Organisational Behaviour
Q1. A mid-sized technology firm has recently experienced a noticeable decline in employee motivation and team spirit, resulting in missed project deadlines and reduced productivity. The HR manager observes that while the company has clear objectives, employees seem disconnected from these goals and lack enthusiasm for collaborative work. The leadership is concerned that this trend may impact overall organisational effectiveness and is seeking ways to foster a more positive attitude towards work and enhance team cohesion. Based on the scenario, how should the HR manager apply organisational behaviour models to address the declining motivation and team spirit among employees, ensuring alignment with organisational objectives?
Answer:
Introduction:
In today’s fast-moving business environment, technology firms rely heavily on motivated employees and strong teamwork to achieve success. However, when employees lose their enthusiasm and feel disconnected from company goals, productivity and morale can drop sharply. This is exactly what’s happening at the mid-sized technology firm in this scenario. Even though the company has clear objectives, employees appear unmotivated, disengaged, and unwilling to collaborate, leading to missed project deadlines and falling productivity. Such problems don’t just affect daily operations—they can seriously harm the company’s long-term performance and reputation. Organisational Behaviour (OB) is a field that studies how people behave within workplaces. It provides valuable tools, models, and insights that HR managers can use to understand why employees are feeling disconnected and how to reignite their motivation.
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Q2. A service-based organisation is facing high employee turnover, with exit surveys citing lack of trust in management, inflexible work arrangements, and low job satisfaction. The HR director proposes leveraging scientific methods—such as employee surveys, behavioural analytics, and evidence-based interventions—to identify root causes and design retention strategies. Some executives question whether these methods can capture the complexities of human behaviour. Critique the application of scientific aspects of organisational behaviour in improving employee retention in a service-based organisation. Evaluate the strengths and limitations of using data-driven methods to address issues such as trust, flexibility, and job satisfaction.
Answer:
Introduction:
Employee turnover is a serious problem for any service-based organisation because it leads to higher costs, disruptions in services, and a loss of experienced talent. In service industries, employees often directly interact with customers, so their motivation and satisfaction directly affect service quality and the organisation’s reputation. The HR director’s idea of using scientific methods like employee surveys, behavioural analytics, and evidence-based interventions is rooted in the field of organisational behaviour (OB), which studies how people act in workplaces and how organisations can influence behaviour positively. However, while scientific methods bring a structured way of diagnosing and solving problems, some executives worry these methods might oversimplify complex human feelings and relationships, like trust, job satisfaction, and the need for flexible work. This tension raises important questions about whether data and science alone can capture the full human experience at work.
Q3 (A) A national retail company has seen profits fall and employee satisfaction drop. Employees feel their roles are monotonous and that their input is not valued. The board wants a transformation that will make the company more agile, innovative, and employee-centric. A retail chain is experiencing declining sales and low employee morale due to rigid hierarchical structures and limited empowerment. As the new CEO, develop a re-engineering plan that applies modern organisational behaviour approaches to redesign jobs, delegate authority, and foster innovation. What mechanisms would you use to ensure continuous improvement?
Answer:
Introduction:
A national retail company is facing falling profits and unhappy employees. Workers feel bored in their jobs and believe their ideas don’t matter. The company’s rigid structure makes it slow to change, which hurts sales and innovation. As the new CEO, I must bring fresh thinking and modern organisational behaviour approaches to solve these problems. My goal is to make the company more flexible, creative, and focused on people. To achieve this, I will redesign jobs to make work more interesting, give people more authority, and create a culture that encourages new ideas. Continuous improvement will ensure these changes last over time.

Q3(B) A financial firm has noticed that talented employees are leaving for competitors, citing lack of recognition, growth opportunities, and alignment with personal goals. The leadership wants to develop a holistic retention plan that addresses these issues and builds long-term loyalty. A financial services company is facing high employee turnover, especially among high-potential staff. As the Talent Management Head, create a retention strategy that integrates motivational theories and organisational behaviour principles to fulfil employee needs and align them with organisational objectives. What unique initiatives would you implement to sustain engagement?
Answer:
Introduction:
In today’s financial services industry, talented professionals are essential for delivering competitive advantage, innovation, and exceptional client service. Yet, many firms struggle to retain their high-potential employees, who often leave in search of recognition, growth, and meaningful work that aligns with their personal goals. High turnover leads to loss of expertise, increased recruitment costs, and disruption in client relationships. As the Talent Management Head, it’s crucial to design a retention strategy that goes beyond salary or perks and taps into deeper human needs and motivations. A holistic approach, integrating motivational theories and organisational behaviour principles, can help keep talented employees engaged and loyal.

