RGANIZATIONAL
SEHAVIOR

ation; challenges and opportunities for
elationship of OB with other fields.




Draanizational Behavior

yizational Behavior (OB) is a field of
h . es the impact that individuals,
s, and structure have on behavior within
ations, for the purpose of applying such

lge toward improving an organization’s
eness.




eterminants of behavior in
g 1 : individuals, groups, and structure.

addition, OB applies the knowledge gained about
ividuals, groups, and the effect of structure on
vior in order to make organizations work more
tively.

1s concerned with the study of what people do in

a anization and how their behavior affects the
organization’s performance.

= Specifically with employment-related situations

= Jobs work, absenteeism, employment turnover,
productivity, human performance, and management




Definitions of OB

“ OB is a field of study that investigates
iduals, groups and structure have on
‘organization for the purpose of

ing such knowled wards improving an

ation's effectiveness.”

vis : “ OB is the study and application at

dge about how people as individuals and as groups
hin organization. It strives to identify ways in
which people can act more effectively.”

Luthans : “OB can be defined as the understanding, prediction
and management of human behavior in organizations.”



or and power,
munication,
rocesses,

erception,



Relationshir of OB with other




ing Disciplines

al behavior is an applied behavior
ullt on contributions from a




gy----individual
otivation, personality, emotions,
ining, job satisfaction, leadership

making, performance appraisal,
employee selection,

sychology-—--group

ral change, attitude change,
unicate,

= group decision making



ower, conflict, intergroup behavior,

gani ory,

1zational techno

ational change,
ational culture --—-organization system



anizational politics, ----group
----organization system



oals of OB

stand a phenomenon,we must begin
it. We can then use this
mine a cause.

s to determine what outcomes will result from a
ction.

trol objective is frequently seen by manager as
the most valuable contribution the OB makes toward
their effectiveness on the job.



siidlienges and Opportunities for OB

) Globalization
signments
om different cultures

_ italism backlash
rerseeing movement of jobs to countries with low-cost labor
1aging people during the war on terror
aging workforce diver

orce diversity:
der, race, national origin, age, disability,
acing diversity

oing demographics

Workforce diversity can increase creativity and innovation
in organizations as well as improve decision making by
- providing different perspective on promble.



ving people skills

resent relevant concepts and theories that can
explain and predict the behavior of people

at work.
= Learn a ways to motivate people

= How to be a better communicator

= How to create more effective teams



cessful organizations must foster innovation and
of change or they’ll become candidate for

ployees can be the impetus for
or they can be a majors stumbling

challenge for managers is to stimulate their employees’
ivity and tolerance for change.

g with “temporariness”

aging today would be more accurately described as long
ds of ongoing change, interrupted occasionally by short
s of stability!

= The actual jobs that workers perform are in a permanent state
of flux.

= S0 workers need to continually update their knowledge and
skills to perform new job requirements.



ile maintaining thelr orga nizations’ global competitiveness.

oving ethical behavior

g ethical dilemmas, situations in which they are required to
e right and wrong conduct.

“ent years, the line differentiating right from wrong has
become even more blurred.

= Managers and their organizations are writing and distributing
codes of ethics to guide employees through ethical dilemmas.




solan of this Study




ture of OB

leld of study

isciplinary a
ative science - case + effect
ions



' .usions of O.B

v 1s, Group, within



ements of OB




jevels ot Analysis within OB

to Greenberg and Baron-
al behaviour is the field that
o of behaviour in

> ational settings by systematically
lying individual, group and organisational
\ 77 :
esSes.

yrganisational behaviour focuses on three
5 of analysis which are:

@ 1. Individual level
m 2. Interpersonal or organisation level
=@ 3. Group level



NDIVIDUAL LEVEL

s are made up of their individual
isational behaviour can be
erspective of an individual
mber in an organisation and it tries to

lyse how and why an individual behaves
reacts in a particular situation, to different
anisational policies, practices and
procedures. The behaviour of individuals is
affected by a number of psychological, social
and cultural factors. The study of behaviour of
an individual working in the organisation is
also known as Micro Organisational Behaviour.



GROUP LEVEL

nisations have to necessarily work in
ith others to meet organisational
ved through the use of teams,
mmittees and roups. How do people work
ther in groups? What factors determine

ther the group will be cohesive and

uctive? %\]hat type of tasks could be assigned

e groups? The Hawthorne experiments have

n that an individual behaves differently when
rks alone and when he works in a group .
Behaviour in groups is affected by various factors
such as group goals, norms, communication,
leadership, cohesiveness, etc.




GANISATION LEVEL

blocks are the basic levels of

ch level is constructed on the
evious . While moving from individual

vel to organisational sytems level, understanding

ehaviour in organisation is systematically

ed. An organisation is a collection of complex
ms designed to reach a goal. It can be as small

wo people or as large as thousands. Regardless

1ze , the goal must be clear to everyone

ved if it is 1going to be achieved.

Organisations also represent collective leadership.

This means that the message of organisational

directives comes from many different people, often

at different times and in different locations.




Features of OB

al management
avioral approach

ce as well as an art
“ulfils need - both organization plus employee’s

1 11. Balace of human and technical values at work
@ 12. Young field of enquiry- exist at multiple level



Foundation of Individual behaviour; learning theories;
Perception: factors influencing Perception; Personality,
Attitudes, Job satisfaction and Values




NDIVIDUAL BEHAVIOUR

haviour referes to the concrete
in by a person. It is the
nisational performance. IB.

enced by various factors.

f individual behaviour

f study

disciplinary approach

: Aplli cience and normative centre
4. Optimistic approach



mportance of understanding I.B.

12 and motivation

2 8. Development of existing stages possible



—actors affecting individual
" behaviour

cation,Abilities,Marital, No. of
ndants, | ity

chological Factors - personality, perception,
des , values, learning, motivation.

1sational Factors - structure, design,
rship, behaviour, reward system, physical

(
Cl

- 4. Environmental Factors - economic, social,
- cultural , value, political, market, competitor,
international



P ne.

g

b, o
\ A o
¥
-3
1
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SR Rlearning Is..
havior as a result of experience or practice.
owledge through study
owledg
teaching, instr

or skill in, something through
01 Or experience.

ocess of gaining knowledge.

2ss by which behavior is changed, shaped or
led.

= The individual process of constructing understanding
based on experience from a wide range of sources.

5 Learning is the process by which a person constructs
knowledge, skills and capabilities ...By Martyn sloman



EEeR0 learning

es the individual

= With things and tools
@ Learning occurs over time






i
rd . N s " K s s ,.:
k 3 i E
i r T, t
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about ideas and concepts

Solearning

ning is about behaviors and skills

ing is about attitudes and




2rinciples of Learning

sic and Intrins
“and Secondary

. Punishment - Positive and Negative



sharacteristics and importance
‘of Learning

rols behaviou _
mines employees behaviour
5 and fosters training and development



RO Ml dieories are. ..

el

pceneral explanation for observations

explains and ps ts behavior.

. an never be establishec beyond all doubt.

ay be modified.

> Theories seldom have to be thrown out completely if
thoroughly tested but sometimes a theory may be widely
accepted for a long time and later disproved.



S0, now deo gagala EEIg K

e don’t know for sure.

11t answe ave multiple theories that
le glimpses of an answer from many
nt perspectives. These stem from
logists, philosophers, sociologists,
pologists, evolutionary biologists,
‘heuroscientists...

| gu



Broad dom:ins apeiedggss

] "
1t (the) educational process has two sides — one
yical and one sociological. . . Profound differences

in theory are never gratuitous or invented. They grow out of

conflicting elements in a genuine problem.
-John Dewey, In Dworkin, M. (1959) Dewey on Education



l’earning Theories

ing Theory - 1. Attention processes 2.
es 3. Motor Reproduction
ement processes.

assical conditioning - propounded by Russian
ologist Ivan Pavlon says behaviour is learned

resporise. Like an individual has something in an eye
— response blinks. And is shocked by an electric
current - response jumps.



Individual

Behaviour




Perception

ocess: lets a person make sense of
environment

ight, touch, taste, smell,
i

udes inputs to
h the person atten

lus sources: people, events, physical objects,

n and choice of inputs to

s adaptation to a changing environment

According to S.P. Robbins: ““ Perception may be
defined as a Frocess by which individualz organise
and interpret their sensory impressions in order to
give meaning to their environment.”



cess of Perception

lectivity — exposure and

— categorisation,



influencing Perception

ics of Perceiver(internal factor)-

tensity, frequency, status, contrast.

acteristics of situation - location, light,
ituational factors



mporcarl

ce of Perception

man behaviour
iour prediction



Attitudes

{4

a learned predisposition to respond
vorable or unfavorable manner

s, people, places
es are likes and dislikes

g to Engel: “ Attitudes are an overall
ion that allows one to respond in a

consistently favourable or unfavourable manner
- with respect to a given object or alternative.”



Jtudes (Cont.)

= Job involvement
= Play a role in employee turnover






s selection ©



1s of Attitudes

1t function



ing attitudes of employees- reward
, focus on work environment, providing
; )

ormation, uses of fear



s of Attitudes

| experience



Personality

haracteristics, and predispositions of

- s and stabilizes by about age 30 &
lects how a person adjusts to different
ironment |
ed as those inner psychological

teristics that both determine and reflect how

son responds to his or her environment

According to Gordon Allport: “Personality is the
dynamic organisation within the individual and
consists of those psychophysical systems that
determine his unique adjustments to his
environment.”




ture of Personality

, Psychophysical systems



nts of Personality

ors — heredity, brain, physical

y and social fa — home, family, social

1l factors



nce of Personality

1ve and technical in nature



nality Theories

eory: people develop their
as their life unfolds

ament
sonality as genetically



1ges

exive behavior of infant
e complex modes of perception and interpretation

er driven by instincts nor unwittingly shaped
by environmental influences






onality develops from interactions between a
person's genetic structure and social environment



Vieaning of Job satisfaction

judgment of how well his job
arious needs.

ional state resulting from
)b or job experiences

individual’s general attitudes towards
- emotional response, fact, feels, several
5, attitudes.



Nature of job satisfaction




fecting job satisfaction

tors — education, age, others
ccupation level, job content



of job satisfaction

yerformance

turnovers of employees



ues - meaning

bbal beliefs that guide actions and

personality - likes, dislikes,
yoints, inner inclination, rational

nts, prejudices, determine a person’s

of the world.



of values

al and instrumental



onal values
values



rces of values




“‘tance of values

lual’s thoughts and actions

d personality
le understanding of decision making and

faith, reliability, unit, corordinatio



M0t1vat1on concer




defined as the process of stimulating people
tion, to accomplish desired goals. It

ves arousing needs and desires in people t
late and direct their behaviour in a

qrposive manner. It is a psychological
phenomenon which arises from the feeling of
needs and wants of individuals. It causes goal-
directed behaviour.






Viaslow's Hierarchy

+ Deficiency needs Being needs
+ Survival ndlessly renewed
+ Pre-requisite le person

A Survival >ct /
achievement
A Safety

A Belonging Aesthetics
A Self-est Self-actualization



Motivation increases Actualization
as needs are met Need

Aesthetic Needs

-/ Need to know & Understand

Motivation Esteem Needs

decreases Belongingness & Love Needs
as needs

are met Safety Needs

Physiological Needs



erspective

lvation
» active and curious

Is, schemas, and expectations



Ive Perspective

successes or failures



Lribution




unstable

Controllable /
uncontrollable



les of Attribution
Iheory



0 2, Woolfolk, p. 376 for a
n of all four approaches



s ITWO FACTOR THEORY

stivation-Hygiene Theory

otivation but whose absence
not necessarily result in dissatisfaction

ne factors

10 | 79



Herzberg's Motivation-Hygiene

T heory

MOTIVATION FACTORS HYGIENE FACTORS

e Achievement e Supervision

e Recognition e Working conditions

* Responsibility e Interpersonal relationships
e Advancement e Pay

e Growth e Job security

e The work itself e Company policies and

administration

Satisfaction No satisfaction Dissatisfaction No dissatisfaction



oyees accept responsibility and work toward
organizational goals if they will also achieve personal
rewards

10 | 81



Attitude toward work
Control systems
Supervision

Level of commitment

Employee potential

Use of human resources

eory X and Theory Y

Theory X
Dislike
External
Direct
Low
lgnored

Limited

10 | 82

Theory Y

Involvement
Internal
Indirect
High
Identified

Not limited



RFER’S ERG THEORY

laslow’s theory

eds - safety, physiological
: | gingness needs like

7, esteem, ego ne

wth - development, self esteem, self
ation

83



EQUITY THEORY

ed to obtain and preserve equitable treatment

of rewards in direct proportion to the

ase their inputs
0 increase outcome (ask for a raise)

et the comparison other to increase inputs or receive
decreased outcomes

o Leave the work situation (quit)
s Switch to a different comparison other

10 | 84






Responses to Perceptions of
Equity and Inequity

Comparison of Self
with Other

Inequity

Motivation to Reduce Inequity: Motivation to Maintain
. Change Inputs Current Situation
. Change Outcomes
. Alter Perceptions of Self
. Alter Perception of Other
. Change Comparisons
. Leave Situation

Source: Organizational Behavior, Ninth Edition by Ricky W. Griffin and Gregory Moorhead. Copyright © 2010 by South-Western /
Cengage LearniT%. ﬁ,lsseg with permission.
©




Xpectancy Theory

eory (Victor Vroom)

ds on how much we want
how likely we think we are to get

ications are that agers must recognize that
\ ,
loyees work for a variety of reasons

easons, or expected outcomes, may change over

ecessary to show employees how they can attain
tcomes they desire

10 | 87



ExXpectancy Theory

Does the person
want the outcome?

Does the person think

the outcome is likely? = YeS MOTIVATED

Yes

®) ®)
7 =

NOT MOTIVATED NOT MOTIVATED

10 | 88



“orter and Lawler Model

eoTy
tivated to achieve goals they and
together

laNage

s should be ver ific, moderately difficult,
es that the employee will be committed to

rds should be tied directly to goal
ement

10 | 89



PROCESS OF MOTIVATION

ation starts when a motive prompts people
are the primary energizer of behaviour
ons of behaviour

riour of the individual comprises a
person does by being motivated
hieve individual and organisational goals.

al: The goals chosen by an individual depends on

yus factors like the cultural norms and values, the

iduals’s inherited capabilities, influence of personal

'n%land experiences, and the type and level of mobility
physical and social world of the employee.

@ 4.Tension Reduction: Every individual in the organisation
tends to develop certain motivational drives as a product of
his cultural environment in which he lives and his goal
driving behaviour.



What is GROUP?

® A group consists of two
Oor more persons who
interact with each other,
consciously for the
achievement of certain

common objectives.




GROUP can also be defined as :

® Two or more persons
who are interacting
with one another in
such a manner that
each person
influences and is
influenced by each

other person.




- ” Thus, in short GROUP has:

= Two or more person .

= Common objectives.

= Influenced by each other person.
" Perceive themselves as bejggra¢




= The members of
the group are
inter-dependent
and are aware
that they are part
of group.
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People must interact with each other.




—————

" People must be psychologically aware
of one another.

" People must perceive themselves to be

a group.




—————————

= Afeeling of belongingness &
Feeling of Security




—————————

Consent ,solving problems and helping others.




Effective communicg_tion

Effective Communication Cycle

4\
-
—
5




Why do people join Groups?

i

Status

Self-esteem
Affiliation

Power
Security

Identity
&recognition

Goal
accomplishment




PDEVEPOMENT OF GROUP

OTHER REASONS FOR GROUP FORMATION

COMPANIONSHIP
SENSE OF IDENTIFICATION
SOURCE OF INFORMATION

JOB SATISFACTION
PROTECTION OF MEMBERS
OUTLET FOR FRUSTATION

PERPETUATION OF CULTURAL
VALUES

GENERATION OF NEW IDEAS




Characteristics of Groups

-

Norms: standard of behaviour that
every member of the group is
expected to follow.

Conformity: behaviour or actions that
follow the norms.

Cohesiveness: forming a united
whole




‘ ¥

ypes of groups:

Formal group

Work group , task force ,
committee and quality of
team.

Decided by management

Clear —cut authority and
responsibility relationships

Informal group

Developed (spontaneously)
by social interaction

Common interest
language taste




TYPES OF GROUPS
e —

Command Group : A group composed of the
individuals who report directly to a given
manger.

Task Group : People working together to
complete a job task

Interest Group : People working together to
attain a specific objective with which each is
concerned.

Friendship Group : people brought together
because they share one or more common
characteristics.




" ol ————
Stages of Group Development

Forming : When members have begun to think of
themselves as part of group. (uncertainty ).

Storming: There will be a relatively clear hierarchy
of leadership within the group. (intragroup
conflict)

Norming : When the group structure solidifies and
the group has assimilated a common set of
expectations of what defines correct member
behaviour. (Close Relationship &
Cohesiveness).



* ol AR

Performing: Group energy has moved from
getting to know and understand each
other to performing the task at hand.

Adjourning: The final stage in group
development for temporary groups
,characterized by concern with wrapping
up  activities rather than  task
performance.




WININEIN

vdge Management; Power & Politics;
1on.



Basic Terms

tional culture: the set of

es and norms that

ntrols organizational members’
reractions each other and with
ople outside the organization

ues: general criteria, standards, or

1ding principles that people use to

 determine which types ot behaviors,
events, situations, and outcomes are
desirable or undesirable




Basic Terms (cont.)

e: a desired end state or
ople seek to achieve

1s: standards or styles of
vior that are considered



Selected Definitions on

OrglL.Cu Iture
1952)” The culture of the factory

d traditional way of thinking and
is shared to a greater or lesser
bers, and which new members
arn, or at least partially accept, in order to be
into service in the firm.”

Pettigrew( 1979) “ Culture is a system of
pu and collectively accepted meanings for a
iven group at a given time. This system of terms,
orms, categories, and images interprets a people’s
own situation to themselves.”



Organizational Culture

enduring values embodied in
1al norms, rules, standard
dures, and goals

ese cultural values

guide their actions and decisions

en faced with uncertainty and

biguity

* Important influence on members’
behavior and response to situations



Characteristics of Organizational

Culture

1 Regularities



Climate Debate

two distinctly different meanings
helps to ad to t{\e 1impreséaion that

ommon reaction of

tional Climate is a relatively enduri uality of
al environment of an orga izat‘ljon that! ty

erienced by its members
uences their behaviour

e described fin terms of the values of a particular
acteristics of the organization




Jrganization Climate Literature

limate concept are Lewinian.

ehaviour as the product of individuals
ovided the basic metaphor and
K for climate research.

of the term ‘OC’ and elaboration of this principle in
nization research began during the 1960°s.

oin and Croft 1962,Litwin and Stringer 1968,The Forum

pration 1974, Forehand 1968, Likert 1961 & 1967, Cambell,
ette, Lawler and Weick 1970, Taguri & Litwin 1968 - all
presented formulations that specified’a number of dimensions
of organizational climate.

- = Despite a number of years research,the concept of ‘OC’ still
remains a questionable status-Woodman & king 1978.



Quality of Leadership

Amount of Trust

Communication, upward and downward
Feeling of useful work

Responsibility

Fair rewards

Reasonable job pressure

Opportunity

Reasonable controls, structure, and bureaucracy
Employee involvement, participation.

[ [ [ M M [ M M [ M



Measuring Climate

Structure
Responsibility
Reward

Risk

Warmth
Support
Standards
Conflict
Identity

B E B E [
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[=]



y

Performance ‘Satisfaction

Motivation



n be centre on factors
from resource allocation and divisions of

: ccordmg to Joe Kelly- “Contflict is defined as
opposition or dispute between persons, groups or
ideas.”



> Intra-Organisational Conflict

> Inter-Organisational Conflict



SAUSES OF !) yANISATIONAL CONFLICT

bnal Change
lashes
alues

asting Perceptic

Trust

artmental Wrangles

. ted Issues
| Other Ag ocendas

U



VIANAGEMENT OF ORGANISATIONAL
CONFLICT

Managing Conflict:

oothing)



Iransactional Analysis

le to understand the dynamics of self & its
others . It provide method & approach of
standing interpersonal behaviour.

n two people intera ere is social transaction in
e person responds to another .the study of such
on between people is called transactional analysis”

tudy of social transaction between people. It is
used to help people better to understand their own
& others behaviour. ”

122



liant child
llious child
rofessor

123



ormation known to

yone knowledge belongs
| only to others

hare

Feedback

Vhat we
know & knowledge belongs knowledge acquired by
they do only to self learning together
not

What
they
know &
we not
know

What we
know &
what they
do not
know

124



What Is Emotic
Non-Abili Faé ;

entical IQ's may differ very

Tarc ir effective ability to cope with

onment... It is not ¢ ossible to account for more

50% to of the intertest correlational variance after

able intellectual factors are eliminated. This
where from of the total factorial

ariance iccounted for. It is suggested that this residual

iance is largely contributed by such factors as

T , etc."




.
ORTANCE OF EMOTIONAL INTELLIGENCE

of emotional intelligence is as follows:

elationships: Emotional Intelligence is helpful
elationship. Emotional Intelligence is vitally
alking about working with colleagues,

nd 1ps. .
proves communication with others: When persons act

1 emotional intelligence they are able to improve their
munication with others because they develop a whole

of skills and strategies that allow for more meaning
munications.

pect from others: When the person act with emotional
intelligence and integrity, other people will respect and
trust them.

4. Acting with Integrity: Integrity is another core of
Emotional Intelligence ability. It means being integrated;
behaving in a way that is consistent with his core beliefs;
being true to himself and honest with others.



T
IATURE OF EMOTIONAL INTELLIGENCE

>motional intelligence are:

: This dimension consists of knowing one’s
eferences, resources and intuitions.

It is the ability to keep disruptive and
es and emotions in check by

vation: High levels of motivation are often
npanied by an intense passion to work hard, beyond
ing money and status.

athy: Another dimension of emotional intelligence is
y- the ability to understand and read the
‘: emotional make-up of others. It is the ability to
understand others’ needs, perspectives, feelings, concerns
and sensing their developmental needs.

5.  Social Skills: The final dimension of emotional
intelligence is proficiency in mana in<i; relationships and
building networks through social skill.



KNOWLEDGE MANAGEMENT

gement is the broad process of locating,
ng, and using the information and
hin an organization.

| knowledge manage nent process is supported
enablers: leadership, culture, technology, and
. measurement.

-- American Productivity & Quality Center



NAYURE OF Knowledge Management

> is the nature of knowledge

agement 1S a continuous process.

ywlec ge management is not restricted to a
icular level; all individuals in the organisation
rsally practice it.

olves collaborative efforts on the part of
s, and work teams.

Lo
4. Knowledge can also be generated when social
~ interaction takes place.

5. Knowledge management is a basic requirement
for organisational effectiveness.



1:-_
JTANCE OF KNOWLEDGE MANAGEMENT

- knowledge management is as follows:

r Decisions: knowledge management helps in
faster decisions. By tapping into the

1s around the globe, one can avoid their

eir solutions, and make the right decision first

D Cce OI pec
tfalls, apply th
€.
anced Productivity: A step change in productivity can be
oved. By building a full knowle (fe of our own part of the
ness, people can reduce costs and minimise new resources

1eet growth targets.

New Products and Services: knowledge management will

‘ reduce costs and time in the short-term, and at the same time
provide an inventory of experience and expertise for the future,

allowing a flexible, fast-paced response to access activities.

2. Business Intelligence: Business intelligence professionals collect
information from multiple sources to understand their
company’s competitors, the marketplace and customers.




"OWER AND POLITICS; NEGOTIATION

Power: ity of one person or group to cause another
0 do something that they otherwise might

Organizational PoliticSiV-Xes\ 4 (s R iR td iR EVEleces

0 increase their power and to pursue goals that favor
idividual and group interests.
-Negotia 1s a process in which groups with

1g interests meet together to make offers,
ifers, and concessions to each other in an effort
e their differences.

.T D0 is an outsider skilled in
handling bargaining and negotiation.

- a neutral third party who tries to help parties in
conflict reconcile their differences.

- a third party who has the authority to impose a
solution to a dispute.

) )

-



.
NATURE OF POWER

wer includes:

Relationships: This is an important characteristics
n a person is more dependent on a person is
on a person, more power is exerted on him.

wer is specific in the sense that specific
s can exercise it on specific occasions only. Power
not be exercised at all the times and by all the people.

istance to Change: Power holders resist attempts to change

istribution of power. Peron who strives for power and are

0 acquire it, are unwilling to share it with other members

he group.

rocal Relationships: Power relationship in an

k organisation is reciprocal because it exists in a relationship
between two or more persons.

5. Unequal Distribution: Power is not equally distributed among
members since different individuals have varied types and
levels of knowledge, experience, education, skill, and
hierarchical authority.They are, therefore, likely to differ in
terms of their power to influence others.




NATURE OF POLITICS

of organisational politics can be described in following

rt of Power: Organisational politics involves some
ither directly or indirecly. Organisational politics
those who are in official positions and enjoy
tion. It can also be influenced by other

0 ose ho hold formal authority.

-Serving: It suggests that either organisational resource is
for personal welfare or others benefits are given to another
. In both the cases, the decision isnot rational from
sation’s point of view.

ide One’s Job Requirements: Political behaviour is outside
uirements of one’s specified job. It involves ways of

ac lishing things that are not formally recognised practices
) of procedures.

2. Influenced by Behaviour of Others: Politics takes place when an
individual recognises that success of his goals is influenced by
other’s behaviour.

5. Irrational Decisions: From the organisation’s point of view
olitical decisions are not rational. These decisions are basically
Eased injustice and are usually undertaken to attain more
power.



SHARACTERISTICS OF NEGOTIATION

istics of negotiation are as follows:

e parties: Negotiation is a problem solving process
more people voluntarily discuss their
empt to reach a joint decision on their

rpose of negotiation. Each party is dependent on the other
something . Both parties want their needs to be met.

ore parties. What one wants is not necessarily what the

1 one wants, as cost to one of them may mean income to
ther . Therefore, the parties must meet search for a way to
e the conflict.

‘-: 4. Voluntary Process: It is a strategy pursued by choice; seldom
| people required to negotiate. The parties negotiate because
they think they can use some form of influence to get a better
deal that way than by simply taking what the other side will
voluntarily give them or let them have.



5 OF NEGOTIATION

nd Planning
ound Rules

re and Implementation



INTI gV,

IRCANISATIONAL CHANGE:
"ORCESTORICHANGE; RESISTANCE
DICHANGESMANAGING CHANGE;
STRESS: CONCEPT;SOURCES OF
STRESS, CONSEQUENCES
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Planned
Change
e ~ change that is
imposed on the
organization
and is often
unforeseen

organization

© 2013 Cengage Learning



=xternal Forces for Change

Globalizatio W(.)rkfo.rce
- Diversity
ot
Changing Ethical
\echnology Behavior

‘



nternal Forces for Change

Declining Changes in
ffectivenes Expectations
L m& Changes in
- Crisis ‘&‘ Work Climate
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Resistance to Change

on of interpersc
ships

lity conflicts

assumptions and

values



38s5ic Concepts about Stress

ress is 2d as how the body
‘eacts to dems |
essors are causes of stress.
ess Is part of our lives.

not possible to live stress-free.
anaging stress in positive ways
prepares us for increasing life
challenges.

[=]






es of Stress

essure
nflict



Threat

rmed (physically or emotionally)

afraid to walk home after dark
friend will not invite you to an event



> to complete an assignment because sister is

he computer



—ressure

to an expectation or

Ing expected to make the honor roll



Conflict

eeds oppose each other

wanting you to go to the mall the same night

gymnastics class




hatiare physical effects of stress?

N
r sore muscles
eathing

y hands



Whatareemotional effects of stress?

Ing overwhelmed
'@ Feeling short-tempered



Jrganisational Strategies for
Nanaging employee stress

ortive organisational climate;

oyees that their
butions ¢ ionificant;
ate employees out of potentially

ssful positions and do not allow them
erwork;

anise training programs to help
employees cope with stress provide
employee counseling.




clivity:

stress.



" BURNOUT

-

e —————————,
The Truth About Burnout: How Organizations cause Personal Stress and What to
Do About It. Maslach & Leiter pg 9; 1997




@ Unclear Requirements:
@ Impossible Requirements:

@ High-Stress Times with No
“Down” Times:

@ Big Consequences for
Failure:




@ Lack of Personal Control

@ Lack of Recognition
@ Poor Communication
@ Insufficient Compensation

Poor Leadership




Work overload
Lack of control
Insufficient reward
Unfairness
Breakdown of community
Value conflict

i ot s el L e

Maslach & Leiter, 1997. “The Truth About Burnout: How Organizations Cause
Personal Stress and What to Do About It."




@ Depression

@ Anxiety

@ Physical illness, i.e. stroke or heart
attack

@ Family problems

@ Fatigue & sleep deprivation
@ Alcohol and drugs

@ Suicide etc.




® Fatalism
@ Boredom

@ Inadequacy

@ Failure

@ Overwork

@ Dissatisfaction
@ Nastiness

(Source : Robert & Angelo Kinicki , Organizational Behaviour ,P .535 )




® PERSONAL:
« Address Maslach’s 6 sources of burnout
and your current role

* Influence happiness through personal
values and choices

» Adapt a healthy philosophy/outlook

» Spend time with family & friends

» A supportive spouse or partner

» Engage in religious or spiritual activity

» Maintain self-care (sleep, nutrition & PA)
* Hobbies & mentors

'’




Protective Factors

® WORK:
» Address Maslach’s 6 sources of burnout
» Gain control over environment & workload
* Find meaning in work
» Set limits and maintain balance
» Have a mentor

» Obtain adequate administrative support
systems




@ Listen to your body
@ |dentify your own needs

@ Define limits - Just Say NO!

@ Create your work environment
@ Eliminate distractions

@ Take breaks

@ Plan ahead

Schwartz, T. & McCarthy, C. Manage Your Energy Not Your Time. HBR
October 2007.




Individual Approach Organizational Approach

Starts with Starts with
person management
Becomes group Becomes organizational

project project
Connects to Connects to
organ:zation people

Outcomes affects related
mismatches

Outcome is a process




Stress vs. Burnout

Stress Burnout
Characterized by over engagement Characterized by disengagement
Emotions are over reactive Emotions are blunted

Produces urgency and Produces helplessness and
hyperactivity hopelessness

Loss of energy Loss of motivation, ideals, and hope

Leads to anxiety disorders Leads to detachment and
depression

Primary damage is physical Primary damage is emotional

May kill you prematurely May make life seem not worth living




MIANAGING DIVERSITY IN ORGANISATION-
MEANING

Managing Diversity

Managing diversity is defined as
"planning and implementing
organizational systems and practices to
manage people so that the potential
advantages of diversity are maximized
while its potential disadvantages are
minimized”.




Diversity as an Asset

dStimulates Creativity and Innovation

dBetter service to diverse customers

JBetter Problem Solving DIV@D'Slty
d Greater System Flexibility T

U Better Image - - .

U Effective and Happy Workforce

s important




Workforce Diversity:
Gender

Women in the Work Place

* Women’s earnings are
less than two-thirds of
the earnings of men.

* Women hold only 12% of
corporate officer
positions




Workforce Diversity: Race and
Ethnicity
* 1998 to 2008 Growth

Rates for the U.S.
Working Population

3.5%
3.0%
2.5%
2.0%
1.5%
1.0%
5%
0%
Hispanic




Workforce Diversity: Capabilities
and Disabilities

* Disability Issues

* Providing reasonable
accommodations for
individuals with disabilities

* Promoting a
nondiscriminatory
workplace environment

* Educating the organization
about disabilities and AIDS




Workforce Diversity: Religion

* India: multi cultural
country.

* Accommodation for
Religious Beliefs

* Providing flexible time
off for holy days

* Posting holy days for
different religions on the
company calendar




Challenges in Managing Diversity

Individual versus
Group Fairness

Resistance to
Change

Resentment

Group
Cohesiveness

Interpersonal
Conflict




Challenges in Managing
Diversity (cont'd)

Segmented Communication Networks

Backlash
Retention
Competition for Opportunities




Janage Diversity

ging Diversity Effectively

oyees to challenge discriminatory

wulti-pronged,
oing approach

- Encourage mentoring
of diverse employees
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