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PREFACE TO THE FOURTH EDITION

Change in organisational context is ephemeral and, in turn, the subject matter
of organisational behaviour. Since the publication of the last edition (Third Edition) of
my'l'm()k “Organisational Behaviour (OB).”, in 2004, the emergencé of some new
topics in the subject of organisational behaviour alongwith constructive feedback
received from the discernible readers, and my own learning and teaching experience
ot organisational behaviour over the period have necessitated the revision of the book
Accordingly, while some new chapters have been added to the present edition a
number of existing chapters have been enlarged, revised, and rehashed. The followi,ng
six new chapters have been added to the present edition: ‘

* Organicational Citizenship Behaviour (Chapter 9)
Emotions and Moods (Chapter 10)

Transactional Analysis (Chapter 11)

Morale (Chapter 14)

Team Building (Chapter 16)

Organisational Climate (Chapter 26)

The major additions and revisions made in different chapters include attitude
change, developing values, determinants, and theories of job satisfaction, and
organisational commitment in the chapter 7: ‘Attitudes, Values, and Job Salisfaé;tion’
and negotiations in the chapter 17: ‘Organisational Conflict’, A number of experiential
activities have also been added at the end of some chapters to make the learning
more and more practice-oriented. Besides, an OB quotation is given at the beginning
f’f the each chapter to introduce the theme of the chapter. The cha pter-end summar;
is also restructured in the light of learning objectives given in the beginning of the
chapter. The important key terms used in the additions made in the text have also
been incorporated in the Glossary given at the end of the book. -

The above additions and enlargements make the book more comprehensive and
contemporaneous. It is hoped that the discernible readers - students, teachers, and
management practitioners - will find this revised edition more rewarding and useful.
No book of this nature is complete and perfect once for all times, Hence, constructive
suggestions from the readers will be highly appreciated and acknowledged for the
further improvement of the book in its subsequent editions.

Faridabad

Dated 10-10-2008 Vijaya Dashmi S. S. Khanka




PREFACE TO THE FIRST EDITION

Organisations are made of the people, by the people and for the people.
Therefore, organisational effectiveness depends on the behaviour and performance
of the people constituting organisations. That is why human behaviour at work,
popularly known as ‘organisational behaviour’ has become a subject of much
interest and concern. Every individual is unique and histher behaviour is highly
unpredictable and complex. Nonetheless, knowing why people behave as they
behave at work sharpens the mind, increases vision, and offers an array of tools and
techniques to choose from when faced with the problem of resolving a difficult
situation. Moreover, how others resolved the problem serves as a doubling
guidance and help.

The books on Organisational Behaviour are so far written mainly by the foreign
authors in the foreign context. As these books lack the Indian flavour, the students
find it difficult to comprehend the concepts of Organisational Behaviour without
real-life examples from the Indian organisations. It is against this background, 1 have
made a modest attempt to remedy this situation by providing real-life examples
from the Indian context. | do not claim any originality of ideas presented on the
subject. At best, | have endeavoured to interpret the vast knowledge generated by
others in my own sense, style, and easy to understand language. In long and short,
| have tried to combine theory and experiential vignettes to rehash the existing
knowledge on the subject.

There is a presumptuousness in trying to cover all aspects of organisational
behaviour in three-hundred odd pages. This book is divided into four parts
consisting of 31 chapters. Part I, in its 3 chapters, provides a background for the
study of organisational behaviour. Knowing that organisations are run by individu-
als, Part Il spreading over 11 chapters, is devoted to discuss the individual
perspective like personality, perception, learning attitude, values, and job satisfac-
tion. That the behaviour of a person as an individual varies from his or her
behaviour as a member of a group serves as a background for Part Il that focuses
on aspects of group dynamics such as group conflict, job frustration, job stress,
communication, leadership, and power and politics. As organisation itself also is
affected by the human behaviour at work, the last Part-IV consisting of
9 chapters deals with dynamics of organisation. The aspects covered are,
organisational structure, theory, climate, culture, change and development,
effectiveness, quality of work life (QWL).

I must confess that this is not my solitary activity but a rehash of the existing
knowledge on organisational  behaviour generated by several organisational
theorists and behavioural scientists whose works | have read, learnt from and
drawn upon for more than two decades. | do not krnow how much | owe to them.
I 'could do no more than to express my sincere indebtednecc ta therm




srated Mountain Development (ICIMOD), Kathmandu, Nepal, who switched
he lightbulb in my head to keep on working. Whatever little academic work
uld do so far is but due to his teachings and goadings.

Thanking one’s own family members seems a ritualistic, but it is not so for my
ly where all three members agreed to compromise their interests by granting
tation leave to stay away from them with the fetch hope that | shall do some
] work which fetch a psychic reward for them. Now, this is the time when, as
ark of my appreciation to my beloved wife Geetu, and loving sons Abhineet
Abhinav, | dedicate this work to them.

Last but not the least my special thanks are due to Shri Ravindra Kumar Gupta,
aging Director, S. Chand & Company Ltd., whose sincere efforts have brought
book in such an excellent getup.

I hope this book would serve as a useful text for the students of MBA, M.
., and other diploma courses in management. It would also be useful to
tising managers who want to effectively manage human behaviour at work.

Feedback for further improvement in the book are most welcome and will be
fully acknowledged.

ur S.S. KHANKA
11, 2003
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Autocratic Style : A style of leadership in which the lea
ntrolling actions to enforce the rules,
the work environment.

.;Alltonom
and discr

Bias :

GLOSSARY

The purpose of the glossar
terms that are often used in the

Absence : The failure of employees to report for regularly for scheduled work.

Ability : This is an individual’s skill and capacity to perform a job.

Accountability : A concept whereby persons are held responsible for their own
performance and the performance of their subordinates.
Achievement Motivation : One’s

drive to overcome challenges and obstacles in the
pursuit of goal.

Action Research : A cyclical process of identif
taking corrective
from experience.

ying system problems, gathering data,
action, assessing progress, making on going adjustments, and learning

Affect: It is a generic term that covers a broad ran

Affective Events Theory (AET): A
events are proximal causes that

Altruism: Peo
self-interest.

ge of feelings tnat people experience.

psychological model that proposes that organizational
produce affective reactions or responses.

ple having concern for others’ welfare without concern for one’s own

Ambivert : One who s neither extrovert (

much talking) nor introvert (less talking) but
in between the two.

Applied Research : A researc

h or study conducted to find a solution to a particular
problem.

Assessment : The process of makin

8 a juagement, against evidence of an individual’s
competence.

Assessment Centre : A process in whic
Exercises to determine their promotability.

Attitudes : Individual’s general affective, cognitive, and intentional responses toward
Objects, other people, themselves, or social issues.

Authority : One’s legitimate right to influence others/subordinates.

der uses strong, directive,
regulations, activities, and relationships in

Y : The degree to which a job provides substantial free
etion to a person in scheduling and carrying out his o

A personal preference or inclination thas w4« .

dom, independence,
r her work.

y is to present definitions of some of the important
very wide range of subject areas Covered in the book.
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isati Max Weber with
[ ational structure proposed by

ucracy : An ideal type of organis str ety
;‘::cteristiycs like having a hierarchy of authority, a system of rules and p
d division of labour. |

[ 0

rnout : The overall feeling of exhaustion a person fegls Wnen simultaneously
seriencing too much pressure and too few sources of satisfaction.

iness Environment : The composite of social, economic, poli.t|ca.|, teﬁhtnorlglgi;(ca“,
lsrlket and other conditions external to any given bu§|ness organisation that a ely
have their dent in overall performance of the business.

reer Path : A sequence of job experiences that an employee moves along during
“or her career. i
reer Planning : The process of planning one’s life worl.<, mvolves. er\\/.aluatlng ar i |t|les
d interests, considering alternative career opportunities, establishing career goals,
d planning practical development.

reer Plateau : A point in an individual’s career in which the probability of moving
ther up the hierarchy is low. | . i:
reer Management : A lifelong process of learning about self, jobs an(li .orgadmrsea\flisir;s,
ting personal goals; developing strategies for developing the goals; an g
. i iences.
als based on work and life experien ' o
se Study : An intensive and thorough analysis of an organisational problem. A
'ntralization : The concentration of decision making authority at the top of the
sanisational hierarchy. . - o
iic Virtue: It is a manifestation of employee’s concern in participating in the life o
ization li izational functions and meetings.
zanization like organizatio ey nmodisinp e
assical Conditioning : An approach to learning t dr.o.ug i yIus Dehavioihg
iti i is pai ith an unconditioned stimu
onditioned stimulus is paired wi con . ] Yo

1ctoanzitioned response. This approach of learning is associated with lvan P. P

> Russian psychologist and his experiments with dogs. e
gnitive Dissonance: Inconsistency held in attitudes that causes tension

“the person. ‘ .
gnitive Dissonance : The anxiety a person experiences when thwo setse(:cljn behavis
gerception are contradi'ctory or incongruent. It also. occurswhenap

E)esponds in a way insconsistant with his or her attltude: .
»gnitive Theory : A learning process that involves conscious and activ

i h other, and
hesiveness : Degree to which employees stick together, rely on eac
sire to remain members of a group. . .
ymmand Group : It is a relatively permanent, formal group with functi
|ation$hips’ L e e IDS ar.e

i 0 )
P

fting

| Decision Making : A process through a proble
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Communication : A process that involves transfer of information and als

0 understanding
from one person to another person.

Conflict : An interaction or disagreement between the groups that occurs when one
Broup perceives that its attempts to attain set goals are frustrated by another group.

Controlling : The process of monitoring actual organisational activities so

as to keep
them headed toward the set goal and co

rrecting flaws or deviations, if any
Counselling : A personal function concerned with giving practical help to employees
on personal problems that usually have emotional content.

Creativity : A process involving one’s ability to develop somethin
conceiving the idea and artic ulating the new knowledge.
Critical Incident Technique : A method of performance evaluation that involves

interviewing employees to ask them to define the mos important (critical) incidents
of their effective and ineffective performance on the particular job.

g new and novel by

Cultural Shock : An employee’s feeling of ¢ onfusion, insecurity,
in a strange new work environment.

Custodial Model :
employees.

and anxiety caused
Managerial view that security needs are dominant among

Data : The facts that are unanalysed and uninterpreted.

Decentralization : The delegation of power and authorit

y from higher to lower levels
in an organisation. This is done by creating smaller unit

s in the organisation.

m is identified, solution objectives are
defined, a predecision is made, alternatives are generated and evaluated and finally
an alternative considered to be the best, is chosen, implemented, and followed up.
Delegation of Authority : The process of assigning duties to subordinates who are
dllowed to act within the authority granted to them, The person assigning duty and

granting authority retains res sonsibility for that erson’s exercise of authority.
B f y Y

Delphi Technique : A method of improving group decision using the opinions of
Experts, which are solicited by mail and then compiled. The expert consensus of
pinions is used to make a decision, The experts in this technique never meet face-
lo-face,

Demotion : The reassignment of an employee to a lower job.

Departmentalization : The manner in which divided tasks are combined into work
§roups for smoothening coordination activity. The methods common|
Work groups are business function, process, product or service
Uiscipline : An organisational condition when employees conduct themselves in
i

fCordance with the organisation’s rules and standards of acceptable behaviour.
ms‘ress : The adverse psvcholosical mhoe: ot Lot .
AN
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Domino Effect : It is a change that triggers of a series of related changes.

Dysfunctional Conflict: An unhealthy, distractive disagreement between two or more
people. ‘ |

Fgo States: Psychological positions as parent, adult, and child that form basis for ang
nfluence one’s behaviour or transaction with others,

Emotion: This is primary motivating force and a process which arouses, sustains, anq
lirects activity.

-motional Competence: This refers to an individual’s underlying emotionga|
haracteristic that enables him/her in dealing with others effectively.

motional Episode: This refers to a series of emotional precedents to the present
eeling toward something or somebody. .

motional Intelligence: This is the ability to monitor the feelm'gs of th,e se'lf and
thers, discriminate among them and use this information to guide one’s thmkmg
nd action.

t ’
motional Literacy: This is becoming aware of one’s as well as other people’s
motions.

mpathy : It 15 a person’s ability to understand and be sensitive to the feelings, tf:,oughts,
d situations of others. Popularly called “putting one’s feet in others shoes,

npowerment : A process that provides greater autonomy to gmployees through
formation sharing and exercising control over factors affecting job performance,
1counter : The second stage of socialisation process in which the new comer Igarns
e tasks associated with the job, classifies roles and establishes new relationships at
ork. '
lvironment : One’s surrounding composed of work, colleagues and supervisors,
orkshops, amenities and facilities.

R.G. Theory : An alternative to Abrahim Maslow’s need.hierarchy lhgory_l;r"o;‘)osc;d
Clayton Alderfer, which proposes that when one need s frustratlgd, people SImij
ncentrate on others. According to Alderfer, there are three basic human needs
istence, relatedness, and growth. o
leem Needs : These refer to two slightly different .t'ypes of human needs .tgzjtb;
ed for a positive self-image and self-respect and (ii) the need to be respec

ers.

yoused Value : What members of an organisation say they value.

i i and
ic : It is the way the values are acted out as what s good and bad, desirable and
Jesirable.

i i ward a
tress : A positive form of stress that can motivate, stimulate, and often, re
son.

i i ir efforts
ectancy : The beliefs that people hold regarding the extent to which their
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the probability that performance will lead to reward (instrumentality), multiplied by the

perceived value of the reward (valence);
Extinction : The attempt to weaken a behaviour by withholding positive consequences
that were previously provided for 3 desirable behaviour,

Feedback : Information from the job itself, management
workers how well they are performing.

Flextime : An alternative work schedule that allows e

Formal Groups : Groups that are created by the organisation intentionally designed

to direct its members towards Some organisational goal. These are usually included

in the organisation chart.

Free-rein Leaders : Leaders who avoid power and responsibility and leave it to
. employees to make decisions.

Frustration : Result of 3
a desired goal.

drive or motivation being blocked to prevent one from reaching

Functional Conflict : Any conflict or disagreement between two or more people, that
has healthy, positive, constructive and non-divisive resulis.

Functional Job Analysis : A method of job anal
Labour’s procedure to describe what
functions: data, people, and things.
General Adaptation syndrome : A model of the stress ex
stages : alarm reaction, resistance, and exhaustion,
Goal : A set of desirable objectives th
within set periods of time. .
Goal Compatibility : The extent to which the goals of more than one group can be
achieved at the same time.

Goal Settin
to attain.

Graphic Rating Scale : A method of rating individual performance whereby the rater

thecks or circles the point on the scale that best represents the performance level of
the employee.

a“—

ysis that includes the Department of
a worker does, catalogue into three general

perience, consisting of three

at invididuals or organisations aim to achieve

8 : The process of determining specific levels of performance for workers

Grievance ; A complaintby an employee concerning a possible violation of the labour
Contract, law, or past practice of the employer.

Grievance Procedure : The steps followed for h
Ot of a collective bargaining agreement.

LC"Oup A CO”ECti()n R I R I

andling contractual disputes arising
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sroup Dynamics : Social process by which people interact face-to-face in small groups,
' ) . . . . .
sroup Structure : The pattern of interrelationships between the lndlwdgals co;st;tutmg
g ’ . .
group, the guidelines of group behaviour that make group functioning orderly an
redictable. ,
falo Effect : In performance appraisal, the tendency to let the rater’s assessmen;of
n employee on one trait influence his or her evaluation of that employee on other
ecific traits also.
fawthorne Effect : A concept that mere attention to workers tends to change the way
e group of workers operates in a work environment. e
lawthorne Studies : A series of experiments conducted by. Elton Mayo ar; his
ssociates at the Hawthorne Plant of Western Electric near Ch‘|ca'gg betweeg 9295
Ind 1930s. The overall conclusion of the studies was that individual and socia|
rocesses are too important to ignore. . ' . .
leredity : It refers to qualities determined at conception through b|o‘|og|ca| mechan!sm,
lierarchy of Needs : A five-level classification of human needs, in ordir of riner'|t olr
mportance, developed by the psychologist Abraham Maﬂoyv, are : (1) physiological,
2) security, (3) social, (4) self-esteem, and (5) self-actualisation. |
lot-Stove Rule : Suggested by Douglas McGregor, a rule of dlsgpllne to touchmg'a
ot-stove, in that a warning is given, the response is immediate, enforcement is
onsistent, and the rule is applied impersonally to all. r
luman Resource Information System (HRIS) : A system fr.equently computerised,
or collecting, storing, maintaining, retrieving, and validating data concerning an
rganisation’s personnel. R . .
lygiene Factors : A work condition related to dissatisfaction caused by discomfort or
ain. k.
mpression Management : The process by which individuals try to control the
mpressions others have of them. | )
ncentives : Payments made to employees in addition to basic pay as an encouragem
o increase the quantity or quality of output. . ™ .
ndividual Difference : The way in which factors such as sk|||§, fabllmes, pers,:)nra )
erceptions, attitudes, values, and ethics differ from one individual to another. o
, ion i i ose socl
ndividualism : A cultural orientation in which Fl)eopledbilqn% toll:gsose
ir pri [ 1emselves and their families.
rameworks and their primary concern is for the i
ndustrial Democracy : Government-mandated worker participation a
f the organisation with regard to decisions that affect workers. e
i i i loyers, or be i
ndustrial Relations : Relations between trade unions and en;\p y O et
mployer and unions representing employ(?es. A!so the re ; :
nanagement, government and employees in an industrial environment.
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workshops to large factories.

Informal Groups : Groups formed by the members of an organisation. They include

the relatively permanent friendship group and the interest group, which may be less
long-lived.

Informal Leadership : Unofficial leadership accorded to a person by other members
of the organisation.

Information Technology : Use of computers, software, and telecommunications for a
wide variety of productivity and communication applications.

Inputs : An individual’s contribution to the organisation, such as experience, effort,

- and loyalty.

Interactional Justice: A high degree of courtesy, dignity, and inter-personal sensitivity
shown by organization toward its employees.
Interventions : Structured activitie

s designed to help individuals or groups improve
their work experience.

Interview : A face-to-face interaction between two persons for a specific purpose.

Investiture Socialisation : A socialisation process that ratifies the usefulness of the
characteristics that the person brings to the new job.

Involvement : A person’s willingness to go beyond the standard demands of his or
her job as an organisational “citizen”.

 Jargon : A specialized or technical language of a trade, field, profession, or social

group.

Job : A set of specified work and task activities that engage an individual in an
organisation.

Job Analysis : A systematic investigation into the tasks, duties, and responsibilities of
ajob. ,
Job Classification : A method of grouping or grading jobs based on skills, training,

qualifications and levels of responsibility needed to perform a task. It is also called
Job Grading’.

Joh Description : A written statement of what the jobholder does, how it is done and
Why it is done. The description is a product of job analysis,

lob Design : The process of deciding on the tasks and responsibilities to be included
a job and deciding on the methods to be used to carry out the tasks specified.

b Dissatisfaction : The displeasure or negative attitude of an employee toward his
Urher job.

lob Enlargement : Increasing the scope of a job or number of tasks performed in

ter to overcome the boredom of over specialized work, on the one hand, and
BCrease emploves caticfartimm o o oy T
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technique forms the basis for establishing pay differentials.

Hopping : Moving to different organisations in search of job rather than making
istments within the present organisation.

Involvement : Degree to which employees immerse themselves in their jobs,
st time and energy in them, and view work as a central part of their over all lives,
Redesign : An organisation development (OD) method that alters jobs to improve
fit between individual skills and the demands of the job.

Rotation : The process of transferring an employee from one job to another at a
ilar level in an organisation so as to give him or her wider experience.
Satisfaction : A positive or pleasureable emotional state resulting from the appraisal
ne’s job or job experiences.
 Sharing : An alternative work pattern in which there is more than one person
upying a single job.
 Specification : The minimum skills, education, and experience necessary for an
ividual to perform a job.
 Stress : The physical or psychological response by an individual caused by an
ernal action, situation, or event in the work place. ’
zen : This is a Japanese term that implies that all employees should constantly
ve themselves to be seeking ways to improve everything around them in an
anisation.

ssez Faire : A leadership style in which the leader fails to accept the responsibilities
the position.
eral Communication : Communication that takes place across chains of command.
s also known as “cross-communication”.
rder : An advocator for initiating change and new approaches for problem solving.
adership : The process of guiding and directing the behaviour of others to work
thusiastically toward achieving set objectives.
adership Styles : The various patterns of behaviour that leader exhibits during the
ycess of guiding and influencing others to behave in a desired manner. .
adership Substitutes : Individual, task, and organisational characteristics that tend
negate the leader’s ability to affect subordinate satisfaction and performance.
ading : The process of enabling members of organisation to work together in
hion consistent with the goals of the organisation.
arning : A relatively permanent change in behaviour or potential behaviou
sult of experience. .
gitimate Power : Power that is granted by virtue of one’s position in the organisatiof:
AL oo b oe i o person’s personal or work situation.

rasa
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Life Stressors : Events that take place outside the organisation and cause stress in
organisational settings, generally termed as ‘life change’.

Life Trauma : Any single upheaval in one’s life that disrupts his or her attitude, emotions,
or behaviours. '

Locus of Control : An individual’s generalized belief about interal control (self control)
versus external control (control by the situation or by others).

Machiavellianism : A personality characteristic indicating one’s willingness to do
whatever it takes to get one’s way.

Management : The process of efficiently getting activities completed with and through
other people.

Management by Crisis : A management style which focuses on problems as and
when these arise.

Management by Objectives (MBO) : Process of jointly setting objectives, creating
action plans, conducting periodic reviews, and engaging in annual performance
evaluations to facilitate desired performance.

Management Development : A stystematic process by which persons acquire the
skills, knowledge, and abilities to lead and manage organisations effectively.

Management Games : The simulation of conditions faced by real organisations, used
primarily for educational purposes (also called ‘Business Games’).

Management Information System (MIS) : A formal, usually computerized, structure
for providing management with information, often through an MIS department.

Manager : A person who plans, organises, leads and controls other individuals in the
process of pursuing organisational goals in an effective manner.

Managerial Grid : A grid designed by Blake and Mouton on scale of 9 points, to
understanding a manager’s concern for production and concern for people. The
preferred style is said to be 9.9 — this refers to a style with high concern for both
people and production.

Maslow’s Hierarchy of Needs : A motivational theory developed by Abrahim Maslow
in which human needs are arranged in a five-tiered hierarchy of importance, from

l physiological needs at the bottom, to security needs, social needs, esteem needs, and
at the top, self-actualisation needs.

| . . 3 . . 3 . . .
Matrix Organisation : An organisational structure which is a combination of the
| functional and product types of organisation.

McClelland’s Three Needs Theory : A motivational theory based on the need for
achievement, the need for affiliation, and the need for power.

Mechanistic Organisations : Organisations characterised by the use o1 nierarchy,
centralised direction, eertainty of task assignments, and strict definition of roles.

J Mentor : More experienced employees helping younger ones grow and advance by
ronidlinma adviicra cnimnart and encatirnacement
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ssage : Thoughts and feelings that the communicator is attempting to elicit in the
eiver.

tamorphosis Stage : The socialization stage whereby the new member must work
any problems discovered during the encounter stage.

sion : The unique reason for an organisation’s existence that makes it different
n all others.

deling : Learning through the experience of others. It is also referred to as vicarious
ning.

rale : A collective feeling to work together persistently and consistently in pursuit
 common purpose.

tivating Potential Score (MPS) : Index that reflects the degree to which a job s
ceived by an employee to be meaningful, foster responsibility, and provide
wledge of work results.

tivation : The set of processes that arouse, direct, and maintain human behaviour
ard attaining some goal.

tivational Factors : Conditions intrinsic to work such as achievement and motivation
tend to motivate workers when they exist, but their absence rarely is dissatisfying,

tive : One’s urge to achieve his or her goal.

ving : The second step in Lewin’s change model, in which new attitudes, values,
' behaviours are substituted for old ones.

tinational Organisations : Those organisations that do business in more than one
ntry.

d : A defigiency experienced by an individual.

d for Achievement : A manifest (easily perceived) need that concerns individuals’
es of excellence, competition, challenging goals, persistence, and overcoming
culties.

d for Affiliation : A manifest (easily perceived) need that concerns an individual’s
d to establish and maintain warm, close, intimate relationships with other people.
d for Power : A manifest (easily perceived) need that concerns an individual’s
d to make an impact on others, influence others, change people or events, and
e a difference in life.

otism : Favouritism or patronage to relatives in hiring or promotional processes.

work : Group of people who develop and maintain contact to exchange information
rmally, usually about a shared interest.

working : The linking of groups of computers, either intraorganisationally Or:
organisationally, so that they can communicate with each other and share commor
baces and resources
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Nominal Group Technique (NGT) : A method of improving group decision making 1
whereby group members follow a generate - discussion - vote cycle until they reach |
an appropriate decision. |
Non-Verbai Communication : The transmission of message without the usz of words i
(e.g. by gestures, the use of space). i
Norms : Generally agreed- on informal rules that guide group members’ hehaviour.

Objectives : The targeted goals of an organisation to which efforts and resources are |
channelled.

Occupation : A group of jobs similar as to the type of tasks and training involved. .

Operant Conditioning : Modifying behaviour through the use of positive or negative
consequences following specific behaviours. It is generally associated with the work
of skinner.

Oral Communication : The most prevalent form of organisational communication
whereby the message is encoded into audible sounds.

Organic Structure : A type of organisation design characterized by flexible tasks and
roles, open communications, and decentralized decision making.

Organisation : A group of people working together to attain common goals.

Organisation Chart : A diagram of an organisation’s structure, showing the functions,
departments, reporting relationships, and positions of the organisation and how they
are related.

Organisation Structure : A system of linking of jobs and departments within an
organisation.

Organisational Behaviour : The study and application of knowledge about how people !
- as individuals and groups — act within organisations. |

Organisational Change : Alterations in the operations of organisations that are either !
planned or unplanned, and are a result of either internal or external influences.

Organisational Citizenship Behaviour (OCB): Employee behaviour that goes beyond |

* that which is formally prescribed by the organization, but that behaviour does
contribute to the overall organizational effectiveness. OCB is also called “extra-role '
behaviour.”

Organisational Climate: A set of elements or properties that describe an organization,
are distinct to an organization, are relatively enduring, and influence people behaviour
constitute organizational climate.

Organisational Conflict : Disagreement Between two parties in an organisation based
on the perception of one party that another party has negatively affected, or is about
1o negatively affect, something that the first party cares about. '

H Organisational Culture : A common perception held by the oreanisation’s mempers |
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ganisational Development : A process of systemwide change at various levels
bup, intergroup and total organisation) designed to make organisation more adaptive.

ganisational Socialisation : Continuous process of transmitting key elements of an
anisation’s culture to its members/employees.

ganisational Stressors : Factors at the work place that can cause stress, task demands,
ysical demands, role demands, and interpersonal demands.

ientation : The activities involved in introducing new employees to the organisation,
rk and division/unit.

tputs : Transformed inputs that are returned to the external environment as products
services.

ticipative Management : A way of decision making in which employees are allowed
- opportunity to participate in decisions.

th Goal Leadership : A theory of leadership suggesting that subordinates will be
tivated by a leader only to the extent they perceive this individual (leader) as
ping them to attain valued goals.

rception : A process through which we select, organize, and interpret information
hered by our senses in order to understand the world around us.

-formance : Effective and efficient work, which also considers personnel data such
measures of accidents, turnover, absence, and tardiness.

rsonality : The unique and relatively stable patterns of behaviour, thoughts, and
otions shown by individuals.

inned Change : A change resulting from a deliberate decision to alter the
anisation.

nning : The process of establishing objectives and suitable courses of action before
ually taking action.

rter-Lawler Model : This model suggests that performance may lead to various
rinsic and extrinsic rewards. When an individual perceives the rewards as equitable,
 rewards lead to satisfaction.

sitive Re-inforcement : The process by which people learn to perform behaviours
t lead to the presentation of desired outcomes.

wer : The capacity to change the behaviour or attitudes of others in a desired
nner.

active : Anticipating events, initiating change, and taking control of one’s destiny.
blem Solving : A special kind of decision making in which the issue is unique ang
juires development and evaluation of alternatives without the aid of a programme
cision rule.

= : ive
rductivity : A measure of performance of a worker or an operations system relat
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Psychoanalysis : Sigmund Freud’s method for delving into the unconscious mind to
understand better a person’s motives and needs.

Punishment : The attempt to eliminate or weaken undesirable behaviour by either
bestowing negative consequénces or withholding positive consequences.

Quality : The total set of features and characteristics of a product or service that
determines its ability to satisfy stated or implied needs.

Quality Assurance : An activity that confirms whether or not a product or service
meets the specifications promised by the supplier or expected by the customer.

Quality Circle : Periodic meeting of labour and management personnel to solve quality
control and productivity problems.

Quality Control : The activity, process or study of ensuring that the output of production
processes confirms with a pre-determined standard.

Quality of Work Life (QWL) : The extent to which the members of an crganisation
meet their personal needs through their work in the organisation.

Quality Team : A team that is part of an organisation’s structure and is empowered to
act on its decisions regarding product and service quality.

Questionnaire : A collection of written questions about the respondents’ attitudes,
opinions, perceptions, and/or demographic characteristics.

Quick Fixes : Managerial use of fads that address symptoms while ignoring underlying
problems.

Quorum : A minimum number of persons required to be in attendance at a meeting
in order to transact business.

Reactive : A manner of responding to events, adapting to change, and tempering its
consequences.

Red Circle Job : A job whose current pay exceeds the maximum for that pay grade.

Redundancy : The loss of job on the grounds that it is no longer required or available
at a place of employment.

Reference Group : A group of those persons whose norms a person imbibes and
accepts.

Refreezing : The third and final step in Lewin’s change model, which involves the
establishment of new attitudes, values, and behaviours as the new status quo.

Reinforcement : The attempt to develop or strengthen desirable behaviour by either
bestowing positive consequences or withholding negative consequences.

Reinforcement Theory : A learning theory that suggests that the behaviour is a function
of its consequences. It is generally associated with the work of skinner.

Research : An activity related to the acquisition of knowledge or information with an

BOhiective ta oain oreatar nndercdandine 'nf 2 nhoanamonam amd A eortad S rmmde $hm
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stance to Change : The tendency for employees to be unwilling to go alongwith
nisational changes, either because of individual fears of the unknown, or
nisational impediments (such as structural intertia).

enchment : A mode of downsizing an organisation when the organisation faces
nvironment of decline.

y Shift : An act of a group becoming more willing to take chances when its
bers are dealing with the resources of others and cannot be held individually
onsible.

: The typical behaviour that characterizes a person in a specific social context.
Ambiguity : A situation that occurs when it is unclear or unknown what behaviour
pected of a role occupant.

Conflict : A situation that arises when others have different perceptions or
ctations of a person’s role. The four types of role conflict are interrole, intrarole,
sender, and person-role.

Models : Leaders who serve as example for their followers.

Perception : The individual’s understanding of the behaviour needed to
mplish a task or perform a job.

Playing : A training technique in which a trainee is asked to assume a specified
and act out a situation which involves that role.
s : Standing plans that detail specific actions to be taken in a given situation.
our : Information with little basis in fact, often communicated through informal
nels (like grapevine).
r Chain,: A concept in which authority is delegated in a clear and straight line
top to the bottom in an organisation.

itific Management : A systematic investigation and approach to management
ned to find the most efficient means of production and employee productivity.
oncept is developed by F.W. Taylor.

t Analysis: A plan that indicates how the person will live and die.

tive Perception : The process of selecting information that supports our individual
noints while discounting information that threatens our viewpoints.
\ctualisation : The need to discover who we are and to develop ourselves to the
t possible.

fficancy : A Person’s belief that he or she has the ability, motivation, and resources
mplete a task successfully.

tivity Training : An OD intervention that seeks to enhance employees’

rstanding of their own behaviour and its impact on others. Such changes, lf;
vad. will reduce the interpersonal conflicts that interfere with organisation
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Simulation : A form of off-the-job training which simulates, or replicates, as closely
as possible, the actual work environment and the actual problems and issues the
trainee faces on the job.

Situational Leadership Theory : A theory suggesting that the most effective style of
leadership depends on the extent to which followers require guidance, direction and
emotional support:

Social Cues : Positive or negative bias of information that employees receive from
their social surroundings and that act to influence how they react to a communication.

Social Loafing: The tendencies for individuals to exert fewer efforts when working
collectively than when working individually.

Socialisation : A continuous process of adapting of values and norms of an organisation
by its members.

Social Facilitation : The tendency for the presence of others sometimes to enhance
an individual’s performance and at other times to impair it.

Social Learning : Belief that employees gain substantial information about how to
perform and act by observing and imitating role models around them. This is also
called vicarious learning.

Social Loafing : Employees lessening of output when they think their contribution to
a group cannot be measured.

Social Responsibility : An organisation’s obligation to protect and contribute to the
social environment in which it functions.

Span of Control : The number of subordinates in an organisation who are supervised
by managers.

Stress : The pattern of emotional states and physiological reactions occurring in
response to demands from within or outside organisations.

Stressors : Various factors in the external environment that trigger the stress response.
Stroking: This is performing any act of recognition for another person.

Structure : The manner in which an organisation’s work is designed at the micro
level, as well as how departments, divisions, and overall organisation are designed at
the macro level.

Substitute for Leadership : Characteristics of the task, employees, or organisation
that may reduce the need for leadership behaviours.

Succession Planning : An executive inventory report indicating what individuals are
ready to move into higher positions in the company.

Survey Feedback : A widely used method of intervention whereby employee attitudes
are solicited using a questionnaire.

Synergy : A concept which suggests that the investment of additional resources
Produces a return which is proportionately greater than the sum of the resources
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)mmon purpose or set of performance goals for which they hold themselves mutually
countable.

am Building : An OD technique designed to improve the effectiveness of a work
oup.

chnology : The mechanical and intellectual processes that transform inputs into
itputs.

reory : An explanation of how and why people think, feel, and act as they do in the
ganisation.

heory X : A set of assumptions of how to manage individuals who are motivated by
wer-order needs.

heory Y : A set of assumptions of how to manage individuals who are motivated by
gher-order needs.

heory Z : A model that adopts the elements of Japanese management systems to the
S. culture and emphasizes cooperation and consensus decision processes.

tal Quality Management (TQM) : This is a cost effective system for integrating the
»ntinuous quality improvement efforts of people at all levels in an organisation to
sliver products and services which ensure customer satisfaction.

-ade Union : An association of employees with the objectives of regulating wages
1d conditions of work for its members by negotiating with employers.

-aining : The process of systematically teaching employees to acquire and improve
b related skills and knowledge.

-ait : Physical, intellectual, or personality characteristics that differentiate between
aders and non-leaders, or between successful and unsuccessful leaders.

rait Theory : The personality theory that states that in order to understand individuals,
e must break down behaviour patterns into a series of observable traits.
ransactional Analysuis (TA) : This is a study of social transactions between pecple
leant to improve communication and human relationships between them.

ransfer : The reassignment of an employee to a job with pay, status, and responsibilities
milar to those of a former job.

ransformational Leadership : The process of leading to initiate bold strategic changes
ither than maintaining status que.

Incertainty Avoidance : The extent to which a culture tolerates ambiguity and
ncertainty. !
)nfreezing : The first step in Lewin’s change model, which involves encouraging
dividuals to discard old behaviours by shaking up the equilibrium state so that new
nes can be learned.

Jnion : An organisation of workers, acting collectively, seeking to protect and promote
veir mutual interests through collective bargaining.
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Upward Communication : Flows of communication from lower to higher levels in an
organisation.

Valence : The value a person places on the rewards he or she expects to receive from
an organisation. It is a concept of Expectancy Theory.

Validity : The extent to which a test actually measures what it purports to measures.

Value Auction: A value inventory generated to facilitate the participants to add to
and/or appropriate their values.

Values : Basic convictions about what is right or wrong, good or bad, desirable or not.

Value Judgement : The degree to which a message reinforces or challenges the
receiver’s basic personal beliefs.

Value Theory : A theory devised by Locke, suggesting that job satisfaction depends
primarily on the match between the outcomes individuals value in their jobs and
their perceptions about the availability of such outcomes.

Verbal Communication : The transmission of messages using words, either written or
spoken.

Vicarious Learning : Learning through the experiences of others. It is also referred to
as modeling.

Virtual Team: The team that works across space, time, and organizational boundaries
with links strengthened by webs of communication technologies.

Vision : Challenging and crystallized long-range portrait of what the organisation and
its members can and should be — a possible (and desirable) image of the future.

Whistle-Blowing : Calling attention to organisational actions that are inconsistent
with established organisational norms or policies.

Work : A mental or physical activity that has productive results.

Work Group Inertia : Forces operating within work groups, such as norms, that
discourage organisational change.

Work Ethic : Employee attitude of viewing work as a central life interest and desirable
goal in life. '

Written Communication : A form of communication in organisations in the form of

| letters, memos, reports, manuals, and forms.




BIBLIOGRAPHY

ned Nazimuddin and S.S. Jha : Job Stress : Strain and Social Support, Indian Journal

raining and development, May-June, 1989.

ned Salma : Talent Retention : A Challange, Personnel Today, Vol.18 No.2, July -

tember, 1997.

er A. : Understanding Human Nature, Greenberg, New York, 1927.

er Ralph and Markus Milne : Communication Skills and Attitudes, Chartered

ountants Journal of New Zealand, December 1994,

erfer C.P. : ANew Theory of Human Needs, Organisational Behaviour and Human

formance, No. 4, 1969,

xistence, Relatedness, and Growth : Human Needs in Organisational Settings,

' Free Press, New York, 1972. ‘

enti ). : Corporate Collapse : The Causes and Symptoms, Mc Graw Hill, New York,

6.

yris Chris : Double Loop Learning in Organisations, Harvard Business Review,
t-Oct. 1977

eaching Smart Peopie How to Learn, Harvard Business Review. May-June, 1991,
s;00d Communication That Blocks Learning, Harvard Business Review, July - August
4.

h S.E. : Social Psychology, Printice Hall, Englewood Cliffs, 1952.

ey Stephen R. The Practical Qualities of Effective Leaders, Industrial Management,
t-Oct. 1990.

ne Larry L. TQM : A Look in the Mirror, Management Review, July, 1991.

tin Nancy and Tom Peters : A Passion for Excellence, Fortune, May 13, 1985.
ard Chester . : Functions of the Executive, 30th Anniversary Edition, Harvard
versity Press, Cambridge, 1938.

lett Christopher and Sumantra Ghosal : Changing the Role of Top Management :
and Systems to People, Harvard Business Review, May-June , 1995.

s Barnard M. : Leadership and Performance beyond Expectations, Free Press, New
< 1985. : From Transactional to Transformational Leadership : Learning to Share
Vision, Organisational Dynamics, Winter 1990. ' ;
 Bafnard M. and Ralph Mell Stogdill : Bass and Stogdill’s Handbook of Leadership,
Free Press, New York, 1990.

jamin Maynard H. The Power of Information, Association Management, 47, 1995.
nis Warren : How to be the Leader They’ll Follow, Working Women 15 March
0. : Managing the Dream Leadership in the 21st Century, Training, 27, May, 1990.
' Becoming a Leader : On Becoming a Leader, Austin Press and Erwin, lllinois,
5.

ndarker A. and P. Singh : Managerial Stress : A Case Study in Cydical Perspective,
igyan. Autumn, 1998.

i ; : i, 1989
tacharya S.K. : Achieving Managerial Excellence, Macmillan, New Delh_l, i
ARt D amd Tamn © AA s hmin s T A Ao e d gt 2-dCA . 0€Pniblication,

BIBLIOGRAPHY 549

Brown Andrew D. : Transformational Leadership in Tracking Technical Change, Journal
of General Management, Summer 1994,

Brown Stephen W. : Managers Are Not Necessarily Leaders, Marketing News, October
23,1989.

Brown Thomas L. : Leaders for the 90s : What Key Traits Are Called For, Industry
Week, March 5, 1990.

Burns T. and G.M, Stalker : The Management of Innovation, Tavistock, London, 1961,
Business Today, Managing Tomorrow, April 22-May 6, 1992,

Cameron K.S. and David Whetten : Perception of Organisational Effectiveness Over
Organisational Life-Cycle, Administrative Science Quarterly, December, 13 1981.
Chattopadhyay G.P. : Covert Group Dynamics, Organisational Insights and Diagnosis,
In. G.P. Chattopadhyay, Z.H. Gangjee, M.L. Hunt and W.G. Lawrence (Eds.) : When
the Twain Meet, A.H. Wheeler & Co. New Delhi, 1986.

Chaudhury S. : Corporate Strategy : Concept and Its Relevance in Indian Context,
Vikalpa, 4, 1979.

Child ). : Predicting and Understanding Organisation Structure, Administrative Science
Quarterly, 18, 1973.

Chopra B.S.K.S. : Cases in Corporate Planning, The Times Research Foundation, June,
1989.

Chopra K.K. : Leadership in Management, In
Effectiveness, Excell Books, New Delhi 1998.
Chowdhry K. and S. Kakar : Understanding Organisational Behaviour, Tata McGraw-
Hill, New Delhi, 1971.

Chris Lee : Can Leadership Be Taught ? Training, July 1989. »
Clark K. B. : What Strategy Can Do For Teachnology, Harvard Business Review, Nov.-
Dec. 1989.

Cohen William A. : The Art of aleader, Printice Hall, Englewood Cliffs, 1990.
Coleman James C. : Psychology and Effective Behaviour, foreman & Co., Scott, U.S.A.,
1969.

Conner Daryl R. : Managing at the Speed of Change, Villard Books,New York, 1995,
Crocker O.L., S. Charerey and 1.S.L. Chin : Quality Circles : A Guide to Participation
and Productivity, Methuen Publications, New York, 1984.

Cummings T.: Self-Regulating Work Groupas : A Socio-Technical Synthesis, Academy
of Management Review, 3, 1978.

Davis Keieth : Human Behaviour at Work, Tata Mc Graw Hill, New Delhi, 1978.
Davis S.M. : Managing Corporate Culture, Ballinger, Cambridge, Mass, 1984,

De Nitish : Training Strategy for Change in Attitude; Micro-Level Experiences, Economic
Times, 26 February 1976.

De N.R. : India : In New Forms of Work Organisations, International Labour
Organisation, Geneva, 1979.

Deshpande R. and A. Parasuraman : Linking Corporate Culture to strategic Planning,
Business Horizons, May-June, 1986. !

: Sunil Kumar (Ed.) : Managerial

) A Rt ahes: g g b Wi g ibs o L F y ol . _—




I ORGANISATIONAL BEHAVIOUR

icker Peter F. : The Practice of Management, Harper & Row Publishers, New York,
4.

Management, Tasks, Responsibilities, Practices, Harper & Row Publishers, New
k, 1974.

Managing in Turbulent Times, Harper & Row Publishers, New York, 1985.
Effective Executive, Harper & Row Publishers, New York, 1985.

Innovation and Entrepreneurship, Pan Books, London, 1986.
Management Challanges for the 21st Century, Butterworth Heinemanm, New Delhi,
9.
ck Jeanie Daniel : Managing Change : The Art of Balancing, Harvard Business
iew, November-December, 1993.
cun Robert B. : What is the Right Organisation Structure ? Organisational
1amics, Winter, 1979.

ivedi R.S. : The Relative Importance of Personality Traits among Indian Managers,
ian Management, April 1970.

P.: The Corporate Imagination, ME Sharp, Inc, New York, 1984.
on George S. : The 1993 State of U.S. Total Quality Management, California
nagement Review, Spring 1993,
ince D.N. and R.D. Agarwal : Delegation of Authority, Progressive Press, Bombay,
D,
oni Amitai : Modern Organisation, Printice Hall of India Private Limited , New
hi, 1972.

ory William C. : Business Research Methods, Illinois Richard D. Irwin, Homewood,
6.

son E.R. : Growth and Crisis of the Healthy Personality, In : C. Cluckholm, N.A.
ray and D. Schneider (Eds.) : Personality in Nature, Society and Culture, Knopf,
v York, 1953. '

son E.H. : Identity : Youth and Crisis, W.W. Norton, New York, 1968.

oni Amitai : Complex Organisations, Holt, Rinehart & Winston, New York, 1961.
oni D. : Moderating Effect of Social Support on the Stress-Burnout Relationship,
nal of Applied Psychology, 1984. ;

1s M.G. : The Effect of Supervisory Behaviour on the Path-Goal Relationship,
anisational Behaviour and Human Performance, 1970.

ell D. And J.C: Petersen : Patterns of Political Behaviour in Organisations, Academy
lanagement Review, July, 1982.

ol Henry : General and Industrial Management, Pitman, London, 1964.

o R.H. and M.P. Zanna : On the Predictive Validity of Attitudes : The Roles of
ct Experience and Confidence, Journal of Personality, Vol. No. 46, 1978.

man Daniel C. : The Multiple Socialisation of the Organisation Members, Academy
lanagement Review, April, 1981. &
man Daniel C. and H.J. Arnold : Managing Industrial and Group Behaviour In
anisations, Mc Graw-Hill, New York, 1983.

ler Fred : A Theory of Leadership Effectiveness, Mc Graw- Hill, New York, 79_5{ d

l

BIBLIOGRAPHY

Ford Robert N. : Motivation Through the Work ltself, American Management
Association, 1969,

Fox William M. : Anonymity and Other Keys to Successful Problem-Solving Meeting,
National Productivity Review, Spring, 1989.

Frederick William C., James E. Post and Keith Davis : Business and Society, McGraw-
Hill Book Company, New York, 1992.

French W. : Organisation Development : Objectives, Assumptions, and Strategies,
California Management Review, 1962.

French W.L. and C.H. Bell : Organisation Development, Printice Hall, Englewood
Cliffs N.). 1978.

French J.R.P. and B. Raven : The Basis of Social Power, In : D. Cartwright (Ed.) :
Studies in Social Power, Institute of Social Research, Machigan University, Ann Arbor
1959.

Friedman M. and R. H. Roseman :
Publications, Greenwich C.T., 1974. ,
Freund Ray J. : Leadership Training for Long- Term Results, Management Review, July
1991.

Galbraith J. : Organisation Design, Addison - Wesley, Reading (Mass) 1977.

Gandz J. and Murray V. : The Experience of Workplace Politics, Academy of
Management Journal, Volume 23, 1980.

Ganguli H.C. : Role of Status and Money as Motivation Among Middle Management
Personnel, Indian Journal of Industrial Relations, October, 1974,

Gardner William M. : Lessons in Organisational Dramatury : The Art of Impression
Management, Organisationsal Dynamics, Summer, 1992.

Gellermen S.W. : Management by Motivation, American Management Association,
New York 1968.: Motivation and Productivicty , American Management Association,
New York, 1963.

Gerwin D. : Relationship between Structure and Technology at Organisation and Job
Levels, Journal of Management Studies, Vol. 16, 1979.

Ghosh P.K. and Munerikar : In Search of Personality Characteristics of Managers,
Industrial Journal of Applied Psychology, January 1974.

—: Similarities and Differences in Personality Characteristics of Indian Managers,
Indian Journal of Applied Psychology, April 1975.

Giacalone Robert A. : Image Control : The Strategies of Impression Management,
Personnel, May, 1989.

Gibson Virgina M. : Stress in Work Place,H.R. Focus, January 1993,

Cold K. A. : Managing for Success : A Comparison of Private and Public Sectors,
Public Administration Review, Vol. 10, 1985.

Gordon Thomas : Leader Effectiveness Training, Bantam, 1980.

Graicuna V.A. : Relationship in Organisation, Bulletin of the International Management
Institute, International Labour Office, Geneva, 1933.

Type A Behaviour and Your Heart, Fawcett

Gray B. And S.S. Ariss : Politics and Strategic Change Across Organisational Life i

Ry o F




ORGANISATIONAL BEHAVIOUR

ner Larry E. : Patterns of Organisation Change, Harvard Business Review, May-

,1967.: Evaluation and Revolution as Organisations Grow, Harvard Business

jew, July-August, 1972,

enior Executives as Strategic Actors, New Management, Vol.1, 1983,

aliunas B.S. and F. Herzberg : Relevancy in the Test of Motivation — Hygiene

ory, Journal of Applied Psychology, 1971.

ve Andrew S. : Taking the Hype out of Leadership, Fortune, March 28, 1988.

ver Mary Seth : Letting Both Sides Win, Forbes, September 30, 1991.

ck Luther and L. Urwick (Eds.) : Papers on the Science of Administration, Institute

iblic Administration, New York, 1937.

ta I. : Leadersip Styles, Business India, April, 1980.

kman J.R. : Power and Centrality in Allocation of Resources in Colleges and

ersities, Administrative Science Quarterly, Vol. 30, 1985.

kman J.R. and G.R.Oldham : Development of Job Diagnostic Survey, Journal of

lied Psychology, Vol. 60, 1975.

e J. : An Axiomatic Theory of Organisations, Administrative Science Quarterly,
10, 1965.

R.H. : Professionalisation and Bureaucratisation, American Sociological Review,
34, 1968.

mer M. : Reengineering Work : Don’t Automate, Obliterate, Harvard Business

ew, July- August, 1990.

ri O. and L. Mukai : A New Decade Demands a New Breed of Manager,

agement Review, Vol. 79, 1990.

is T. : 1. M. OK- You’re OK; A Practical Guide to Transactional Analysis, Harper

w Publishers, New York, 1969.

ery B.H., J.P. Rogers and |.A. Schultz : Sick Pay vs Well Pay : An Analysis of the

ct of Rewarding Employees for Being on the Job, Public Personnel Management
1al, Summer, 1983.

ery E. : Technology and Structure in Organisations, American Sociological Review,
3, 1968.

erg B.L.T. : How Organisations Learn and Unlearn, In : P.C. Nystrom and W.H.
uck (Eds.) : Handbook of Organisation Design, Oxford University Press, New
1981.

lerson George : Cultural Diversity in the Workplace : Issues and Strategies,
nwood Publishing Group Inc., 1994.

ert T.T. : Dimensions of Organisational Behaviour, The Macmillan Co., New
1976.

ck N.Q. and M. Caccoby : Humanising Work : A Priority Goal of the 19705, In
Davis and B. Cherms (Eds.) : The Quality of Working Life, Volume |, Free Press,
York, 1975, .
y Paul : The Situational Leader, Centre for Leadership Studies, Escondido, Calif,

'y Paul and John E. Stinson : Perspectives on Leader Effectiveness, Ohio University

BIBLIOGRAPHY 553

—: S0 You Want to Know Your Leadership Style, Training and Development Journal,
February 1974,

—: What is Missing in MBO ¢ Management Review, October 1974.

—: Life Cycle Theory of Leadership Training and Development Journal, May, 1969.
Paul Hersey, Kenneth H. Blanchard and Dewey E. Johnson : Management of
Organisational Behaviour (Utilizing Human Resources), Printice-Hall of India Private
Limited, New Delhi, 2000.

Herzberg Fredrick : Work and Nature of Man, World Publishing Company, Cleveland,
Ohio, 1966.

—: One More Time : How Do You Motivate Employees? Harvard Business Review,
January - February, 1968.

Herzberd Fredrick, B. Mausner and B. Snyderman : The Motivateion to Work, john
Wiley, New York, 1959. -
Hodgetts R.M. : Modern Human Relations, Dryden Press, Hinsdale, 1980.

Homans G.C. : The Human Group, Harwart Brace and World, New York, 1950.

—: Social Behaviour as Exchange, American Journal of Sociology, No. 63, 1958.
—: Social Behaviour : Its Elementary Forms, Harcourt Brace and Jovanovick, New
York, 1961.

House Robert ). : A Path Goal Theory of Leader Effectiveness, Administrative Science
Quarterly, 1971.

House Robert ). and Terence R. Mitchell : Path Goal Theory of Leadership, Journal of
Contemporary Business, Autum, 1974,

Hunt ).G. and L.L. Larson (Eds.) : Contingency Approaches to Leadership, Southern
University Press, Carbondale {1, 1974.

Hunt J.G. : Personal Factors Associated with Leadership : A Survery of the Literature,
Journal of Psychology, January, 1982.

Hussein Raef T. Understanding and Managing Informal Groups, Management
Decision, November 8, 1990.

Ingram Larry C. = The Study of Organisations, Greenwood Publishing Group Inc.,
Westport.,

Isenberyg D. J. : How Senior managers Think ? Harvard Business Review, Nov.-Dec.
1984.

Ishikawa K. : Quality Control in Japan, In : N. Sasaki and D. Hutchins (Eds.) : The
Japanese Approach of Product Quality, Pergamon Press, New York, 1984.
lvancevich John M. and Michael T. Matteson : Organisational behaviour and
Management , Homewood Ill, Irwin, 1993.

Jaggi B.L. : Management Leadership Styles in Indian Work Organisations, Indian
Manager, April-June, 1978. '

Jain Sangeeta : Quality of Work Life, Deep & Deep Publications, New Delhi 1991.
James Art and Dennis Kratz : Effective Listening Skill, Burr Ridge, Il, Irwin, 1994,
Janis I.L. : Victims of Group Think, Houghton Mifflin, Boston, 1982.

. Janis IL. } Group Think, Psychology Today, November, 1971




ORGANISATIONAL BEHAVIOUR

ip Hartan R. : New Roles in Team Leadership, Training and Development Journal,

ember, 1990. '

son Dewey E.: Concepts of Air Force Leadership, Air Force ROTC, Washington,
1970.

C. Psychological Types, Routledge and Kepan paul, London, 1923.

1 R. L : Productivity and Job Satisfaction, Personnel Psychology, Vol. 13, No. 3,

),

r S. : Authority Relations in Indian Organisations, Management International

ew, Vol. 1. 1972,

\H.K. : Leadership Styles of Executives in indian Enterprises, Unpublished Research

ort, Punjab Agricultural University, Ludhiana, 1980.

er R. : Power Failure in Management Circuits, Harvard Business Review, July-

i1st, 1979.

r L. M., T.J. Bouchard , R. D. Arvey, N.L. Segal and R.V. Dawis : Work Values :

etic and Environmental Influences, Journal of Applied Psychology , February,

)

).+ Organisational Behaviour, Homewood, Irwin, 1974,

1an H.C. : Compliance, Identification and Internationalisation : Three Processes

titude Change, Journal of Conflict Resolution, March, 1958.

nger F.N. : Foundations of Behavioural Research, Surjeet Publications, Delhi,

3 : »

dwalla P.N. : Organisational Design for Excellence, Tata McGraw Hill, New
i, 1992,

ka S.S. : Coping With Stress :
yuntant, October, 1999. 8
A.S. : Expectation Effects and Organisational Change, Administrative Science
terly, Vol. 19, 1974.

sa Blair ). @ Introduction to Behavioural Sciences for Business, Wiley Eastern
ed, New Delhi, 1991,
D.M. and ). M. Bartinek (Eds.) : Hidden Conflicts in Organisations, Sage
ications, Newbury Park, CA. 1992.

aonkar M.G. : Quality Circles at BHEL, A Case, Indian Institute of Management,
edabad, 1986.

rJohn P. : What Leaders Really Do ?, Harvard Business Review, May-June, 1990.
 Force for Change : How Leadership Differs from Management, The Free Press,
York, 1990.

rJohn P. and J. L. Heskett : Corporate Culture and Performance, The Free Press,
York, 1992. , ) ;
rJohn P. and L. A. Schlesinger : Choosing Strategies for Change, Harvard Business
w, March-April 1979. :
namurthy V. : Management of Organisational Change — The BHEL Experle/nce,
p, Vol. 2 No. 2, April, 1977.
Daniel and Robhert | Kahn -

Self-Management Approach, The Chartered

The Sncial Pevehnloaov of Orocanisations, Wiley

|

BIBLIOGRAPHY

555

Kushel Gerald : Reaching the Peak Performance Zone : How to Motivate Yourself and
Others to Excel, AMACOM, New York, 1994,

Lahiri D.K. : Motivatiom of Managers : What Indian Managers Want from Their Job,
ASCl Journal of Management, September, 1973.

Lahiri D.K. and S. Srivastava : Determinants of Satisfaction in Middle Management,
Applied Psychology, No. 3, 1967.

Lala R-M. : The Creation of Wealth, 1BH Publishing Company, Bombay, 1981.
Lawler E.E. : The Ultimate Advantage : ¢ reating the High-Involvement Organisation,
San Francisco, Jossey-Bass, 1992. -
Lawrence P.R. and ). W. Lorsch : Organisation and Environment, Harvard University
Press, Boston, 1967.

Leads Dorothy : Eight Steps to Better Body Language, Real Estate Today, June, 1994.
Lee Chris : Followership : The Essence of Leadership, Training, January, 1991.

Lee J.A. : Leader Power and Managing Change, Academy of Management Review.
Vol. 2, 1977.

LeleR.D. : Stress and Tension : Medical View, B.MA. Review, Vol. 4, No. 6, November-
December 1993.

Lewin Kurt : Frontiers in Group Dynamics, Human Relations, No.1, 1947.

—: Field Theory in Social Science, Harper and Brothers, New York, 1951.
LewinKurt, R. Lippett and R. White : Leader Behaviour and Member Reaction in Three
Social Climates, Group Dynamics : Research and Theory, Peterson & Company,
Evanston IlIl, 1960.

Likert Rensis : New patterns of Management, McGraw-Hill, New York, 1961,

—: The Human Organisation, McGraw-Hill, New York, 1967.

—: A Technique for Measurement of Attitudes, Archives of Psychology, No. 140,
1952,

Likert Rensis and J.B. Likert : New Ways of Managing conflict, Mc Graw-Hill, New
York, 1976. .

Locke 'E. A. : The Nature and Cause of Job Satisfaction, In : M. Dunnette (Ed.) :
Handbook of Industrial and Organisational Psychology, Rand Mc Nally,Chicago, 1976.
—: Toward a Theory of Task Motivation and Incentives, Organisational Behaviour
and Organisational Performance, May, 1968.

—: The Essence of Leadership : The Four Keys to Leading Effectively, The Free Press,
New York, 1992, '

Loeb Marshall : Where Leaders Come From, Fortune, September, 1994,

Luthans Fred : Organisational Behaviour, Mc Graw-Hill, New York, 1995.

Luthans Fred and R. Kreitner : Organisational Behaviour Modification and Beyond,
Scott, Foresman, Glenview, 1985.

Maccoby Michael : How to Be a Quality Leaber, Research Technology Management,
September-October, 1990.

Maddi S. R. : Personality Theories : A Comparative Analysis, Dorsey, Homewood I,

1980.
N‘Dl‘\nclﬂnlnf\v; RI1

TR =7

P L, T S L N o U | R T M e L] [ Y




ORGANISATIONAL BEHAVIOUR

low Abraham H. :A Theory of Human Motivation, Psychological Review, Vol.
March-April, 1943.

Motivation and Personality, Harper & Row Publishers, New York, 1954.:

New Knowledge in Human Values, Harper & Row Publishers, New York,‘1 959.
o Elton : The Human Problems of an Industrialised Civilization, Harvard University
s, Cambridge, Mass, 1933.

“lelland David C. : Personality, Rineheart & Winston, New York, 1951.

fowards a Theory of Motive Acquisition, American Psychologist, Vol. 20, 1965.
ievement Motivation Can be Learned, Harvard Business Review, Vol. 43, 1965,
[he Achieving Society, Van Nostrand Co., Princeton, 1961.

Clelland David C. and D. H. Burnham : Power is The Great Motivator, Harvard
ness Review , March-April, 1976. ‘

sregor Douglas : The Human Side of Enterprise, McGraw-Hill Book Company,
/ York, 1960.

Professional Manager, McGraw-Hill Book Company, New York, 1967.

on, S.A. : Personality, Executive Training and Organisation, Indian Journal of
istrial Relations, July, 1974. '

er D. : Common Syndromes of Business Failure, Business Horizons, November,
7.

er Sandra A. : Controlling How Others See You is Good Business, The C P A
nal, October, 1994. . _
zberg H. : Planning on the Left Side and Managing on the Right, Harvard Business
ew, July-August, 1976.

ower In and Around Organisations, Printice Hall, Englewood, New Jersey, 1983.
ga M.L. : The Industrial Worker, Emerging Realities about His Commitment to the
ory System, NLI Bulletin, Vol. 4, No. 12, 1978. _ _
ray H.A. : Explorations in Personality : ACritical and Experimental Study of Fifty
 of College Age, Oxford University Press, New York, 1938. ‘

ler D.A. : Managing Organisational Change : An Integrated Perspective, Journal
pplied Behavioural Science, Vol. 17, 1981, |

ler D.A. and M.L. Tushman : Beyond the Charismatic Leader : Leadership and
inisational Change, California Management Review, Winter, 1990.

in Laxmi : Managerial Motivation in Public Enterprises, Lok Udyog, December,
. J -

wyanan V. K. and L. Fahey : The Micro Politics of Strategy Formulation, Academey
lanagement Review, Vol. 7, 1982. . :
d A. N. B. : The Simultaneous Effect of Several Variables on Attitudes Towar
nge, Administrative Science Quarterly, 1971. bt =
on Bob : 1001 Ways to Reward Employees, Workman Publishing, New York,
; - i Ridge
on Robert B. : Empowering Employees Through Delegation, Irwin, Burr KIGge,
993.

o H - v s 1 4 41N

BIBLIOGRAPHY 557

Nichols Ralph G. : Listening is Good Business, Management of Personnel Quarterly,
Winter 1962,

Norman R.D. : The Interrc-rlaliunsi'li|';_~; between Work and Nonwork Domain,
Administrative Science Quarterly; 1980,

Odiorne George S. : Management by Objectives, Pitman Publishing Corporation New
York, 1965.

Ohmae K. : Quality Control Circles : What Makes Them Work, The Asian Wall Street
Journal, March 31, 1982,

OhmaeK. : How Japanese Managers Manage; In: A A, Thompson, Jr. A.). Strickland
I and W.E. Fulmer (Eds.) : Readings in Strategic Management, Business Publications,
Plano (Texas), 1987.

Osborn Alex F. : Applied Imagination, Charles Scribner’s Sons, New York, 1953,

O |.S. : The Organisational Culture, Perspectives, Dorsey Press, San Francisco, 1985.
Ouchi William G. : Theory Z, Addison-Wesley, Reading, Mass, 1981.

Ouchi William G. and ).B. Dowling : Defining Span of Control, Administrative Science
Quarterly, Vol. 19, 1974,

Owens H. : The Business of Business is Learning, Newsletter of Mithya, Summer
1990.

Panchanathan N. : Effects of Stress : Reduction on the Creative Personality of Execuives
Through Counselling, Sankalpa, Vol. VI, No. 1, January-June, 1998.

Panchanathan N. and V. Shanmuga Ganeshan : The Effect of Psychological Stress on
Academic Achievement, Journal of Community Guidance and Research, Vol. 9, No.2
1992.

Pareek Udai : Organisational Behaviour Processes, Rawat Publications, New Delhi,
1996.

—: The Concept and the Process of Organisation Development, The Indian Journal of
Social Work, July 1975. : \

—: Managing Conflict and Collaboration, Oxford & IBH Publishing Co., New Delhi,
1982.

Paterson T.T. : Management Theory, Business Publications, London, 1969.

Patil V. and Munerkar :The Profile of Indian Executives Using MMPI, Indian Journal of
Applied Psychology, January, 1976.

Perrow Charles : The Analysis of Goals in a Complex Organisation, American
Sociological Review, December 1961.

Pestonjee P. M. : Executive Stress : Should It be Avoided ? Vikalpa, Vol. 12, No. 1,

1987.

—: Stress and Coping : The Indian Experience, Sage Publications, New Delhi, (2nd

Edition), 1999.

Pestonjee P.M. and G. Basu : Study of Job Motivation of Indian Executives, Indian

Journal of Industrial Relations, July, 1972.

Peters T. ). : Thriving on Chaas ; Tata McGraw-Hill, New Delhi, 1987.

Peter Tom J. and Nancy Austin : A Passion for Excellence — The Leadership Difference,

Random House, New York. 1985




8 ORGANISATIONAL BEHAVIOUR

»Sgar C.K. : Retention of Employees - HR Manager’s Challange, The Hindu, Jan. 10

ndy L. R. : Organisational Conflict : Concept and Model inistrati '
e s p s, Administrative Science

ter L.W. and E.E. Lawler : Managerial Attitude and Perf: i i
: orm

S ance, Richard D. Irwin,
;;(ad L\M/\ Formal and Informal Communication in India, ISTD Review May June

2.0 An Assessment of Upward Communication in a Publi rganisation
R 1 ublic Sector Organisation
2h: DS, Tlhe Measurement of Organisation Structure : Does Context Determine
'm?.Organ.'sanon.ﬂ Dynamics, Spring, 1973.
h D.S,, D.). Hickson, C.R. Hinings and C. Turner : The Context of Organisation
icture, Administrative Science Quarterly, Vol. 14, 1969.
ick ).C. and ).D. Quick : Organisational Stress and Pr i

: s urganise eventiv
Graw- Hill, New York, 1984, D
ickel Stephen W. : Forget Managers :What We N i
o : eed Are L ;

i , g e Leaders, Business Month,
ipn James Brain : Managing Innovation
1ew, May-June ,1985.

i?gojames Brain : Managing Strategic Change, Sloan Management Review, Vol

nn Robert E. and John Rohrbaugh : A Competi isati

] ‘ . peting Values Approach to Or.
ctiveness, Public Productivity Review; No. 5, 1981. PP SRR
nn Robert E. and Kim Cameron: Organisational Life Cycles and Some Shifting

irla of Effectiveness : Some Preliminary Evidence, Management Science, Vol. 29
- ¢ % /

\aswamy N. : Is Stress a Distress ? Indian Management, November, 1989.
narayan S., T.V. Rao and Kuldeep Singh (Eds.) Organisation Development
.-r'vglr:;:]%ns and Strategy), Response Books (A Division of Sage Publications), New
i, 1998. ’
saswamy G. and D. Helmick : A Comparative Study of Indian and American

utives’ Leadership Styles, Indian Administrative and M '
e o ative and Management Review, July-

I.V. HRD, Audit, Response Books, New Delhi, 1999,

T.V. and D.F. Pereira : Recent Experiences in Human Resources Development,
rd and IBH, New Delhi ,1986.

iirg\;\g”iam J. © Managerial Effectiveness, McGraw-Hill Book Company, New

folds G.S. A Premier of Operant Conditioning, Foresman, Glenview, lil, Scott,

: Controlled Chaos, Harvard Business

ins Stephen P. : The Administrative Process, Printice-Hall of India, New Delhi,

?rgar?!'sari(')nal Be_hawour, Printice-Hall of India, New Delhi, 2000.

BIBLIOGRAPHY 559

Roethlisberger F. J. and William J. Dickson : Management and the Worker, Harvard
University Press, Cambridge, 1939.

Rokeach M. : The Nature of Human Values, Free Press, New York, 1973,

Rosenberg M. ). : A Structural Theory of Attitude Dynamics, Public Opinion Quarteryly,
No. 24, 1960.

Ruch Floyd L. : Personality and Life, Scatt Foreman, 1963.

SainiDebi S. and Sami A. Khan : Human Resource Management (Perspectives for the
New Era), Response Books, New Delhi 2000.

Saxena G. : Organisational Change, Management Review, Vol. 1, 1985.

Schein Edgar H. : Organisational Psychology, Printice-Hall of India, New Delhi, 1987.
: Organisational Culture and Leadership, Jossey-Bass, San Francisco, California, 1985.
Sekaran Uma : Organisational Behaviour : Text and Cases, Tata McGraw Hill Publishing
Company Limited, New Delhi, 1989.: The Path to the Quality of Life, Prajnan, 1986.
Sekhar R.C. : Ethical Choices in Business, Response Books, New Delhi, 1997.
Senge P.M. : The Leader’s New Work : Building Learning Organisation, Sloan
Management Review, Vol. 31, 1990.

—: How to Build a Learning Organisation ¢ World Executive’s Digest, May 1992.
Selye Hans : The Stress of Life, McGraw Hill Book Company, New York, 1976.
Shepherd Clovis R. : Small Groups, Chandler, San Francisco, 1984.

Shetty Y.K. : Managerial Power and Organisational Effectiveness : A Contingency
Analysis, Journal of Management Studies, Vol. 15, 1978.

Shukla Madhukar : Understanding Organisations (Organisational Theory and Practice
in India), Printice Hall of India, New Delhi, 1996.

—: Competing through Knowledge (Building a Learning Organisation), Response
Books, New Delhi, 1997.

Simon Herbert A. : On the Concept of Organisational Goal, Administrative Science
Quarterly, june 1964 : Administrative Behaviour, Free Press, New York, 1966.

Singh Anup K., Rajen K. Gupta and Abad Ahinad : Designing and Developing
Organisations for Tomorrow, Response Books, New Delhi, 2001.

Singh Pritam : Occupational Values and Styles of Indian Managers, Wiley Eastern,
New Delhi, 1979 : Chief Executive.

—: Role and profile, Indian Management, March 1985.

Singh Pritam and A. Bhandarkar : Corporate Success and Transformational Leadership,
Wiley Eastern, New Delhi, 1990.

Singh Pritam and K. Parthasarthy : Conflict Management Strategy — A scenario of
Avoidance, Abhigyan, Auteem 1985.

Sinha J.B. : The Automation Leadership : A Style of Effective Management, Indian
Journal of Industrial Relations, 1976.

Stogdill R.M. : Handbook of Leadership, Free Press, New York, 1974.

Stogdill R.M. and Alvin E. Coons (Eds.) : Leader Behaviour : Its Description and
Measurement, Ohio State University, Ohio, 1957.

Tannenbaum R. and S.A. Davis : Values, Man and Organisations, Industrial
Management Review, Vol. 10, 1969.




0 ORGANISATIONAL BEHAVIOUR

rry George R. : Principles of management, Richard D. Irwin, Homewood Ill, 1988.
ompson ).D. : Organisations in Action, McGraw-Hill, New York, 1967.

-hy Noel : Transformational Leader, John Wiley and Sons, New York, 1990.

hy Noel and D.D. Ulrich : The Leadership Challange : A Call for the Transformational
ader, Sloan Management Review, Vol. 26, 1984.

rbert W. : Learning from Experience, Columbia University, New York, 1973.

ce Harrison M. and Janice M. Boyer : Studying Organisational Cultures Through
es and Ceremonials, Academy of Management Review, Vol. 9, No. 4, 1984,
rnstall W.B. : Cultural Transition at AT & T, Sloan Management Review, Vol. 25,
83.

shman M.L. : A Political Approach to Organisation : A Review and Rationale,
ademy ofManagemena‘ Review, No. 2, 1977.

niker William : Powerful Communication Skills : The Key to Prevention and
solution of Personnel Problems, Health Care Supervisor, March, 1993.

wick Lyndall F. : The Theory of Organisation, American Management Association,
w York, 1952.

. The Word Organisation, Academy of Management Review, January, 1976.

rma Madhurendra : Managing More Effectively, Response Books, New Delhi, 2001.
nkata Ratnam C.S. : Globalisation and Labour - Relations Management, Response
oks, New Delhi, 2001.

'mani B.R. : Managing People in Organisations, Response Books, New Delhi, 2001.
bom Victor H. : Can Leaders Learn to Lead, Organisational Dynamics, Winter, 1976.
bom Victor H. and Arthur G. Jago : The New Leadership : Managing Participation
Organisations, Printice Hall, Englewood Cliffs, New Jersey, 1988.

bom Victor H. and Philip Yetton : Leadership and Decision Making, University of
tsburgh Press, Pittsburgh, Penn, 1973,

alton R.E. and J.M. Dutton : The Management of Interdepartmental Conflict : A
del under View, Administrative Science Quarterly, Vol. 14, 1969.

ayne Sandy J. and Robert C. Liden : Effects of Impression Management on
formance Ratings : A Longitudinal Study, Academy of Management Journal, Vol.
No. 1, 1995.

ber Max : The Theory of Social and Economic Organisation, Free Press, New
rk, 1947.

lite R.W. : Motivation Revisited : The Concept of Competence, Psychological
view, Vol. 66, 1959.

app E.H. : Good Managers Don’t Make Policy Decisions, Harvard Business Review,
stember-October, 1967.

ong D.H. : Power : Its Forms, Bases and Uses, Harper & Row, New York, 1980.

leznik R. : Power and Politics in Organisational Life, Harvard Business Review,

y-June, 1970.

kind S.S. and T.W. Costello : Perception : Some Recent Research and Implications
Administration, Administrative Science Quarterly, 1962.

nd D.E. and R.E. Sorensen : Theory of Change and Effective Use of Management

10165

5 Chand Academy

S Chand Academy
Study Smartly

SCh:dz::y . WatCh
A selected

e - topic-wise

videos &

enrich your

i learning

4! experience

We Deliver:

* Quality Educational Contents
* Free Learning Resources
* Community and Interaction

* Diverse Subjects and Topics Subscribe Now!

* Learn Any Time, Anywhere

Visit Channel

Scan QR




