
ORGANISATIONALDYNAMICES

UNIT-3

LEADERSHIP:

AccordingtoGeorgeR.Terry“Leadershipistheactivityofinfluencingpeopletostrive
willinglyforgroupobjectives”.

CHARACTERISTICSOFLEADERSHIP:

An analysis ofthe above definitions ofleadership reveals thatithas the following
characteristics.

1.Leadershipisaprocessofinfluence: Leadershipisaprocesswhoseimportant
ingredientistheinfluenceexercisedbytheleaderongroupmembers.Apersonis
saidtohaveaninfluenceoverotherswhentheyarewillingtocarryouthiswishes
andaccepthisadvice,guidanceanddirection.

2.Leadershipisthefunctionofstimulation:Leadershipisthefunctionofmotivating
peopletostrivewillinglytoattainorganizationalobjectives.Leadersareconsidered
successfulwhentheyareabletosubordinateinterestsoftheemployeestothe
generalinterestsoftheorganization.

3.Leadershipgivesanexperienceofhelpingattainthecommonobjectives:Under
successfulleadership,everypersonintheorganizationfeelsthathisoperation,
howeverminoritmaybe,isvitaltotheattainmentoforganizationalobjectives.

4.Employeesmustbesatisfiedwiththetypeofleadershipprovided:Onlyshort-term
productivityofemployeescanbeincreasedbypressureandpunishment. This
approachisnotinthelong-term interestsoftheorganization. Forcegenerates
counter-forcewhichresultsinadecreasedlong-term productivity.

5.Leadershipisrelatedtoasituation:Whenwetalkofleadership,itisalwaysrelatedto
a particularsituation,ata given pointoftime and undera specific setof
circumstances. Thatmeans leadership styles willbe differentunderdifferent
circumstances.

SIGNIFICANCEOFLEADERSHIP:

Leadership is ofparamountimportance in accomplishmentoforganizational
objectives.“Thefactthataleadercanhaveanimmenseeffectontheperformancethose
underhim hasbeennotedforcenturiesthatwhilesomeofficersreceiveonlygrudging
obedience,otherisabletoinspiretheirmentodotheseeminglyimpossibleanddoit
willingly.

(i) Determinationofgoals.Aleadershipperformsthecreativefunctionoflaying
downgoalsandpoliciesforthefollowers.Heactsasaguideininterpreting
thegoalsandpolicies.

(ii) Organization ofActivities:A good leaderdivides organization activities
amongtheemployeesinasystematicmanner.Therelationshipsbetween
them areclearlylaiddown.Thisreducesthechancesofconflictamongthem.

(iii) RepresentationofWorkers:Theleaderisarepresentativeofhisgroup.He
takesinitiativeinallmatter5sofinteresttothegroupandattemptstofulfill
thepsychologicalneedsofthesubordinates.

(iv) AchievingCoordination:Aleaderintegratesthegoalsoftheindividualswith
theorganizationalgoalsandcreatesacommunityofinterests. Hekeeps
himselfinformedabouttheworkingofthegroupandsharesinformationwith
groupforthecoordinationofitsefforts.

(v) Providing Guidance: A leader guides the subordinates towards the



achievementoforganizationalobjectives. He is available foradvice
wheneverasubordinatefacesanyproblem.

(vi) Building Employees’Morale:Good leadership is indispensable to high
employeemorale.Theleadershapesthethinkingandattitudesofthegroup.
Hedevelopsgoodhumanrelationsandfacilitatesinteractionsbetweenthe
membersofthegroup..

(vii) Facilitingchange:Dynamicleadershipisthecorner-stoneoforganizational
change.Aneffectiveleaderisabletoovercomeresistancetochangeonthe
partofwor5kersandthusfacilitatechange.

LEADERSHIPSTYLE:

Thewordstylereferstothewayofdoingsomething. Leadershipstylerefersto
leader’sbehavioralpatternwhichisreflectedinhisroleasaleader.Leadershipstyleisthe
resultofhisattitude,valuesystem,personalityandphilosophy.Italsodependsuponthe
followersandtheorganizationalclimateprevailingintheorganization.Thedifferenttypes
ofleadershipstylesare:

 AutocraticLeadership.
 ParticipativeLeadership
 FeereinsLeadership.

(i) AutocraticorAuthoritarianLeader:Theautocraticleadergivesorderswhichhe
insistsshallbeobeyed. Hedeterminespoliciesforthegroupwithconsulting
them,anddoesnotgivesdetailedinformationaboutfutureplans,butsimplytells
thegroupwhatimmediatestepstheymusttake.Hegivespersonalpraiseor
criticism toeachmemberonhisowninitiativeandremainsalooffrom thegroup
forthemajorpartofthetime.

(ii) ParticipateorDemocraticLeader:Ademocraticleaderisonewhogivesorders
afterconsultingthegroup,seesto itthatpoliciesareworkedoutingroup
discussionsandwiththeacceptanceofthegroup.Heneveraskspeopletodo
thingswithoutsketchingoutthelong-term plansonwhichtheyareworking.He
makesitclearthatpraiseorblameisamatterforthegroupandparticipatesin
thegroupasamember.

(iii) FreeReinorLaissezFaireLeader:Suchaleaderdoesnotlead,butleavesthe
groupentire4lytoitself.HeisrepresentedbytheChairmanoftheboardwho
doesnotmanage,butleavesallresponsibilityformostoftheworkto his
subordinates.Thefreereinleaderdependslargelyuponthegrouptoestablish
itsowngoalsandworkoutitswonproblems.Groupmembersworkthemselves
andprovidetheirownmotivation.Themanagerexistsasacontactmanwith
outsidersto bring forhisgroup theinformation and resourcesitneedsto
accomplishitsjob.

MANAGERIALGRID

Managerialgrid:Oneofthemostwidelyknownapproachesofleadershipstylesisthe
managerialgrid developed by Blake and Mouton.Managerialgrid is also known as
“Leadershipgrid”.Theyemphasizedthatleadershipstyleconsistsoffactorsofbothtask
orientedandrelationorientedbehaviorinvaryingdegrees.Themanagerialgridreflectsmulti
dimensionalnatureofleadershipandhelpsinmeasuringrelativeconcernofmanagerfor
peopleandtask.
Themanagerialgrididentifiesvariousalternativecombinationsofbothstylesofconcernfor
peopleandconcernforproduction.



1.Impoverishedleadershipstyle(1,1)
2.Team leadership(9,9)
3.Middleoftheroadleadership(5,5)
4.Taskleadership(9,1)
5.Countryclubleadership(1,9)

 Impoverishedleadershipstyle(1,1):Thisstylereferstominimum concernonthe
partofleaderforbothproductionsaswellpeople.Theeffortsoftheleadertowards
workssituationtotakecareofitself.Thisstyleissometimescalled“Laissez-Faire”
management,becausetheleaderabdicatedhisleadershiproleandleaveseverything
tothesituation.Theleaderbelievesthatuseofminimum effortsisrequiredtoget
workdoneandtosustainmoraleofthemembers.Inthisstyle,thereisnoguidance,
no supportforcreativity and innovation.The leaderavoids controversy and
confrontation.

 Team leadership(9,9):Itreferstohighconcernforproductionandpeople.Itis
concernedastheeffectivemanagementstyle.Becausethestyleofleadershipwillin
almostallsituationsresultsinimprovedperformance,lowabsenteeism andturnover
andhighemployee’ssatisfaction.Suchtypeofleaderaresuccessfulincreating
highlyencouraging organizationalclimate ofcommitmentand cooperation and
buildinginterpersonalrelationbasedonmutualtrustandrespect.

 Middleoftheroadleadership(5,5):Itreferstoequalconcernforproductionand
people.Suchleadersbelievethatadequateleveloforganizationalperformanceis
possiblethroughbalancingthenecessarytogetworkdonebymaintainingmoraleof
the people at satisfactory level.It is sage style seeking balance between
requirementsofproductionandneedsofthepeople.

 Taskleadership(9,1):Itrepresentshighconcernforproductionandlowconcernfor
people.Theleaderplacesmoreemphasisonproductiontargetsandproductivityand
otherfactorlikepeople’sneeds,andsatisfactionbecomesecondary.Theleader
stressedonauthoritycompliance.Hearrangesconditionsofworkinsuchawaythat
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humanelementsinterferetoaminimum degree.
Countryclubleadership(1,9):Itreferstolow concernforproductionbuthighconcernfor
people.Thisstyleisanti-thesisoftaskleadership.Suchleaderbelievesincreatingfriendly
inter-personalrelation with people atwork.He creates enthusiasm among them and
motivates.

Attitude

Definitionof Attitude:
AccordingtoGordonAllport,“Anattitudeisamentalandneuralstateofreadiness,

organizedthroughexperience,exertingadirectiveordynamicinfluenceupontheindividual’s
responsetoallobjectsandsituationswithwhichitisrelated.”

NatureofAttitude:

 Attitudeareacomplexcombinationofthingswetendtocallpersonality,beliefs,values,
behaviors,andmotivations.

 Anattitudeexistsineveryperson’smind.Ithelpstodefineouridentity,guideouractions,
andinfluencehowwejudgepeople.

 Althoughthefeelingandbeliefcomponentsofattitudeareinternaltoaperson,wecanview
aperson’sattitudefrom hisorherresultingbehavior.

 Attitudehelpsusdefinehowweseesituations,aswellasdefinehowwebehavetowardthe
situationorobject.

 Attitudeprovidesuswithinternalcognitionsorbeliefsandthoughtsaboutpeopleand
objects.

 Attitudecauseustobehaveinaparticularwaytowardanobjectorperson.

DefinitionofJobSatisfaction:
AccordingtoS.P.Robbins,“Jobsatisfactionreferstoanindividual’sgeneralattitude

towardhisorherjob.”

Importanceofjobsatisfaction:

 LowerTurnover.
 HigherProductivity
 IncreasedCustomerSatisfaction.
 EmployeeAbsenteeism.
 HelpstoEarnHigherRevenues.
 SatisfiedEmployeesTendtoHandlePressure.


JobCharacteristicsModel
TheJobCharacteristicsModel(JCM)explainsthatjobsatisfactionoccurswhenthework
environmentencouragesintrinsicallymotivatingcharacteristics.Fivekeyjobcharacteristics:
skillvariety,task identity,task significance,autonomy and feedback,influence three
psychologicalstates.Subsequently,thethreepsychosocialstatesthenleadtoanumberof
potential outcomes, including: job satisfaction.



INTERPERSONALBEHAVIOR :
Interpersonalbehavioristheinteractionbetweentwoormorepersons.Itisimperative

tobuildingandmaintaininganytypeofrelationshipinoursocialworld.However,whenlooking
atinterpersonalbehaviorin the workplace,things become a little more complicated.
Interpersonalbehavioraffectstherelationshipsbetweencoworkerandcoworker,coworker
andsupervisor,andevenworkerandcustomer.Interpersonalrelationshipsareimportantin
careerandjobsuccess.Positiverelationshipscanleadtoharmoniousworkachievement,
overallhappiness,and even success.Negative relationships can lead to poorwork
performanceandcanhinderproblem solvingandconflictresolution.

DefinitionsofOrganizationalConflict:
AccordingtoS.R.Robbinsdefinesconflictas“aprocessinwhichaneffortis

purposefullymadebya person orunitto blockanotherthatresultin frustrating the
attainmentofothersgoalsorfurtheringofhisorherinterests.”

TheTypesOfOrganizationalConflict :

Type#1.TaskConflict:
Taskconflictrelatestothecontentandgoalofthework.AccordingtoGraves,task

conflictarisesamongmembersofteam andaffectsthegoalsandtaskstheyarestrivingto
achieve.Itcanbebasedondifferencesinvision,intention,andqualityexpectation.

Type# 2.RoleConflict:
Conflictsurrounding rolesand responsibilitiesareespeciallycommonduring or

immediatelyfollowingorganisationalchange,particularlyrestructurings.Peoplemaybe
unclearonwhoisresponsibleforwhichdecisionsandoutputs.

Type# 3.ProcessConflict:
Thisisrelatedtohowtheworkgetsdone.Thisform ofconflictcentresaround,the

process,procedures,stepsormethodsusedtoreachgoal.Onepersonmightliketoplan
manysteps ahead while others mightlike to dive in headfirst.These differences in
approachesorprocessescanleadtocommunicationbreakdownsandultimatelyconflict.
Healthydifferencesinapproachestoprocesswilloftenleadtoimprovedwayofdoingjob.

Type# 4.DirectionalConflict:
Directionalconflictariseswhenorganisationsareforcedtorethinktheirstrategies

andfocusonshorter-term activities,asmanydidduringtheeconomicdownturn.Employees
maynotknowhowtoprioritiselong-term versusshort-term needs,oronedepartmentmay
worktacticallywhileanotherremainsstrategic.



Type# 5.ExternalConflict:
Externalconflictarises when pressures from customers orotherstakeholders

impactinternaldecisions.Recenteconomicchallengescompelledorganisationstoadjust
andadapt,forexample,byloweringpriceswhileprovidingenhancedcustomerservice.Sales
orcustomerservicepersonneladvocatingforcustomers’needsmayhavecomeintoconflict
withoperationstryingtomeetinternalgoals.

Power:
Definitionofpower:

AccordingtoWeber,“Powerastheprobabilitythatoneactor(individualorgroup)
withinasocialrelationshipinapositiontocarryouthisownwilldespiteresistance,
regardlessofthebasisonwhichthisprobabilityrests”.

FiveFormsofPower
1.CoercivePower
2.RewardPower
3.LegitimatePower
4.ReferentPower
5.ExpertPower

1.CoercivePower
Thisform ofpowerisbasedupontheideaofcoercion.Thismeansthatsomeoneis

forcedtodosomethingagainsttheirwill.AccordingtoFrenchenRaventherearealsoother
formsofpowerthatcanbeusedinacoercivemannersuchaswithholdingrewardsor
expertiseorusingreferentpowertothreatensocialexclusion. 

2.RewardPower
Thistypeofpowerinvolvestheabilityofindividualstodelegatematterstheydonot

wishtodotootherpeopleandtorewardthem forthis.Formanagersinanorganizationitis
aperceivedpossibilitytovalueorrewardtheirsubordinates’goodresultsinapositive
manner.

3.LegitimatePower
Thisform ofpowergivestheabilitytolinkcertainfeelingsofobligationornotionof

responsibilitytothemanagement.Rewardingandpunishingemployeescanbeseenasa
legitimatepartoftheformalorappointedleadershiprole.Mostmanagersinorganizations
executeacertaindegreeofrewardandpunishment.

4.ReferentPower
Thisform ofpowerisaboutmanagementbasedontheabilitytoadministerto

someoneasenseofpersonalacceptanceorapproval. 

5.ExpertPower
Thisform ofpowerisbasedonin-depthinformation,knowledgeorexpertise.These

leadersareoftenhighlyintelligentandtheytrustintheirpowertofulfilseveralorganizational
rolesandresponsibilities.

UNIT-4



Qualityofworklife(QWL):
Meaning:

Qualityofworklife(QWL)referstothefavourablenessorunfavourablenessofajob
environmentforthepeopleworkinginanorganisation.Theperiodofscientificmanagement
whichfocusedsolelyonspecialisationandefficiency,hasundergonearevolutionarychange.

Definition:
“TheoverridingpurposeofQWListochangetheclimateatworksothatthehuman-

technological-organisationalinterfaceleadstoabetterqualityofworklife.”
-Luthans

QualityofWorkLife(QWL)
Qualityofworklifeisaconceptwhichtalksabouttheoverallfocusonemployeeasaperson
ratherthanjusttheworkdonebyhim/her.QualityofWorkLifeisbecominganincreasingly
popularconceptin recenttimes.Itbasically talks aboutthe methods in which an
organisationcanensuretheholisticwell-beingofanemployeeinsteadofjustfocusingon
work-relatedaspects.

Importanceof qualityofworklife
Qualityofworklife (QWL)isafactthatanindividual’slifecan’tbecompartmentalisedand
anydisturbanceonthepersonalfrontwillaffecthis/herprofessionallifeandvice-versa.A
good worklifebalance isalsowhatmotivatesanemployeethemosttoperform wellathis
orjobandalsospendqualitytimewiththefamily.Therefore,organisationshavestartedto
focusontheoveralldevelopmentandhappinessoftheemployeefortheir motivation and
reducinghis/herstresslevelswithoutjeopardisingtheeconomichealthofthecompany.A
good timemanagement schedulehelpsemployeesbalancetheirworkandpersonallife.
 

GROUPDYNAMICS

Introduction:

Theindividualsandgroupsconstitutethehumanresourcefoundationsoforganizations.
Groupsareeverywhereandareinevitablesocialfabricasallofusspendmostofuslivein
socialsituations.Agroupconsistsoftwoormorepersonswhointeractwitheachother,
consciouslyfortheachievementofcertaincommonobjectives.Thenumberofthegroupis
interdependentandisawarethattheyarepartofagroup.Thenumbersofthegroupare
interdependentandareawarethattheyarepartofgroup.Theyareinfluencedbyeachother.

Definitionofgroup

“Agroupconsistsoftwoormorepersonswhointeractontheeachotherconsciously
fortheachievementofcertaincommonobjectives.Themembersofthegrouparemutually
inter-dependentandtheyareawarethattheyarepartofagroup”

__MartinE.Shaw

“Agroupisanynumberofpeoplewhointeractwithoneanother,arepsychologically
awareofoneanotherandperceivethemselvestobeagroup”

__Edgarschein

CHARACTERISTICOFGROUPS:

 Interaction:Averycommoncharacteristicofagroupismutualinteractionbetween
themembersofthegroup.Inawiderterm,interactionisacommunication.Such



communicationbeoralorbygestureorbynoddingthehead.
 Activities:Almostallthegroupdooneormoreactivities.Workgroupmaybebusyin

activitiesontheworkwhileinfriendshipgroupsonemaytalkeachother
 Norms:therearecertainnormsofthegroupthatrepresentsitscultureorethos.

Everygrouphasitsowncultureandalevelofbehaviorbywhichitisrecognizedwith
inthesociety.

 InformalLeadership:Theremustbeaninformalleaderamongthemembersofthe
group.Itisnominatedbymembersofthegrouptakingintoconsiderationtheage,
experience,technicalknowledge,etc.

 Cohesion:Agroupdevelopsbecauseitsatisfiescertainneedsofitsmembers.The
more needs itsatisfies,the more itattracts the members.This attraction or
belongingmaybecalledcohesiveness.

 Autonomy:Agroupmaybedependentorindependentofothergroupsand,thus,
haveadifferentstructure. Wheneachmemberofagrouphasindependentand
differentactivities,thecohesivenessamongmembersofthegroupwillbelessas
comparedtothegroupwhosemembersaredependsuponeachother.

 LeadershipStyle:Thedifferentstylesofleadershipinfluencethegroupcohesiveness
differently.Aneffectiveleaderkeepsthemembersofthegroupclosebyhelping
them andsatisfiestheirsocialneeds.

 OutsidePressure:Groupsprovideasenseofsecurityfortheindividualmembers
from pressuresfrom othergroups.Thegroupmembersworktogetherwhentheyare
threatenedbyacommondanger.

 Managementbehavior:TheBehaviorofmanagementhasadirectinfluenceonthe
degreeofcohesion thatexistswithin agroup.Bycreating competition among
employeesandbyconstantlycomparingoneemployeewithanother,amanagermay
makecloserelationsdifficult.

 GenderoftheGroup:Recentstudiesindicatethatwomenaremorecohesivethan
men. Itshouldbeassumedthatwomenarelesscompetitiveand/oronemore
cooperativewithpeopletheyasfriends,colleagues,orteam members.

 CommonElements:Demographicandbehavioralresemblanceamongthegroup
membersalsocontributetohigherstateofcohesiveness.

 SatisfactionofMember’sNeeds:Ifbeingamemberofthegroupsatisfiesneeds,
theywillhaveastrongdesiretostaywiththegroup.

GROUPDYNAMICS:

Theworddynamicscomesfrom aGreekwordmeaning‘Force’.Theterm groupdynamics
referstotheforcesoperatingingroups.Theinvestigationofgroupdynamicsconsistsofa
studyoftheseforcesandtheconditionsmodifyingthem.Thepracticalapplicationofgroup
dynamicsconsistsoftheutilizationofknowledgeabouttheseforcesfortheachievementof
somepurpose.

Groupdynamicsmaybedefinedasthesocialprocessbywhichpeopleinteractfacetoface
insmallgroups.Thus,itisconcernedwiththedynamicinter-actionofindividualsinafaceto
facerelationship.

FEATURESOFGROUPDYNAMICS:

1.Perception:GroupDynamicsasdefinedbyperceptionimpliesthateverymemberof
thegroupisawareofhisrespectiverelationshipwithothers.Thegroupconsistsof
organismsoragents.Themembersoragentsareengagedininteractionwithone
another.The have face to face meetings. Theydevelop some impression or
perceptionabouteachotherandgivetheirreactionstoeachother.

2.Motivation:Membersjoingroupsbecausetheyexpectthatthegroupwillsolvetheir
problems. Theywantprogressandpromotionwhichareachievedthroughgroup



performance.Thepressuresandproblemsarejointlymetbythem.Groupnorms
emergetoguideindividualbehavior.

3.GroupGoals:GroupGoalsaretargetstowardswhichinput,processandoutputare
directed.Groupgoalistheessentialcomponentofgroupinformation,althoughitis
nottheonlycondition forforming a group.A goalisused formotivating the
employees.Thepathgoalrelationshipproducesahigherresponsibilityforattaining
thegoals.

4.GroupOrganization:Groupisanorganizationwhichiscomposedofdifferentorgans
toattaintcertainobjectives. Agrouphasthestructuralelementsofaneffective
organization. A socio-psychologicalgroup is evolved wherein two ormore
individualsareinterrelated.Ithasasetstandardofrelationshipamongitsmembers.

5.Interdependency:Themainfeatureofagroupisthemembers’interdependence.The
membersofagroupmayhaveacommongoalbuttheymaynotbeapartofthe
groupbecausetheyarenotinterdependent.Individualswaitingfortheirturnatabus
stophavethecommongoaloftravelbuttheydonotconstituteagroupbecausethe
individualsarenotinterdependent.

6.Interaction: Members ofa group mustinteractwith each other. Iftheyare
interdependentbutdonotinteract,thegroup’sgoalsarenotachieved.Members
haveaninterpersonalproblem-solvingmode.Ifanyproblem arises,theinteraction
ofallthemembersisneededtosolvetheproblem.

7.Entitativity:Agrouphasitsownidentity.Ithassimilarityandproximity.Itisfeltand
realizedbutcannotbeseen.Thecollectionofindividualexperiencesbecomesthe
guidelinesforthemembers.Theuniform,officeandpeoplebecomethesymbolofa
group.

GROUPCOHESIVENESS:

The cohesiveness is an importantfactorthatinfluences group effectiveness.Group
cohesivenessreferstothedegreetowhichgroupmembersform astrongcollectiveunit
reflectingafeelingofoneness.Inotherwords,itreferstotheextenttowhichmembersofa
groupareunitedandnottogether.Itisthespiritofcloseness.

AccordingtoRabbines,groupcohesivenessas“thedegreetowhichgroupmembersare
attractedtoeachotherandsharecommongoals.Themoremembersareattractedtoeach
other,themorethegroupgoalsalignwithindividualgoalsandthegreaterthegroup
cohesiveness”.

FACTORSDETERMININGGROUPCOHESIVENESS:

 Statusofthegroup:Otherthingsremainingsame,peoplegenerallyfeelloyalty
towardsahighstatusgroup thantowardsalow statusgroup.Theyaremore
conscioustoconform tothenormsofthegroupfrom whichtheywanttoescape.

 Sizeofthegroup:Theeffectivegroupisrelativelysmall.Smallgroupsaremore
closelyknittedthanlargeones.Whenthegroupissmallitsmembershaveconstant
facetofacecontacts.

 Natureofthegroup:Heterogeneousgroupsareoftenlesseffectiveinpromoting
theirownintereststhangroupswhosemembersarealikeonsuchfactorsasage,
education,status,experience,background,etc.,arebetterwhenthetaskorgoal
requiresmutualcooperationandconflictfreebehavior.

 Communication:Groups,whose members are located close togetherand can
interactfrequentlyandeasily,arelikelytobemorecohesiveandeffectivethanthose
atgreaterdistance.Suchgroupstendtodeveloptheirownlanguageandsymbols
andcodestocommunicatewithgroupmembers.

 Locationofthegroup:Locationofthegroupplaysanimportantroletoenhance
cohesiveness.Particularly,isolationform othergroupsofworkerstendstobuildhigh



cohesiveness.
 Autonomy:Agroupmaybedependentorindependentofothergroupsand,thus,

haveadifferentstructure.Wheneachmemberofagrouphasindependentand
differentactivities,thecohesivenessamongmembersofthegroupwillbelessas
comparedtothegroupwhosemembersaredependentuponeachother.

 Leadershipstyle:Thedifferentstylesofleadershipinfluencethegroupcohesiveness
differently.Aneffectiveleaderkeepsthemembersofthegroupclosebyhelping
them andsatisfiestheirsocialneeds.

 Outsidepressure:Groupsprovideasenseofsecurityfortheindividualmembers
from pressuresfrom othergroups.

 Managementbehavior:Thebehaviorofmanagementhasadirectinfluenceonthe
degreeofcohesionthatexistswithinagroup.

 Genderofthegroup:Recentstudiesindicatethatwomenaremorecohesivethan
men.Itshouldbeassumedthatwomenarelesscompetitiveandoronemore
cooperativewithpeopletheyasfriends,colleague,orteam matesthanmenandthis
resultsintogreatergroupbounding.

 Commonelements:Demographicandbehavioralresemblanceamongthegroup
membersalsocontributetohigherstateofcohesiveness.

 Satisfactionofmembersneeds:Ifbeingamemberofthegroupsatisfiesneeds,they
willhaveastrongdesiretostaywiththegroup.

DIFFERENTTYPESOFGROUPS:

Broadlygroupsareclassifiedintoformalandinformalgroups:

1.Formalgroups
2.Informalgroups

1.Formalgroups:Formalgroupsaredeliberatelystructuredtosubserveorganizational
interest.Theyareformedtoaccomplishthespecificfunctionsandorganizationsgoals.
Therefunctionsandgoalsarerelatedtooverallorganizationalgoal.Theyserveasmeansto
formalends.Theyareshownontheorganizationalchart.Groupsareempoweredwiththe
authoritybytheinstitution.Authorityisalwaysdelegatedtothepositionandnottothe
person.

DIFFERENTTYPESOFFORMALGROUPS:

 Permanentandtemporaryformalgroups:Permanentformalgroupsareformedby
theorganizationonthepermanentbasisandmoreorlessexisttilltheorganization
exists.Boardofdirectors,departmentalunits,staffgroups,standingcommitteesis
someoftheexamplesofformalgroups.

 Commandgroups:Theauthoritystructureformsanddeterminestheboundariesof
divisions,departmentsandsectionswithintheorganizationandthesedepartments
orsectionsordivisionsareknownascommandgroups.

 Functionalgroups:Functionalgroupsarethosegroupswhoseprimarytaskisto
carryontheoperations.Inmanycases,thefunctionalgroupsmaybecongruentwith
theauthoritygroups.

 Functionalgroupscanbeagainclassifiedintoteam,taskandtechnologicalgroups.
Thedistinctionbetweenthesegroupsinvolvesthemethodroleallocationandrole
fulfillment.

 Team groupisspecifiedandnofixedroletoitsindividual.Thegeneralroleofthe
groupissetandthemembersofthegroupareallocatedtherolesaccordingtothe
needsofthegoal.

 Taskgroupspecifiesafixedjobforeachofitsmembersandlaysdownthejob



description.Thus,rolesofthemembersarenotinterchangeableandifsuperiordoes
so,itisnotwithoutmuchpersonalresistanceandfrictionbetweensuperiorandthe
member.

 Technologicalgroupissomethingdifferent.Heretherolesareassignedbythe
management.Thepositionofthejobisfixedandthemethodislaiddownandthe
speedofworkisfixedbysomedevice.

 Status group:Status groups involve the memberofthe same status in an
organization.Theterm isambiguousinthesensethatitincludesanumberof
differentrankingofpositionswhicharefrequentlyinconsistentwitheachother.

2.Informalgroups:Themembersoftheformalgroupsareaskedtoperform thefunctions
whicharenecessaryforhim consideringhisrolestatusintheorganization.Butasmencan
beengagedtoworkasawholeandnotinparts,therearenumberofneedswhichcannotbe
satisfiedthroughformalgroups.

DIFFERENTTYPESOFINFORMALGROUPS:

 Friendshipkinshipgroup:Thiskindofgroupinvolvesclosepersonalitiesasfriendsor
relativeswhoarewellknowntoeachotherbeforehand.Mostlythesegroupsare
foundinpairsandareusefulinspreadinginfluenceandinformation.

 Cliques:Thesegroupsconsistofcolleaguesandcompanionswhonormallyobserve
certainnormsandstandards.Theyarecloselyintimatetoeachother.Thenumberof
memberstendstobesmallersayfiveorsix.

 Verticalclique:Suchcliquesconsistofpeopleworkinginthesamedepartment
irrespective oftheirrank difference.Such groups develop because ofearlier
acquaintanceofpeopleorthedependenceofsuperioruponhissubordinatesfor
someformalpurpose.

 Horizontalclique:Thisgroupconsistsofpeopleofmoreorlesssamerankand
workingmoreorlessinthesamearea.Suchgroupsareformedcomingacross
organizationboundaries.

 Sub-clique:Thegroupconsistsofsomemembersofacliqueinsidetheorganization
alongwithsomeotherpersonoutsidetheclique.

 Isolates:Actuallythisisnotagroup.Anindividualwhoisnotthememberofany
group iscalled isolates.Such isolatesdo notparticipatein anysocialactivity
organizedbythegroup.

DECISIONMAKINGINGROUP:

Groupdecisionmakingistheuseofgroupofpersonsintheprocessofdecisionmaking.In
groupdecisionmakingproblem isdiscussedinadetailedmannerandvariousalternative
solutionsaredeveloped.Thisenablestoarriveatadesirablesolutionbyconsensusmethod.

Robbinshasdefinedgroupmakingdecisionas“thinking,understandingandjudgingthough
coordinatedactiontoarriveatthebestpossible,outcomeforproblem solving”.

AccordingtoHaynesandMassie“decisionmakingisaprocessofselectionfrom asetof
alternativecoursesofactionwhichisthoughttofulfilltheobjectiveofthedecisionproblem
moresatisfactorilythanother”.

GROUPDECISIONMAKINGPROCESS:

1.Identificationofproblem
2.Diagnosingtheproblem
3.Discoveringthealternatives
4.Evaluatingalternatives
5.Selectionofthebestalternativescourseofaction



6.Implementationandfollowup

 Identificationofproblem:Thedecisionmakingprocessbeginswiththerecognition
oridentificationofaproblem thatrequiresadecision.Theproblem mayarisedueto
gapbetweenpresentanddesiredstateofaffairs.Thethreatsandopportunities
createdbyenvironmentalchangesmayalsocreatedecisionproblems.Atthisstage,
amanagershouldidentifyanddefinetherealproblem.Aproblem welldefinedishalf
solved.

 Diagnosingtheproblem:Diagnosingtherealproblem impliesanalyzingitintermsof
itselements,itsmagnitude,itsurgency,itscoursesand itsrelationwithother
problems.Inordertodiagnosetheproblem correctly,amanagermustobtainall
pertinentfactsandanalyzethem carefully.

 Discovering alternatives:The nextstep is the search forthe various possible
alternatives.Anexecutiveshouldnotjumponthefirstfeasiblealternativetosolve
theproblem quickly.Thecoursesofactionopentodecisionmakerarenotalways
evident.Adecisionmakerhastousehisingenuityandcreativitytospotandinter-
relatethem.

 Evaluationofalternatives:Oncethealternativesarediscovered,thenextstageisto
evaluateorscreeneachfeasiblealternative.Evaluationisprovesofmeasuringthe
positiveandnegativeconsequencesofeachalternative.Managementmustbalance
thecostsagainstpossiblebenefits.

 Selectionofbestalternatives:Afterevaluation,theoptimum alternativeisselected.
Optimum alternativeisthealternativethatwillmaximizetheresultsundergiven
conditions.Choiceofthebestalternativeisthemostcriticalpointindecisionmaking.

 Implementationandfollowup:onceadecisionismade,itneedstobeimplemented.
Implementationinvolvesseveralsteps:thedecisionshouldbecommunicatedto
thoseresponsibleforitsimplementation.Acceptanceofthedecisionshouldbe
obtained.Proceduresandtimesequenceshouldbeestablishedforimplementation.

TECHNIQUESOFGROUPDECISIONMAKING:

1.Brainstorming
2.Nominalgrouptechnique
3.Delphitechnique
4.Fishbowling
5.Consensusmaking

 Brainstorming:Brainstormingtechniqueinvolvesagroupofpeople,usuallybetween
fiveandten,sittingaroundatable,generatingideasintheform offreeassociation.
Theprimaryfocusofthebrainstormingtechniqueismoreongenerationofideas,
ratherthanonevaluationofideas,theideabeingthatifalargenumberofideascan
begenerated,thenitislikelythattherewillbeauniqueandcreativesolutionamong
them.

 Nominalgroup technique:Is used when high degree ofinnovation and idea
generationisrequires.Themembershavenodiscussionbeforeadecision.Itis
similarto brainstorming.The members develop solutions independently,often
writingthem oncards.Theideasaresharedwithothersinastructuredformat.

 Delphitechnique:ItwasoriginallydevelopedbyRandCorporationasamethodto
systematicallygatherjudgmentsofexpertsforuseindevelopingforecasts.Itis
designedforgroupsthatdonotmeetfacetoface.Generallythetypeofproblems
handledbythistechniqueisnotspecificinnatureorrelatedtoaparticularsituation
atagivetime.

 Fishbowling:Thetechniqueoffishbowlingisanothervariationofbrainstorming,but
ismorestructuredandfocusedtechnique.Inthistechnique,thedecisionmaking



groupofexpertsisseatedaroundacirclewithasinglechairinthecenterofthe
circle.Onememberofthegrouporthegroupleaderisinvitedtositinthecenterand
givehisopinionorviewsabouttheproblem andhispropositionofasolution.The
othergroupmemberscanaskhim questionsbutthereisnoirrelevantdiscussionor
crosstalk.

 Consensusmappingtechnique:Itisusedforconsolidatingtheresultsfrom several
taskforceorprojectedgroupsandisusedforproblemsthataremultidimensional
have interconnected elements.This technique begins aftera task group has
developedandevaluatedalistofideas.Theconsensusmappingtriestopoolthe
ideasgeneratedbyseveraltaskgrouptoarriveatadecision.Thefacilitatorsin
courageparticipantstosearchclustersandcategoriesofideas.

TEAM BUILDING

Definition:
Team buildingisamanagementtechniqueusedforimprovingtheefficiencyand

performanceoftheworkgroupsthroughvariousactivities.Itinvolvesalotofskills,analysis
andobservationforformingastrongandcapableteam.Thewholesolemotivehereisto
achievetheorganizationvisionandobjectives.

Team BuildingProcess:
Team buildingisnotaone-timeact.Itisastepbystepprocesswhichaimsat

bringingadesirablechangeintheorganization.Teamsareusuallyformedforaparticular
taskorprojectandaremostlyfortheshortterm.
Thevariousstepsinvolvedinteam buildingareasfollows:

IdentifytheNeedforTeam Building
Themanagerhasfirstto analyzetherequirementofateam forcompleting a

particulartask.Itshouldfindoutthepurposeoftheworktobeperformed,requiredskillsfor
thejobanditscomplexitybeforeformingateam.



DefineObjectivesandRequiredSetofSkills
Nextcomesthechalkingdownoftheorganizationalobjectivesandtheskillsneeded

tofulfilit.

ConsiderTeam Roles
The managerconsiders the various aspects,i.e.the interactions among the

individuals,theirrolesandresponsibilities,strengthsandweaknesses,compositionand
suitabilityofthepossibleteam members.

DetermineaTeam BuildingStrategy
The managerhas to understand the operationalframework wellto ensure an

effectiveteam building.Hemusthimselfbeassuredoftheobjectives,roles,responsibilities,
duration,availabilityofresources,training,theflow ofinformation,feedbackandbuilding
trustintheteam.

DevelopaTeam ofIndividuals
Atthisstage,theindividualsarecollectedtoform ateam together.Eachmemberis

madefamiliarwithhisrolesandresponsibilitieswithintheteam.

EstablishandCommunicatetheRules
Therulesregardingthereportingofteam members,meetingschedules,anddecision

makingwithintheteam arediscussed.Theindividualsareencouragedtoaskquestionsand
givetheirviewstodevelopopenandhealthycommunicationintheteam.

IdentifyIndividual’sStrengths
Variousteam-buildingexercisesareconductedtobringoutthestrengthsofthe

individuals.Italsohelpsinfamiliarizingtheteam memberswitheachother’sstrengthsand
weakness.

BeaPartoftheTeam
Atthispoint,themanagerneedstogetinvolvedwiththeteam asamemberandnot

asaboss.Makingtheindividualsrealizetheirimportanceintheteam andtreatingeach
memberequallyisnecessary.Theteam membersshouldseetheirmanagerastheirteam
leader,mentorandrolemodel.

MonitorPerformance
Nextstepischeckingtheproductivityandperformanceoftheteam asawhole.It

involvesfindingoutloopholesandthereasonsforit.Thisstepisnecessarytoimprovethe
team’sperformanceandproductivityinthelongrun.

ScheduleMeetings
Oneofthemostcrucialstepsistoholdpurposefulmeetingsfrom timetotimeto

discussteam performance,task-relatedproblemsanddiscussthefuturecourseofaction.

DissolvetheTeam
Lastly,themanagerneedstoevaluatetheresultsandrewardtheindividualsontheir

contribution and achievement.Finally,the team is dispersed on the fulfilmentofthe
objectiveforwhichitwasformed.

ADVANTAGESOFTEAM BUILDING



DISADVANTAGESOFTEAM BUILDING:

UNIT-5
ORGANIZATIONALCHANGE

Anorganizationisanopensystem,whichmeansthatitisinaconstantinteraction
andinterdependentrelationshipwithitsenvironment.Anychangeinitsexternalenvironment,
suchaschangesinconsumertastesandpreferences,competition,economicpoliciesofthe
government,etc,makeitimperativeforanorganizationtomakechangesinitsinternal
system.

The term change refers to any alteration which occurs in the overallwork
environmentofanorganization.Itistobeemphasizedthatchangeisthelaw ofnature.



Nothingispermanentexceptchange.

Meaning:Changereferstoanyalternationthatoccursintotalworkenvironment.Generally
peopleareaccustomedtoawellestablishedwayoflifeandanyvariationinordeviation
from thatlifemaybecalledachange.Changemaybeverysimplejustliketoshiftthe
locationofanofficeoritmaybeamorecomplextechnologicalchangewhichmayeven
threatentheveryexistenceofsomepeopleintheorganization.

LEVELSOFCHANGE:

1.Individuallevelchange
2.Grouplevelchanges
3.Organizationallevel

Individuallevelchange:Theindividuallevelchangeisnoticedinsuchdevelopmentsas
changesinajob assignment,physicalmobilityto differentlocation,orthechangein
maturityofapersonwhichoccursovertime.Itistodenotethatchangesattheindividual
levelwillseldom havesignificantimplicationsforthetotalorganization.
Grouplevelchanges:Manyorganizationalchangeshavetheirimpactatthegrouplevel.This
isduetothefactthatmustactivitiesinorganizationsareorganizedonagroupbasis.The
groupscouldbeformalgrouplikedepartments,orinformalworkgroups.
Organizationallevel:Thechangeatorganizationlevelinvolvesmajorprogrammesthat
affectbothindividualsandgroups.Decisionsregardingthesechangesaregenerallymade
bycorporatemanagementandareseldom implementedbyonlyasingleexecutive.

TYPESOFCHANGES:

1.Changesinknowledge,informationandtechniques
2.Changeinthescopeofmanagement
3.Changeinenvironment
4.Changesintheissuesandproblemsbeforemanagers
5.Changesinmanagementpractices

 Changesinknowledge,informationandtechniques:Theprofessionofmanagement
hasitsdeeprootsintheengineeringproblemsofproduction.Thetechniqueaspect
ofthemanagementfieldisadvancinggreatly.Nowagreatdealofresearchisalso
beingconductedinvariousinstitutionsoftheworldonbehavioralscience.

 Changeinthescopeofmanagement:Thewritingofearlymanagementthinkerswas
primarily concerned with technicalproblems and theirsolutions.Butwith the
passage oftime itwasfound thatthe processofmanagementhasuniversal
application.

 Change in environment:The world is changing fast.Population changes have
becomeextremelyimportantforthemanagers.Otherchangescanbeviewedas
changesinconsumers,factorsofproduction,socialconditions,politicalconditions
andeconomictrends.

 Changesintheissuesandproblemsbeforemanagers:Therehasbeenagreat
changebothinmagnitudeandnumberintheproblemsbeforepresentdaymanagers.
Thesechangesarecausedbytheemergenceoflargescaleorganizationsandthe
separationofmanagementfrom ownership.

 Changesinmanagementpractices:Thisincludesnew conceptsandpracticelike
totalquality managementsystem concepts like bench marking,reengineering,
empowerment.

THEPROCESSANDMODELOFORGANIZATIONALCHANGE:



Changeinorganizationisbroughtaboutbypeople.Thechangeinanorganizationcanbe
initiatedattheindividuallevel,ororganizationallevel.Organizationalchangetakesplace
throughaslow unfoldingprocessorthroughcataclysmiceventsoverturningstatusquo
arrangements.

1.Individualchangeandorganizationalchange
2.Evolutionarychangeandrevolutionarychange
3.Reactiveandproactivechanges

 Individualchangeandorganizationalchange:Theindividualchangeisbehavioral,
determinedbyindividualcharacteristicsofmemberssuchasknowledge,attitudes,
beliefs,needs,expectations,etc.Atotalchangeinanorganizationcanbecarriedout
bychangingbehaviorofindividualmembersthroughparticipativeeducativestrategy.

 Evolutionarychangeandrevolutionarychange:Anorganizationcanbecompared
withanyotheropensystem organism;itcanbedescribedintermsofitsbirth,growth,
maturity,senility,decline,entropyordeath.Anyorganization,likeotherorganism,
passesthroughthesestagesandintheprocesschangesitselffrom oneform to
anotherform.Ineachstagetherearesomecriticalconcernsandkeyissueswhich
consequencestheconcernsarenotmetwithsatisfaction.

 Reactiveandproactivechanges:Thedifferencesbetweenreactiveandproactive
changecorresponds,bywayofanalogy,tothatbetweenreflexivebehaviorand
purposivebehavior.Anindividualrespondsreflexivelytoasuddenintenselightby
eye-blinking orpapillarycontraction.Thisisan immediate,automaticresponse
withoutanythought.A purposiveresponseto thesamestimuluswould mean
devisingaplantoshieldtheeyesorremovingthelight.

CAUSESFORORGANIZATIONALCHANGE:

1.Externalfactors:Inmodernhigh-techindustrialsocietyorganizationisconsideredasan
openadoptivesystem whichinteractswithexternalenvironmentonaregularbasis.The
followingaresomeexternalfactors:

 Socio-culturalfactors:Itincludes changing culturalvalues and norms,social
objectives,patternofeducation,populationdynamics,socialtraditionsandcustoms,
etc.

 Economicfactors:Itincludeseconomicconditionsofthecountryto whichthe
organization belongs.Economic factors include marketdynamics like demand,
competition,and price mechanism,buying capacity,distribution ofincome and
availabilityofvariousresources.

 Politicalandlegalfactors:Itincludespoliticalsystem,ideologyoftherulingparty,
politicalstability,moralityandvalues.

 Technologicalfactors:Itincludesnew technologyofproduction,innovationofnew
processandproduct,growingemphasisonresearchanddevelopmentwork.

 Workenvironmentfactors:Itincludescustomers,suppliers,communityandthe
society.

2.Internalfactors:
 Topmanagementanditspolicyandcorporatepolicy.
 Retirement,promotion,resignationandtransferofkeyexecutivesoftheorganization.
 Changes in the perception,attitudes,feelings,beliefs and expectations ofthe



employeeswithintheorganization.
 Changesintheworkschedule,allocationofduties,job-contents,dutyhoursand

compositionofworkgroup.

PROCESSOFPLANNEDCHANGE:

 Changeinthemissionorobjective:Theorganizationmaybeforcedtochangeits
objectiveseitherbydroppingsomeofthem oraddingsomenewone,duetorapidly
changingenvironment.

 Structuralchange:Thestructuralchangeimpliesredistribution ofauthorityand
responsibilityamongthemembers.Italsoincludesrearrangingofitsinternalsystem.

 Technologicalchange:Thesechangesarerelatedtoproductsbeingproducedand
processbeingusedintheorganization.

 Peopleorientedchange:Organizationisamanmadesystem,andisoperatedby
people.Togetbetterresultsandhigherperformance,somedesirablechangesare
madeintheirworkingbehaviorandmorale.

RESISTANCETOCHANGE:

Resistancetochangeinvolvesemployeesbehaviordesignedtodiscredit,delayor
preventthechangesintroducedforthedevelopmentofanorganization.Theyresistbecause
theyareafraidoftheirjobsecurity,workingconditions,status,regressionandotherfactors.
Theperceivedthreatmayberealorimaginary.

 Fearofeconomicloss:Peopleresistchangewhentheyperceivethattheywilllose
someeconomicbenefits.Fearoftechnologicalunemployment.Fearofreduced
workinghoursandconsequentlyreducedmonetarybenefits.Fearofdemotionand
consequentlylesspay.Fearofspeedupandreducedincentivewages.

 Obsolescence ofskills:Change mayrenderthe existing knowledge and skills
obsolete.Oldskillsandtechniquesmaybecomeuseless.

 Statusquo:Perhapsthebiggestandmostsoundreasonforresistancetochangeis
thestatusquo.Peopleattachgreatimportancetothestatusquoorexistingposition.

 Egodefensiveness:Sometimeschangemaybeego-deflatingsometimespeople
resistchangebecauseithurtstheirego.

 Socialdisplacement;Introductionofchangeoftencausedsocialdisplacementof
peoplebybreakinginformalgroupsandrelationships.

 Fearofunknown:Changepresentsunknownwhichcausesanxiety.Changecauses
uncertaintyandriskduringthetransitionperiod.

 Grouppressure:Attimesthemembersofagroupopposethechangebecausethe
grouptowhichtheybelongisnotinfavorofchange.

 Rigidorganizationalstructure:someorganizationstructurehasinbuiltmechanism
forresistancetochange.Lackofadequatefacilityinthestructureoforganization
mayalsobecomeasourceofresistance.

 Threatofpowerandcontrol:Whenpeopleatthetopconsiderchangeasapotential
threattotheirpositionandinfluence,theyresistit.

ORGANIZATIONALDEVELOPMENT:

Organizationaldevelopmentisasystematicandpracticalapproachtolaunchingand
diffusingchangeinorganizations.Simplystated,ODisanattempttoimprovetheoverall
organizationalefficiencyandeffectiveness.Itisbasicallyalongrangeprogramme,notaone
shotdeal,attempting to change the behavioralattitudes and performance of the
organization.

Burkehasdefinedorganizationaldevelopmentasaplannedprocessofchangeinan



organizationsculturethroughtheutilizationofbehavioralsciencetechnologyresearchand
theory.

FEATURESOFORGANIZATIONALDEVELOPMENT:

 Longrangeeffort:Organizationaldevelopmentisnotdesignedtosolveshortterm
temporaryisolatedproblems.ODisbasicallyalongterm approachmeantoevaluate
theorganizationtoahigherleveloffunctioningbyimprovingtheperformanceand
satisfactionofitsmember.

 Broadbased:ODisacomprehensivestrategyfororganizationalimprovement.Itisa
plannedattempttobringaboutorganizationwidechange.

 Systemsview:Itisbasedonopen,adoptionssystemsconcepts.Itutilizestheopen
adaptivesystem concept.Itrecognizesthatorganizationsstructureandhuman
beingsworkinginitaremutuallyinterdependence.

 Dynamicprocess:Itrecognizesthatorganizationalobjectivechangeand,therefore,
themethodsofalteringthem shouldalsochange.

 Research based:OD involves surveys,data collection,evaluation and decision
making.

PROCESSOFORGANIZATIONALDEVELOPMENT:

 Problem identification:Theproblem maybeidentifiedintermsofthereasonsdueto
whichtheorganizationisnotabletoachieveitsobjectives.Low productivity,low
employeeturnover,decliningmarketshareetc.

 Initialdiagnosis:Collection and analysis ofdata are necessary.Observation,
questionnaireandinterviewsmaybeusedtocollectthenecessarydata.Experience
andjudgmentareequallyimportant.

 Planningchangestrategy:Atthisstageanactionplanisprepared.Theplaninvolves
the overallgoals fororganization development,determining the approach for
implementingthechange.

 Intervention:InterventionconstitutestheactionphaseinOD processbecauseit
makesthingshappen.

 Evaluationoffeedback:Continuousmonitoringisnecessarytoevaluatetheresults
oftheorganizationdevelopmentprogramme.

STRESSMANAGEMENT:

Stressisthepressurepeoplefeelwhileatworkandinprivatelife.Stressatworkis
inevitablebecauseofthethoughtprocessrequiredinthejobperformance.Privatelifeisfull
ofanxietiesandpersonalpressure.Butstressbecomesveryharmfulwhenitisseriously
realizedbythemindandheart.Then,itbecomespainfulandcreatesmanyphysicaland
psychologicalproblems which are reflected in the day to day life oforganizational
performances.

Meaning:Stresshasbeendefinedbydifferentauthorsdifferently.Stressisadynamic
conditioninwhichapersonisfacedwithconstraintandstrains.Stressisthediscomfortof
anindividual.Emotionaldisequilibrium isstress.

STAGESOFSTRESS:

 Alarm:Thefirststageofstressisalarm whereinthestressmobilizestheinternal
stresssystem.Manyphysiologicalandchemicalreactionsareobservedduringthe
alarm stage.

 Resistance:Ifthealarm stageisnotprevented,resistancedevelops.Thebody
organs become resistantbutitpaves the ways forthe developmentofother



stressors.
 Exhaustion:Resistanceorresistantstresscreatesexhaustion.Theimmunityofthe

body is reduced.Individuals feelfatigue and inability.Exhaustion develops
moodiness,negativeemotionsandhelplessness.

CAUSESOFSTRESS:

 Environmentalfactors:Environmentalfactors are as much contributoryas the
organizationalfactorstostress.Lawandorderproblemscreatetensionintheminds
ofemployees.Technologicaluncertaintieshaveadiverseimpactonthepeople.
Socialpressures on the employees are commonly observed in the form of
dissatisfaction.Theoutsideforceshaveatremendousimpactontheemployees.

 Organizationalfactors:Organizationalfactorssuchasmanagementlaborrelations,
working conditions,resource allocations,role oftrade unions,behaviorofco-
workers,etc.are importantfactors which cause stress to the physiologyand
psychologyofemployees.Organizationalpoliciesandworkingproceduresarenot
theleastinfluentialfactorsofanorganization.

 Groupfactors:Anorganizationincludesgroupandindividualswhoinfluenceeach
otherandareinfluencedbytheother.Theycausestressandreduceitaswell.Lack
ofgroupcohesiveness,lackofsocialsupportandgroupconflictsarepotential
causesofstress.Lackoftogethernessisstressproducing.

 Individualfactors:Individualfactorssuchaspersonalcharacteristics,lifechanges
androleperceptionscreatestressindifferentformsatdifferentlevels.

EFFECTSOFSTRESS:

 Physiologicaleffects:Theimpactofstressismostlyvisibleonone’sbody.Stress
affectsmetabolism,increasesheartbeatsandbreathingrates,causesheadacheand
high blood pressure.These symptoms do notdirectlyinfluence an individual’s
performanceonhisjob.

 Psychologicaleffects:Stressaffectsthebodyaswellasthemindofaperson.
Physicalandmentalhealthisadverselyaffectedbystress.Ithasbeenobservedthat
physicalproblemsduetostressarepossibleonlythroughmentaltension.

 Behavioralimpact:Theimpactsofstresshaveanultimateimpactonthebehaviorof
people,althoughishasadirectimpactonthemindandbody.Adistressedmindand
diseasepronebodycannothaveproperbehavior.Asoundmindandhealthybody
behavesproperly.

ORGANIZATIONALEFFECTIVENESS:

Organizationaleffectiveness has been defined by various authorities such as,
accordingtoGeorgopolousandTannenbaum itistheextent,towhichanorganization,given
certainresourcesandmeans,achievesitsobjectiveswithoutplacingunduestressonits
members.AccordingtoMottitistheabilityofanorganizationtomobilizeitscentersto
powerforaction-productionandadaptation.

AccordingtoBarnarditistheconditionofanorganization,inwhichspecificdesired
endsareattained.

Organizationaleffectivenessmeanstheabilityofanorganizationtoobtainresources,
usethem efficientlytoattainspecificgoals,satisfyingatthesametime,interestsofall
stakeholders.



AccordingtoDr.V.V.S.Sarma,organizationaleffectivenesscanbedefinedasthe
abilityofanorganizationtomobilizeitscenterofpowerforaction,productionandadoption.

APPROACHESOFORGANIZATIONALEFFECTIVENESS:

 Goalattainmentapproach:Thegoalattainmentapproachisthemostcommonly
usedbasisforapprovaloforganizationaleffectiveness.AccordingtoEtzioni,agoal
isanimageofafuturestateofaffairs,inotherwords,agoalrepresentsthefuture
stateofaffairswhichanorganizationwantstoachieve.Coalattainmentisprobably
themostwidelyusedcriterionoforganizationaleffectiveness.
In the words ofChesterJ.Bornard effectiveness is the accomplishmentof
recognized objectives of co-operative effort.The degree of accomplishment
indicatesthedegreeofeffectiveness.

 Systemsresourceapproach:Thesystem approachisbasedontheopensystem as
appliedtosocialorganizations.Anorganizationisasystem andisapartofthe
environmentalsuprasystem.Thesystemsview considersthenatureofinteraction
between the organization and the environmentto determine effectiveness.A
systemsapproachtoorganizationaleffectivenessimpliesthatorganizationsare
madeupofinterrelatedandinteractingelements.Theeffectivenessoftotalsystem
isdependentontheperformanceofallitsubparts.

 Strategic constituencyapproach;The strategic constituencyapproach is much
similartothesystemsapproachwithanimportantdifferencethatinsteadoftaking
intoconsiderationtheentireenvironmentitconcernsitselfwithonlythosesystems
orsubsystemsoftheenvironmentwhicharestrategicinnature,whichvitallyaffect
thesurvivaloftheorganization.

 Behavioralapproach:Thebehavioroforganizationalmembersdeterminesthenature
oforganizationsresponsetotheenvironmentaldemands.Accordingtobehavioral
approach,theextenttowhichindividualandorganizationalgoalsareintegrated
affectsthedegreeoforganizationaleffectiveness.

EMPLOYEECOUNSELLING:
Robinsonsaidthat,“theterm counsellingcoversalltypesoftwopersonsituationsin

which one person,the clientis helped to adjustmore effectivelyto himselfand his
environment”.

MainCharacteristicsofEmployeeCounsellingare:

(a)Serviceofferedtoemployees.
(b)Serviceisconductedinorganisation.
(c)Focusisonproblemsfacedbyemployees.
(d)Objectiveofcounsellingisproblem solution.
(e)Employeecounsellingservesallconcerned.
(f)Employeecounsellingisacontinuousprocess.
(g)Roleofcounsellorisimportantincounselling.
ImportanceofEmployeesCounselling:

1.Itprovidesemployeeswithanatmospherewheretheycanshareanddiscusstheir
tensions,conflicts,concerns,andproblemswiththeirsupervisors.
2.Itisaprocessofhelpingemployeesto realisetheirfullpotentialbymakingthem
understandtheirstrengthsandweaknesses.
3.Counsellingprovidesemployeeswiththereassuranceandcour¬agetofacetheproblems
confidently.
4.Releasingemotionaltensionisanimportantfunctionofcounselling.Releaseoftension
maynotsolvetheentireproblem butitremovesmentalblockstothesolution.



5.Counselling sessionsalso help employeesto getanopportunityto understand the
businessenvironmentandsetrealisticgoalsforfurtherimprovements.

TypesOfEmployeeCounselling:

Type# 1.PerformanceCounselling:
Iftheperformanceofanemployeestartsdecliningattheworkplace,theneedfor

performancecounsellingarises.Thecounsellorshouldtrytoidentifytheunderlyingcauses
behindtheemployee’spoorperformance.Thereasonscouldbeofficestress,unachievable
deadlines,problemsininterpersonalrelationswithotheremployees,etc.Afterrecognizing
theproblem,thecounsellorcanadviseabouthowtodealwithit.

Type# 2.DisciplinaryCounselling:
Thistypeofcounsellingtakesplacewhenanemployee’sbehaviourfallsshortofthe

standardsexpected.Anemployeemaysuddenlystartpickingupfights,becomeirritable,be
absentfrom workforlong,etc.Thecounsellorshouldinterviewtheemployeeandconfront
him abouthisbehaviouralproblems.

Type# 3.PersonalCounselling:
Workplaceproblemsarenottheonlyproblemsthatemployeesface;personaland

familyproblemsalsoaffecttheirperformance.Familiesandfriendsareintegralpartsofany
human being’s life;tension in a worker’s personallife affects his work performance
adversely.

Type# 4.StressManagementinWorkplace:
Workinginthemodernjobenvironmentisverystressfulwithsomanydeadlinesto

meetandtargetstoachieve.Employeesmaybecomeanxiousandtenseduetotheirhigh
pressureworkload.Thisnotonlyaffectstheirproductivityonthejob,butalsotheirmental
health.


