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UNIT – 1 

 

Meaning of Organizational Behaviour (OB) 

Organizational Behaviour (OB) is the study of how individuals, groups, and structures interact 
within an organization. It focuses on understanding, predicting, and influencing human 
Behaviour in the workplace to improve organizational effectiveness and employee well-being.

 

Characteristics of Organizational Behaviour 

1. People-Centered Approach – OB focuses on understanding human Behaviour, including 
individual and group dynamics in the workplace. 

2. Interdisciplinary Nature – It draws from multiple fields like psychology, sociology, 
anthropology, and economics to analyze workplace Behaviour. 

3. Goal-Oriented – OB aims to improve organizational performance, job satisfaction, and 
employee well-being. 

4. Influence of Environment – Both internal (work culture, leadership) and external 
(economic, technological) factors shape OB. 

5. Focus on Organizational Structure & Culture – OB studies how hierarchy, 
communication patterns, and company values impact Behaviour. 

6. Motivation & Leadership – It explores factors that drive employees to perform better 
and how leadership styles affect workplace outcomes. 

7. Dynamic & Evolving – OB adapts to changing workforce trends, such as remote work, 
diversity, and new management practices. 

8. Application-Oriented – OB provides practical solutions for conflict resolution, team 
building, and effective decision-making. 

 

Importance of Organizational Behaviour (OB) 

 

1. Enhances Employee Productivity & Performance 

 OB helps managers understand what motivates employees and how to improve their 
efficiency. 

 Techniques like goal setting, performance appraisal, and feedback improve productivity. 
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2. Improves Employee Satisfaction & Engagement 

 A positive work environment leads to higher employee morale and job satisfaction. 
 OB helps in designing reward systems, work-life balance policies, and career growth 

opportunities to keep employees engaged. 

3. Strengthens Leadership & Management 

 OB provides insights into different leadership styles and how they impact employee 
Behaviour. 

 Helps managers develop effective decision-making, communication, and conflict-
resolution skills. 

4. Encourages Effective Communication 

 OB emphasizes the importance of open and transparent communication within teams 
and departments. 

 Reduces misunderstandings, improves collaboration, and fosters a healthy workplace 
culture. 

5. Facilitates Teamwork & Collaboration 

 Understanding group dynamics helps organizations form high-performing teams. 
 OB identifies factors like trust, diversity, and group cohesion that impact teamwork. 

6. Helps in Managing Organizational Change 

 Change is inevitable in businesses (e.g., technological advancements, restructuring). 
 OB provides strategies to help employees adapt to change with minimal resistance. 

7. Reduces Workplace Conflicts 

 OB helps managers understand employee perceptions, attitudes, and expectations to 
prevent conflicts. 

 It promotes fairness, emotional intelligence, and constructive conflict resolution. 

8. Promotes Organizational Culture & Ethics 

 A strong organizational culture leads to a positive work environment and long-term 
success. 

 OB helps establish core values, ethics, and diversity policies that enhance corporate 
reputation. 
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9. Enhances Decision-Making Abilities 

 By studying human Behaviour, managers can make better strategic decisions about 
hiring, promotions, and company policies. 

 OB provides tools for data-driven decision-making through Behavioural analytics. 

10. Supports Adaptation to Globalization & Diversity 

 In today’s global workforce, OB helps in managing cultural diversity and cross-cultural 
interactions. 

 It ensures employees feel included, respected, and valued in the organization. 

Conclusion 

Organizational Behaviour is essential for creating a productive, motivated, and harmonious 
workplace. By understanding and applying OB principles, companies can achieve higher 
efficiency, employee satisfaction, and long-term success. 

 

Factors Affecting Organizational Behaviour (OB) 

Organizational Behaviour (OB) is influenced by multiple factors that determine how individuals 
and groups behave in a workplace. These factors can be broadly categorized into individual, 
group, organizational, and external factors. 

1. Individual Factors (Employee Characteristics) 

These factors relate to personal attributes and psychological traits that influence workplace 
Behaviour. 

 Personality – Traits like extroversion, openness, and conscientiousness affect 
interactions and work ethics. 

 Attitudes & Perceptions – Employees' views about their job, colleagues, and 
management influence their motivation and performance. 

 Motivation & Needs – Based on theories like Maslow’s Hierarchy of Needs, employees 
behave differently depending on what they seek (e.g., financial security vs. self-
fulfillment). 

 Emotions & Moods – Emotional intelligence plays a role in decision-making, teamwork, 
and handling stress. 

 Values & Ethics – Employees' moral beliefs and ethical standards impact their workplace 
decisions. 
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2. Group Factors (Team & Social Influences) 

These factors arise from group dynamics and interpersonal relationships. 

 Leadership Style – Transformational vs. transactional leadership influences motivation 
and engagement. 

 Communication Patterns – Effective communication improves collaboration, while poor 
communication causes misunderstandings. 

 Teamwork & Group Cohesion – Strong teams enhance productivity, while conflicts can 
disrupt workflow. 

 Power & Politics – Workplace politics and power struggles impact decision-making and 
morale. 

 Diversity & Inclusion – Cultural, gender, and generational diversity influence team 
interactions and innovation. 

3. Organizational Factors (Company-Level Influences) 

These factors stem from the structure, policies, and culture of the organization. 

 Organizational Structure – Hierarchical vs. flat structures impact decision-making and 
flexibility. 

 Workplace Culture & Ethics – A positive culture enhances engagement, while a toxic 
environment reduces productivity. 

 Job Design & Work Environment – Challenging and meaningful tasks boost motivation, 
while monotonous jobs reduce interest. 

 Rewards & Recognition Systems – Fair compensation and promotions encourage loyalty 
and high performance. 

 Policies & Procedures – Transparent and fair policies increase job satisfaction, while 
unclear rules create confusion. 

4. External Factors (Environmental & Industry Trends) 

External elements beyond the organization’s control also shape OB. 

 Economic Conditions – Recession, inflation, or job market trends impact job security and 
employee morale. 

 Technological Advancements – Automation, AI, and digital tools affect how employees 
work and adapt. 

 Social & Cultural Factors – Workplace expectations differ based on societal values and 
cultural backgrounds. 

 Government Regulations & Laws – Labor laws, safety regulations, and corporate 
governance rules influence workplace Behaviour. 

 Globalization & Competition – International markets and competitors push 
organizations to adapt to new work practices and strategies. 
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Conclusion 

Understanding these factors helps organizations create better work environments, improve 
employee performance, and enhance overall efficiency. By managing individual, group, and 
organizational influences, companies can develop a strong and motivated workforce. 

 

Elements of Organizational Behaviour (OB) 

Organizational Behaviour (OB) consists of several key elements that influence how individuals, 
groups, and the organization as a whole function in the workplace. These elements shape 
workplace culture, productivity, and overall effectiveness. 

1. People (Individuals & Groups) 

 The core element of OB, as organizations exist because of people. 
 Individuals have different personalities, attitudes, emotions, and motivations that 

impact their work Behaviour. 
 Groups and teams influence decision-making, communication, and workplace dynamics. 
 Examples: Employees, managers, leaders, and stakeholders. 

2. Structure (Organizational Hierarchy & Design) 

 Defines how tasks, authority, and responsibilities are arranged. 
 Organizational structures can be hierarchical, flat, or matrix-based depending on 

company goals. 
 A well-designed structure ensures efficiency, accountability, and smooth 

communication. 
 Examples: Departments, reporting relationships, work specialization, and job roles. 

3. Technology (Tools & Work Processes) 

 The tools, systems, and processes used to enhance productivity. 
 Impacts how work is performed and how employees interact with their tasks. 
 Helps automate tasks, improve communication, and support innovation. 
 Examples: Computers, AI, automation, communication tools (emails, video 

conferencing). 

4. Organizational Culture (Values & Norms) 

 Represents shared beliefs, values, and Behavioural expectations. 
 Strong organizational culture promotes teamwork, innovation, and ethical Behaviour. 
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 Affects employee engagement, job satisfaction, and overall performance. 
 Examples: Company mission, ethical guidelines, work environment, leadership style. 

5. Environment (Internal & External Influences) 

 Internal Environment: Leadership, policies, and workplace conditions. 
 External Environment: Economic conditions, competition, technological advancements, 

and government regulations. 
 Organizations must adapt to environmental changes to stay competitive. 
 Examples: Market trends, government laws, industry standards, social expectations. 

Conclusion 

These five elements—People, Structure, Technology, Culture, and Environment—work 
together to shape organizational Behaviour. Understanding them helps companies improve 
efficiency, employee satisfaction, and overall success. 

 

 

Challenges before OB today 

Today CEO's are fast failing. Transfers and firing of managers is frequently happening. Labour 
turn-over is high. Despite best efforts, employees are not satisfied, customers are not that loyal 
to the company. All this is due to major changes in environment of organizations. New 
environmental demands have also changed organizational behaviour requirements. 

Following challenges & opportunities have emerged before organisational behaviour managers: 

(a)  Diversified work force: Today organizations hire workers from across the nation and globe. 
It has implications for motivational pattern to be adopted, leadership style to be applied, 
organisation culture to be evolved & developed besides handling organisational & internal 
personal conflicts. An organisation employing workers from across globe can not manage 
people with one approach. Dynamic and variety full approaches are needed, which is daunting 
task. 

(b) Quality consciousness of consumers: Today's consumers are insight givers & quality seekers. 
They are choice full knowledgeable and powerful. Customer service requires positive, 
constructive, and cordial & service orientated bent of mind. Organisational behaviour problems 
are emerging at workplace due to increasing focus on customer is king. 

(c) New technology: IT has changed employee-employee; senior-subordinate & employee- 
customer relations. Such workers are difficult to lead and motivate. For example - Computerized 
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supervision is objected in USA at large scale but it is necessary for supervisory efficiency. Home-
based workers as against factory based workers can't be supervised and motivated in similar & 
direct traditional manner. Group motivation was effective which is not possible for remotely 
working software engineer like employees. 

(d) Knowledge workers: Average skill level of workers is increasing. White-collar workers are 
replacing blue-collar workers. Average maturity level has increased. Their involvement in 
conflicts & sustenance is comparatively stronger. Career expectations are more dominant. It has 
implications for motivation, leadership as well as handling of conflicts. Traditional leadership 
need to be replaced by more participative / democratic Styles. 

(e) Increasing temporaries: Permanent labour force is reducing. Casual; contract & outsourced 
labour is increasing. It has implications for organisational behaviour particularly HRM, 
motivation & leadership and conflict handling. Since they are not permanent, they need to be 
led more strategically, motivated intelligently. Securing quality work from them is no easy task. 
Violence by contract workers at Manesar Plant of Maruti is illustrative here. 

(f) Increasing needs of research & development: Particularly under globalization, core 
competition is increasing i.e. quality & variety requirements, customer choices are increasing. 
Traditionally production oriented firms have to shift towards innovative techniques & products. 
It can be observed with regard to Indian firms. Suitable readjustment of workers skills has also 
become necessary. Making and keeping people learning is tuff task. Even Microsoft is facing 
problems of keeping its veteran staff really innovative. Here leaders have become stagnant 
leading to bloating of organization. 

 

Opportunities in Organizational Behaviour 

1. Embracing Diversity for Innovation 

 Organizations that successfully manage diversity can boost creativity, problem-solving, 
and market competitiveness. 

2. Leveraging Technology for Efficiency 

 AI, automation, and digital tools can enhance productivity, streamline communication, 
and support remote work. 
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3. Enhancing Employee Well-Being & Work-Life Balance 

 Companies offering mental health support, flexible work hours, and wellness programs 
can attract and retain top talent. 

4. Adapting to Remote & Hybrid Work Models 

 Remote work opens up opportunities for global talent acquisition, cost reduction, and 
higher employee satisfaction. 

5. Developing Ethical & Socially Responsible Businesses 

 A strong focus on ethics, sustainability, and corporate social responsibility (CSR) 
improves brand reputation and stakeholder trust. 

6. Data-Driven Decision Making 

 Organizations can use people analytics and AI to make informed decisions about 
employee engagement, performance, and retention. 

7. Reducing Role of Unions 

 Now focus is on individual which makes OB more important.  
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Unit – 2 

 

Perception 

It refers to that process through which the people select, organise and interpret information 
available in their environment. 

 

Process of Perception 

 

 

 

 

 

 

(Input- Throughput- Output Model) 

 

Perceptual Selectivity 

Under the process of perception it has been pointed out that it is a selective process. In 
everybody’s environment there are various stimuli. These stimuli are in the form of Objects, 
events and people. An Individual cannot get attracted towards all these stimuli. He is attracted 
towards only those stimuli which Interest him. The stimuli towards which he gets attracted are 
selected and the others get ignored. For Example, when we read a newspaper we get attracted 
towards only some of the news and ignore the remaining news. Now the question arises as to 
what are the factors which influence the perceptual Selectivity. There are various factors 
influencing it. For the convenience of study they can be divided into the following two 
categories: 

(A) External Factors of Perceptual Selectivity 

(B) Internal Factors of Perceptual Selectivity 

(A) External Factors of Perceptual Selectivity 
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The external factors influencing the perceptual selectivity are related to the external 
environment or stimuli. These factors are in reality the characteristics of the stimuli. It is only 
these characteristics of the stimuli that attract a person and he selects them, otherwise he 
overlooks them. The following are the chief external factors that influence perceptual 
selectivity: 

(1) Size: Size means the big or small size of the stimuli. Generally, it has been observed that 
stimuli which have a large size attract people quickly. 

(2) Intensity: Intensity means that some stimuli are brighter, louder, stronger in odour and 
more colourful than the others 

(3) Repetition: Repetition factor indicates that the repetition of a stimuli has a particular 
attraction. It is on the basis of this principle that the businessmen display the 
advertisement of their products repeatedly. 

(4) Motion: This factor tells us that people get attracted more to the moving stimuli instead 
of the fixed stimuli. 

(5) Contrast: Contrast means when a stimulus in its own group appears to be different. 
Every Stimulus is looked at in the context of its background. Here background means the 
group of which the stimulus happens to be a part. 

 

 

 

 

 

 

 

 

(6) Novelty and Familiarity: The factor of novelty and familiarity plays an important role in 
the selection of stimuli. Novelty means the presence of new stimuli in the existing 
environment. 

(B) Internal Factors of Perceptual Selectivity 

External factors influencing the perceptual selectivity are connected with the stimuli while 
internal factors are connected with the perceivers.  
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(1) Self-Concept: Self-concept means as to what extent we know ourselves and how 
confident we are for ourselves. For example, if a person doubts his ability, he will fear 
the stimuli (his outer world).  

(2) Belief: A person's belief in external environment/stimuli helps him in the selection of the 
stimuli. A person thinks about a stimulus as per his belief in it and not what it actually.  

(3) Needs: The selection of the stimuli available in the environment is influenced by our 
needs. If a person wishes to attain some particular achievement he will get attracted 
towards only those stimuli which fulfil his wish. 

(4) Interest: Selection of stimuli available in the environment is influenced by the interest of 
the perceiver. For example, a plastic surgeon and not a lecturer will get attracted 
towards an individual having an unusual nose. Similarly a lecturer will get attracted to 
the wrong pronunciation of words during the course of a lecture and not a plastic 
surgeon.  

(5) Learning: Some learned experience influences the perception of an individual. On the 
basis of learned experience whatever a person expects to see or hear, he sees or hears 
the. 
 
  
 
 
 
 
 
 

 
Perceptual Organisation 

After selecting stimuli available in the environment they are organised so that they can be made 
meaningful. An individual never perceives stimuli in patches. He is attracted towards the totality 
and completeness of the stimuli. In other words, in order to make the selected stimuli 
meaningful he perceives their whole and identifiable form. People organise the selected stimuli 
on the following basis: 

(1) Figure-ground Perception: According to this principle, perceived stimuli are seen 
separately from their background. In other words, whatever we see depends on the fact as 

TURN 

OFF THE 

THE SWITCH 
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to how we look at the figure/shape separately from its general background. 

 
(2) Group-based Perception: According to this principle, people have a tendency to form a 
grouping of various stimuli in a recognisable pattern. There can be many basis of grouping. 
The chief basis are the following: 
(i) Proximity: The meaning of this principle is to see the two related stimuli together. For 

example, in the Sales Department of a company, a new sales manager has been 
appointed. Immediately after his appointment the sales of the company went up 
strikingly. In this situation, the perception will be that it has happened because of the 
new manager. It can, however, be because of the increase in the number of products 
or there be some other causes. 

(ii) Similarity: Signifies putting things with similar visible features in a common group or 
category. Example: all the students with a similar dress will be perceived as the 
students of a particular educational institution, while every student has different 
characteristics. 

(iii) Closeness: People try to fill information or association gap by bringing two or more 
objects together. Example Company paying bonus at year end is perceived by workers 
as profitable, despite payment of arrear of bonus belonging to previous periods.  

(iv) Continuity: Human beings maintain consistency in their thought or thinking tends to be 
inflexible. Example: Company is reporting profits for the past 6 quarters; executives 
perceive profits in next quarter also. Deviations in thought are not welcomed or 
accepted till proved contrary. 

(v) Simplicity: People assign meaning to objects by focusing most obvious characteristics 
thereof. Crucial aspects are emphasized, less important aspects are ignored. 
Complexity is replaced by simplicity. Example: Penny stocks taken as cheaper. 

 

Factors Affecting Interpretation of Stimuli   
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Or 

Mistakes or Distortion in Perception  

The interpretation of the stimuli is influenced by many factors. These factors tend to create 
hindrances in perception. The chief factors are the following: 

(A) Factors in the Perceiver 

(B) Factors in the Perceived 

(C) Situational Factors 

(A) Factors in the Perceiver 

Factors hindering a perceiver in his perception are the following: 

(1) Stereotyping: It refers to perceiving a person on the basis of the characteristics of the group 
to which he or she belongs. Often stereotyping can be because of nationality, religion, caste, 
profession, etc. Some of the examples of stereotyping are: The Americans are ambitious, the 
Japanese are industrious. Now if we say that all the Americans are ambitious, it will be wrong. 

(2) Halo Effect: It refers to the process of evaluating a person on the basis of a single 
characteristic. For example, because of the Halo Effect an efficient person is taken as honest and 
cultured while in reality he can be dishonest and uncultured. 

(3) Attribution: It refers to that process by which a person attempts to explain the causes for an 
event. For example, less sales by a Sales Executive can be attributed by the company to the poor 
sales effort or recession period.  

(4) First Impression: The first impression means making an opinion about a person on the first 
meeting itself. In such a situation the perceiver, without making an intensive study of the 
characteristics of the stimulus, makes a perception of a particular opinion. For example, 
suppose a new employee joins a company who appears to be a gentleman. The manager forms 
a positive opinion about him in his first meeting itself. But in reality he is a shirker. 

(5) Projection: It refers to attributing one’s own features to other people. For example, if a 
person is honest, he will consider other people as honest. He will immediately believe in them. 
Similarly, if somebody is liar, he will consider other people as liars. He will not believe in even 
their true utterance. 

(B) Factors in the Perceived 

Some factors which hinder the perception, like those in case of the perceiver, are similarly, 
connected with the perceived, Chief among them are the following: 
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(1) Status: Status of a person in comparison to others shows a person's rank in the organisation. 
When the perception is based on the status, it is taken for granted that the person must be 
having some qualities which are not found in the person of a lower rank. But this perception can 
be wrong. For instance, if a person gets a high status simply because of his being wealthy, it will 
be wrong to say that is honest too. Therefore, it can be said that the status of the perceived is a 
hindrance in the perception. 

(2) Non-visibility of Traits: Non-visibility of traits of a person is a hindrance in perception. A 
person has many such features which are not visible, e.g. honesty, loyalty, etc. These are the 
qualities which cannot be seen but can only be felt by having inter-action with them. However, 
sometimes there is no opportunity of having any inter-action with the other person. 

(C) Situational Factors  

Situational factors also hinder perception. Sometimes we form perception of a person on the 
basis of his present situation which is in reality wrong. For example, if we meet a person in 
some Five Star Hotel we perceive him to be really a rich person (when in reality it is not so). On 
the contrary, if we meet a person at an Ordinary Dhaba, we perceive him to be an ordinary 
person (When in reality he is a very rich man). In this way some particular situation makes the 
perception wrong. 

 

 

Attitude 

Attitude is a psychological tendency that influences how an individual thinks, feels, and behaves 
toward a person, object, or situation. It reflects an individual's positive or negative evaluation 
of something and plays a significant role in shaping Behaviour in various settings, including 
organizations. 

In Organizational Behaviour (OB), attitudes influence how employees interact with their work, 
colleagues, and management. A positive attitude can enhance productivity and teamwork, 
while a negative attitude can lead to dissatisfaction and conflicts. 

Factors Affecting Attitude Formation 

Several factors shape employee attitudes in the workplace. These can be categorized into 
personal, organizational, and external factors. 
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1. Personal Factors (Individual Characteristics) 

 Personality – Employees with optimistic, open-minded personalities tend to have 
positive workplace attitudes. 

 Values & Beliefs – Personal values (e.g., honesty, teamwork) shape attitudes toward 
ethical Behaviour and collaboration. 

 Emotions & Mood – A person’s emotional state (stress, happiness) influences their 
perception of work and colleagues. 

 Experience & Learning – Past job experiences and exposure to new knowledge affect 
workplace attitudes. 

2. Organizational Factors (Work Environment) 

 Leadership & Management Style – Supportive and communicative leaders create 
positive attitudes, while authoritarian leaders may cause dissatisfaction. 

 Work Culture & Environment – A healthy work culture fosters motivation and 
engagement, while toxic environments lead to resentment. 

 Job Satisfaction – When employees find meaning and fulfillment in their roles, they 
develop a positive attitude toward work. 

 Work-Life Balance – Organizations that promote work-life balance encourage positive 
attitudes and reduce burnout. 

 Rewards & Recognition – Fair compensation, promotions, and appreciation positively 
influence attitudes. 

 Job Security & Stability – Employees with job security tend to have a more positive 
outlook compared to those in uncertain roles. 

3. Social & External Factors (Outside Influences) 

 Peer & Team Influence – Colleagues' attitudes and Behaviours affect an individual’s 
perception of work. 

 Organizational Policies – Transparent and fair policies create a positive workplace 
attitude, while biased rules may lead to dissatisfaction. 

 Economic Conditions – Recession or financial crises can cause job insecurity and affect 
employee morale. 

 Societal & Cultural Influences – Employees' cultural backgrounds shape their attitudes 
toward leadership, teamwork, and work ethics. 

Impact of Attitudes in Organizational Behaviour 

 Positive Attitudes → Higher producƟvity, teamwork, job saƟsfacƟon, and moƟvaƟon. 
 Negative Attitudes → Conflict, absenteeism, resistance to change, and low morale. 
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Value 

Value refers to a deeply held belief about what is right, desirable, or important in life. Values 
guide Behaviour, influence decision-making, and shape attitudes. In Organizational Behaviour 
(OB), values determine workplace ethics, culture, and employee motivation. 

Factors Affecting Value Formation 

Several factors influence the development of values in a workplace setting. These can be 
grouped into personal, organizational, and external factors. 

1. Personal Factors (Individual Beliefs & Traits) 

 Family & Upbringing – Early socialization shapes fundamental values like integrity and 
respect. 

 Education & Knowledge – Learning experiences influence values like curiosity, 
professionalism, and innovation. 

 Personality & Emotional Intelligence – Individuals with strong emotional intelligence 
may value teamwork and empathy more. 

 Religion & Ethics – Spiritual beliefs shape moral values and ethical decision-making. 
 Personal Experiences – Life events, successes, and failures refine values over time. 

2. Organizational Factors (Workplace Environment) 

 Organizational Culture – The core values of an organization influence employees (e.g., 
innovation in tech companies). 

 Leadership & Management – Leaders set ethical standards and shape value systems 
within the organization. 

 Work Policies & Ethical Standards – Transparent policies foster values like fairness and 
accountability. 

 Rewards & Recognition Systems – Incentives reinforce values such as hard work, 
commitment, and excellence. 

 Diversity & Inclusion – Exposure to different cultures and perspectives can shape or 
modify personal values. 

3. Social & External Factors (Broader Environment) 

 Social & Cultural Influences – Cultural norms dictate values like individualism vs. 
collectivism. 

 Economic & Political Environment – Economic stability may promote values like security, 
while uncertainty can lead to risk-taking Behaviour. 

 Technological Advancements – Digital transformation fosters values like adaptability and 
continuous learning. 
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 Legal & Ethical Standards – Laws and regulations promote workplace values like 
compliance, fairness, and safety. 

Impact of Values in Organizational Behaviour 

 Strong Positive Values → Ethical leadership, employee engagement, teamwork, and 
corporate responsibility. 

 Conflicting or Weak Values → Workplace conflicts, unethical Behaviour, and low morale. 

 

 

Unit – 3 

 

Personality 

Personality refers to the unique set of traits, Behaviours, attitudes, and emotional patterns 
that define an individual’s way of thinking, feeling, and interacting with others. It is shaped by 
genetics, environment, experiences, and social interactions. 

In Organizational Behaviour (OB), personality plays a crucial role in determining how 
employees behave, communicate, and perform in the workplace. It influences job satisfaction, 
leadership styles, teamwork, and decision-making. 

 

Importance of Personality 

1. Influences Employee Performance 

 Personality affects work ethic, motivation, and adaptability. 
 Employees with conscientiousness (responsible and disciplined) tend to be more 

productive. 

2. Impacts Leadership & Management 

 Effective leaders often have charismatic, confident, and emotionally intelligent 
personalities. 

 Leadership styles (e.g., transformational, transactional) depend on personality traits. 
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3. Shapes Workplace Relationships & Teamwork 

 Personality determines how employees collaborate, communicate, and handle 
conflicts. 

 Extroverts may excel in team-oriented roles, while introverts may perform better in 
individual tasks. 

4. Affects Job Satisfaction & Retention 

 Employees whose personality aligns with the job role and company culture experience 
higher job satisfaction. 

 Mismatches can lead to low morale, stress, and turnover. 

5. Determines Adaptability to Change 

 Open-minded and flexible individuals adapt more easily to organizational changes and 
new challenges. 

 Resistant personalities may struggle with innovation and restructuring. 

6. Influences Decision-Making & Problem-Solving 

 Analytical personalities tend to be logical and data-driven, while creative individuals rely 
on intuition and innovation. 

 Understanding these differences helps organizations assign tasks effectively. 

7. Affects Workplace Culture & Ethics 

 Organizations with employees who value integrity, accountability, and collaboration 
develop a strong ethical culture. 

 Personality influences how individuals handle ethical dilemmas and workplace 
responsibilities. 

 

Determinants of Personality 

1. Biological Determinants 

These factors are inherited and influence fundamental personality traits. 

 Heredity (Genetics): Some personality traits like temperament, emotional stability, and 
intelligence are inherited and affect work Behaviour. 

 Brain Structure & Chemistry: The way the brain processes emotions and decision-
making impacts leadership, stress management, and motivation. 
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 Physical Characteristics: Height, appearance, and energy levels influence confidence, 
communication, and social interactions in the workplace. 

2. Environmental Determinants 

External surroundings and experiences shape personality traits over time. 

 Family & Upbringing: Early childhood experiences and parental influence shape an 
individual’s attitudes, values, and work ethics. 

 Culture & Society: Cultural background influences leadership styles, teamwork 
preferences, and workplace communication. 

 Education & Learning: Academic background and continuous learning shape cognitive 
abilities and decision-making skills. 

 Peer & Social Influences: Interactions with colleagues, mentors, and leaders impact 
workplace personality traits like adaptability, teamwork, and ambition. 

3. Situational Determinants 

Specific workplace experiences and job roles can modify personality expression. 

 Work Environment: Organizational culture, job design, and leadership styles influence 
personality traits like creativity, risk-taking, and discipline. 

 Job Responsibilities: Different roles (e.g., managerial vs. operational) may require 
different personality traits like assertiveness, patience, or analytical thinking. 

 Stress & Crisis Situations: High-pressure environments can reveal or shape traits such as 
resilience, emotional intelligence, and problem-solving skills. 

4. Psychological Determinants 

Mental and emotional aspects play a key role in shaping workplace personality. 

 Motivation & Needs: Maslow’s Hierarchy of Needs influences an individual’s workplace 
Behaviour, from basic job security to self-actualization. 

 Emotions & Attitudes: Emotional intelligence determines how employees handle stress, 
conflicts, and teamwork. 

 Cognitive Abilities & Perception: How an employee interprets workplace situations 
influences their reaction and problem-solving approach. 

 

Personality Traits 

Personality traits refer to consistent patterns of thoughts, emotions, and Behaviours that 
define an individual’s character.  
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Key Personality Traits 

1. The Big Five Personality Traits (OCEAN Model) 

The Big Five Model is the most widely accepted framework for understanding personality in the 
workplace. 

Sr. No. Trait Description Impact in the Workplace 
1 Openness to 

Experience 
Creative, curious, and open 
to new ideas. 

Adaptability, innovation, 
and willingness to learn. 

2 Conscientiousness Organized, responsible, and 
disciplined. 

High productivity, reliability, 
and strong work ethic. 

3 Extraversion Outgoing, sociable, and 
energetic. 

Effective communication, 
leadership, and teamwork. 

4 
Agreeableness 

Cooperative, 
compassionate, and 
trusting. 

Strong teamwork, conflict 
resolution, and 
collaboration. 

5 Neuroticism 
(Emotional Stability) 

Prone to anxiety, mood 
swings, and stress. 

Low emotional stability can 
lead to stress and conflict 
management issues. 

 

 

2. Other Important Personality Traits 

 

Sr.No. Trait Description Impact in the Workplace 
1 
 Locus of Control 

Belief in personal 
control over 
outcomes. 

Internal locus = proactive 
employees; external locus = 
passive employees. 

2 Emotional 
Intelligence (EQ) 

Ability to manage 
emotions and 
relationships. 

Better leadership, teamwork, and 
conflict resolution. 

3 
Self-Esteem & Self-
Confidence 

Belief in one’s abilities 
and self-worth. 

High self-esteem leads to 
assertiveness and leadership; low 
self-esteem may lead to 
insecurity. 

4 
Proactivity 

Taking initiative 
without waiting for 
instructions. 

High engagement, problem-
solving, and leadership potential. 
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5 
Machiavellianism 

Manipulative, 
pragmatic, and 
strategic. 

Can be useful in negotiations but 
may lead to unethical Behaviour. 

6 
Type A vs. Type B 
Personality 

Type A: Competitive, 
impatient, aggressive. 
Type B: Relaxed, 
easygoing. 

Type A = high achievers but 
stressed. Type B = balanced but 
may lack urgency. 

 

 

Impacts of Individual Personality on OB 

1. Job Performance & Productivity 

 Highly conscientious employees are more organized, responsible, and reliable, leading 
to better job performance. 

 Employees with high openness to experience adapt quickly to change and innovation. 
 Individuals with low emotional stability (neuroticism) may struggle with stress and 

workplace pressure. 

2. Workplace Communication & Teamwork 

 Extraverts are more likely to engage in team collaboration, networking, and leadership 
roles. 

 Agreeable employees contribute to positive work relationships, conflict resolution, and 
cooperation. 

 Individuals with low agreeableness may struggle with team dynamics and 
collaboration. 

3. Leadership & Decision-Making 

 Leaders with high emotional intelligence (EQ) handle stress, conflicts, and team 
management effectively. 

 Self-confident individuals tend to take initiative and make bold decisions. 
 Employees with a proactive personality contribute to organizational innovation and 

problem-solving. 

4. Employee Motivation & Engagement 

 Individuals with an internal locus of control believe they control their own success, 
leading to higher motivation. 

 Highly driven (Type A) personalities may be ambitious but prone to stress and burnout. 
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 Low self-esteem employees may require extra support and motivation to perform 
effectively. 

5. Workplace Ethics & Organizational Culture 

 Employees with high integrity and conscientiousness contribute to ethical decision-
making. 

 Machiavellian personalities may use manipulation and deceit, potentially harming 
company culture. 

 The overall mix of personality types influences workplace harmony, innovation, and 
employee satisfaction. 

Unit - 4 

 

Meaning of a Group 

A group in Organizational Behaviour (OB) refers to two or more individuals who interact and 
work together to achieve common goals. Groups exist in organizations to facilitate 
collaboration, problem-solving, decision-making, and efficiency. 

Examples of groups in organizations include project teams, committees, task forces, and work 
departments. 

 

Nature of Groups 

1. Interaction and Interdependence 

 Group members interact regularly and depend on each other to accomplish tasks. 
 Effective communication and coordination are essential for group success. 

2. Common Goals and Objectives 

 Groups are formed with a specific purpose or goal, such as completing a project, 
making decisions, or solving problems. 

 A shared goal aligns efforts and fosters cooperation. 

3. Structured Relationships 

 Groups have a structure defined by roles, norms, leadership, and responsibilities. 
 Some groups have a formal hierarchy, while others operate more flexibly. 
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4. Group Norms and Cohesion 

 Groups establish norms (unwritten rules) that guide Behaviour and expectations. 
 High group cohesion leads to better teamwork and performance, while low cohesion 

can result in conflicts. 

5. Influence on Individual Behaviour 

 Being part of a group affects individual attitudes, motivation, and decision-making. 
 Groupthink (pressure to conform) can sometimes lead to poor decisions. 

6. Formal vs. Informal Groups 

 Formal Groups: Officially created by an organization (e.g., departments, teams). 
 Informal Groups: Naturally formed based on social interactions and relationships (e.g., 

workplace friendships). 

 

Types of Groups 

In Organizational Behaviour (OB), groups are essential for teamwork, decision-making, and 
organizational success. Groups can be classified based on their structure, function, and 
purpose. 

1. Formal Groups 

These groups are officially created by the organization to achieve specific objectives. They 
have defined roles, responsibilities, and hierarchical structures. 

Types of Formal Groups: 

� Command Group – A group formed by the organizational hierarchy (e.g., a sales department 
reporting to a manager). 
� Task Group – Created to complete a specific project or task (e.g., a product development 
team). 
� Committees – Groups assigned to handle policies, problem-solving, or decision-making (e.g., 
ethics committee). 
� Project Teams – Temporary groups formed to achieve short-term goals (e.g., an event 
planning team). 
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2. Informal Groups 

These groups form naturally based on social interactions, friendships, or shared interests, 
without official organizational approval. 

Types of Informal Groups: 

� Friendship Groups – Employees who share personal interests, hobbies, or social activities 
(e.g., colleagues who go out for lunch together). 
� Interest Groups – Individuals who come together for a specific cause (e.g., employees 
forming an environmental awareness group). 
� Reference Groups – Groups that influence an individual's Behaviour, beliefs, or career 
decisions (e.g., mentorship circles). 

3. Other Types of Groups in OB 

� Functional Groups – Formed within the same department or function (e.g., an HR team). 
� Cross-Functional Groups – Teams with members from different departments working 
towards a common goal (e.g., a digital transformation team with IT, marketing, and finance 
members). 
� Virtual Groups – Employees working remotely but collaborating through technology (e.g., a 
global sales team). 
� Self-Managed Teams – Groups that operate without direct supervision and make collective 
decisions (e.g., a software development team using agile methodologies). 

 

Reasons for Group Formation 

Groups are formed in organizations for various social, psychological, and functional reasons. 
They help in achieving goals, improving communication, and fostering collaboration. 
Understanding why groups form can help organizations manage teamwork effectively and 
enhance productivity. 

1. Organizational & Functional Reasons 

These reasons focus on achieving tasks and improving efficiency within the workplace. 

� Goal Achievement – Groups help accomplish tasks that individuals cannot do alone (e.g., 
project teams). 
� Work Specialization – Different departments or teams handle specific functions (e.g., HR, 
Finance, Marketing). 
� Coordination & Communication – Groups improve collaboration between employees and 
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departments. 
� Problem-Solving & Decision-Making – Teams bring diverse perspectives to tackle challenges 
effectively. 
� Efficiency & Productivity – Division of labor and teamwork enhance organizational 
performance. 

2. Psychological & Social Reasons 

These reasons relate to employees' personal needs for belonging, support, and identity. 

� Need for Affiliation (Social Interaction) – People form groups to build friendships and 
relationships. 
� Sense of Belonging – Groups create a sense of identity and emotional security. 
� Power & Influence – Groups provide individuals with status, recognition, and decision-
making influence. 
� Support & Protection – Groups offer emotional and professional support during workplace 
challenges. 
� Shared Interests & Values – Employees with similar interests or values form informal groups 
(e.g., hobby clubs). 

3. Situational & Environmental Reasons 

External factors and workplace situations often lead to group formation. 

� Organizational Culture & Structure – A company's work environment encourages formal and 
informal groups. 
� Common Problems & Challenges – Employees form groups to address workplace issues or 
conflicts. 
� Technology & Remote Work – Virtual teams emerge to support collaboration across 
different locations. 
� Leadership & Influence – Strong leaders naturally attract followers, forming leadership-
driven groups. 

 

Stages of Group Development (Tuckman’s Model) 

The process of group development occurs over time, with groups going through various stages 
of growth, conflict, and collaboration. Bruce Tuckman’s Five-Stage Model of Group 
Development provides a framework to understand how groups evolve, from their initial 
formation to achieving high performance. 
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1. Forming (Orientation Stage) 

 Uncertainty and orientation as group members get acquainted. 
 Members are polite, cautious, and unsure about roles, goals, and expectations. 
 There is a strong dependence on the leader to provide direction. 

2. Storming (Conflict & Challenge Stage) 

 Conflict arises as group members start to express their opinions, ideas, and differences. 
 Power struggles, role ambiguity, and differences in work styles become apparent. 
 Members may feel frustrated, leading to disagreements or tension within the group.  

3. Norming (Cohesion & Cooperation Stage) 

 Conflict subsides, and group members start to work together cohesively. 
 Roles and responsibilities are clarified, and expectations are understood. 
 Group members begin to cooperate, and a sense of unity develops.  

4. Performing (Productivity & Efficiency Stage) 

 The group reaches its full potential and begins to work efficiently toward achieving 
goals. 

 Members are autonomous, self-directed, and focused on tasks. 
 High levels of cooperation and problem-solving. 

5. Adjourning (Completion & Disbanding Stage) 

 The group has completed its tasks and disbands or moves to a new project. 
 Members reflect on accomplishments, learnings, and emotional closure. 
 Some may feel a sense of loss or nostalgia for the group. 
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Meaning of Team 

A team in Organizational Behaviour (OB) is defined as a group of individuals who work 
together toward a common goal and are interdependent, each contributing their own skills 
and expertise. Teams can be formal (created by the organization) or informal (formed naturally 
based on social or professional interests). Teams are typically characterized by collaboration, 
shared responsibilities, and a focus on achieving specific outcomes. 

Importance of Teams 

1. Improved Problem-Solving & Creativity 

 Diverse perspectives from team members lead to innovative solutions and better 
decision-making. 

 Brainstorming and collaboration help in tackling complex problems more effectively. 
 Teams foster a creative environment where members can build upon each other’s ideas. 

2. Increased Productivity & Efficiency 

 Teams allow for the division of labour, which leads to task specialization and higher 
productivity. 

 Group work ensures that complex tasks are completed more efficiently, as team 
members can focus on their areas of strength. 
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3. Enhanced Communication & Knowledge Sharing 

 Teams encourage open communication and the exchange of information. 
 Members are able to share knowledge, expertise, and skills, which increases the overall 

competency of the group and organization. 

4. Enhanced Employee Motivation & Engagement 

 Being part of a team creates a sense of belonging, leading to higher job satisfaction and 
motivation. 

 Recognition and celebration of team achievements increase employee engagement 
and morale. 

5. Better Conflict Resolution 

 Teams that are well-established foster positive conflict resolution and encourage 
healthy disagreements. 

 Conflicts within teams can lead to constructive discussions, which ultimately strengthen 
relationships and lead to better outcomes. 

6. Accountability & Responsibility 

 In a team, members share accountability for both success and failure. 
 Group work leads to mutual responsibility, which improves commitment to team goals 

and individual performance. 

7. Flexibility and Adaptability 

 Teams are often more adaptable to changes in the organizational environment. 
 Group members can quickly adjust and reallocate tasks to meet new demands, which 

improve organizational agility. 

8. Facilitates Leadership Development 

 Working in teams provides opportunities for individuals to take on leadership roles and 
develop leadership skills, such as decision-making, delegation, and motivating others. 

 

Difference between Team and Group 

Sr. No. Aspect Team Group 
1 Definition A team is a collection of 

individuals who work together 
A group is a collection of 
individuals who interact and 
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towards a common goal and 
are interdependent. 

share a common interest but 
may not necessarily have a 
shared goal. 

2 

Goal Orientation 
Teams work towards a 
specific, collective goal and 
are accountable for outcomes. 

Groups may have loosely 
defined goals and members 
may work on individual goals, 
without the same level of 
collaboration. 

3 

Interdependence 

Members of a team are highly 
interdependent, relying on 
each other’s expertise to 
achieve success. 

In a group, members may work 
independently, with little 
reliance on one another. 

4 

Roles 

Roles in a team are usually 
clearly defined, with each 
member contributing their 
unique skills. 

Roles in a group may be less 
defined, and individuals might 
not have clear responsibilities. 

5 

Duration 

Teams are usually formed for a 
specific task or project but can 
be long-term if ongoing work 
is required. 

Groups can be more temporary 
and can exist for informal 
socialization or ongoing 
interactions. 

6 
Focus 

The focus in a team is on 
achieving a goal collectively 
and supporting each other. 

A group may focus more on 
social interaction or individual 
achievements. 

 

 

Types of Teams 

1. Functional Teams: Teams that consist of members from the same department or 
function, working on tasks related to their area of expertise. 

2. Cross-Functional Teams: Teams formed with members from different departments or 
functions to work on common projects or solve complex problems. 

3. Self-Managed Teams: Teams where members are empowered to make decisions, set 
goals, and manage their own work processes, with little or no direct supervision. 

4. Virtual Teams: Teams whose members are geographically dispersed and collaborate via 
digital communication tools such as email, video conferencing, and collaboration 
platforms. 

5. Task Force Teams: Temporary teams formed to address a specific task or solve a 
particular problem, often with a fixed deadline. 

6. Problem-Solving Teams: Teams formed to address specific issues or improve processes 
within an organization 
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7. Advisory Teams: Teams that provide expert advice on specific matters without being 
involved in the direct execution of tasks. 

8. Command Teams: Teams formed by individuals who report to a specific manager or 
leader and are typically organized according to the hierarchical structure of the 
organization. 

 

 Creating an Effective Team  

 

For creating an effective team, a manager has to take following steps: 

1. Define clear goals and objectives. 
2. Select the right team members. 
3. Establish clear roles and responsibilities. 
4. Foster open communication. 
5. Build trust and mutual respect. 
6. Promote collaboration and teamwork. 
7. Empower the team. 
8. Provide regular feedback and recognition. 
9. Foster a positive team culture. 
10. Continuously improve and adapt. 

 

 

 

Unit – 5 

 

Motivation 

Motivation refers to the internal drive or external influence that stimulates individuals to take 
action toward achieving personal and organizational goals. It determines the intensity, 
direction, and persistence of an individual’s effort in a work setting. Effective motivation 
enhances employee performance, job satisfaction, and productivity. 
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Types of Motivation 

1. Intrinsic Motivation (Internal Motivation) 

 Comes from within an individual, driven by personal satisfaction, interest, or 
enjoyment. 

 Employees perform tasks because they find them meaningful or challenging. 
 Examples: Passion for work, sense of achievement, learning new skills. 

2. Extrinsic Motivation (External Motivation) 

 Comes from external rewards such as money, recognition, or job promotion. 
 Employees perform tasks to receive tangible benefits or avoid punishments. 
 Examples: Salary, bonuses, promotions, praise, job security. 

3. Positive Motivation 

 Encourages employees by offering rewards and incentives for good performance. 
 Examples: Bonuses, promotions, employee recognition. 

4. Negative Motivation 

 Uses fear, penalties, or consequences to push employees toward performance. 
 Examples: Fear of job loss, demotion, disciplinary actions. 

5. Financial Motivation 

 Motivation based on monetary incentives. 
 Examples: Salaries, bonuses, stock options, commissions. 

6. Non-Financial Motivation 

 Motivation based on psychological and emotional factors. 
 Examples: Job enrichment, flexible work hours, recognition, career growth 

opportunities. 

 

Maslow's Need Hierarchy Theory 

Maslow’s Hierarchy of Needs is a motivational theory proposed by Abraham Maslow in 1943. It 
suggests that human needs are arranged in a hierarchical order, where lower-level needs must 
be satisfied before higher-level needs become a priority. 
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Five Levels of Maslow’s Hierarchy of Needs 

1. Physiological Needs (Basic Needs) 
o Includes food, water, air, shelter, sleep, clothing. 
o These are essential for survival. 
o In organizations: Fair wages, rest breaks, comfortable working conditions. 

2. Safety Needs (Security Needs) 
o Includes job security, financial stability, health, safe work environment. 
o Employees seek stability and protection from risks. 
o In organizations: Job security, insurance, safe working conditions, retirement 

benefits. 
3. Social Needs (Belongingness Needs) 

o Includes friendship, relationships, teamwork, social interaction. 
o Employees want to feel a sense of belonging in the workplace. 
o In organizations: Supportive teams, good work relationships, social gatherings, 

positive work culture. 
4. Esteem Needs (Recognition & Achievement) 

o Includes self-respect, status, recognition, appreciation. 
o Employees seek respect from others and self-confidence. 
o In organizations: Promotions, awards, appreciation, leadership roles. 

5. Self-Actualization Needs (Growth & Potential) 
o Includes personal growth, creativity, self-fulfillment, reaching full potential. 
o Employees aim for career growth and meaningful contributions. 
o In organizations: Challenging work, training, career development, innovation 

opportunities. 

 

Herzberg's Two-Factor Theory of Motivation 

Frederick Herzberg developed the Two-Factor Theory in 1959, stating that employee 
motivation is influenced by two key factors: Hygiene Factors and Motivational Factors. 

1. Hygiene Factors (Extrinsic Factors – Prevent Dissatisfaction) 

These factors do not directly motivate employees, but their absence leads to dissatisfaction. 
They are related to the work environment rather than the job itself. 

Examples of Hygiene Factors: 

 Salary & Benefits – Fair pay and financial security. 
 Job Security – Stability and protection from layoffs. 
 Work Conditions – Safe, clean, and comfortable work environment. 
 Company Policies – Fair and transparent rules and procedures. 
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 Supervision – Good management and leadership. 
 Interpersonal Relationships – Healthy work relationships with colleagues and 

supervisors. 

� Presence: Prevents dissatisfaction but doesn’t create long-term motivation. 
� Absence: Leads to dissatisfaction and employee turnover. 

2. Motivational Factors (Intrinsic Factors – Drive Satisfaction) 

These factors inspire employees to work harder and achieve higher performance. 
They are related to the job itself and create a sense of fulfillment. 

Examples of Motivational Factors: 

 Achievement – Sense of accomplishment and reaching goals. 
 Recognition – Appreciation for good work. 
 Work Itself – Engaging and meaningful tasks. 
 Responsibility – Authority and trust in decision-making. 
 Growth & Advancement – Career development, promotions, learning opportunities. 

� Presence: Increases job satisfaction and motivation. 
� Absence: Employees may lack enthusiasm, but they won’t necessarily be dissatisfied. 

Key Insights from Herzberg’s Theory: 

1. Hygiene factors prevent dissatisfaction but don’t motivate employees. 
2. Motivational factors drive job satisfaction and encourage productivity. 
3. Both factors must be managed effectively to create a motivated workforce. 
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 Theory X and Theory Y of Motivation – Douglas McGregor 

Douglas McGregor proposed Theory X and Theory Y in 1960 to explain different managerial 
approaches to employee motivation. These theories describe two contrasting views of workers 
and how they should be managed. 

1. Theory X (Authoritarian Approach - Negative View) 

� Assumes employees are lazy, lack ambition, and avoid responsibility. 
� Believes employees need strict supervision, control, and external motivation (rewards or 
punishments). 
� Managers using this approach tend to be autocratic, enforcing rigid policies and close 
monitoring. 
� Works well in structured, high-control environments (e.g., manufacturing, military). 
� Can lead to low employee engagement, creativity, and job satisfaction. 
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2. Theory Y (Participative Approach - Positive View) 

� Assumes employees are self-motivated, responsible, and enjoy their work. 
� Believes employees can be trusted to work towards organizational goals with minimal 
supervision. 
� Encourages a democratic leadership style, emphasizing empowerment and involvement. 
� Encourages creativity, innovation, and employee engagement. 
� Works well in knowledge-based industries, startups, and modern workplaces. 
� Requires trust and flexibility, which may not be suitable for all job types. 

 

 

Meaning of Leadership 

Leadership is the ability to influence, guide, and inspire individuals or teams toward achieving 
organizational goals. A leader motivates employees, fosters teamwork, and ensures 
productivity by setting a clear vision and direction. 

 

Qualities and Traits of a Good Leader 

A good leader possesses a set of characteristics and traits that help inspire, guide, and motivate 
their team. Below are key qualities and traits that define effective leadership: 

1. Visionary 

 A good leader has a clear vision and communicates it effectively to the team. 
 Sets long-term goals and motivates the team to work towards them. 

2. Integrity 

 Demonstrates honesty, transparency, and consistency in actions. 
 Adheres to ethical principles and is trusted by the team. 

3. Empathy 

 Understands and relates to the emotional needs of others. 
 Actively listens and provides support, creating an environment where team members 

feel valued. 



OB  2nd Sem 

 
36 

Guru Daksh Govt. Polytechnic, Hisar  Tushar Jain, FAA 

4. Communication Skills 

 Effectively conveys information, both verbally and non-verbally. 
 Encourages open communication, listens actively, and fosters a collaborative 

environment. 

5. Confidence 

 Displays self-assurance in decision-making and leadership abilities. 
 Inspires trust and commitment from the team by showing belief in their capabilities. 

6. Adaptability 

 Embraces change and helps the team adapt to new situations. 
 Flexible in approach and open to different perspectives and ideas. 

7. Emotional Intelligence (EQ) 

 Recognizes and manages their own emotions, as well as those of others. 
 Uses emotional awareness to build strong relationships and resolve conflicts. 

8. Decisiveness 

 Able to make quick, informed decisions in both high-pressure and routine situations. 
 Balances risk and reward, trusting their intuition and experience. 

 

 

Styles of Leadership 

Leadership styles determine how leaders interact with their teams and make decisions. The 
major leadership styles include: 

1. Autocratic Leadership (Authoritarian) 

� Leader has full control and makes decisions without input from employees. 
� Employees are expected to follow orders strictly. 
� Effective in crisis situations and military settings. 
� Can lead to low employee morale and lack of creativity. 
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2. Democratic Leadership (Participative) 

� Leader involves employees in decision-making and values their input. 
� Encourages collaboration and innovation. 
� Boosts morale, motivation, and job satisfaction. 
� Can slow down decision-making. 

3. Laissez-Faire Leadership (Delegative) 

� Leader gives employees full autonomy with minimal supervision. 
� Suitable for highly skilled and self-motivated teams. 
� Encourages creativity and innovation. 
� Can lead to a lack of direction and accountability. 

 

 

 

 


