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Abstract

This research paper offers a comprehensive analysis of various models of Organizational Behavior (OB)
and evaluates their applicability and effectiveness within modern business organizations. The study
reviews foundational OB models, including the Autocratic and Custodial models, which historically
emphasized centralized authority and employee security, respectively. While these models were effective
during earlier industrial eras, their limitations in addressing the complexities of contemporary workplaces
are critically examined. The analysis then shifts to more contemporary frameworks — the Supportive,
Collegial, and System models — that emphasize employee motivation, participation, collaboration, and
systematic organizational thinking. Through an extensive literature review and empirical case studies of
globally recognized organizations such as Google, Toyota, and Amazon, the paper illustrates how these
OB models manifest in practice and impact organizational outcomes. Google’s emphasis on psychological
safety and collaboration exemplifies the Collegial and System models, whereas Toyota’s lean
manufacturing approach aligns with the Supportive model, promoting continuous improvement through
employee involvement. Conversely, Amazon’s hybrid application of autocratic and systemic approaches
highlights the nuanced challenges of balancing efficiency and employee well-being in large-scale
operations. The paper further incorporates empirical evidence from Gallup’s global workplace
engagement reports, which demonstrate the superior performance of organizations that adopt supportive
and systematic leadership styles. These findings underscore the growing importance of adaptive, trust-
based, and purpose-driven organizational cultures. Ultimately, this study concludes that modern business
organizations benefit most from integrating elements of multiple OB models to address diverse
operational and cultural demands. Managers are encouraged to strategically blend these models to foster
innovation, resilience, and sustained competitive advantage in an increasingly dynamic and complex
global business environment.

Keywords: Organizational Behavior, organizational behavior models, Mixed models of organizational
behavior, Organizational structure interrelationship, Contemporary issues and organizational
behavior models.
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1. INTRODUCTION
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In the rapidly evolving landscape of modern business, understanding human behavior within
organizations has become more critical than ever. Organizational Behavior (OB) is a multi-
disciplinary field that explores how individuals, groups, and structures influence behavior within
organizations, ultimately affecting performance, culture, and long-term success. As companies face
complex challenges such as globalization, technological disruption, remote work, and shifting
employee expectations, the relevance of OB theories and models has significantly increased.
Historically, various OB models such as Autocratic, Custodial, Supportive, Collegial, and System
models have been developed to explain and guide management practices. Each model reflects
different assumptions about employee motivation, leadership, organizational structure, and the role of
management. While these models originated in different eras and economic contexts, their relevance
must be re-evaluated in light of contemporary business needs.

Today’s organizations operate in environments that demand agility, innovation, and a high degree of
employee engagement. Traditional command-and-control models may no longer suffice in
knowledge-driven and team-oriented workplaces. Instead, models that emphasize trust, collaboration,
empowerment, and systems thinking appear more aligned with current organizational realities.

This paper aims to critically analyze the major models of Organizational Behavior and assess their
applicability and effectiveness in modern business organizations. By comparing these models against
current organizational demands and practices, this study seeks to provide insights into which
approaches remain relevant, which require adaptation, and how managers can effectively apply OB
principles in today’s dynamic business environments.

The Concept of Organizational Behavior (OB)

Organizational Behavior (OB) explores how individuals, groups, and structures affect behavior within
organizations. In the context of modern business organizations, shaped by globalization, digital
transformation, and evolving workforce dynamics, OB models help leaders adapt and manage more
effectively.

Major Models of Organization Behavior
Table 1 illustrates an overview of the major OB models (Robins & Judge, 2019; Champoux, 2010).

Table 1: Major OB Models — An Overview

Parameter Types of OB Models
The Autocratic | The Custodial The The Collegial | The System Model
Model Model Supportive Model
Model
Focus Authority and | Economic Leadership Partnership and | Interconnectedness
power security and support teamwork of organizational
elements
Assumption Employees are | Employees are | Employees are | Employees are | Organizations are
passive and | loyal when | self-motivated | responsible and | complex systems.
dependent on | their security | and capable. collaborate as
managers. needs are met. equals.
Key Driver Obedience Benefits Job Self-discipline | Trust, community,
performance and meaning
through
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motivation
Management Directive Welfare- Participative Democratic Transformational
Style oriented and team-based
Modern Rare in | Present in | Highly Strongly Reflects
Relevance contemporary | large applicable in | aligned  with | contemporary
organizations corporations knowledge- agile and flat | emphasis on
due to a shift | offering based organizational | systems thinking,
toward extensive industries. structures. culture, and
employee benefits to | Supports Encourages sustainability.
empowerment | retain talent. employee innovation, Used by
and knowledge | Not sufficient | engagement, collaboration, companies that
work. Persists | alone; creativity, and | and shared | prioritize purpose,
in military or | employees emotional responsibility. | stakeholder value,
highly now seek | intelligence. and adaptability.
competitive purpose  and
industries. growth,  not
security.

Table 2 illustrates a comparative analysis of the major OB models (Miner, 2002; Moorehead &

Griftin, 2008; Hiriyappa, 2009).

Table 2: Major OB Models - A Comparative Analysis

Characteristics Types of OB Models
The Autocratic | The Custodial The The Collegial | The System Model
Model Model Supportive Model
Model
Motivation Authority Economic Leadership Teamwork Purpose and trust
Style rewards support
Modern Fit Low Moderate in High Very High Very High
legacy firms
Strengths Clear Job security Employee Innovation, Adaptive, human-
command, engagement autonomy centric
quick decisions
Weaknesses Low morale, | Lacks intrinsic Requires a Not suitable Complex to
creativity motivation strong for all cultures implement
suppression leadership
culture

Implications for Modern Organizations (Rautrao & Nille, 2025)

e Digital Workplaces demand supportive and collegial models that empower remote and hybrid

teams.

e Millennial and Gen Z Workforce values purpose, autonomy, and development. This is best
supported by the system and supportive models.

e Globalization and Complexity necessitate systems thinking and agile leadership.

e Innovation-Driven Cultures flourish under collegial and supportive models due to

collaboration and trust.

Modern business organizations require a hybrid approach to OB models. It may include balancing

structures and freedom, individual goals and organizational objectives. While older models like
autocratic and custodial have limited applicability today, supportive, collegial, and system models are
increasingly vital for fostering resilience, engagement, and innovation in the 21st-century workplace.
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Literature Review

In her article (Hattangadi, 2025), she highlights how organizational behavior (OB) models — including
autocratic, custodial, supportive, collegial, and system — serve as frameworks for understanding
several aspects. These include understanding employee interactions and aligning organizational goals.
She emphasizes the system model’s contemporary relevance, integrating employee skills into
organizational functions beyond mere financial motivation. The incorporation of strategic tools like
Kaplan and Norton’s Balanced Scorecard alongside OB models facilitates measuring both financial
and non-financial performance indicators, strengthening organizational behavior outcomes. A
contemporary business education article compares traditional OB models with evolving trends. It
promotes the integrative model as necessary to combine structure with human value, especially in
multinational companies (Jaro Education, 2024). Historically, the study of organizational behavior has
offered instruments for examining workplace conduct, encompassing motivation theories and
leadership dynamics. These aspects are establishing frameworks that tackle organizational issues such
as cultural integration, decision-making, and conflict resolution (Quttainah, 2025). This journal article
presents a forward-looking organizational behavior framework that emphasizes sustainability, ethics,
and stakeholder inclusion. These elements in the framework help transition traditional organizational
behavior theories towards contemporary models that are centered on environmental, social, and
governance (ESG) principles. In the article, Birkan (2025) discusses organizational behavior models
in project management, illustrating how the supportive model — rooted in leadership and
encouragement - enhances team management, autonomy, and project success. The article argues that
adapting QB models to project team dynamics improves communication, motivation, and culture
critical to delivering quality outcomes within constraints. The article in (Emerald Insight, 2023)
proposes that inclusive organizational behavior (IOB) practices will evolve. It will assist in adjusting
to the new work dynamics, which can foster more humane and engaging workplaces, ultimately
benefiting society as a whole. The redefined IOB emphasizes individual positive psychological traits,
team dynamics, and the integration of digital corporate culture with a human-centric approach and
sustainability. This expansion broadens the concept of organizational behavior (OB) beyond the
traditional three levels of analysis — individual, group, and the overall behavior of the organization —
in the new normal following the COVID-19 pandemic.

According to Scribd notes (2025), the custodial model creates or stimulates dependency through
employee benefits. Although the model lacks motivation for high performance. In the case of
supportive and collegial models, their emphasis and leadership and partnership, respectively, results
in engaging employees’ psychological needs and fostering commitment. The system model is
presented as balancing individual and organizational goals in a holistic manner suited to contemporary
organizational structures and complexity.

The swift advancement of technology, globalization, and social transformation necessitates a
reassessment of OBR paradigms (Deliu & Olariu, 2024). The emergence of artificial intelligence, the
gig economy, and increased awareness about mental health and diversity have brought forth new
factors within organizational ecosystems. Disruption to conventional hierarchies has arisen as
organizations that implement hybrid organization behavior (OB) models and utilize artificial
intelligence (Al) frequently necessitate more flexible structures (Bhuvan, 2024). This decentralization
may result in power disparities and ambiguities in roles within teams. The implementation of hybrid
OB models proves beneficial in crafting adaptive frameworks that prioritize human oversight, ethical
governance, and inclusivity. Studies indicate that enhancing Al with human intuition — where

machines manage data-intensive tasks while humans contribute contextual and ethical perspectives —
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can foster more equitable and efficient decision-making systems (Rawas, 2024). (Perifanis & Kitsios,
2023) Proposes that future investigations should also examine the long-term consequences, such as
the effects of hybrid OB models and the application of emerging technologies like Al and machine
learning (ML), on organizational culture and employee responsibilities. This is to establish sustainable
and ethically sound practices. Analyzing successful case studies of Al integration can offer valuable
insights for creating scalable and inclusive Al-driven decision-making organizational frameworks.

Methodology
Research Design

This research adopts a qualitative, descriptive, and comparative research design. The objective is to
critically analyze established Organizational Behavior (OB) models and evaluate their relevance to
modern business organizations. Rather than collecting primary data through surveys or experiments,
this research relies on secondary sources such as academic journals, case studies, books, and industry
reports.

Research Approach
A theoretical and conceptual analysis approach is used to:

e Understand the historical development of OB models.
o Identify their underlying assumptions and mechanisms.
e Compare them against contemporary organizational needs and practices.

This approach is particularly appropriate for a study grounded in evaluating conceptual models in the
context of evolving organization dynamics.

Data Collection
The research uses secondary data sources, including:

e Peer-reviewed journal articles from databases like JSTOR, ScienceDirect, Springer, Emerald,
Elsevier, Wiley, SAGE, Taylor & Francis, and Google Scholar.

e Books and foundational texts on Organizational Behavior (e.g., Robbins & Judge, Luthans,
McGregor, Senge, etc.).

e Business case studies and reports from reputable consulting firms (e.g., McKinsey, Deloitte,
and Gallup).

e Real-world organizational examples and trends covered in industry-specific publications.

Data Analysis
A comparative thematic analysis was conducted:

e FEach OB model (Autocratic, Custodial, Supportive, Collegial, and System) was examined
individually.

e Themes such as motivation style, leadership approach, employee engagement, adaptability,
and relevance to current business trends were extracted.

e The models were then compared across these themes to determine their strengths,
weaknesses, and applicability to modern organizations.
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o Additionally, case-based examples from modern companies (e.g., Google, Amazon, and
Toyota) were reviewed to contextualize the models in practice.

Ethical Considerations

As this study uses only publicly available secondary data, no ethical approval was required. All
sources are properly cited to maintain academic integrity and avoid plagiarism.

Analysis and Discussion

The evolution of Organization Behavior (OB) models reflects changing assumptions about human
motivation, organizational design, and managerial control. As businesses have transitioned from
hierarchical and mechanistic systems to adaptive to knowledge-based networks, so too has the
relevance of OB models shifted. This section analyzes each model’s application and effectiveness
within the context of 21st-century organizational realities.

e Autocratic Model: Declining Relevance in a Collaborative Era

o The Autocratic Model, based on centralized authority and strict compliance, was
foundational in early industrial settings, where manual labor and task repetition
dominated (Robbins & Judge, 2019).

o Intoday’s context, however, this model is largely incompatible with knowledge work,
which requires autonomy, creativity, and emotional engagement (Quarterdeck?2,
2025). As Amazon’s example shows, elements of autocracy can yield efficiency but
may also generate criticism for encouraging a high-pressure work environment.

o The autocratic model, characterized by centralized decision-making and top-down
control, is losing relevance in today’s collaborative era, where employee
empowerment and open communication are valued. While it may offer speed and
efficiency in certain situations, its rigid structure often hinders innovation, creativity,
and employee engagement. In turn, this ultimately has an impact on organizational
performance and adaptability (Cherry, 2023; Vaid, 2023).

e The Custodial Model: Security Without Purpose

o The Custodial Model emphasizes employee security through benefits and job
stability. Although it marked a progressive shift from control to welfare, its core
motivational mechanism, material dependence, has limited effectiveness in today’s
workforce. This is particularly true for Millennials and Gen Z manpower, who
prioritize meaning, development, and flexibility over job performance (Gallup, 2023).

o The custodial model may not inspire high levels of performance or engagement
(Hattangadi, 2025). Organizations that rely on this model may maintain employee
retention but struggle with innovation and engagement. It remains partially relevant
in certain union-supported environments or public sectors where job stability is a
central value, but it lacks the motivational power required in high-performance
cultures.

e The Supportive Model: Central to Modern Engagement
o The Supportive Model also aligns with Gallup’s findings that managerial quality is
the single most important factor in employee engagement (Gallup, 2023).
o According to Shivakumar (2025), managers in supportive organizations act as
facilitators rather than enforcers, focusing on employee needs and growth. This model
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is highly effective in environments that demand continuous learning, adaptation, and
engagement.

The supportive model of organizational behavior is crucial for fostering employee
engagement in modern workplaces. As seen in Toyota’s example, supportive
leadership and team involvement are key to lean innovation and consistent quality
(Quarterdeckl, 2025).

Modern employee engagement strategies often incorporate elements of a supportive
model (EnovaPoint, 2024). Some examples may include the “4Es” of employee
engagement (Enablement, Energy, Empowerment, and Encouragement) (River, 2024;
Workhuman, n.d.) and the “5Cs” of employee engagement (Care, Connect, Coach,
Contribute, and Congratulate) (Horton, n.d.).

In a time when talent holds equal significance to capital, the value of employee
engagement has intensified, emerging as a vital factor in determining organizational
success. The supportive model aligns with these modern approaches by emphasizing
the human element in the workplace and prioritizing employee well-being as a key
driver of engagement (Smith, 2025).

e The Collegial Model: Collaboration and Empowerment

o

The Collegial Model promotes a workplace culture where power and responsibility
are shared among team members. It assumes that employees are intrinsically
motivated and capable of self-governance (Sharma, 2024; Shivakumar, 2025).

Google illustrates how the Collegial Model can drive innovation and cultural
alignment by fostering psychological safety and shared ownership (Sekar, 2024). In
practice, many organizations adopt a modified collegial approach, mixing hierarchy
with cross-functional teams and distributed decision-making (Lynch, 2024).

e The System Model: Addressing Complexity and Purpose

o

A Google case study examining organizational behavior (OB) could focus on how the
company addresses complexity and achieves its purpose through its unique
organizational structure and culture (Smithson, 2024). Google’s flat hierarchy,
emphasis on innovation, and focus on employee well-being contribute to its ability to
manage complexity and drive performance (Correct Digital, 2025).

Google’s systematic focus on data, feedback, and values is an example of how this
model translates into high innovation and strong performance (Sekar, 2024).

e Hybridization of OB Models in Practice

o

Few organizations today rely on a single OB model. Instead, most adopt a hybrid
approach. This included extracting elements from multiple models based on
situational needs (Hullat & Freitas, 2023).
= For example, Amazon combines autocratic elements in its operations with
systematic strategy in innovation (Brodowicz, 2024).
= Technology startups may start with a collegial or supportive model and
formalize more custodial structures as they grow (Quarterdeck2, 2025).
= Large firms may implement system-level thinking for strategy while using
supportive practices at the team level (Sharma, 2024).
This hybridization allows organizations to be flexible, maintaining operational control
while promoting innovation and engagement (EnovaPoint, 2024).

e Key Insights
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o People-centric Models (Supportive, Collegial, and System) are best suited to today’s
dynamic, team-driven, and innovation-based economies (Shivakumar, 2025).

o Legacy Models (Autocratic, Custodial) still exist in specific contexts but generally
underperform in engagement and agility metrics (Sharma, 2024).

o Hybrid Models offer the flexibility modern organizations need but require careful
alignment with culture, strategy, and leadership capacity (Hullat & Freitas, 2023).

Case Studies or Empirical Evidence

To better understand how Organizational Behavior (OB) models apply in real-world contexts, this
section explores how companies reflect or blend these models in practice. The examples highlight the
dynamic nature of OB applications in modern business environments.

Google: The System and Collegial Models in Action
o Google utilizes a System Model with strong elements of the Collegial model. This
system Model emphasizes interconnectedness within the organization, while the
Collegial Model fosters teamwork, shared responsibility, and mutual respect.
Google’s structure and culture reflect this blend, promoting collaboration and
innovation while maintaining a degree of organizational structure and efficiency
(Sharma, 2024; GK, 2024; Sekar, 2024).

A Creative Agency or an R&D Team: A Pure Collegial Approach
o A good example of collegial mode in practice is a creative agency or a research and
development team, where collaboration and shared decision-making are crucial for
success. In this case, there is emphasis on collaboration and teamwork, with
employees encouraged to share ideas, offer support, and work together to achieve
common objectives (Thomas, 2025)

Toyota: A Supportive Model in Practice
o Toyota’s organizational style and management style are often cited as examples of a
supportive organization behavior (OB) model. This is because they prioritize
empowering employees and fostering a collaborative environment, rather than relying
on traditional top-down control (Quarterdeckl, 2025).

Amazon: A Hybrid of Autocratic and Supportive Models / Autocratic and System Models
o Amazon’s organizational behavior model is often described as a blend of autocratic
and supportive elements. While this company is known for its demanding and result-
oriented culture (Autocratic Model), it also emphasizes employee well-being, open
communication, and development opportunities (Supportive Model). This dual
approach aims to drive high performance while fostering a sense of employee value
and engagement (Quarterdeck2, 2025). The company uses data-driven systems and a
long-term strategy (System Model); its warehouse operations often reflect an
Autocratic Model, with tight control and performance monitoring (Brodowicz, 2024).

e QGallup Studies: Empirical Support for Supportive and System Models
o Gallup’s global employee engagement reports consistently show that organizations
with supportive and purpose-driven cultures outperform others. According to
Gallup’s State of the Workplace 2023 (Gallup, 2023):
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= Only 23% of the employees are engaged worldwide.
= Highly engaged teams show 21% greater profitability.

= Engagement is driven by leadership quality, development opportunities, and

alignment with organizational purpose.

o These findings empirically support the effectiveness of supportive and System models

in modern organizational success.

A summary table of the case studies (Table 3) is shown herewith.

Table 3: Summary Table of the Case Studies discussed herewith

Sr. No. Organization Dominant OB Model (s) Key Outcomes

1 Google (Sekar, 2024) | System + Collegial High innovation, psychological

safety, and team effectiveness.

2 A Creative Agency | Collegial Empowerment, cultural
or A Research and consistency, and high
Development Team autonomy.

(Thomas, 2025)

3 Toyota Supportive Continuous improvement,
(Quarterdeckl, 2025) employee-driven innovation

4 Amazon Autocratic + Supportive High productivity, but tension
(Quarterdeck?2, 2025) | Autocratic + System between control and creativity.

5 Gallup Data (Gallup, | Supportive + System Empirically  proven  higher
2023) profitability and engagement.

Findings

Table 4 illustrates a comparison of some aspects relevant to modern businesses.

Table 4: A Comparison of some aspects relevant to modern businesses

Sr. No. Aspect Finding Significance to modern
businesses

1 Diversity of | Various organizational behavior | Understanding the strengths and
Organizational models (e.g., classical, human | weaknesses of each model allows
Behavior Models | relations, systems theory, | organizations to tailor their
(Sharma, 2024; | contingency theory) offer unique | management practices to better
Rautrao & Nille, 2025) | insights into employee motivation | fit their specific contexts and

and organizational effectiveness. challenges.

2 Impact of | Finding: A strong organizational | Organizations that  actively
Organizational Culture | culture positively correlates with | cultivate a positive culture can
on Performance (Hullat | employee satisfaction, retention, | enhance employee engagement
& Freitas, 2023) and overall performance. and productivity, leading to better

business outcomes.

3 Role of Leadership | Different leadership styles (e.g., | Identifying effective leadership
Styles (Goleman, 2011) | transformational, transactional, | styles can help organizations

servant leadership) significantly | develop training programs that

affect employee motivation and | enhance leadership capabilities,

organizational commitment. fostering a more motivated
workforce.

4 Importance of | High levels of  employee | Organizations that prioritize
Employee Engagement | engagement are linked to increased | employee engagement initiatives
(Robins &  Judge, | productivity, lower turnover rates, | can create a more committed
2019) and improved customer satisfaction. | workforce, ultimately driving
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better business results.
This finding underscores
importance

the
of developing a

5 Adaptability to Change
(Shivakumar, 2025)

Organizations that embrace change
management practices are more

successful in navigating market | flexible organizational structure
fluctuations and  technological | and culture that can adapt to
advancements. external pressures.

6 Influence of | The integration of technology in the | Understanding the impact of
Technology on | workplace has transformed | technology on organizational
Organizational communication, collaboration, and | behavior can help businesses
Behavior (Marr, 2024; | employee interactions. leverage digital tools to enhance
Kopp, 2025) teamwork and efficiency.

7 Psychological ~ Safety | Teams that foster psychological | Organizations that create an
and Innovation | safety are more likely to engage in | environment of psychological
(Sharma, 2024) innovative behaviors and share | safety can drive innovation and

ideas without fear for
consequences.
Organizations that promote work-

life balance see improved employee

of negative | creativity, essential
competitive advantage.
This finding highlights the need

for policies that support flexible

8 Work-Life Balance and
Employee Well-Being

(Rautrao &  Nille, | well-being and reduced burnout. work arrangements, contributing
2025) to a healthier and more
productive workforce.

9 Impact of Diversity and | Diverse teams outperform | Emphasizing  diversity  and
Inclusion (Shore et al., | homogeneous teams in problem- | inclusion can lead to better
2011) solving and creativity. decision-making and innovation,

enhancing organizational
performance.

10 Feedback Mechanisms | Regular  feedback  mechanisms | Organizations that implement
and Continuous | contribute to continuous | effective feedback systems can
Improvement improvement and employee | foster a culture of learning and
(Edmondson, 2018) development. adaptability, essential for long-

term success.
These findings can provide valuable insights for modern business organizations, guiding them in

developing strategies that enhance their effectiveness and adaptability in a dynamic environment.

Table 5 illustrates a comparison of the major OB models in the modern business context (Sharma,
2024; GK, 2024; Rautrao & Nille, 2025).

Table 5: Major OB Models — A Comparison in Modern Context

Parameter Types of OB Models
The Autocratic | The Custodial The Supportive The Collegial The System
Model Model Model Model Model

Key Centralized Employers Leadership Partnership An organization is

Characteristics | power, top- | focus on | centered on | and teamwork; | an interconnected,
down decision- | employee support, shared adaptable system.
making, strict | security and | motivation, and | responsibility
hierarchy benefits job satisfaction. and mutual

respect.

Applicability Largely Still seen in | Highly relevant; | Strong fit for | Most

in Modern | outdated organizations | aligns with talent | knowledge- contemporary; it

Business except in some | prioritizing development, based and | underpins digital

Organizations | traditional or | stability and | inclusion, and | innovation- transformation,
crisis settings, | retention, but | retaining top | driven cross-functional
modern less effective | performers in | industries that | collaboration, and
businesses for driving | competitive value responsiveness to
favor more | innovation and | markets. collaboration rapid change.
empowerment | engagement. and creativity.
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and agility.

Primary Focus | Authority and | Economic Leadership, Teamwork, Interconnected
obedience security, motivation, partnership systems, synergy

benefits satisfaction

Typical Highly Large, stable | Service/hospitality | Tech firms, | Complex, project-

Application regulated organizations | sectors creative based, or
industries, industries innovative firms
quick decisions

Relevance to Modern Business Organizations
Here are some aspects that highlight the relevance of OB theories to modern business enterprises.

o Shift Toward System and Collegial Models: Modern organizations are increasingly adopting
the system and collegial models, moving away from rigid, hierarchical structures (Sharma,
2024; GK, 2024). The system model, viewing the organization as a network of interrelated
parts, is vital for adaptability and continuous improvement. This fits the current business
climate, where rapid technological change and market volatility require high levels of
collaboration and organizational agility (Sharma, 2024; Marr, 2024).

e Supportive and Collegial Models Foster Engagement: These models emphasize leadership,
empowerment, collaboration, and shared goals, which drive employee engagement and
innovation. This is key for sectors relying on intellectual capital and creativity (Sharma, 2024;
GK, 2024)

e Technology, Al, and Data Integration: The rise of Al, automation, and real-time data has made
the system model especially relevant. Today’s organizations need seamless data-flow, cross-
departmental insights, and rapid, data-driven decision-making to remain competitive
(Quantive; IIBV; Kopp, 2025). Companies like Tesla and firms across technology and
financial services exemplify this by integrating Al for predictive analytics, automation, and
enhanced collaboration across all departments (Quantive; IIBV; Kopp, 2025).

e Resilience and Adaptability Are Essential: The pandemic (earlier) and ongoing disruptions
highlighted the need for organizational resilience. An enterprise can adapt rapidly and
innovate. Systemic and collegial approaches provide flexibility and continued alignment with
strategic goals (Marr, 2024).

e Employee Experience and Management: Successful modern businesses invest in models that
empower employees, support continuous learning, and create positive, inclusive
environments. This minimizes employee turnover, enhances satisfaction, and supports
business transformation (Marr, 2024; Kopp, 2025).

In modern business organizations, the most effective organization behavior models are those that
prioritize system-wide thinking, collaboration, adaptability, and empowerment over rigid control or
purely economic incentives. The system and collegial models best support the demand of digital
transformation, cross-functional teamwork, and the continuous, data-driven change that defines
today’s business landscape (Rautrao & Nille, 2025; Sharma, 2024; GK, 2024).

Contemporary and Integrative Models

e Integrative Model: Combines individual characteristics (personality, values), job attitudes,
individual and group mechanisms, and organization structures. It offers a holistic view and
emphasizes flexibility and practical applicability. This includes aligning with modern
demands for resilience and agility within the organizations (Hullat & Freitas, 2023).
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e Congruence Model: Developed by Nadler and Tushman, this model assesses organizational fit
by examining the alignment between tasks, people, organizational structure, and culture. It is
used to diagnose gaps and guide transformational change (Hullat & Freitas, 2023).

Critical Analysis & Impact in Modern Organizations

e Customization and Blending: No single OB model suffices for every organization. Successful
organizations often blend the aspects of multiple models to suit their unique culture, business
goals, and industry environment (Hulatt & Freitas, 2023; Shivakumar, 2025).

o Change Management: Models that emphasize adaptability (System and Integrative Models)
have grown in importance as organizations navigate digital transformation, remote work, and
complex stakeholder expectations (Shivakumar, 2025).

e Culture and Performance: Applying OB models strategically is a key to building strong
cultures promoting innovation and maintaining competitiveness (Sharma, 2024).

o [eadership Development: Modern OB models drive leadership strategies, equipping
managers to address human dynamics, motivate teams, and handle change effectively (Hulatt
& Freitas, 2023; Shivakumar, 2025).

Organizational Behavior Models are indispensable tools for diagnosing issues, implementing strategic
change, and leading people effectively. Modern organizations increasingly adopt comprehensive and
adaptive frameworks (such as System and Integrative Models) that accommodate complexity,
continuous learning, and the need for collaborative, engaging work environments. Their efficacy lies
in strategic application, tailored to organizational context, and their role in promoting productivity
innovation and employee well-being (Hulatt & Freitas, 2023; Sharma, 2024; Shivakumar, 2025).

Recommendations

In a research study analyzing different organizational behavior models and their relevance to modern
business organizations, several recommendations could be made based on the findings. Here are some
possible recommendations:

e Adopt a Hybrid Model: Encourage organizations to adopt a hybrid approach that combines
elements from various organizational behavior models. This can help in addressing diverse
employee needs and adapting to changing business environments (Hullat & Freitas, 2023).

e Emphasize Employee Engagement: Recommend implementing strategies that enhance
employee engagement, such as participative decision-making, recognition programs, and
opportunities for professional development. Engaged employees are more productive and
contribute positively to organizational culture (Schein, 2010; Kotter, 2012; Robbins & Judge,
2019).

o Leverage Technology: Use collaborative tools to support collegial and system models in
remote and hybrid settings, ensuring seamless communication and engagement (Hullat &
Freitas, 2023).

e Focus on Diversity and Inclusion: Suggest that organizations prioritize diversity and inclusion
initiatives. A diverse workforce can lead to more innovative solutions and better decision-
making, reflecting the principles of modern organizational behavior theories (Shore et al.,
2011).

e Implement Flexible Work Arrangements: Advocate for flexible work arrangements that cater
to the needs of employees, such as remote work options and flexible hours. This aligns with
contemporary organizational behavior models that emphasize work-life balance (Rautrao &
Nille, 2025).
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e Utilize Data-Driven Decision Making: Recommend the use of data analytics to inform
organizational behavior strategies. By analyzing employee feedback and performance metrics,
organizations can make informed decisions that enhance workplace culture and productivity
(Rautrao & Nille, 2025).

e Promote Continuous Learning: Encourage organizations to foster a culture of continuous
learning and development. This can be achieved through training programs, mentorship, and
opportunities for skill enhancement, aligning with modern theories that value adaptability and
growth (Edmondson, 2018).

o Enhance Communication Channels: Suggest improving internal communication channels to
ensure transparency and open dialogue. Effective communication is crucial for building trust
and collaboration within teams (Dyer & Dyer, 2013; Robbins & Judge, 2019).

e Monitor and Evaluate Organizational Culture: Recommend regular assessments of
organizational culture to identify areas for improvement. Tools such as employee surveys and
focus groups can provide valuable insights into the effectiveness of current practices (Hullat
& Freitas, 2023).

e Align Organizational Goals with Employee Values: Encourage organizations to align their
goals with the values and aspirations of their employees. This alignment can lead to increased
motivation and commitment to organizational objectives (Robbins & Judge, 2019).

e Foster Leadership Development: Suggest investing in leadership development programs that
equip leaders with the skills to manage diverse teams and navigate complex organizational
dynamics effectively (Goleman, 2011).

Conclusion

Organizational Behavior (OB) models serve as conceptual frameworks that help managers understand
and influence workplace dynamics. As this research paper has illustrated, each model — Autocratic,
Custodial, Supportive, Collegial, and System - has unique strengths and limitations. While earlier
models like the Autocratic and Custodial approaches were effective during the industrial era, they are
increasingly obsolete in the context of digital transformation, decentralized structures, and value-
driven workforces. In contrast, modern organizations benefit greatly from the Supportive, Collegial,
and System models, which emphasize trust, motivation, collaboration, and purpose. Case studies of
companies like Google, Toyota, and Amazon reinforce this shift, illustrating how people-centered and
adaptable OB approaches align more closely with today’s business challenges and opportunities.
Moreover, the hybridization of models — tailoring leadership and organizational culture to specific
needs — has emerged as a key strategy in contemporary management. Leaders must remain agile,
combining aspects of various models based on their workforce, industry, and goals. Ultimately,
understanding and strategically applying OB models can significantly improve employee engagement,
innovation, and organizational success in an ever-changing business environment.
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