
OB:
i. Changing the traditional slow organisational practices to modern technology based fast
workplaces.
ii. Empowering employees through training and development to improve their productivity
and quality of work.
iii. The existing practices (traditional) cannot make workers to be dynamic and adopt new
practices. The goal of OB is to make employees to behave rationally through behaviour
modeling and be dynamic and visionaries. They should be prompted to analyse the changes
taking place in the organisation and draw logical inferences through reasoning.
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iv. Traditional managers are “command and control” type of people. The goal of OB is to
convert these type of people. The goal of OB is to convert these managers into stable leaders
who work as team members along with their subordinates. Although hierarchy of positions
exist, it should not be exhibited.
v. Many decision-makers, many a time, work on their instructions. But instructions do not
work always. Therefore, the goal of OB is to make these people to take decisions after
studying the problems in a systematic way.
vi. As technology is ruling the business world today, it has made 24 x 7 global business
environment more sophisticated. Hence, one of the OB goals is to design and develop fast
work practices adopting technology to increase speed and efficiency of work. This leads to
increased productivity of both the work force and the organisation. The digital divide
(separation of tech-savvy and non tech- savvy people) has to be minimized or eradicated by
investing on human capital.
vii. Today’s workforce comprises of more knowledge workers. Hence the organisations have
to work on emotional aspects of workers which develops the creativity, innovation and
enterprising spirit of each individual workers leading to better behaviour.
viii. The most important goal of OB is to induce workers to be ethical in their operations and
in discharging assigned tasks.
Thus, the overall objective of OB is to improve the skills of the people working in an
organisations in terms of changing individual behaviour and group behaviour so that
organisation becomes successful. The main goal is to make the organisation a learning
organisation.

15. Processes to Modify and Integrate Organisational Behavior: Facets of
Different Attitude of Individuals and Groups in an organisation:
1. Managerial Style:
Under Theory X and Theory Y as pointed out by McGregor, we have almost diametrically
opposite assumptions about organisational behaviour. Managerial leadership style indicates
the overall pattern of manager’s behaviour while trying to fulfil managerial responsibilities. It
also suggests the manner in which the superior-subordinate relationship is carried out.
Leadership style influences productivity and employee satisfaction.
It may give special emphasis either on production or on employee satisfaction. Occasionally,
managerial style may give equal emphasis to both and try to achieve high production as well
as high employee satisfaction. Production-centred approach increases productivity at the
expense of the human organisation.
The employee-centred managerial style depends on the social motivation to- achieve
organisational goals and in the long run can ensure continued high rate of productivity. At
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present democratic and participative leadership is employed to achieve higher productivity
without sacrificing human values in industry.

2. Positive Behaviour Reinforcement:
Management rewards constructive behaviour and tries to eliminate undesirable employee
behaviour and activities. Rewards reinforce positive behaviour because people tend to repeat
pleasurable (rewarding) actions. Performance feedback itself can be a reward because it
satisfies a human need of knowing how one is doing and where one stands.
Employee behaviour which leads to failure will be corrected. Successful behaviours are
rewarded. Thus organisational behaviour can be modified by a planned programme of
positive behaviour reinforcement through reward systems.

3. Job Enrichment:
A better job can often create better attitudes and greater willingness to cooperate and perform
duties with enthusiasm and zeal. A better job can also offer greater employee satisfaction and
provide ample opportunity for growth.
A job must be challenging and meaningful, job enlargement and enrichment can create most
favourable employee behaviour and action which can also integrate the objectives of
individuals and the organisation. Job enrichment provides duties which are meaningful,
enjoyable and satisfying.
Acute division of labour, extensive specialisation and routinisation of jobs and tasks created
dehumanised and mechanical organisation structure. Modern trend is in favour of job
enlargement, job rotation and job enrichment to motivate employee behaviour in order to
attain the organisational goals without sacrificing employee satisfaction and welfare.

4. Organisational Development:
A fourth method for modifying and integrating organisational behaviour is organisational
development. In its complete sense organisational development (OD) allows for the
humanisation of the formal organisation by minimising the obstacles to organisational
effectiveness, setting members work on the problems identified, and giving feedback on the
development of skills found necessary or important- all under the guidance of a trained
behavioural scientist.
The emphasis is on interpersonal skills, conflict resolution and the creating of mutual trust
and openness. OD develops a cooperative interpersonal climate and the development of a
community of purpose or common interest.
Open communication and concentration on overall goals are the two main OD purposes. OD
provides the ways and means by which members in an organisation may work together with
trust and openness and’ without unhealthy competition and conflict.

16.

Significance of Organizational Behaviour
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1. Creates Sustainable Competitive Advantage:
Everyone knows that the voice of Lata Mangeshkar is very melodious. It is valuable, rare and
difficult to imitate. Hence, she has been having little or no competition for long and no one
could substitute her. This analogy explains sustainable competitive advantage. Resourcebased view of firms asserts that competitive advantage is created through valuable, rare,
inimitable, and non-substitutable resources.
OB converts people in an organisation into valuable, rare, inimitable, and non-substitutable
through various OB practices aligned to achieve goals. For example, OB can create a culture
of innovation, performance, knowledge sharing, and trust through a combination of
individual development, team design, and leadership development.
Google would meet this bill and this is the reason why it is difficult to beat them. Though OB
deals with developing people in the organisation, its reverberations can be felt by the
customers too. If the employees are not happy or do not behave appropriately with the
customers, the result can be disastrous.

2. Individual Component:
Rajiv is not able to get results in sales and finds the job very stressful. His boss suspects his
introvert nature. If we had a psychometric test before selecting him for the job, this situation
could have been avoided. If we erred in selection, we can still confirm his personality trait
and shift him to another job profile where he can succeed. A third alternative is to train him
to change his behaviour.
This illustrates that OB is important to accomplish the following:
i. Identify the underlying reasons for poor or non-performance and enable change.
ii. Help a person to modify his/her behaviour to achieve full potential by identifying what
motivates a person, how the person can learn and be more creative, and manage stress. In
other words, OB can facilitate taking a whole gamut of actions required for the person to
contribute to competitiveness.

3. Group/Team Component:
A company had created two teams simultaneously to develop a new product. The VicePresident, product development, had done so to create internal competition and speed up the
product development to beat the competition.
After three months, Team A’ had made no progress, but Team ‘B’ was on the verge of testing
the first prototype. Both teams were full of bright people. Hence, the Vice-President wondered what had happened to Team A’. After some deliberation, one Ms Shami Jain was
transferred from Team ‘B’ to Team A’.
She realised that Team A’ had far better ideas, but was unable to take a decision. She
championed one of the ideas, and within a month, Team A’ came out with a prototype, which
was later adopted by the company. What did the Vice-President do? She used her knowledge
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of Team Wheel from OB and transferred a person who could get Team A’ to decide. This
illustrates the importance of OB in designing effective teams.

4. Organisational Component:
OB helps in designing, structuring, and changing culture to create a learning and innovative
organisation. It suggests ways to implant an organisational sub-culture within the overall culture.
For instance, although employees and organisations in Kerala respond to frequent ‘hartals’
(enforced stoppage of work as a method of protest adopted by political parties in India),
employees of various organisations working in the Technopark in Trivandrum, the capital of
Kerala, where the IT industries are located, do not participate in such hartals. It shows the
existence of a sub-culture in companies located in the Technopark.

5. Leadership Component:
Kasper Rorsted is known for transforming Henkel. Armed with the knowledge of OB, he
reinvented the culture of Henkel into a ‘winning culture’. His leadership style, knowledge of
the leadership style of his team, and understanding of the methods to change the behaviour of
people helped him create the winning culture. Leading organisations through crisis and
creating transformation are strong contributions of OB.

6. External Forces Component:
Southwest Airline, the pioneer of the low cost airlines in the US, is widely known for its
innovative and fun loving working environment. In fact, having a fun loving nature was the
first requirement to get a job in the company. The management actually sponsored its union
and encouraged them negotiate even wages. Ludicrous! Don’t you think so?
But guess what the result was? The company recorded quarter after quarter profit, even
though every other low cost airline was making a loss. Here, the management knew the
external political forces that would intervene to create a union and pre-empted it with its own
model of union.
Similarly, global economic slowdown could lead to benching (being on job roll with pay, but
no job to do) in IT companies, which leads to loss of experience and developing negative
attitudes towards the organisation. OB could use tools of learning, job rotation, intrinsic
motivators, corporate social responsibility actions and innumerable other methods to counter
the impact of a slowdown.
7.Managing Global Influences:
i. Understanding human aspirations
ii. Building coordination among employees
iii. Imparting timely training to employees
iv. Motivating them so that they willingly utilize their abilities towards attainment of
organizational goals
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v. Communicating the goals successfully to employees so that they would know what is
expected of them
vi. Introducing new and innovative ideas
Employees also expect the organization to understand their needs and provide them with right
impetus to grow both financially and professionally. Thus, knowledge of OB helps the
management to understand and fulfill these needs of employees.
16. Challenges

faced by Organizational Behaviour

1. Globalization:
Implies that no organization can work effectively in isolation and has to comply with the
global factors that have an impact on it. Globalization poses numerous challenges in front of
an organization. At the individual level, an employee may require to work on foreign
assignments or collaborate with people from different cultures.
At the group level, problems may arise in decision-making procedures and while working in
teams that include people of different cultural backgrounds. At the organizational level,
problems may arise in case of mergers or acquisitions due to vast cultural differences.
2. Management of Workforce Diversity:
Refers to the need of numerous conflict resolution techniques and problem- solving
approaches to deal with diverse workforce. It is difficult to manage the employees belonging
to different cultural backgrounds, due to differences in their values, beliefs, attitudes, and
behaviors. A proper management of workforce diversity can have numerous positive results,
such as the availability of fresh ideas and talents.
3. Improvement in Quality and Productivity:
Refers to matching the desired levels of quality and productivity with the ever-changing
demands. Management guru Tom Peter says, “Almost all quality improvement comes via
simplification of design, manufacturing, layout, processes, and procedures.” Now-a-days, a
number of programs, such as process reengineering and quality management are being
implemented to bring improvement in productivity.
4. Improvement in People Skills:
Implies that it is the necessity of time to improve and upgrade the skills of employees from
time to time. The change in business, political, and technological environment makes it
important to train and develop the employees according to new trends. The technical and
interpersonal skills of employees need constant improvement.
5. Incorporation of Innovation:
Implies that it is necessary to incorporate change in rules, regulations, processes and
procedures of an organization to suit the current standards. It is easy to formulate the
strategies for change in an organization, but difficult to implement it due to the employee
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resistance. If the resistance of employees is overcome then the positive changes can be
brought in the organization to enhance the productivity level.
6. Incorporation of Work-Life Balance:
Indicates that the demanding work schedules and challenging jobs tend to upset the personal
and social life of employees at times. Work-life balance can be achieved by implementing the
concepts, such as work from home and flexible work-timings.
Some other important challenges of OB include the followings:
1.
2.
3.
4.
5.
6.
7.
8.
9.

Total Quality Management (TQM).
Responding to Globalization.
Empowering People.
Coping with Temporariness.
Stimulating Innovation and Change.
Emergence of E-Organisation & E-Commerce.
Improving Ethical Behavior.
Improving Customer Service.
Helping Employees Balance Work-Life Conflicts.

17. Limitations
Organizational Behavior will not abolish conflict and frustration; it can only reduce them. It
is a way to improve, not an absolute answer to problems.Furthermore, it is but part of the
whole cloth of an organization.We can discuss organizational behavior as a separate subject,
but to apply it, we must tie it to the whole reality. Improved organizational behavior will not
solve unemployment.Organizational Behavior will not make up for our deficiencies, cannot
substitute for poor planning, inept organizing, or inadequate controls. It is only one of the
many systems operating within a larger social system.
OB is a subject or a behavioural discussion in organisations. The behavioural aspects are
mainly concerned with, cognitive, behaviouristic and social cognitive frameworks. In the
process of making people to adapt themselves to organisational situations and work as per the
set rules and procedure, many problems crop up. Particularly cognitive aspects (mental
processes is terms of perception attitude, emotion, values, etc.) put an individual in a dilemma
while taking decision and performing the right task. Many a time, sound decisions are not
taken resulting in low productivity.
Cognitive approach provides only conceptual aspects to study the human behaviour at work,
Behaviouristic aspects direct the individual or the group to work according to observed
behaviours. The experiments conducted by Pavlov, Watson and others provide a base to work
on observations rather than cognitive approach which is based on elusive mental analysis.
The experiments of Ivan Pavlov and Jhon. B. Watson provided the observed behaviour
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model, which is very prominent in behavioural analysis, viz., “Stimulus-Response” model,
popularly known as S-R model.
Based on this basic model, B. F. Skinner further analysed the S-R model through his “operant
conditioning” experiments and said that “consequence” of a response will exhibit an
improved behaviour over S-R approach and the model of Skinner is popularly called “R-S
Model”. According to this model, behaviour is influenced by its contingent environmental
consequences.
In spite of these two approaches, viz., cognitive and behavioural approaches, which are
mechanistic and deterministic respectively, the recent thinkers and researchers such as Albert
Bandura said these two approaches independently provide one dimension or the other of
behaviour. They opined that an integrated approach has to be taken to understand behaviour.
They projected “social learning” concept as a vital aspect of behaviour. According to this
approach, a complex behaviour is acquired by directly observing and imitating others in the
surrounding environment.
This theory popularised as “social cognitive theory” by Bandura and other modern
researchers.
Social cognitive theory considers basic human capabilities such as “symoblising’ (converting
visual experiences of employees into cognitive models which act as guide for future actions),
“Forethought” (employees plan their actions, anticipate the consequence and decide the level
of performance), “observational” (employees learn by observing co-workers, their higherups, good performances of counterparts in other identical organisations and from their own
previous experiences),”Self-regulatory” (adapting self-control measures) and “Selfreflective” (making a self-assessment of their actions and perceptually determine how
strongly they believe that they can successfully accomplish the task in future in a given
situation).
It is also called “Cognitive Social Learning Theory”. Still many researches are going on, on
behavioural aspects. The limitation of this subject is that in real time operations, no one
model cannot be confidently applied to behavioural aspects of employees. All the theories
can guide the people to take decisions on behavioural aspects. Behavioural aspect mainly
being psychological and social phenomena, only contingency approach has to be taken in a
given situation.
Whether it is group or individual behaviour, they are mainly directed by mental process of the
person and social system in which one works, in a given situation. Thus, the limitation of OB
is that it cannot be standardised and is subjected to change as situation changes. It also
changes as per the perceptions of the group or individual in a given situation.
Besides these, three major limitations of Ob are:

30

 Behavioral Bias.
 The Law of Diminishing Returns.
 Unethical Manipulation of People.

18. Special

Considerations

The leaders of the Hawthorne study had a couple of radical notions. They thought they could
use the techniques of scientific observation to increase an employee's amount and quality of
work, and they did not look at workers as interchangeable resources. Workers, they thought,
were unique in terms of their psychology and potential fit within a company.
Over the following years, the concept of organizational behavior widened. Beginning with
World War II, researchers began focusing on logistics and management science. Studies by
the Carnegie School in the 1950s and 1960s solidified these rationalist approaches to
decision-making.3
Today, those and other studies have evolved into modern theories of business structure and
decision-making. The new frontiers of organizational behavior are the cultural components
of organizations, such as how race, class, and gender roles affect group building and
productivity. These studies take into account how identity and background inform decisionmaking.
Academic programs focusing on organizational behavior are found in business schools, as
well as at schools of social work and psychology. These programs draw from the fields of
anthropology, ethnography, and leadership studies, and use quantitative, qualitative, and
computer models as methods to explore and test ideas.
Depending on the program, one can study specific topics within organizational behavior or
broader fields within it. Specific topics covered include cognition, decision-making,
learning, motivation, negotiation, impressions, group process, stereotyping, and power and
influence. The broader study areas include social systems, the dynamics of change, markets,
relationships between organizations and their environments, how social movements
influence markets, and the power of social networks.
19. Key

Forces Affecting Organizational Behavior
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There is a complex set of key forces that affect organizational behavior today. These key
forces are classified into four areas;





People.
Structure.
Technology.
Environment.
There is an interaction between people, structure, and technology and these elements are
influenced by the environment. 4 key forces affecting Organizational Behavior and it is
applied.
20. Reasons

for Studying Organizational Behavior

Organizational Behavior is concerned with the study of what people do in an organization
and how that behavior affects the performance of the organization.
OB studies put the focus on motivation, leader behavior and power, interpersonal
communication, group structure and processes, learning, attitude development and
perception, change processes, conflict, work design, and work stress.
OB draws heavily from behavioral and social sciences, most importantly from psychology.
There are several practical reasons, why we study Organizational Behavior;
1. OB is the study of learning how to predict human behavior and, then, apply it in some useful
way to make the organization more effective. It helps in the effective utilization of people
working in the organization guarantees the success of the organization.
2. OB helps the managers to understand the basis of motivation and what he should do to
motivate his subordinates.
3. OB helps to maintain cordial industrial relations which help to increase the overall
productivity of the industry.
4. It helps greatly in improving bur inter-personal relations in the organizations.
5. It helps managers apply appropriate motivational techniques in accordance with the nature of
individual employees who exhibit a learning difference in many respects.
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21. Examples

of Organizational Behavior

Findings from organizational behavior research are used by executives and human relations
professionals to better understand a business’s culture, how that culture helps or hinders
productivity and employee retention, and how to evaluate candidates' skills and personality
during the hiring process.
Organizational behavior theories inform the real-world evaluation and management of
groups of people. There are several components:






Personality plays a large role in the way a person interacts with groups and produces
work. Understanding a candidate's personality, either through tests or through
conversation, helps determine whether they are a good fit for an organization.
Leadership—what it looks like and where it comes from—is a rich topic of debate
and study within the field of organizational behavior. Leadership can be broad,
focused, centralized or de-centralized, decision-oriented, intrinsic in a person’s
personality, or simply a result of a position of authority.
Power, authority, and politics all operate inter-dependently in a workplace.
Understanding the appropriate ways these elements are exhibited and used, as agreed
upon by workplace rules and ethical guidelines, are key components to running a
cohesive business.

22. Conclusion : Expected Course Outcome
 Organizational behavior can be used by managers and consultants to improve the
performance of an organization and to address certain key issues that commonly
arise. These may include a lack of direction or strategic vision for a company,
difficulty getting employees on board with that vision, pacifying workplace conflict
or creating a more amenable work environment, issues with training employees, poor
communication or feedback, and so on.
 Undergoing this add on/Certificate course learners will have a clear conception about
the following issues like: organization, management skill, leadership problems and
solutions, personality components, basics of human behavior, impact of changing
socio economic perspectives on organization and individual behavior, meeting
job/industrial/global challenges, role of techonology and enviromnet on personal and
organizational behavior, merits and drawbacks of democracy, principles of
organization and their management etc.
 This may include both theoretical understanding as well as practical training.
 A sincere and devoted participation in this course may enrich the students/learners
imbibe many notable cross cutting issues they meet in their syllabus and in life in
general.
 And it will enable them to have a first hand understanding of and training in
organizational behavior and related social and psychological components which may
appear as crucial in their future years of professional growth and harvest.
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