
DegreeLive

SUBJECT: ORGANIZATIONAL BEHAVIOUR

Module 1: Foundations of

Organizational Behaviour

Comprehensive University-Level Study Notes • Units 1 – 6

1 Definition and Evolution - Significance and Scope -

Historical Development

Definition of Organizational Behaviour

Organizational Behaviour (OB) is a field of study that investigates the impact that individuals, groups,

and structure have on behavior within organizations, for the purpose of applying such knowledge toward

improving an organization's effectiveness. It is an applied behavioral science that builds on contributions

from  a  number  of  behavioral  disciplines  such  as  psychology,  social  psychology,  sociology,  and

anthropology.  Essentially,  OB examines how human beings interact  with  one another  and with  the

systemic framework of an enterprise to drive organizational performance.

Scope of Organizational Behaviour

The scope of OB is multi-layered and systematically segmented into three structural levels of analysis:

Individual Level: Focuses on internal psychological constructs that shape solo worker dynamics.

This includes personality frameworks, perception biases, individual learning principles, values,

attitudes, and fundamental motivational drivers.

Group Level: Examines collective social mechanics that occur when people collaborate. This

encompasses group dynamics, team communication networks, leadership behavioral styles, power

equations, political maneuvering, and conflict resolution processes.

Organizational Structure Level: Evaluates macro-system configurations that envelope individuals

and groups. It includes organizational design, formal authority hierarchies, corporate culture

dynamics, human resource policies, and systemic stress vectors.

• 
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[Image of the structural model of Organizational Behaviour (Individual, Group, and

Organization System levels)] 

Significance of OB in Modern Management

Studying OB is the "analytical engine" for effective human resource optimization because it offers the

following benefits:

Predicting and Understanding Human Behavior: Allows managers to look past surface-level

employee actions and decipher the root causes of low engagement, friction, or turnover.

Improving Organizational Effectiveness: Directly links behavioral indicators (e.g., trust,

psychological safety) to physical production metrics, service delivery quality, and bottom-line

stability.

Managing Changing Demographics: Equips leaders with the emotional and structural toolsets

required to manage highly diverse workforce generations successfully.

Historical Development and Evolution

The progression of OB from raw structural exploitation to a human-centric behavioral science traces

back across a clear historical timeline:

The Classical Era (Pre-1920s): Dominated by machine-like views of workers.

Frederick Winslow Taylor pioneered Scientific Management, reducing human tasks to

repetitive, optimized motions. Henri Fayol isolated structural administrative rules, and

Max Weber institutionalized formal Bureaucracy to minimize human error and variance.

The Human Relations Movement (1920s–1950s): Triggered by the landmark 

Hawthorne Studies conducted by Elton Mayo and Fritz Roethlisberger. These

experiments proved that social recognition, group validation, and supervisor attention

affect employee productivity far more than physical adjustments like lighting or wage

bumps. This shifted the view of a worker from an "economic tool" to a "social being."

The Behavioral Science Era (1950s–Present): Integrated academic rigor from

psychology and sociology. Theorists like Douglas McGregor proposed dual

assumptions regarding human nature: Theory X (workers are inherently lazy and need

coercion) and Theory Y (workers are naturally motivated and crave responsibility). This

paved the way for modern contingency-based behavioral modeling.

• 
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[Image of the historical evolution timeline of management theories (Classical to Modern

OB)] 

2 Current Trends in Organizational Behaviour - Challenges

and Opportunities in the Field

Current Trends Reshaping OB

The  contemporary  workplace  operates  under  highly  volatile  macro  forces,  creating  several  critical

trends:

The Gig Economy and Workforce Fluidity: Organizations rely increasingly on independent

contractors, freelancers, and project-based talent blocks rather than traditional permanent staff. This

fragments traditional structural commitment loops and challenges long-held theories regarding

corporate loyalty and internal motivation.

Focus on Employee Well-being and Mental Health: Organizations are recognizing that cognitive

burnout, emotional fatigue, and psychological stress directly impact bottom-line insurance overheads

and operational output. Well-being programs have shifted from optional perks to strategic

imperatives.

Data-Driven People Analytics: Leveraging automated tracking systems and algorithmic modeling

to evaluate employee attrition, performance clusters, and internal communication network density.

Challenges in the Field of OB

Modern managers face distinct behavioral challenges that complicate systemic optimization attempts:

Core Challenge Area Behavioral Implications & Operational Friction

Workforce Diversity Managing friction among teams with diverse ages, backgrounds,

cultures, and value systems. Mismanaged differences can lead to

communication siloes, tribalism, and group polarization.

Erosion of Work-Life

Boundaries

Constant connection via digital tools creates a state of continuous

operational readiness. This leads to chronic baseline cognitive stress,

decreased long-term output quality, and burnout.

• 
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Core Challenge Area Behavioral Implications & Operational Friction

Coping with Radical

Change

Frequent corporate restructurings, strategic pivots, and technological

adoptions trigger natural psychological anxiety, resistance, and a sense

of loss of operational control among employees.

Opportunities in the Field of OB

While challenging, these modern dynamics offer significant opportunities for progressive organizations:

Fostering Innovation Through Cognitive Diversity: When psychologically safe spaces are

institutionalized, diverse perspectives help teams avoid confirmation bias and out-innovate

homogeneous competitors.

Empowering Decentralized Autonomy: Moving away from rigid, top-down control structures

toward high-trust delegation frameworks allows agile teams to make faster field adjustments.

Designing a Purpose-Driven Culture: Aligning corporate social goals with personal worker values

unleashes intrinsic motivation, boosting retention metrics without matching premium competitor

salaries.

3 Theoretical Perspectives in Organizational Behaviour -

Classical Management Theories - Modern Theories

Classical Management Theories

Classical  theories  view  the  organization  as  a  closed  mechanical  engine,  optimizing  performance

through strict task definition, absolute clear hierarchy, and rational-legal consistency.

The Classical Pillars:

• Scientific Management (Frederick Taylor): Emphasizes task reductionism, time-

and-motion standardization, and precise piece-rate economic incentives. It assumes

workers are primarily driven by financial rewards and must be heavily managed to

prevent systematic goldbricking. 

• Administrative Management (Henri Fayol): Isolated 14 universal principles of

• 
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management, emphasizing key rules like Unity of Command (an employee answers

to exactly one manager) and Scalar Chain (a clear, unbroken line of authority runs

from top executive to front line). 

• Bureaucratic Theory (Max Weber): Advocates for a structured legal-rational

system based on clear division of labor, formal rules, merit-based career tracking,

and strict impersonality to prevent nepotism and emotional favoritism. 

Modern Theories of Organizational Behaviour

Modern perspectives reject rigid mechanical models, recognizing that organizations are highly complex,

adaptive, and organic networks.

The Systems Approach: Views the organization as a complex, open system that absorbs inputs

from the external environment (raw materials, capital, information), processes them internally

through social and technical subsystems, and expels outputs (products, employee satisfaction,

waste). This approach emphasizes that changing one variable impacts the entire network.

The Contingency Approach: Rejects the classical notion that there is "one single best way" to

manage an enterprise. Instead, it asserts that the optimal managerial action depends entirely on

specific situational variables (e.g., technology complexity, market volatility, and staff experience

levels). The baseline formula is: If condition X exists, then action Y is the optimal path.

The Socio-Technical Systems Theory: Recognizes that an enterprise consists of two tightly

interacting infrastructures: a technical system (machinery, software, physical layouts) and a social

system (human relationships, team dynamics, cultural values). Optimization requires designing both

systems to complement each other.

4 Applications of Organizational Behaviour in Real-world-

Emerging Areas and Future Directions -

Real-World Strategic Applications of OB

OB is a practical discipline applied daily to keep companies operating smoothly:

Performance Management and Incentive Alignment: Moving past simple cash rewards to

implement comprehensive recognition frameworks tailored to individual motivational profiles (e.g.,

job enrichment, autonomy expansions).

• 
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Conflict Resolution and Negotiation Frameworks: Deploying structured mediation models (e.g.,

the Thomas-Kilmann Conflict Mode Instrument) to manage structural team friction before it stalls

project timelines.

Change Management Programs: Utilizing empirical behavioral steps (such as Kotter's 8-Step

Change Model) to communicate strategic transformations clearly, reducing natural human anxiety

and friction.

Emerging Areas in Organizational Behaviour

The  field  is  evolving  to  incorporate  cutting-edge  concepts  from  data  science,  neuroscience,  and

advanced psychology:

Emerging Frontiers:

• AI-Driven People Analytics: Utilizing advanced natural language processing

(NLP) to analyze corporate email exchanges, instant messages, and anonymous

surveys in real-time. This allows HR to track burn-out risks, engagement drops, and

structural silos before structural organizational damage occurs. 

• Neuroleadership and Cognitive Focus: Applying brain-imaging technologies

(such as fMRI data) to study how human brains react to workplace feedback, stress,

and authority cues. This helps leaders minimize threat responses and maximize

collaborative cognitive states. 

• Institutionalizing Psychological Safety: Based on research by Amy Edmondson,

companies are building environments where workers feel safe to speak up, report

errors, and take calculated creative risks without fear of ridicule or professional

punishment. 

Future Directions

Looking  ahead,  OB  will  increasingly  focus  on  managing  non-traditional  corporate  setups,  building

adaptive learning cultures, and designing workplaces that support human resilience in a fast-paced,

digital world.

• 

• 

www.degreelive.in 6



DegreeLive

5 The Impact of Technology on Organizational Behaviour

Algorithmic Management and Worker Alienation

The widespread adoption  of  automated  management  systems—where  algorithms assign  tasks,  set

deadlines,  track  movements,  and  evaluate  performance  indicators—has  fundamentally  altered  the

human-to-work relationship. In sectors like logistics, gig delivery, and customer call centers, software

serves as  the primary  "boss."  This  can reduce a  worker's  sense of  agency,  leading to  feelings of

alienation, powerlessness, and a distinct lack of personal connection to the enterprise.

Communication Velocity vs. Cognitive Exhaustion

Digital collaborative tools (such as Slack, Microsoft Teams, and WhatsApp Business) have compressed

communication latency down to near-zero. Information moves across the corporate matrix at extreme

speeds. While this velocity enables agile operations, it also exposes employees to a constant stream of

notifications,  requests,  and context  switches.  This  rapid  communication pace can deplete  cognitive

energy, shorten attention spans, and increase baseline operational mistakes.

Data Surveillance and Stress Dynamics

Modern  software  platforms  allow  for  intense  tracking  of  employee  behavior—monitoring  keystroke

counts, tracking mouse movements, logging screen time, and checking physical locations via GPS data.

While  introduced  to  maximize  compliance  and  productivity,  this  data  surveillance  can  damage

organizational trust. Employees who feel constantly watched often exhibit higher baseline anxiety, risk-

averse behavior, and lower creative exploration.
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6 Sustainable and Ethical Practices - Remote Work and

Virtual Teams

Sustainable and Ethical Practices in OB

Modern OB recognizes that long-term business performance is dependent on sustainable and ethical

human practices. This focuses on two key dimensions:

Ethical Leadership Modeling: Ensuring leaders act as ethical examples. When executives display

fairness, transparency, and integrity, employees model these behaviors, reducing organizational

politics, fraud, and toxic competition.

Green Organizational Behaviour (Green OB): Aligning corporate sustainability policies with

individual employee behaviors. This includes creating a culture that naturally encourages energy

conservation, waste reduction, and eco-friendly choices in daily operations.

Remote Work and Virtual Teams Analysis

The  structural  shift  toward  long-term  remote  work  and  cross-border  virtual  teams  has  rewritten

traditional behavioral rules:

Operational Dimension Behavioral Dynamics & Management Response Strategy

Trust Building In virtual setups, traditional visibility-based trust ("I see you working at

your desk") is replaced by output-based trust ("I see your results").

Managers must trust employees to work autonomously, focusing on

delivery rather than hours logged.

Combating Social

Isolation

The loss of casual office interactions ("watercooler chat") can trigger

loneliness and alienation among remote staff. Leaders must

intentionally build spaces for informal connection, such as optional

virtual coffee breaks or regular team alignment calls, to maintain social

cohesion.

Synchronous vs.

Asynchronous

Communication

Virtual teams operate across different time zones. Shifting from

synchronous channels (instant video calls) to asynchronous channels

(detailed project boards, documented updates) reduces coordination

friction and respects individual focus time.

• 

• 

www.degreelive.in 8



DegreeLive

End of Module 1 • Subject: Organizational Behaviour
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