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well-defined theoretical phenomenon whose behavior obeys simple laws, but
rather, according to field scholars, the organization is a phenomenon com-
plex. The objective of this research proposal is to carry out an analysis of the
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1. Conceptual Background

The organizations have existed since prehistoric times, but it was not until the
early twentieth century were developed and disseminated formal theories of the
organization.

The rationalist in studies of the organization, which was the first to see the
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light, continues to prevail, and the positivist theory of the organization has evolved
based on the classics of management and incorporated the contributions of hu-
man relations.

Points at the technological aspects of programming decisions, formalization of
activities and control the behavior of members of the organization, but leaves
out the informal aspects, power relations, conflict of interest and the influence of
context.

During the 1940, 1950 and 1960 prevailed the organizational field: institution-
al, decision theory and human relations. Its seeds are the works of Barnard
(1938) and Weber (1947). In this stream, Barnard (1959) argues that organiza-
tions are by their very nature, cooperative systems, and minimum requirements
for an organization are the objective, social structure, welfare and common
purpose with the will and relationships.

Categories such as Cooperatives Systems, Abstract Systems, External and In-
ternal Balance, formally complex structure, formal and informal organization
(Barnard, 1938) among others, led to the conceptualization of the role of the ex-
ecutive as a leader, that is, consider it as the leader who has to understand to the
organization as a cooperative system in a systematic relationship specific in rea-
son for the cooperation of two or more persons for a common goal in order to
make decisions accurate, and codes, as a contribution and encouragement to
each member and the formal organizational system. Weber’s proposal, mean-
while, argues that people cooperate bound by the hierarchy of authority and the
separation between place and person. Both Barnard and Weber, agree in defin-
ing organizations as an impersonal or super-individual system of coordination
of forces and activities, making organizations more rational than individuals.

Simon (1947) and March & Simon (1958) develop and reconcile the ideas of
Weber and Barnard, arguing that an organization is a group of people and what
the organization does is done by people, but they have limited rationality and
therefore their behavior can be controlled by the organization. These behaviors
controlled shape the organizational structure: authority, communication and the
execution or programming decisions and activities (technology) are the means
to control these behaviors. The organization defines the objectives and goals.
The conflict is seen by these authors as an impersonal problem as a conflict of
goals.

For its part, Stogdill (1967) argues that the organization is something much
more complex than assumed by many theoretical systems and poses a systemic
perspective that was very popular in the field of OT. This is presented as a me-
thodological tool to integrate different variables in different dimensions. The
different dimensions presented by Stogdill paradigmatic perspectives show us
differences in their attempt to make a structure of OT. These dimensions were
provided by Barnard, although he did not elaborate on its analysis. Both authors
address the dichotomy of formal and informal organizations very similar, al-

though differences can give rise to debate issues.
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For his part, Scott (1992) notes that organizations are cognitive structures and
activities, rules and regulations, which provide stability and meaning to social

behavior and are reproduced by the culture, structures and routines.

2. Theory and Hypothesis Development:
The Epistemological and Methodological
Debate between Paradigms

The absence of these ideological discussions in the classical paradigms made the
discipline develop more than ever. Today, it seems that the discipline of admin-
istration has become stagnant by accepting at its core this type of debate that we
will comment on below and that is currently taking place.

To understand the studies of the organizations is necessary to know the great
debates that present and serve as guides for future studies in the field.

One of the major debates that take place, is about the most appropriate me-
thodology to achieve this, that is, what is the best method for field research. In
this sense, there are different opinions among scholars of the area: first, Martin
and Frost (1996) indicate that some people are inclined to seek consensus, such
as Donaldson (1985), Pfeffer (1997) and Reed (1996), while others feel it is better
proliferation of paradigms, as Burrell and Morgan (1979) and Van Maanen (1995).
Notable here is the debate between positivist organization theory and critical
theory.

Regarding the object of study, Donaldson notes that much of the discussion
about the traditional studies of the organization is in the fundamental question.
Can there be a science of organizations? This question has two implications:

1) Ontological status of organizations and

2) Epistemological status of the Theory of the Organization

For Donaldson, a supporter of positivist organization, organizations are solid
concrete things that can be studied with the methods of natural science. This
author proposes the functionalist theory to match the organization’s study, framed
within the social sciences, natural sciences, so it is possible to understand their
opponents, adding their criticism.

The application of the methodology used to study organizations from natural
sciences and the belief of that the organizations are solid concrete things, were
questioned by critics of Donaldson’s proposals. These criticisms of the positivist
theory of the organization are a misinterpretation of the philosophy of science or
reflect a misunderstanding of sociological theory. So Donaldson defends the po-
sitivist theory of the organization using the advances in the philosophy of real-
ism.

To defend the application in studies of the organization, of methods and tech-
niques of the natural science research, Donaldson proposes to extend the theory
of organization, assimilating to their rivals, to incorporate their criticism. To de-
fend its position, Donaldson uses three arguments:

First defense: the distinction between organization and society. This social re-
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lationship is expressed in physical metaphor analysis levels internal/external and
micro/macro. Relatively microphenomena organization is a subsystem of socie-
ty, the organization theory is a subdiscipline of sociology. The theory of organi-
zation refers to those parts of the social structure located within the organiza-
tion; sociology deals with the wider society. Through this distinction, it is pro-
tected from criticism by those who argue for a sociology of organizations: “the
wrong level, a different object of study.”

Thus, the possibility of a Marxist theory of organizations, is dismissed as a
contradiction in terms: “Marxism is a theory of society, therefore, cannot be a
theory of organizations.”

Second defense: the scope of organizational theory. Its focus is the goal-oriented
behavior, coordinated toward a goal. The organization theory does not attempt
to explain everything that happens within the “legal package” of organizations.
To be precise, the theory of organization studies a narrow subset of a subsystem
of society. Donaldson said then that the strategy of delineating phenomena that
cannot handle the theory of the organization and then use another to “prove”
the inadequacy of the approach is very common and not very valid. For Do-
naldson what the theory cannot explain is not a matter of organization theory,
has no organization (i.e., society, the wrong level) or within the organization but
beyond its subset.

Third defense mechanism: the teleological explanation of the positivist theory
of the organization. The formal theory of the organization as a new discipline
that defined and legitimate struggle away from its origins in the sociology of
Weber. For Donaldson sociology is problematic in two important respects:

1) Addresses the wrong level (the larger society) and is outdated (sociology
always classic, never contemporary). Critics conservatives become custodians of
ancient orthodoxy. The paradigm shift is not a purely cerebral, but depends on
the results of political conflicts between the guards and opponents of a para-
digm. Resistance to change is the norm. Positivism has functioned as a hege-
monic approach to all this. Dominant concept of the science establishes control
over the production of knowledge.

2) Specifies what is knowable (the ontology), and it how they will know
(epistemology) concepts that have shaped the scope and content of studies of the
organization and the nature of the rules (Practice research, criteria for success)
that govern the academic profession. Moreover Karpin (cited in Hassard, 1995:
p. 28) adds that the debate is necessary because “his absence really threaten the
discipline”.

Despite all these discussions, there are researchers who favor the use of two
approaches for the same investigation, even if this means a greater work effort,
time and money. This was already practiced by the classics of the organization.
They made use of the two paradigms mentioned in this section. The three de-
fenses raised, reveal an ideological discussion rather than a scientific or metho-

dological one that was not taken into account in the classical theories.
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3. The Validity of the Classics?

In this section, we intend to provide answers to the following questions: can there
be a science of organization? What are the contributions to the enrichment of
organizational studies? What are the ontological and epistemological conditions
of organizational studies? What are the epistemological and methodological de-
bates that arise in the field of study? What is the future of organizational studies?
The return to the classics? The validity of the classics?

Much is discussed in university classrooms that the classics are out of date and
have lost their heuristic capacity. In other cases they are only mentioned as his-
torical background and nothing else. The original books are not read and they
rule out their validity.

Let’s see then. Taylor’s in the Scientific Administration, said that the working
conditions of employees must be scientifically selected and must be adequate in
order to comply with labor regulations, he realized that the education about the
instruments (tools), the adequacy of a good physical work environment, and the
taking of times and movements are essential for the organization to function
properly (Taylor, 1911).

Taylor carried out experiments, first in Midvale and then in several other
stores, and mentioned the nine qualities that characterize an upright man, and
that it is difficult to find workers who combine 5 qualities and 6, 7 or 8 it is al-
most impossible to achieve and precisely these last ones are: judgment, common
sense and good health. In other words, the success of the intervention of this
proposal in the workers is attributed to the high wages that were able to earn
with the differential rates, and to the pleasant feeling fostered by this system
(what is now known as the work environment) (Taylor, 1911). There are indica-
tions in Taylor’s proposal that indicate the danger of reaching harmful organiza-
tional and structural factors that slowly make workers or employees sick to the
point of death. Mayo (1945) in the last 50 years, found changes, the common

denominator, were the human problems in the industry.

3.1. The Perspective of Elton Mayo and His Vision to Study the
Reduction of Hours in the Working Day

In 1893 the experiment of reducing the weekly working day from fifty-four to
forty-eight hours was tested; after two years of experience, the change brought a
considerable increase in production and a decrease in the amount of downtime
and fewer human problems. By the year 1917, the working day was reduced
from twelve to ten hours a day promoted by the Committee of Ammunition
Workers. Later, in 1925, Dr. C. S. Myres, who said that laboratory investigations
into muscular and mental fatigue of workers proved to be far from practical ap-
plication, because the conditions of laboratory experiments are far removed from
those of everyday life.

Fatigue is studied as a result of a normal physiological condition that can be-

come pathological; it was questioned whether it was possible to measure fatigue,
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since there is no doubt that workers are fatigued as a result of daily work and for
this reason, tests were used to assess the degree of fatigue, which occurs in varia-
tions in the production and quality of the work performed: lost time, job rota-
tion, illness and mortality, accidents, and degree of effort made.

The dynamics in the company assumes that the work is something that is
taken from the worker, wages are paid as compensation for the vaguely con-
ceived loss, wages are paid by time, consequently, the loss must be continuous in
the business economic idea of fatigue. In this way fatigue is not an entity, but
simply a word to describe a variety of phenomena (Mayo, 1945).

According to Mayo, not only should the formal organization, technical ratio-
nality, cost logic and efficiency logic be studied, that is, the economic function,
but also the distribution of satisfactions, which included the informal organiza-
tion, interpersonal relationships, the so-called logic of feelings, not only for the
efficiency and performance of the organization, but also to build human re-
source management models that would allow a balance between the worker and
the social system (company) (Mayo, 1945).

3.2. For an Efficient Management Model for the Worker. The
Vision of Roethlisberger and Dickson, Barnard in the Same
Line of Work

Roethlisberger and Dickson (1939) affirm that the company exercised certain
policies applied to the workers, such as: promotion of the practice of saving,
family protection insurance, association of loans for savings, investment or con-
struction, available money plan, savings and savings account with current inter-
est rates, benefit plans for sickness, accident or death of the worker, pension plan
to which the worker was entitled at a certain age, promotion of safety and health,
program of recreational, social and sports activities. It is necessary to comment
that it is precisely in the promotion of safety and health, where they express their
concern for the diseases generated in the organization. Barnard (1968) affirmed
that the main function of the executive is not to direct people, since they must
direct themselves when they work under a cooperative regime. It was necessary
to develop and maintain a communication system with the informal organiza-
tion as a strategy to enable the effectiveness of the formal organization. Bar-
nard is credited with emphasizing the management of the informal organiza-
tion, what today might be called organizational culture. Undoubtedly the highest
competence of the executive consisted of managing the informal organization
to achieve the compatibility of the personnel and obtain the maximum coopera-
tion in it.

He insisted on promoting the formation and maintenance of a human re-
sources system, including motivating people with effective incentives. Obtaining
the services of individuals is accomplished by two fundamental principles:

1) Establish cooperative relationships between individuals and the organiza-
tion.

2) Induce people’s services through incentive pay, persuasion, and negotia-
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tion.
Barnard (1968) does not overemphasize foreman control, but gives great im-
portance to motivation to achieve objectives effectively and efficiently while tak-

ing care of the organization’s environment.

3.3. The Management Model of Mary Parker Follet and the
Leadership Variable

Mary Parker Follet would be of great help to build a more productive and fair
organization where management is incorporated with leadership to achieve de-
velopment and highlight the potential of the individual in a work group and
within the same society. This would be achieved by strengthening the processes
of human talent in organizations to obtain as a result the development of more
effective administrators, responsible citizens and, most importantly, better people.
The positive effect of human talent in modern industry based on Follet’s theory
was and still is very important (McLarney & Rhyno, 1999).

Follet was convinced that no person could feel complete unless they were part
of a group and that humans grew thanks to their relationships with other mem-
bers of the organizations. In fact, she claimed that management was the art of
doing things with people.

She started from Taylor’s premise, in the sense that workers and bosses shared
a common purpose as members of the same organization, but she thought that
the artificial difference between managers and subordinates obscured their nat-
ural association.

She was a firm believer in group strength, in which individuals could combine
their various talents to achieve something greater. Moreover, his model of sys-
temic control (group control of the whole and not its parts) took into account
not only individuals and groups, but also the consequences of environmental
factors, such as climate, culture, leadership, politics, economics, and biology.
The insistence of human relations theorists to take care of the human resource

was evident.

3.4. The Contributions of Maslow and Herzberg to the Safety of
the Current Worker

Returning to the classics of the new human relations, it is necessary to identify
which are the elements that could solve the problems that have been described,
since, although the safety and hygiene regulations that govern us are important
and necessary for human resources in organizations; however, most companies
and service organizations (not factories), both public and private, need “anoth-
er” type of security, especially MiPymes in Mexico and in public bureaucracies.
The foundational work on hygiene as a type of motivation refers to psycho-
logical aspects and is located within the school of new human relations; with a
profound influence of psychological discipline, in particular security, understood
as a psychological factor from the second link of the Maslow (1954) and Herz-
berg (1966) pyramid, that is, feeling safe in terms of work, for example, having a
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job where you cannot be fired, that is, what we call in Mexico being definitive in
the job market or at work, not having an aggressive boss who threatens you
(which within psychoanalysis could represent the terrible father or persecutor
threatening), threats to do something that is not in your contract or functions or
in terms of workplace or sexual harassment (and that has nothing to do, for ex-
ample, with ergonomic problems, as if the shape of the chair was responsible for
chronic stress at work).

This type of security is what we refer to as a psychological need. This is what
in the long run produces low motivation; a psychological prison, and burnout
syndrome, emotional exhaustion, frustration, insomnia due to being hypervigi-
lant and feeling paranoia or persecution; where the reactive formation of frustra-
tion is aggression, which can be of two types: against other members of the or-
ganization, against clients such as social security, or against oneself, which is
when we get sick. All this produces and is produced by a toxic organizational
climate; over time, this type of climate generates physical and mental illnesses,
cardiac illnesses and that can degenerate into fibrillation, that is, cardiac arrest.

Given this panorama, we must recognize the original idea of Maslow (1954),
author of the text that defined psychological motivation under the hygiene fac-
tor, beyond the interpretation of the physical context of the modern company
that locates the regulatory needs in issues such as the ergonomics of furniture,
chairs, comfort and safety such as the use of helmets and signs of evacuation
routes or fire plans, but in current companies, even virtual ones, we would have
to have regulations for fire extinguishers in buildings that do not exist.

What does exist are human relationships, which are what build organizations
and, therefore, societies. But in all this social construction of organizations, there
are at least multiple possibilities of finding cases with types of relationships that
do not positively build relationships and, therefore, good performance within
them. A toxic relationship between leadership and worker, between workers,
that could take us from something simple, to a chronic problem, if not even
physical death above organizational death.

In 1959, Herzberg published his book Motivation at Work, which is a report
of his own research and that of his collaborators on mental health in industry
and in which he formally expounded his well-known motivation-hygiene theory.

Herzberg and his collaborators concluded that motivation in work environ-
ments derives from two sets of independent and specific factors. The first, asso-
ciated with the negative feelings or dissatisfaction that employees claimed to ex-
perience in their jobs and that they attributed to the context of their jobs.

Herzberg called these factors “hygienic” because they acted in a manner ana-
logous to the principles of medical hygiene: eliminating or preventing health
hazards. Hygiene factors cover aspects such as supervision, interpersonal rela-
tionships, physical working conditions, remuneration, benefits, safety at work,
and company administrative policies and practices, among others (Manso Pinto,
2002).

According to Herzberg, when these factors are not present or applied incor-

DOI: 10.4236/jhrss.2023.113040

728 Journal of Human Resource and Sustainability Studies


https://doi.org/10.4236/jhrss.2023.113040

A.R. P. Mayo et al.

rectly, they do not allow the employee to achieve satisfaction. However, when
they are present, they do not give employees a strong motivation, but only con-
tribute to diminish or eliminate dissatisfaction.

The second set of factors was associated with the satisfying experiences that
employees had and that they tended to attribute to the content of their jobs.
Herzberg called these types of factors “motivators”.

These include aspects such as the feeling of personal fulfillment obtained in
the job, recognition of performance, the interesting and transcendental nature of
the task being performed, the greater responsibility of management, and the
opportunities for professional advancement and personal growth obtained at
work, among others. Herzberg argued that, if these factors are present in the
workplace, they contribute to causing a high level of motivation in the employee,
thus stimulating him to a superior performance.

This finding allowed Herzberg to establish one of the most important prin-
ciples in the field of work motivation: satisfaction and dissatisfaction as distinct

and independent concepts. This proposal is valid to this day.

3.5. Maslow, Herzberg's and MacGregor’s Proposal to the
Personal Growth of the Worker

Consequently, we must understand that in the original work it was already
understood that psychological personal growth was what was sought as a mo-
tivator and that security also referred to it as a psychological aspect, as men-
tioned by Maslow (1954) himself. About the psychological needs Maslow (1954)
and Herzberg (1966) speak of security needs (stability, dependency, protection,
freedom from fear, anxiety and chaos); need for structure, order, law, limits and
the strength of the protector; that is how we understand that in the face of un-
certainty processes such as the COVID-19 pandemic, but also job uncertainty
due to threats from bosses, imply a problem of mismatch, due to and as a conse-
quence of instability based on the context, while law and order are detailed based
on the need for the structure of the human being expressed based on clear rules,
defined by the bureaucracy, which would eliminate job uncertainty from the
psychological aspect since there is a clear institutionalism that gives psychologi-
cal labor certainty, thus eliminating the discretion of the toxic and threatening
bosses.

Finally, the force of the protector, from psychoanalysis, would be seen as a
transfer of the role of the father to the company that should be represented by
the figure of authority, that is, the boss, and not as a threatening figure. Nor
persecutory, which ultimately produces psychological pain and a sense of inter-
nal persecution.

In this way, Maslow (1970) points out that “we can develop effects in the face
of loss of security, develop fear, nightmares, need for protection (...) also gener-
ate anxiety, since parents play the role of protectors, providers, affective”, thus
nightmares produce a hypervigilant effect where it becomes a psychic prison,

since even in dreams one cannot escape from work, this is what is called in mili-
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tary psychology a psychological casualty, since even at night one cannot escape
from work to escape daily terrors, and this produces intrusive thoughts over
time, that is, post-traumatic stress disorder and chronic depression, since the
roles that bosses should play as protective parents, through the transfer would be
a type of leadership type Y, to develop what Maslow defined as the need for
self-esteem, which is produced from social relationships within the company
such as human relationships of affection in the group and the unconditional ac-
ceptance of the positive elements of the subject, rather than punishment for the
Mistakes produced by type X leadership. Leadership and its effect on organiza-
tions.

The type of leadership is what finally produces an influence on the type of or-
ganizational culture, which, if it is highly controlled, will be a type of paranoid
culture, where everyone will feel observed and, therefore, persecuted, which
lowers morale and productivity, but also has negative effects on health and hu-
man relationships, which is due to excessive control, McGregor (1972), tells us
about satisfying a need.

Where security exists, there is no margin of control of behavior (...) it is no
longer so easy to fire people (...) due to the wave of public animosity, the de-
clared war that accompanied the unionization of industries (...), the general
reaction against authoritarianism (...) the ability to develop imagination and
creativity (...) self-realization (...) that in current conditions (...) the intellectual
potential of the human being is being used only in the part (...) creative.

MacGregor’s ideas in relation to the use of the cerebral hemispheres as a crea-
tive capacity, among others, and the efficient leadership profile, is what is re-
quired in today’s companies. The fundamental principle of Theory Y is that of
integration or the creation of conditions that allow the members of the organiza-
tion to better achieve their own objectives, directing their efforts towards the
success of the company (McGregor, 1972: p. 50), therefore, the leader should in-
stead of controlling and attacking the workers as is done in general in companies
today in the world and particularly in Mexico, under the idea that if it is not
done they will be fired. What is needed is to find a way to help the worker so that
he can do his job well; motivate him, that is, the leader should seek to help and
support, rather than attack and threaten, this simple basic principle is not un-
derstood.

On one hand and on the other, we have the problem of hiring and designing
positions, and the personality of management personnel; position where most of
the time leaders who take risks are sought; people who like to take risks and who
have no problem with leading and like power, plus they have no tolerance for
frustration or impulse control. They do not have a sense of guilt or empathy in
order to achieve their goals in a world where there is competition in the market,
they are psychopaths, that is, characters who desperately need validation and
recognition from others, mainly because their self-esteem is low and they are
generally selfish. They are little interested in others and have a great empathy
deficit. For that reason, they can’t show much consideration for other people.
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Finally, the psychopath is narcissistic, which implies a high and unrealistic level
of grandiosity and superiority.

From another point of view, it is a profile of the managerial position or mid-
dle managers, it is serial killers, and they are the ones who are in managerial po-
sitions, in general throughout the world and in particular in Mexico, for this
reason they have no qualms about sacrificing low or operational positions; they
do not have feelings of guilt, they overcome more or less well formed, what we
will call group C, that is, the dependents, who seek acceptance from authority
figures or bosses (psychopaths in companies), the obsessive compulsives, (who
seek to do things well) and the avoidants, who are afraid of assuming positions
of authority. Thus, managers tend not to feel any type of guilt, and they are the
ones that produce the toxic organizational climate worldwide. A recent study
considers that in the corporate world up to 21% of managers may be psycho-
paths or have characteristics of psychopaths (Revista Forbes, 2021).

3.6. Argyris and the Organizational Learning of Workers
Argyris (1975: p. 269) already stated that:

The individual is developed in a culture (...) tends to develop from a state
of passivity as an infant to a state of increasing activity as adults (...) lack of
self-initiative and self-determination (...) It is a degree of personal growth
(...) self-actualization only occurs in relation to others; we tend towards
frustration because our own expression has been blocked (...) with high
control and theory X (...). The nature of the formal principles of the organ-
ization causes subordinates, at all levels, to experience competition, rivalry,
hostility among subordinates, and development of a part rather than the
whole.

It is within the educational system that a type of individuals that are formed
for more than a century that are congruent with the type of disciplined people,
who tried to act as automata, sacrificing human capacities, reflection, creativity,
innovation, and critical thinking. In schools, they were basically educated to be
passive (traditional or behavioral education), and the treatment adopted by the
company is type X, that is, the worker as conceptualized by Taylor (1911), the
lazy person by nature who did not want to work and, therefore, had to be forced,
with harsh treatment, who was an appendage of the machine, that is, he was
there because the machine required it, for which he was seen as a necessary evil
and that the only way to motivate him was with money, and this has been the
response adopted by multiple companies that fail to capture human resources
after the COVID-19 pandemic, because they do not want to return to work, for
example, at McDonald’s or Apple, where the minimum wage has tripled from 7
to 21 dollars per hour, that is, approximately 48,000 Mexican pesos (Milenio &
Gonzalez, 2021) and the hiring age has been reduced to 14 years for operational
positions, and even then they have not managed to hire staff.

And finally another evidence of the relevance of the classics where the use of
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all the theories and methodologies of the Hawtorne experiment developed by
Mayo in the applied project called Gung Ho at the Walton Works 2 plant is seen,
where he uses the theoretical contributions-methodologies of the classics to
present characteristics related to the study of human behavior through observa-
tion and the few results in terms of productivity, there is great resistance to
change, absence of collaborative work and demotivation of workers due to little
or no recognition of the work done by them. Which, through this methodology,
increased productivity was achieved and its closure was avoided within the es-
tablished period.

4. Methodology

The research proposal presented here is theoretical in nature. The collection and
analysis of the information was carried out using documentary techniques.
Throughout the investigation was carried out activities of collection, categoriza-
tion and management, analysis and integration, interpretation, reinterpretation,
critical and systematic exposition of organizational theories, which are obtained
from various literature sources, periodicals and electronic. Documentary re-
search allows in this research carried out: theoretical answer to the research,
analyze historically the evolution of organizational theories, present in an orga-
nized and teaching different organizational theories that exist and to compare
different theoretical perspectives and research methodologies in the field of or-
ganizational theories and organizational studies.

The research method used is analog, as they establish similarities and differ-
ences between the theories to reach a breakthrough in knowledge. The research
will be back because this will leave back, analyzing the origins of organizational

theory to reach organizational studies.

5. Conclusion and Findings

Organizational studies is a discipline with a field of research that borders on the
other disciplines of the social sciences, which has generally rested on a tradition
of empirical research, and today is part of a long-range effort to build a debate
global and comparative between paradigms. It is an Anglo-Saxon invention,
which has provided various theoretical formulations to explain the triumphant
modernity and has served to provide an intellectual reference to the new funda-
mental trends in transition towards a postmodern era in the economic, political,
and social spheres. These authors further argue that Organizational Studies as a
social science has to reflect the contradictory forces of unification and diversifi-
cation in various areas of social life. In this sense, in Organizational Studies,
standardized research procedures or the principles of empirical research can be
shared, giving them a dimension of universal canons. In Mexico, management
studies were introduced in the 1950s, partly in engineering schools and more
frequently in accounting schools, where management studies were seen as exclu-

sively technical knowledge. In the eighties, the introduction of the theory of or-
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ganizations began in Mexico, also imported from the United States. Some higher
education institutions begin the creation of small research groups having as their
main reference the dominant model of the sociology of North American organi-
zations, particularly contingency, reproducing empirical studies, without a spe-
cific search for theoretical reconstruction of the specificities of the country.
However, the most interesting approach that can guide the development efforts
of organizational studies in Mexico is its transfer from an eminently technical
discipline to be located in the field of social sciences and in a perspective that can
privilege research. This would make it possible to take advantage of the wealth of
approaches present in Mexico, due to its greater permeability to North American
and European currents, as well as an interesting tradition of its own in the fields
of sociology, ethnography and social anthropology.

Just as examples, the theoretical evidence of the experiments of human rela-
tions and of the new human relations shows us the vital need that is still in force,
to study the informal part (logic of feelings) of organizations in balance with the
formal part. The problems with the regulations regarding safety and hygiene is
that they do not review the impact of the types of leadership that are unaware of
the logic of emotions of the workers, in general, the relationship between work
stress, safety and hygiene is unknown, with respect to the regulations.

The answers to the current problems of organizations and the problems of
emotional exhaustion in the world and in Mexico in particular, are there and
have always been from 1927-1939 with the proposal of the theories of human re-
lations with Mayo (1945), the human problems of industrial civilization, Roeth-
lisberger & Dickson (1939); management and the worker, brochure; Barnard and
the theories of the new human relations, from Bennis (1966); changing organi-
zations, McGregor (1960); the human aspect of companies, Argyris (1973); per-
sonality and organization theory revisited, among others (Guerrero Sanchez et
al., 2023).
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