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Abstract: This paper examines the role of psychosomatic and innovative approaches in 

strengthening organizational behavior in a turbulent environment. Turbulent environments, 

characterized by rapid change and uncertainty, demand adaptability and resilience from 

organizations. The study explores integrating psychosomatic approaches, including emotional 

intelligence, empathy, and mindfulness, with innovative approaches such as fostering a culture of 

experimentation, agile methodologies, and digital transformation. By combining these 

approaches into a holistic organizational behavior framework, organizations can enhance their 

adaptability, resilience, and competitiveness. The paper discusses the implications for 

organizations operating in turbulent environments. It offers recommendations for future research, 

focusing on the mechanisms through which psychosomatic and innovative approaches interact, 

the potential moderating factors, and the role of leadership in promoting their integration. 
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1. Introduction 

A turbulent environment refers to a constant and unpredictable change in 

external factors that significantly impact an organization's operations and 

performance (D'Aveni, 1999). This may include economic fluctuations, political 

instability, rapid technological advancements, industry disruptions, and socio-

cultural shifts (Ansoff, 2007). As a result, organizations face increased 

uncertainty, complexity, and ambiguity in such environments, making it difficult 

to predict and respond to changes effectively (Emery & Trist, 1965). 

Adaptability and resilience are crucial qualities for organizations 

operating in turbulent environments, enabling them to withstand and recover from 
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disruptions, maintain their competitive advantage, and thrive amidst change 

(Cameron & Dutton, 2003). Adaptability refers to an organization's ability to 

adjust its strategies, structures, and processes in response to changes in the 

external environment (Worley & Lawler, 2010). On the other hand, resilience is 

an organization's capacity to absorb shocks, recover from setbacks, and emerge 

stronger (Lengnick-Hall et al., 2011). Developing these qualities allows 

organizations to minimize risks, seize opportunities, and maintain long-term 

viability in facing challenges (Teece, 2018). 

This paper aims to explore the effects of turbulent environmental 

conditions on organizational behavior and evaluate the role of psychosomatic and 

innovative approaches in promoting resilience and adaptability. Furthermore, the 

research aims to provide insights into various strategies and interventions to help 

organizations maintain their competitiveness and effectiveness in the face of 

challenges, focusing on integrating psychosomatic and innovative approaches. 

 

2. Organizational Behavior in Turbulent Environments 

External factors in turbulent environments can significantly affect 

organizational behavior by influencing employees' attitudes, motivation, job 

satisfaction, and overall performance (Aryani & Widodo, 2020). Such factors may 

include economic instability, causing job insecurity and financial stress; rapid 

technological advancements, leading to a need for continuous learning and 

adaptation; and shifting socio-cultural norms, affecting communication and 

collaboration within the organization (Griffin et al., 2016). As a result, 

organizations need to be vigilant in identifying and addressing the impact of these 

external factors on their workforce to maintain a healthy and productive work 

environment. 

Organizations operating in turbulent environments face several challenges 

that can undermine their effectiveness and competitiveness, including: 

• Increased uncertainty makes it difficult for organizations to proactively 

predict and respond to changes (Emery & Trist, 1965). 

• Rapidly evolving customer needs and preferences require organizations 

to continuously innovate and adapt their offerings (Kotter, 2008). 

• Accelerated pace of technological advancements creates a constant need 

for employees to update their skills and knowledge (Volberda et al., 

2021). 

• Heightened competition drives organizations to enhance efficiency and 

differentiation to maintain their market position (D'Aveni, 1999). 

• Fluctuating employee morale and engagement is due to job insecurity, 

work-related stress, and shifting expectations (Pfeffer, 2010). 
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Psychosomatic factors refer to the interrelation between psychological 

processes and physical well-being, which can significantly impact an individual's 

performance in the workplace (Quick et al., 1997). Therefore, organizations must 

understand and address psychosomatic factors to promote a healthy work 

environment, support employees' mental and physical well-being, and ultimately 

enhance organizational performance (Grawitch et al., 2007). This may involve 

implementing stress management programs, flexible work arrangements, and 

fostering a supportive organizational culture that encourages open 

communication, empathy, and collaboration (Yang et al., 2008). 

 

3. Psychosomatic Approaches 

Psychosomatic factors refer to the interplay between psychological 

processes and physical well-being, which can significantly impact an individual's 

performance and behavior in the workplace (Quick et al., 1997). These factors are 

essential in organizational behavior as they influence employees' mental and 

physical health, job satisfaction, motivation, and overall productivity (Grawitch 

et al., 2007). By understanding and addressing psychosomatic factors, 

organizations can promote a healthy work environment, enhance employee well-

being, and improve organizational performance. 

Emotional intelligence (EI) is the ability to recognize, understand, and 

manage one's own emotions and the emotions of others (Salovey & Mayer, 1990). 

Empathy, a key component of EI, involves understanding and sharing the feelings 

of others (Goleman, 1995). EI and empathy play crucial roles in strengthening 

organizational behavior by enhancing communication, collaboration, and 

interpersonal relationships among employees (Druskat & Wolff, 2001). 

Organizations with emotionally intelligent leaders and employees are better 

equipped to handle conflict, support colleagues, and adapt to changing 

circumstances (Carmeli et al., 2009). 

Mindfulness is a mental state achieved by focusing on the present moment 

while acknowledging and accepting one's feelings, thoughts, and bodily 

sensations (Reina & Kudesia, 2020). Mindfulness-based stress management 

techniques can help employees cope with work-related stress, enhance their 

emotional well-being, and improve their overall job performance (Lyddy et al., 

2015). Some popular mindfulness techniques include: 

• Mindfulness meditation: A practice that involves focusing attention on a 

single point, such as one's breath or a specific object, and gently bringing 

the mind back to that point when it wanders (Kabat-Zinn & Hanh, 2009). 

• Body scan: A technique that involves mentally scanning the body from 

head to toe, noticing any sensations, tension, or discomfort, and 

gradually releasing them (Kabat-Zinn & Hanh, 2009). 
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• Mindful breathing: A practice that involves focusing on one's breath, 

observing each inhalation and exhalation, and maintaining awareness of 

the breath throughout the day (Chiesa & Serretti, 2009). 

Google implemented a mindfulness-based emotional intelligence program 

called "Search Inside Yourself," which focuses on developing self-awareness, 

self-regulation, and empathy among employees (Tan et al., 2012). The program 

has reportedly improved employee well-being, job satisfaction, and productivity 

(Melnick, 2017). The health insurance company Aetna introduced a mindfulness 

and yoga program for its employees to reduce stress and improve overall well-

being (Karlin, 2018). Aetna reported a significant decrease in stress levels, 

increased employee productivity, and reduced healthcare costs due to the program 

(Gelles, 2015). Intel introduced a mindfulness program called "Awake@Intel," 

aimed at enhancing employees' well-being, emotional intelligence, and resilience 

(Sorenson, 2014). The program has been reported to positively impact employee 

engagement, job satisfaction, and team collaboration (Sorenson, 2014). These 

case studies highlight the potential benefits of implementing psychosomatic 

approaches in organizations, including improved employee well-being, enhanced 

communication and collaboration, and increased productivity. 

 

4. Innovative Approaches 

Innovation is crucial for organizations to foster adaptability and resilience 

in turbulent environments (Teece, 2007). By continuously developing new 

products, services, and processes, organizations can respond to rapidly changing 

market conditions, meet evolving customer needs, and maintain their competitive 

advantage (Christensen, 2013). Moreover, innovation enhances organizational 

flexibility, facilitates problem-solving, and promotes a culture of continuous 

improvement, ultimately contributing to an organization's resilience (Tidd & 

Bessant, 2020). 

Fostering a culture of experimentation and learning within organizations 

is essential for promoting innovation and adaptability (Edmondson, 2018). This 

involves creating an environment where employees feel safe to share ideas, 

challenge assumptions, and take calculated risks without fear of failure or 

retribution (Schein, 2010). Encouraging a learning culture can be achieved 

through practices such as: 

• Providing regular feedback and opportunities for reflection; 

• Encouraging collaboration and cross-functional communication; 

• Offering training and development programs; 

• Recognizing and rewarding innovative behavior; 

• Establishing processes for learning from both successes and failures. 
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Agile methodologies, originating from the software development 

industry, emphasize flexibility, collaboration, and rapid adaptation to change 

(Sutherland, 2016). These methodologies can be applied across various 

organizational functions to enhance adaptability and innovation (Feldman, 2018). 

Implementing agile methodologies often involves forming cross-functional 

teams, which bring together employees from different departments and areas of 

expertise to collaborate on projects (Takeuchi & Nonaka, 1986). This approach 

facilitates knowledge sharing, accelerates decision-making, and enables 

organizations to respond more effectively to emerging challenges and 

opportunities (Larson & Gray, 2018). 

Digital transformation refers to integrating digital technologies into all 

aspects of an organization's operations, leading to significant changes in its 

business model, culture, and customer experience (Kane et al., 2015). Digital 

transformation can profoundly impact organizational behavior by: 

• Enhancing communication and collaboration through digital tools and 

platforms; 

• Automating repetitive tasks, allowing employees to focus on more value-

added activities; 

• Enabling remote and flexible work arrangements, which can affect 

employee engagement and work-life balance; 

• Facilitating data-driven decision-making, leading to increased 

accountability and performance measurement; 

• Requiring continuous learning and adaptation as new technologies 

emerge and evolve. 

Amazon is known for its culture of innovation, driven by its leadership 

principles, such as "Customer Obsession" and "Bias for Action" (Stone, 2013). 

The company continuously innovates in logistics, cloud computing, and artificial 

intelligence, allowing it to adapt and grow in a rapidly changing market 

(Lashinsky, 2012). 

Netflix has successfully transitioned from a DVD rental service to a 

leading online streaming platform, primarily due to its innovative approach to 

content production, data analytics, and user experience (Hastings & Meyer, 

2020). The company's ability to adapt and innovate has enabled it to maintain its 

competitive advantage in a rapidly evolving industry (Oh & Myer, 2016). 

 

5. Integrating Psychosomatic and Innovative Approaches 

Several synergies between psychosomatic and innovative approaches can 

help organizations thrive in turbulent environments. First, both approaches focus 

on enhancing employee well-being, engagement, and adaptability (Grawitch et 

al., 2007; Teece, 2007). For instance, emotionally intelligent and empathetic 

employees with strong psychosomatic skills can better navigate uncertainty and 
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contribute to innovative processes (Carmeli et al., 2009). Similarly, a culture of 

innovation can positively impact employees' mental health by providing a 

supportive and stimulating work environment (Edmondson, 2018). Thus, 

integrating psychosomatic and innovative approaches can lead to a more resilient 

and adaptive organization. 

A holistic organizational behavior framework should incorporate 

psychosomatic and innovative approaches, addressing various aspects of 

individual and collective behavior. Key elements of such a framework may 

include: 

• Psychological safety: Encouraging open communication, trust, and 

constructive feedback (Edmondson, 2018). 

• Emotional intelligence: Developing emotional awareness and empathy 

among employees and leaders (Goleman, 1995). 

• Mindfulness and stress management: Implementing practices to promote 

mental well-being and resilience (Lyddy et al., 2015). 

• Culture of innovation: Fostering a supportive environment that 

encourages experimentation, learning, and risk-taking (Tidd & Bessant, 

2020). 

• Agile methodologies: Adopting flexible and adaptive processes to 

enhance organizational responsiveness (Feldman, 2018). 

• Cross-functional collaboration: Facilitating knowledge sharing and 

teamwork across departments (Takeuchi & Nonaka, 1986). 

Implementing a holistic organizational behavior framework may face 

several challenges, such as: 

• Resistance to change: Employees and managers may hesitate to adopt 

new practices and behaviors (Armenakis & Bedeian, 1999). Addressing 

this issue requires clear communication, ongoing support, and 

demonstrating the benefits of the proposed changes. 

• Resource constraints: Allocating time, money, and personnel to new 

initiatives may take much work, particularly in resource-constrained 

organizations (Tidd & Bessant, 2018). Prioritizing initiatives and 

demonstrating their potential return on investment can secure necessary 

resources. 

• Lack of leadership buy-in: For a holistic organizational behavior 

framework to succeed, it is crucial to have the support of top 

management (Schein, 2010). Engaging leaders in the development and 

implementation process can help ensure their commitment and support. 

 

6. Conclusions 
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This paper explored the role of psychosomatic and innovative approaches 

in strengthening organizational behaviour in a turbulent environment. The main 

findings indicate that turbulent environments, characterized by rapid change and 

uncertainty, pose significant challenges for organizations and require adaptability 

and resilience. Organizational behaviour is crucial in determining an 

organization's ability to respond effectively to external factors and navigate 

turbulence. Psychosomatic approaches, including emotional intelligence, 

empathy, and mindfulness, contribute to individual and collective well-being, 

resilience, and adaptability. Innovative approaches like fostering a culture of 

experimentation, implementing agile methodologies, and promoting digital 

transformation, can enhance organizational adaptability and competitiveness. 

Integrating psychosomatic and innovative approaches into a holistic 

organizational behaviour framework can help organizations thrive in turbulent 

environments. 

Integrating psychosomatic and innovative approaches can provide a 

valuable roadmap for enhancing adaptability, resilience, and overall 

organizational behaviour for organizations operating in turbulent environments. 

By addressing employees' psychological and emotional well-being and fostering 

a culture of innovation, organizations can better cope with external pressures and 

maintain a competitive advantage. This paper's findings suggest that investing in 

developing emotional intelligence, empathy, and mindfulness among employees 

and promoting a culture of experimentation and agile practices can lead to more 

effective and resilient organizations. 

Future research can further expand upon the concepts discussed in this 

paper by investigating the specific mechanisms through which psychosomatic and 

innovative approaches interact to strengthen organizational behaviour in turbulent 

environments, examining the potential moderating factors, such as organizational 

size, industry, or culture, that may influence the effectiveness of integrating 

psychosomatic and innovative approaches, conducting longitudinal studies to 

assess the long-term effects of psychosomatic and innovative approaches on 

organizational performance, employee well-being, and resilience, developing and 

validating measurement tools for assessing the impact of psychosomatic and 

innovative approaches on organizational behaviour and exploring the role of 

leadership styles and managerial practices in promoting and sustaining the 

integration of psychosomatic and innovative approaches in organizations. 
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