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Abstract: 
This study rigorously analyses the behavioural issues encountered by medium-sized firms in 

Punjab, India, and investigates the strategic measures implemented to improve employee conduct 
and performance.Organisational effectiveness relies on constructive employee behaviour, which is 
defined by enthusiasm, cooperation, accountability, and adaptation, in an evolving and rapidly 
evolving economic context. However, structural barriers, resource shortages, and embedded cultural 
norms frequently plague medium-sized businesses in Punjab, making it difficult for them to 
consistently foster positive employee behaviour.The study adopted a qualitative research approach 
to gather data by conducting thorough interviews with thirty participants from various 
manufacturing industries, including HR managers, supervisors, and operational workers. The lack of 
formal human resources procedures, constrained alternatives for developing abilities, hierarchical 
communication patterns, lack of recognition, and cultural resistance to organisational change are 
only a few of the significant behavioural issues that thematic analysis identified. Participatory 
leadership, structured feedback systems, training interventions, performance-based rewards, and 
wellness initiatives were among the corresponding coping mechanisms.By providing useful tactics 
and culturally informed insights, this study contributes to the broader conversation on human 
resource development in emerging economies. Despite structural limitations, the results offer a 
nuanced view of how medium-sized businesses in regional locations might promote healthy employee 
behaviour. In order to create resilient and people-centric organisations in comparable situations, the 
study ends with practical suggestions for HR professionals, legislators, and business executives. 
Keywords: employee behaviour, coping strategies, HR challenges, medium enterprises, Punjab, 
workplace culture, organizational development 
 

1. Introduction:  

Employee behaviour is the foundation of organisational performance and has a direct impact 

on harmonious work environments, creativity, and productivity. Positive traits including 
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collaboration, innovation, moral behaviour, and flexibility are becoming more and more valued in 

today's cutthroat corporate environment (Boxall & Purcell, 2011). Given that medium-sized 

businesses frequently operate under stricter financial constraints and face severe local competition, 

the importance of fostering positive employee behaviour becomes even more apparent in the context 

of these businesses, particularly in developing regions like Punjab (Ghosh et al., 2020). 

In India, medium-sized businesses are essential to industrial decentralisation, regional 

economic growth, and job creation (Saini & Budhwar, 2008). Nevertheless, a large number of these 

businesses rely on unofficial methods that are influenced by regional customs and financial 

constraints rather than traditional human resource management (HRM) systems. According to 

Harney and Dundon (2006), this frequently results in issues including low staff engagement, poor 

communication channels, low motivation, and reluctance to change. Finding sustainable tactics that 

medium-sized businesses can use to promote employee development is becoming more and more 

important as behavioural problems continue to hinder performance results. 

One of India's industrially vibrant states, Punjab is home to thousands of medium-sized 

enterprises, mostly in the manufacturing, textile, agro-processing, and service sectors. Although 

these businesses have potential, they frequently suffer from antiquated leadership techniques, a 

dearth of contemporary training facilities, and hierarchical workplaces that stifle free communication 

and creativity. According to Kaufman (2015), this leads to a lot of behavioural problems such 

conflict at work, low morale, absenteeism, and restricted accountability.In this regard, it is crucial to 

comprehend how Punjab’s medium-sized businesses recognise and handle behavioural issues with 

their staff. This study intends to close the gap between academic HR frameworks and real-world, 

context-sensitive applications by documenting local insights and coping strategies. By making 

suggestions that are in line with operational limitations and cultural realities, it also adds to the 

expanding corpus of research on organisational growth in emerging economies. 

2. Literature Review:  

A complex concept, how staff behave is impacted by organisational, sociocultural, and 

individual factors. Workplace harmony, productivity, creativity, and overall organisational 

performance are all directly impacted by staff behaviour, according to a wealth of research in the 

fields of organisational behaviour and human resource management (HRM) (Robbins&Judge,2019).  

2.1 Developing an Understanding of Employee Behaviour:  

Staff conduct includes both in-role performance and out-of-role behaviour, including 

cooperation, initiative, ethical behaviour, responsiveness to change, and leadership behaviour 

(Organ, 1988; Podsakoff et al., 2000). According to Joo and Park (2010), supportive leadership, job 

happiness, recognition, and a strong sense of purpose have all been connected to positive employee 

behaviour. 
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2.2 Role of HR Procedures in Influencing:  

Employee Conduct Effective HR procedures have a big influence on how employees behave. 

Employee involvement, communication channels, performance evaluation systems, and training and 

development have all been shown to have a good impact on behavioural outcomes and motivation 

(Snape & Redman, 2010). Purcell et al. (2003) stress that HR systems that encourage employee input 

and make expectations clear result in improved alignment between employee behaviour and 

organisational objectives.HR procedures in small and medium-sized businesses (SMEs), especially 

in developing nations, are typically informal and reactive, which restricts their capacity to influence 

constructive behaviour (Harney & Dundon, 2006). Ghosh et al. (2020) claim that a large number of 

Indian SMEs do not put in place formal performance management systems, which leads to 

behavioural problems like non-attendance, disobedience, and a lack of accountability. 

2.3 Style of Management and Leadership: 

Leadership style has a big impact on how people behave at work. Employee engagement and 

ethical behaviour have been proven to increase under transformational leadership, which is defined 

by empathy, support, and inspiration (Bass & Avolio, 1994). On the other hand, transactional and 

autocratic approaches frequently result in resistance at work and uncommitted compliance 

(Judge&Piccolo,2004). Traditional top-down management styles are prevalent for medium-sized 

businesses in areas like Punjab, which frequently inhibits innovation and discourages candid 

communication (Saini & Budhwar, 2008). The behavioural problems resulting from this gap can be 

addressed with the support of empowered and participatory leadership. 

2.4 Communication and Feedback: 

Fostering excellent behaviour in the workplace is largely dependent on effective 

communication. Employees are more likely to feel appreciated and respected when there is clear, 

timely, and two-way communication, according to research by Tourish and Robson (2006). This 

promotes cooperation and moral behaviour. Dissatisfaction and disengagement are exacerbated by 

the hierarchical communication channels that many SMEs retain, which stifle feedback. 

2.5 Reward and Recognition Programs: 

Positive behaviour is reinforced in large part through recognition. The Self-Determination 

Theory of Deci and Ryan (1985) states that when people feel valued and recognised, their intrinsic 

motivation is strengthened. Medium-sized businesses that fail to publicly acknowledge performance 

frequently suffer from demotivation, which results in withdrawal symptoms and poorer performance 

(Gupta & Shaw, 2014). 

2.6 Organisational Change and Regional Conflict: 

In organisational settings, resistance to change is a well-documented phenomenon, especially 

in conventional work cultures (Oreg, 2006). In Punjab, medium-sized businesses frequently function 
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under sociocultural frameworks that place a premium on conformity, hierarchy, and stability. It is 

challenging to promote conduct that meets the demands of modern work since these characteristics 

stifle creativity and adaptability (Budhwar & Debrah, 2009). 

2.7 Strategic Interventions and Coping Strategies: 

According to studies, behavioural problems can be avoided by putting in place structured 

HRM strategies, leadership development courses, and staff wellness programs (Kaufman, 2015). 

Building trust and improving behavioural consistency can be achieved through focused training 

interventions, transparent feedback systems, and participatory decision-making (Boxall & Purcell, 

2011). 

2.8 Setting the Scene in Punjab's Medium Sector: 

The dynamics of employee behaviour in Punjab's medium-sized business sector have not 

received much attention in empirical research. According to regional research by Sharma et al. 

(2021) and Singh & Singh (2019), the most urgent issues include lack of institutional support, 

resource shortage, and cultural conservatism. Their results are consistent with other research, 

indicating the necessity for flexible, employee-cantered, and locally relevant methods to HR 

management.  

Synthesis:  

There is much evidence in the literature that employee behaviour is directly impacted by HR 

procedures, leadership, communication, and recognition. However, a major factor in identifying the 

most successful solutions is the organisational and regional context. In order to investigate how these 

dynamics manifest in Punjab's medium-sized businesses and what coping strategies work best, this 

study draws on preexisting theories and empirical data. 

3. Research Objectives: 

 To determine the main obstacles medium-sized businesses face in improving employee 

behaviour. 

 To explore coping strategies used to address these behavioural challenges. 

 To provide practical recommendations tailored to the context of medium enterprises in 

Punjab. 

4. Methodology:  

This study used a qualitative research approach to investigate the complex and situation-

specific behavioural issues and coping strategies that medium-sized businesses face in Punjab. Since 

the study wasqualitative inquiry was thought to be the most suitable method for learning more about 

the organisational practices and life experiences of the participants. 

4.1 Design of the Research:  

By using a numerous case study approach, the researcher was able to keep a contextual lens  
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on the behavioural dynamics of the workforce across different firms. This framework facilitated both 

cross-case and within-case analysis by assisting in the identification of patterns and themes within 

actual organisational contexts. 

4.2 Sample and Sampling Method:  

Thirty participants were chosen using purposive sampling from ten medium-sized businesses 

situated in important industrial districts like Ludhiana, Jalandhar, and Amritsar. To guarantee a range 

of viewpoints, the participants included supervisors, HR managers, and operational-level staff. 

Participants had to have worked for their current organisations for at least two years in order to meet 

the inclusion requirements. 

4.3 Data Collection:  

Semi-structured, in-depth interviews were performed. Depending on participant option, 

interviews were conducted in Punjabi or English and lasted 45–60 minutes. Open-ended questions 

about perceived behavioural difficulties, communication methods, leadership philosophies, coping 

strategies, and company culture were all part of the interview guide. 

4.4 Data Recording and Transcription:  

With participant approval, all interviews were audio recorded and fully transcribed. To 

preserve participant confidentiality, recordings were anonymised after being checked for accuracy. 

Additionally, field notes were kept in order to record nonverbal clues and contextual information.  

4.5 Data Analysis:  

Braun and Clarke's (2006) six-step process—familiarization, code generation, theme search, 

topic review, theme definition, and writing up—was followed for conducting thematic analysis. The 

data was coded and organised using NVivo 12 software, which made it possible to systematically 

find new patterns. 

4.6 Trustworthiness and Rigour:  

Triangulation was used to compare data from various jobs, industries, and organisations in 

order to guarantee credibility. Additionally, member checking was carried out, in which chosen 

participants went over their transcripts and confirmed their interpretations. Audit trails improved 

dependability, and the researcher's reflective journaling and peer debriefing preserved confirmability. 

4.7 Moral Points to Remember:  

The connected academic institution granted ethical approval. Informed permission forms 

were given to participants, who were also guaranteed confidentiality and voluntary involvement. The 

information was safely kept and used only for study.The research was able to gather deep, contextual 

insights into the behavioural issues facing the workforce and the useful coping strategies used by 

Punjab’s medium-sized businesses. 
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5. Findings:  

Thematic analysis of interview transcripts identified five main behavioural issues and five 

related coping mechanisms that were frequently brought up in participant answers. Through cross-

participant comparison, these themes were confirmed after being extracted from coded parts of the 

data. The following table enumerates the main themes. 

Behavioural 

Challenge 
Description Coping Strategy 

Example from 

Interview Data 

Lack of Structured 

HR Practices 

Absence of formal 

policies and 

inconsistent 

performance 

evaluations 

Formalization of HR 

systems, regular 

performance 

appraisals 

“We never had 

proper appraisals; 

now we use 

templates and bi-

annual reviews.” 

Skill and Knowledge 

Gaps Inadequate technical 

and soft skills 

among employees 

Implementation of 

skill development 

and training 

programs 

“Our tailoring staff 

lacked updated 

methods—we started 

weekend training 

sessions.” 

Communication 

Barriers 
Top-down 

communication 

restricting employee 

voice 

Two-way 

communication 

through open-door 

policies and 

suggestion schemes 

“Earlier, no one 

asked us anything—

now we submit 

feedback weekly.” 

Limited Recognition 

and Motivation 

Lack of appreciation 

leading to 

disengagement 

Incentive systems, 

peer recognition, and 

employee of the 

month initiatives 

“Even small praises 

help. Monthly 

recognition boosted 

morale in my team.” 

Cultural Resistance 

to Organizational 

Change 

Hesitance to adopt 

modern practices or 

automation 

Change management 

sessions and role 

modelling by 

leadership 

“Initially, people 

resisted ERP tools—

after demos and 

examples, it 

changed.” 

 

These findings highlight the intertwined nature of behavioural issues with enterprise-level 

policies and leadership approaches. Notably, enterprises that proactively introduced structured 

practices, transparent communication, and participatory management were more successful in 



www.irjhis.com ©2025 IRJHIS|Volume 6, Issue 12, December 2025| ISSN 2582-8568 | Impact Factor 8.031 

IRJHIS2512018 |   International Research Journal of Humanities and Interdisciplinary Studies (IRJHIS) | 146  

mitigating behavioural concerns.Moreover, firms that prioritized contextual understanding and 

cultural sensitivity reported greater success in implementing change. Coping mechanisms that were 

tailored to employee needs and communicated clearly were more widely accepted. 

6. Discussion:  

The findings of this study align with and extend existing literature on employee behaviour, 

organizational culture, and human resource practices in SMEs. The absence of structured HR 

systems, as identified in the data, echoes the findings of Harney and Dundon (2006), who argue that 

SMEs often rely on informal HRM practices that fail to support employee engagement. The lack of 

performance appraisals and career development pathways observed in the study further reinforces 

this gap.The identification of skill gaps and the need for training mirror the conclusions of Ghosh et 

al. (2020), who emphasized the importance of upskilling and continuous learning in SME 

performance. In the present study, enterprises that had introduced training modules—however small 

or informal—reported noticeable improvements in employee initiative and discipline, affirming that 

even incremental HR investments yield behavioural dividends.Communication challenges and 

hierarchical culture are long-standing concerns in traditional Indian enterprises, especially in regions 

with deeply embedded authority structures (Budhwar & Debrah, 2009). Participants in this study 

highlighted how these structures limit feedback, reduce transparency, and foster employee 

disengagement. This reinforces Tourish and Robson’s (2006) findings on the detrimental impact of 

unidirectional communication.Motivation and recognition surfaced as prominent themes, bolstering 

Deci and Ryan's (1985) Self-Determination Theory, which holds that people's intrinsic motivation is 

increased when they feel appreciated and recognised. A cost-effective method of boosting morale 

was shown by some of the businesses' move towards peer-to-peer recognition and modest award 

schemes. Remarkably, leadership played a significant influence in resolving opposition to change. 

Judge and Piccolo's (2004) meta-analysis showing that transformational and participative leadership 

styles are associated with positive behavioural outcomes was confirmed by the effectiveness of these 

approaches in lowering scepticism and building trust. Instead of forcing change, companies that 

modelled it through senior leadership involvement saw more seamless transitions. 

These businesses' coping strategies, taken as a whole, show an adaptive strategy catered to 

the specific circumstances. In contrast to major enterprises that have formalised HR processes, these 

medium-sized businesses are creating hybrid models that combine new official mechanisms with 

informal behaviours. Regional enterprise ecosystems are gradually moving towards organised HRM, 

as indicated by this evolution. 

7. Conclusion: 

This study offers insightful information about the coping mechanisms and behavioural issues 

faced by Punjab's medium-sized businesses. According to the findings, the main obstacles to 
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encouraging excellent employee behaviour include the absence of official HR systems, inadequate 

training, communication bottlenecks, a lack of recognition, and resistance to change. However, a 

number of companies' adaptive strategies—from skill training and recognition programs to structured 

feedback and participative leadership—show that even organisations with limited resources may 

carry out significant behavioural interventions.  

The study adds to a better understanding of workforce management in emerging economies 

by placing employee behaviour within the sociocultural and operational realities of Punjab's medium 

sector. Particularly apparent were the significance of effective communication, the role of leadership, 

and the possibilities of small-scale HR innovations.The study highlights the necessity of 

progressively formalising HR procedures while preserving cultural sensitivity for practitioners. The 

shift to organised human resource development should be facilitated by policymakers providing 

these businesses with easily accessible training materials and advising services. Through 

comparative study across locations and organisation sizes or longitudinal investigations, future 

research could broaden this investigation. Understanding workplace behavioural dynamics might 

also be enhanced by taking into account employee viewpoints from a variety of age groups, genders, 

and skill levels. 
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