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Abstract

The design of the work, as well as the psychological, emotional, and interpersonal behavioural dynamics that
affect organizational success, as well as the psychological, emotional, and interpersonal behavioural
dynamics that affect organizational success, are all included in organizational behavior. The study of
controlling operations and supervising personnel to carry out specified duties is the subject of management,
a discipline that is essential to understanding organizational behavior and business success. For
organizational effectiveness, management places a strong emphasis on the design, implementation, and
arrangement of various administrative and organizational systems. ..The organization, on the other hand,
modifies or restructures the individuals and groups through its structure, culture, policies, politics, power,
and procedures, as well as the roles expected of the people in the organization, while the individuals and
groups bring their skills, knowledge, values, motives, and attitudes into the organization and thereby
influence it. This study was carried out using exploratory research.
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. INTRODUCTION:

An organisation is a dynamic social system that is influenced by both internal and external influences. To
increase its effectiveness, an organisation depends on fundamental viewpoints on tasks, people, technology,
and structure. Studying individual and group behaviour inside organisations and using that information to
improve organisational performance is known as organisational behaviour. It has a direct role in and is
primarily concerned with understanding, predicting, and managing human behaviour in organisations. It also
provides management with the essential behavioural patterns. Organisational behaviour emphasises both
social dynamics and the fundamentals of systems thinking. It promotes an integrated and coherent approach
to management performance and is interested in how perception and motivation affect an individual's

behaviour. By examining interpersonal and leadership behaviours in relation to teams, cultural diversity, and
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ethics in organisations, it focuses on understanding, improving, and changing individual and group
behaviours. It also promotes human behaviour in order to increase corporate effectiveness. The
organisational outcomes in terms of performance, growth, productivity, and profitability are measured by
corporate effectiveness. When an organisation succeeds in achieving its objectives in regard to the triple
bottom line, it is said to be effective. Because human behaviour is essential to performance and organisational
effectiveness, organisational behaviour is particularly interested in the distinctive behaviour displayed by a
specific individual inside an organisation. Therefore, organisational behaviour seeks to understand why one
person could respond positively to a scenario while another responds badly to the same circumstance. It also
takes into account why, although being supervised in the same way, two or more distinct people executing
the same activity produce significantly different outcomes. In this sense, organisational behaviour is a
discipline that seeks to advance our understanding of human behaviour in organisational settings through the
scientific investigation of individual, group, organisational, political, and power dynamics, with the ultimate

aim of advancing both organisational effectiveness and personal well-being.

Corporate effectiveness critically depends on organisational behaviour. It is the study of how people behave
within organisations and how that behaviour affects the effectiveness of the organisation as a whole. The
performance, productivity, and profitability of businesses can all be increased with a greater understanding
of organisational behaviour.

Motivation:

One of the fundamental components of organisational behaviour is motivation. It serves as the impetus for
helping workers accomplish their goals and objectives. Employees that are motivated are more effective,
devoted, and engaged at work. Companies that see the value of motivation can motivate their staff by offering

opportunities for professional advancement, cash incentives, and recognition programmes.
Leadership:

Another essential component of organisational behaviour is leadership. It is the capacity to persuade and
direct people towards attaining the objectives of the organisation. An organization's common vision may be
developed, people can be motivated, and a great work environment can be fostered through effective
leadership. Leaders may enhance communication, foster trust, and promote teamwork by setting

clear expectations.
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Communication:

Another crucial component of organisational behaviour is communication. It is the process of exchanging
ideas and information within a company between individuals and organisations. Forging connections, settling
disputes, and making better decisions all depend on effective communication. A culture of trust and
collaboration may be fostered by organisations that support open and honest communication, which will

increase output and performance.
Teamwork:

Another essential component of organisational behaviour is teamwork. It is the capacity for people to
cooperate in order to achieve a common objective. Teams that work well together, collaborate, and support
one another may accomplish more than people working alone. Organisations can enhance problem-solving,

boost creativity, and foster innovation by encouraging cooperation.
Decision-Making:

Finally, a key component of organisational behaviour is decision-making. It is the process of selecting
options for resource distribution, goal prioritisation, and problem solving. Obtaining and analysing
information, weighing options, and selecting the best course of action are all components of effective
decision-making. Effective decision-making can increase an organization's competitiveness, agility, and

adaptability.
Cooperative behaviours :

Cooperative behaviours in organisational behaviour can significantly affect an organization's
corporativeness. The term "corporativeness" describes how well an organisation functions as a single,

integrated unit with a common mission and dedication to attaining its objectives.
The following are some ways that cooperative conduct might affect how corporate an organisation is:

1.More cohesive and united organisations due to increased collaboration, which is fostered through
cooperative conduct. Employees are more likely to have a feeling of shared purpose and dedication to the

company when they collaborate to achieve a common objective.

2. Better communication: Promoting cooperative conduct in organisations requires effective communication.
Team members are more likely to acquire a shared knowledge of organisational goals and priorities when

they speak honestly and freely.
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3. Increasing trust: Cooperative behaviour depends heavily on trust. Employees are more willing to
collaborate and assist one another when they have each other's trust, which can result in a more unified and

harmonious workplace.

4. More accountability: Cooperative behaviour encourages accountability, which can support the feeling of
shared responsibility and dedication to organisational goals. Employees are more likely to take ownership of
their job and contribute to the organisational success when they hold themselves and one another accountable

for their activities.

5. Greater job satisfaction: Employees are more likely to feel content with their work and dedicated to the
success of the company when they believe they are a part of a cohesive and united organisation. As a result,

the workplace may be more motivating overall, have reduced turnover rates, and increase employee morale.
Conclusion

Individual and group conduct inside organisations are studied along with how it impacts overall
organisational effectiveness. Group dynamics and the fundamentals of system thinking are also stressed in
organisational behaviour. It promotes an integrated and cohesive approach to management and is extremely
interested in how perception and motivation affect an individual's actions. Personality plays a crucial role in
organisational behaviour because it illustrates the specific changes people make to behave in a particular,
predictable way within an organisation in order to achieve organisational goals. Organisational culture, which
is expressed in values, offers incentives for improved performance in the context of organisational conduct.
Organisational building blocks like organisational structure and resources support corporate effectiveness
since adequate structures are only formed when the organization's sustainability is ensured is durable 125
people took part in the study, which used an exploratory research methodology. The analysis of the data
using statistical methods revealed a positive association between corporate effectiveness and organisational

behaviour.

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJ]SREM21471 | Page 4


http://www.ijsrem.com/

&%’ ‘3 g

iz IISREM
*’"“zﬁ International Journal of Scientific Research in Engineering and Management (I[JSREM)
Reoel\zaI~ Volume: 07 Issue: 05 | May - 2023 SJIF 2023: 8.176 ISSN: 2582-3930

References
Agulanna, E. C. and Madu, C. M. (2003). Organizational behaviour. Behaviour At Work-Reliable

Publishers: Owerri, Nigeria.

Ashkanasy, N. and Daus, C. (2005). Rumours of the death of emotional intelligence in organizational

behaviour are greatly exaggerated. Journal of Organizational Behaviour, 26(4): 441-52.

Avino, Z. B. (2013). Top management team diversity, quality decision and organizational performance in

the service industry. Journal of Management and Strategy, 4(1): 113-23.

International Journal of Economics and Financial Research 128 Avolio, B. (1999). Full Leadership
Development: Building the vital forces in organizations. CA, Sage: Thousand Oaks.

Bass, B. M. (1998). Two decades of research and development in transformational leadership. European
Journal of Work and Organizational Psychology, 8(1): 9-32.

Brumback, G. (2011). Performance management. Industrial and Organizational Psychology, 4: 182-83.
Caruso, D. R., Mayer, J. D. and Salovery, P. (2002). Relation of an ability measure of emotional intelligence

to personality. Journal of Personality Assessment, 79(2): 306-20.

Cherniss, C. and Caplan, R. D., 2001. "Implementing emotional intelligence programs in organizations. In
C. Cherniss, and D. Goleman (eds)." In USA, Jossey-Bass. The Emotionally Intelligent Workplace San
Francisco. pp. 286-304.

Daus, C. and Ashkanasy, N. (2005). The Case for the ability-based model of emotional intelligence in
organizational behaviour. Journal of Organizational Behaviour, 26(4): 453-60.

Dempsey, S. (2003). Research methods. 4th edn: Pearson Publishers: New York.

Drucker, P. F. (1998). Peter drucker on the profession of management. A Harvard Business Review Book:
Boston.

Drucker, P. F. (2009). The effective executive. N. Y. Harper Collins: New York. 27.

DuBrin, A. J. (2012). Leadership: Research findings, practice and skills. Mason, OH, Cengage: South-
Western.

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJ]SREM21471 | Page 5


http://www.ijsrem.com/

&%’ ‘3 g

iz IISREM
*"’“’&ﬁ International Journal of Scientific Research in Engineering and Management (I[JSREM)
Reoel\zaI~ Volume: 07 Issue: 05 | May - 2023 SJIF 2023: 8.176 ISSN: 2582-3930

Feldman, R. S. (2007). Understanding psychology. 6th edn: Tata McGraw-Hill Publishing Company
Limited: New Delhi, India.

Fritz (1996). Corporate tides. The inescapable laws of organizational structure. Berrett-Koehhr: San

Francisco.

Fritz, Narasimhan, S. and Rhee, H. (1998). Communication and co-ordination in the virtual office. Journal

of Management Information Systems, 14(4): 7-28.

Gardner, D. G., Dyne, L. and Pierce, J. L. (2004). The effect of pay level on organization-based self-esteem
and performance. A field study. Journal of Occupational and Organizational Psychology, 77: 307-22.
Available:
http://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?Referencel D=1768
955

Goleman, D. (2006). Social intelligence: The revolutionary new science of human relationships. Bantam
Books: New York, USA.

Hardre, P. L. (2013). Beyond two decades of motivation. A review of the research and practice in
instructional design and human performance technology. Human Resource Development Review, 2(1): 54—
81.

Hellriegel, D., Slocum, J. J. W. and and Woodman, R. W. (2001). Organizational behaviour. 9th edn: South-

western College Publishing - Thomson Learning: Australia.

Hergenhahn, B. R. and Olson, M. H. (1999). An introduction to theories of personality. Prentice Hill.: New
Jersey. Ihejiahi, R. (2008). Management discussion on environment, performance and business operations.
Fidelity Bank, Annual Report and Accounts: Lagos, Nigeria.: 18-30.

Keeves, J. P. (1997). Models and model building. In J. P. Keeves (ed) educational research methodology
and measurement: An international handbook. 2nd edn: Cambridge, U.K.: Pergamon.

Kreitner, R. and Kinicki, A. (2004). Organizational behaviour. 6th edn: McGraw-Hill: Boston, USA.

Lam, L. T. and Kirby, S. L. (2002). Is emotional intelligence an advantage? An exploration of the impact of
emotional and general intelligence on individual performance. The Journal of Social Psychology, 142(1):
133-43.

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJ]SREM21471 | Page 6


http://www.ijsrem.com/
http://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=1768955
http://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=1768955

&%’ ‘3 g

iz IISREM
*’"“zﬁ International Journal of Scientific Research in Engineering and Management (I[JSREM)
Reoel\zaI~ Volume: 07 Issue: 05 | May - 2023 SJIF 2023: 8.176 ISSN: 2582-3930

Lazaar, E. P. (2014). Salaries and piece rates. Journal of Business, 59(3): 405-31.

Lepine, J. A. and Dyne, L. V. (2001). Voice and co-operative behaviour as contrasting forms of contextual
performance: Evidence of differential relationships with big five personality characteristics and cognitive
ability. Journal of Applied Psychology, 86(2): 326—36.

Luthans, F. (2002). Positive organizational behaviour: Developing and managing psychological strengths for
performance improvement. Academy of Management Executive, 16(1): 57-76.

Mandell, B. and Pherwani, S. (2003). Relationship between emotional intelligence and transformational
leadership style: A gender comparison. Journal of Business and Psychology, 17(3): 387-404.

MiGOl, C., Humphrey, Z. R. A. and Qianz, S. (2017). A meta-analysis of emotional intelligence and work
attitudes. Journal of Occupational and Organizational Psychology, 90(2): 177-202.

Mugenda, O. M. and Mugenda, A. G. (2003). Research methods: Quantitative and qualitative approaches.

Revised edn: African Centre for Technology Studies Press: Nairobi.

Munir, M. and Azam, R. I. (2017). Emotional intelligence and employee performance: An intervention based

experimental study. Journal of Business and Economics, 9(2): 1-19.

Nazeri, A., 2011. "The effect of quality management and participative decision-making on individual
performance.” In International Conference on Information Communication and Management.
IPCSIT.IACSIT Press, Singapore. pp. 83-87. Nelson, D. L. and Quick, J. C. (2003). Social Responsibility.
InD. L.

Nelson and J. C. Quick (eds) Organizational behaviour: Foundations, realities and challenges. 4th edn:
Thomson, South-Western: Australia. 62—78.

Nwankwo, O. C. (2011). A practical guide to research writing for students of research enterprise. Revised

Fourth Edition edn: Pam Unique Publishers Co. Ltd.: Port Harcourt.

Schermerharm, J. R., Hunt, J. G. and Osborn, R. N. (2011). Organizational behaviour. 11th edn: N. Y. Wiley
and Sons.

Shih, H. A., Chiang, Y. A. and Hsu, C. C. (2016). Can high-performance work systems really lead to better
performance? International Journal of Manpower, 27(8): 741-63.

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJ]SREM21471 | Page 7


http://www.ijsrem.com/

g

iz IISREM
*"’“"&ﬁ International Journal of Scientific Research in Engineering and Management (I[JSREM)
Reoel\zaI~ Volume: 07 Issue: 05 | May - 2023 SJIF 2023: 8.176 ISSN: 2582-3930

Sidle, S. D. (2008). Workplace stress management interventions: What works best? Academy of

Management Perspectives, 22(3): 111-12.

Sparr, J. L., Kniffer, K. and Williams, F. (2017). How Leaders Can Get The Most Out of Formal Training.
The significance of feedback-seeking and reflection as informal learning behavior. Human Resource
Development Quarterly, 28(1): 29-54.

Strohmair, S. (2013). Employee relationship management-realizing competitive advantage through

information technology. Human Resource Management Review, 23(1): 93-101.

Swanson, R. A. (2015). Human resource development: Performance is the key. Human Resource
Development Quarterly, 6(2): 207-13.

Torraco, R. J. and Swanson, R. A. (2015). The strategic roles of human resource development. People and
Strategy, 18(2): 10.

Warner, M. (1994). Organizational behaviour revisited. Human Relations, 47(10): 1151-64.

Williams, L. J. and Anderson, S. E. (1991). Job satisfaction and organizational commitment as a prediction

of organizational citizenship and in-role behaviour. Journal of Management, 17(3): 601-17.

Zhang, X., Qian, J., Wang, B., Jin, Z., Wang, J. and Mang, X. (2017). Leaders' behaviours matter. The role
of delegation in promoting employees’ feedback-seeking behaviour. Frontiers in Psychology, 8(920):
Available: https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5461250/

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJ]SREM21471 | Page 8


http://www.ijsrem.com/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5461250/

International Journal of Scientific Research in Engineering and Management (I[JSREM)

Volume: 07 Issue: 05 | May - 2023 SJIF 2023: 8.176 ISSN: 2582-3930

AUTHORS PROFILE

o

; -

1.

S.Sree Chandana (11199a214), Student,B.E. Computer Science and
Engineering, Sri Chandrasekharendra Sraswathi Vishwa mahavidhyalaya

Deemed to be university, Enathur, Kanchipuram, India.

2.
S.Haritha (11199a213), Student,B.E. Computer Science and
Engineering, Sri Chandrasekharendra Sraswathi Vishwa mahavidhyalaya

Deemed to be university, Enathur, Kanchipuram, India.

R.Ruchitha (11199a206), ), Student, B.E. Computer Science and
Engineering, Sri Chandrasekharendra Saraswathi Vishwa Mahavidyalaya

Deemed to be university, Enathur, Kanchipuram, India.

© 2023,IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM21471

Page 9


http://www.ijsrem.com/

