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1. Introduction

In the twenty-first century, organisational studies have increasingly recognised the need to integrate ethical con-
sciousness and psychological well-being into the framework of work performance and leadership (Sharma, 1999).
Amidst globalisation, technological acceleration, and the dominance of utilitarian values, contemporary organisations
face a profound challenge: maintaining productivity without compromising humanity. This has led to a growing
interest in non-Western paradigms of management and consciousness, particularly those rooted in Indian philosoph-
ical traditions. The resurgence of Indic thought in organisational behaviour research demonstrates a search for holistic
frameworks that reconcile the instrumental with the transcendental, the pragmatic with the spiritual (Chakraborty,
1995; Pandit, 2021).

Among India’s rich philosophical contributions, Adi Sankaracarya’s Advaita Vedanta stands as one of the most
comprehensive metaphysical systems, emphasising non-duality (advaita)—the essential unity of all existence (Lock-
lin & Lauwers, 2009). Within this tradition, Sankara’s doctrine of satta-traya or “three levels of reality” provides a
nuanced understanding of perception, experience, and truth. These are (a) pratibhasika-satta—the illusory or appar-
ent reality, (b) vyavaharika-satta—the empirical or transactional reality, and (C) paramarthika-satta—the absolute
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or ultimate reality (Mahadevan, 2006). Each represents not a separate world but a distinct mode of cognition through
which consciousness relates to phenomena. This layered ontology also has profound implications for understanding
human behaviour, ethics, and leadership.

The contemporary workplace, with its complex interplay of perception, performance, and purpose, mirrors these
Vedantic distinctions. At the pratibhasika level, organisational life often operates through impressions, biases, and
appearances—shaped by perception and projection. The vyavaharika level reflects ethical responsibility, interper-
sonal roles, and collective functioning—the practical sphere of decision-making and leadership (Kanungo and Conger,
1992). The paramarthika level, rarely explored in management discourse, points toward transcendent awareness—
where work becomes selfless, integrated, and aligned with a higher consciousness (Nordlund & Garvill, 2002). In the
Bhagavad-Gia, Sii Krsna describes this transition from ignorance to wisdom as an evolution of vision: “Yada te
moha-kalilasi: buddhir vyatitarisyati, tada gantasi nirvedam srotavyasya Srutasya ca” (Gita 2.52) “When your intel-
lect transcends the confusion of delusion, you shall attain indifference to what has been heard and what is yet to be
heard.” This movement from moha (delusion) to buddhi (clarity) parallels a movement from pratyaksa (direct per-
ception) to paramarthika (realisation) and serves as a guiding metaphor for organisational self-awareness.

Recent scholarship in organisational behaviour emphasises constructs such as mindfulness (Kabat-Zinn, 2014),
flow (Csikszentmihalyi, 2008), and servant leadership (Greenleaf et al., 2002), which correspond closely to the
Vedantic categories of awareness, action, and realisation. However, much of this literature remains decontextualised
from its deeper philosophical roots. By revisiting Advaita Vedanta and the six classical darsanas (schools of Indian
thought), a more integrative and contextually authentic framework emerges. Together, these traditions—Nyaya,
Vaisesika, Sankhya, Yoga, Mimarsa, and Vedanta—form a comprehensive epistemological and ethical architecture.
When applied to organisational contexts, they illuminate the psychological processes, moral responsibilities, and
ontological insights underlying human work behaviour. The central argument of this paper is that Advaita Vedanta,
through its concept of satta-traya, offers a foundational paradigm for “organisational consciousness.” The model
transcends conventional management theories by situating human action within a continuum of awareness:

1. Cognitive clarity (drasta-bhava)—the observational stance that cultivates awareness, objectivity, and self-
regulation.

2. Ethical engagement (karta-bhava)—the doer’s attitude, emphasising responsibility, dharma, and purpose-
ful action.

3. Spiritual fulfilment (bhokta-bhava)—the receiver’s attitude, characterised by acceptance, gratitude,
and equanimity.

Each of these corresponds to one level of reality—illusory, empirical, and absolute—together constituting a triadic
model of human functioning that integrates perception, action, and transcendence. The Bhagavad-Gita expresses this
dynamic unity succinctly: “Karmany evadhikaras te ma phalesu kadacana” (Gtta 2.47) “Your right is to action alone,
never to its fruits.” This principle encapsulates the Vedantic understanding of karta-bhava: engagement without at-
tachment, participation without possession. In organisational terms, the framework encompasses three interrelated
dimensions of human work behaviour. Perceptual cognition concerns the processes by which individuals and teams
construct meaning, interpret events, and shape their understanding of the organisational environment. It reflects how
perception and awareness influence decision-making and relationships (Chadha, 2001). Behavioural ethics pertains
to the moral orientation of action—how a sense of duty, integrity, and ethical intent governs conduct and guides
choices within professional contexts. It ensures that performance remains aligned with values and collective respon-
sibility (Newman et al., 2017). The third dimension, affective well-being, arises from self-awareness and the spirit of
surrender, enabling individuals to experience inner contentment, emotional balance, and resilience amidst workplace
challenges (Bakker, 2008). Together, these three aspects—cognitive, behavioural, and affective—constitute a holistic
model of consciousness that harmonises perception, action, and transcendence in organisational life.

Each of these dimensions aligns with the Vedantic vision of progressively dissolving ego-centred identity into a
larger, collective consciousness. The Chandogya Upanisad (6.8.7) articulates this truth in the timeless expression:
“Tat tvam asi” — “That thou art.”

This identity of self (atman) and ultimate reality (brahman) underlies the spiritual foundation of all human endeav-
our, including the world of work. Thus, the integration of Advaita Vedanta into organisational behaviour studies is
neither a cultural curiosity nor a mystical indulgence, but a robust intellectual endeavour that can deepen our con-
temporary understanding of work, ethics, and leadership. By interpreting satta-traya as a behavioural continuum—
illusion, engagement, and realisation—organisations can cultivate systems that promote clarity of vision,
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responsibility in action, and harmony in outcomes. The following sections elaborate this conceptual foundation
through two interlinked frameworks: the Advaitic theory of reality and the six classical darsanas of Indian philosophy,
each offering distinct insights into human cognition and conduct within collective environments.

2. Theoretical Framework: Advaita Vedanta and Satta-Traya
2.1 Foundations of Advaita Vedanta

Advaita Vedanta, as systematised by Adi Sankaracarya in the eighth century CE, rests upon the epistemological
conviction that reality (sazta) is one and non-dual (advaita). At the same time, multiplicity arises from ignorance
(avidya) and superimposition (adhydsa). Sankara’s Brahma Sitra Bhasya articulates that the empirical world per-
ceived through the senses is neither absolutely real nor unreal—it is conditionally real. The Upanisadic declaration
“Brahma satyam jagan mithya, jivo brahmaiva naparah” (“Brahman is real, the world is unreal, the individual self
is not different from Brahman”) encapsulates this ontology. In Sankara’s analysis, perception itself must be evaluated
at different levels of truth-value, giving rise to the triadic framework of satta-traya—three orders of reality. This
ontology offers a uniquely sophisticated model for understanding how individuals and organisations construct and
interact with reality. Every perception, decision, and behaviour operates through one or more of these epistemic
lenses. The doctrine thus offers not only metaphysical insight but also a diagnostic tool for assessing the levels of
awareness that shape human conduct.

2.2 The Three Levels of Reality

2.2.1 Pratibhasika-Satta (Illusory or Subjective Reality)

At the pratibhasika level, reality is filtered through subjectivity, emotion, and distortion. It encompasses the world
of dreams, projections, and misperceptions—analogous to mistaking a rope for a snake in dim light, a classic example
in Advaita epistemology (Sarkara, Upadesa Sahasri). In organisational life, pratibhasika-satta manifests in cogni-
tive bias, stereotyping, rumour, and the politics of perception. Employees often act on interpretations rather than facts,
driven by affective reactions and partial knowledge (Van Bijlert, 2003). The Bhagavad-Gita characterises this con-
dition as bondage to delusion: “Avidyayam antare vartamanah, svayam dhirah panditam manyamanah” (Katha
Upanisad 1.2.5) “Dwelling in ignorance, yet deeming themselves wise, the deluded wander about, blinded by illusion.”
At this level, the appropriate response is drasta-bhava—the cultivation of awareness and objectivity. The observer’s
stance enables self-reflection, mitigating impulsive reactions and perceptual distortions. Organisational practices such
as mindfulness, feedback systems, and reflective leadership align closely with this Vedantic discipline of detached
observation.

2.2.2 Vyavaharika-Satta (Empirical or Transactional Reality)

The vyavaharika level represents the pragmatic order of shared experience—the domain of law, ethics, and functional
relationships. Here, individuals engage in purposeful action (karma), governed by causality and social obligation
(Rastogi & Prakash Pati, 2015). Sankara acknowledges this level as mithya (provisionally real), but essential for
ethical and dharmic living. In the workplace, this encompasses the spheres of organisational roles, decision-making,
and moral responsibility (Kaur, 2020). Ethical leadership, teamwork, and performance management operate within
vyavaharika-satta. S11 Krsna affirms this necessity of disciplined action: “Tasmad asaktah satatam karyam karma
samacara, asakto hy dcaran karma param apnoti purusah” (Bhagavad-Gita 3.19) “Therefore, without attachment,
perform your prescribed duty; for by acting without attachment, one attains the Supreme.” This verse captures the
essence of karta-bhava: performing one’s function diligently, without clinging to personal gain. The vyavaharika
level thus corresponds to ethical pragmatism, where performance aligns with principle, and action is informed by
self-regulation. Organisationally, it is expressed through servant leadership, transparent governance, and value-based
management.

2.2.3 Paramarthika-Satta (Absolute or Ultimate Reality)

At the highest level, paramarthika-satta reveals the unity of existence in Brahman—the substratum of all phenomena.
Sankara describes this state as realisation (jiana), where the distinctions between subject and object, self and other,
dissolve. In the Mandiitkya Upanisad (mantra 7), this is equated with turiya—the “fourth” state of consciousness that
transcends the states of waking, dreaming, and deep sleep. For organisational theory, this level translates into self-
transcendence within leadership and team dynamics. Individuals who operate from paramarthika awareness perceive
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their roles as expressions of a collective whole. This aligns with the modern concept of “purpose-driven” or “con-
scious leadership,” where organisational goals are aligned with universal values (Enslin et al., 2023). The Bhagavad-
Gita (18.66) points to this final surrender: “Sarva-dharman parityajya mam ekam saranam vraja” “Abandon all
duties and surrender unto Me alone.” In Vedantic psychology, this does not imply passivity but the dissolution of
ego-centred doership. Work becomes seva—an expression of the divine. The paramarthika stage thus represents
spiritual maturity, where ethics evolve into empathy, and leadership becomes a form of stewardship.

2.3 Implications for Organisational Behaviour Theory

The satta-traya framework provides a multidimensional understanding of organisational life, ranging from subjective
perception (pratibhasika) to pragmatic action (vyavaharika) to transcendent awareness (paramarthika). Each level
offers distinct insights into how individuals and collectives construct meaning, regulate conduct, and find purpose.
Table 1 summarises this triadic model in organisational terms.

Table 1. Levels of Reality and Corresponding Bhavas in Organisational Contexts

Level of Reality Corresriondlng Organisational Expression Core Principle Textual Refer-
Bhava ence

Pratibhasika- Drasta-bhava (Ob- Self-awareness, perception manage- Awareness and clar- Karha Upanisad
satta server) ment, reflection ity 1.25

Vyavahirika-satta  Karta-bhava (Doer) Ethical Ieade(r:s(,)r:;rpl)t, attffial?tl\//vork, and ac- Actl(t)gc\r/]vr::zrc])gt at- Bhag?_’fg'Gm

Paramarthika- Bhokta-bhava (En- Surrender and fulfil- Bhagavad-Gita

Conscious leadership, unity of purpose

satta joyer) ment 18.66

By linking epistemology with organisational psychology, Advaita Vedanta provides a framework that integrates
cognition, ethics, and transcendence. It suggests that maturity in leadership and decision-making corresponds to
movement from lower to higher levels of awareness, not merely from inexperience to expertise. The following section
extends this framework by situating sa#ta-traya within the broader context of the six darsanas—classical Indian
schools of philosophy that collectively articulate the multidimensional nature of human knowledge and action.

3. Integration with the Six Darsanas

The framework of satta-traya finds deeper resonance when aligned with the broader Indian philosophical canon, the
sad-darsanas or six orthodox schools of thought. These systems, Nyaya, Vaisesika, Sankhya, Yoga, Mimarsa, and
Vedanta, though distinct in method and emphasis, share a common epistemological foundation and ethical orientation
(Radhakrishnan, 2010) . Collectively, they provide a multidimensional understanding of human cognition, motivation,
and behaviour that can enrich contemporary organisational theory. Each darsana emphasises a unique facet of inquiry,
logic, substance, consciousness, discipline, duty, and realisation that corresponds to different functions within modern
organisational life.

3.1 Nyaya: Logic, Reasoning, and Decision-Making

The Nyaya school, founded by Gautama, focuses on valid cognition (pramana) and the disciplined use of reasoning
to arrive at truth. Its insistence on rational inquiry and analytical rigour aligns closely with the decision-making
processes in organisational settings (Chandra Satish and Sukhram, 2018). The Nyaya Sitras classify four primary
sources of knowledge—perception (pratyaksa), inference (anumana), comparison (upamana), and testimony (sabda).
In organisational settings, Nyaya provides a foundation for critical thinking, evidence-based management, and ra-
tional problem-solving. Leaders employing a Nyaya mindset avoid hasty judgment and base decisions on valid data,
logical coherence, and ethical consideration (Sinha, 2018). The Bhagavad-Gita echoes this ideal in the cultivation of
discriminative intellect (buddhi-yoga): “Buddhi-yukto jahdtitha ubhe sukrta-duskrze” (Gita 2.50) “Endowed with in-
tellect, one abandons both good and evil deeds.” This verse highlights the importance of discernment (viveka), a
principle fundamental to both Nyaya reasoning and effective organisational leadership.

3.2 Vais$esika: Order, Differentiation, and Organisational Structure

Kanada’s Vaisesika school complements Nyaya by focusing on metaphysical categorisation (padartha), which
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includes substance (dravya), quality (gura), action (karma), and relation (samavaya). It articulates an ontology that
parallels the hierarchical and functional differentiation found in organisational systems (Ganguly, 2024). Each entity
maintains a unique essence (visesa) yet contributes to the larger order. In management theory, Vaisesika translates to
principles of role clarity, structural coherence, and systemic integrity (Radhakrishnan, 2010). Organisations thrive
when their elements function harmoniously, respecting both individuality and interdependence. Sankara’s Advaitic
insight adds depth here: while differentiation is operationally necessary (vyavaharika), it remains unified in the sub-
stratum of Brahman (paramarthika). Thus, structural diversity in organisations reflects, rather than contradicts, on-
tological unity.

3.3 Sankhya: Psychological Constitution and Behavioural Dynamics

The Sarkhya philosophy of Kapila delineates reality as an interaction between Purusa (pure consciousness) and
Prakrti (material nature). Its triadic doctrine of the guras—sattva (harmony), rajas (activity), and tamas (inertia),
offers a powerful psychological model for analysing human motivation and temperament (Ray & Deshpande, 2019).
In organisational terms, sattva corresponds to balance and clarity, rajas to ambition and drive, and tamas to stagnation
and resistance to change. The Bhagavad-Gita (14.6-9) vividly describes these forces: “Sattvam sukhe safjayati rajak
karmani bharata, jiianam avrtya tu tamah pramade saijayaty uta” “Sattva binds through attachment to happiness,
rajas through attachment to action, and tamas through ignorance and inertia.” Understanding the interplay of gunas
enables managers to identify behavioural patterns and foster environments that elevate sattva—clarity, cooperation,
and ethical action—over rajas and tamas. Leadership training grounded in Sarikhya encourages self-awareness and
adaptive regulation of work temperament.

3.4 Yoga: Self-Regulation, Mindfulness, and Discipline

Patafjali’s Yoga Sitras operationalise the Sankhya metaphysics into a systematic discipline of self-mastery. The
eight limbs (astanga-yoga)—ethical restraints (yama), observances (niyama), posture (asana), breath control
(pranayama), withdrawal (pratyahara), concentration (dharana), meditation (dhyana), and absorption (samdadhi)
constitute a progressive framework for regulating the mind and achieving equilibrium (Vivekananda, 2004). In or-
ganisational life, Yoga corresponds to emotional intelligence, stress management, and mindful performance. A leader
who embodies yogic awareness acts with calm decisiveness, striking a balance between empathy and firmness. The
Gita (6.5-6) articulates this ideal: “Uddhared atmandtmanam natmanam avasadayet, atmaiva hy atmano bandhur
atmaiva ripur atmanah” “Let a man lift himself by his own Self and not degrade himself; the Self alone is his friend,
the Self alone is his enemy.” This verse encapsulates the yogic insight that leadership begins with self-leadership—
the disciplined alignment of inner and outer worlds.

3.5 Mimarsa: Duty, Motivation, and Ethical Performance

Jaimini’s Parva-Mimamsa focuses on dharma—the performance of action according to scriptural injunctions, em-
phasising intention (niskama karma) and social responsibility. This doctrine aligns directly with organisational ethics
and role-based accountability (Muniapan & Satpathy, 2013). Mimamsa underscores that action, when performed with
sincerity and detachment, sustains both individual and collective welfare. St Krsna echoes this principle of niskama
karma in the Gita (3.9): “Yajiiarthat karmano 'nyatra loko ’yam karma-bandhanak; tad-artham karma kaunteya
mukta-sangah samacara.” “Work must be performed as a sacrifice for the Divine; otherwise, work causes bondage.
Therefore, O Arjuna, perform your duty free from attachment.” In organisational behaviour, this translates into a
commitment to process excellence and moral integrity, rather than an obsession with outcomes. It fosters a culture of
trust and accountability, where performance is driven by purpose rather than pressure (Bhawuk, 2020).

3.6 Vedanta: Self-Realisation and Leadership Consciousness

The culmination of Indian philosophical thought lies in Vedanta, particularly its non-dual form articulated by Sankara.
Vedanta views the Self (Atman) as identical with the ultimate reality (Brahman), dissolving the apparent duality
between the individual and the collective (Barua, 2023). In leadership studies, this translates into the concept of
“conscious leadership”™—where decision-making, vision, and ethics stem from an awareness of interconnectedness
rather than ego-driven motivations. The Chandogya Upanisad (3.14.1) declares: “Sarvam khalvidam brahma” “All
this indeed is Brahman.” A leader rooted in this realisation perceives the organisation not as a competitive arena, but
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as a shared field of consciousness, where collaboration and compassion replace rivalry and control. This corresponds
to paramarthika awareness in organisational life—the recognition that the ultimate purpose of work is not merely
profit or prestige, but participation in the unfolding of collective well-being.

3.7 Synthesis of the Darsanas in Organisational Theory

When synthesised, the six dar$anas provide a holistic template for understanding and improving organisational be-
haviour. Nyaya sharpens analytical intelligence, Vaisesika organises systemic harmony, Sarkhya explains psycho-
logical constitution, Yoga develops emotional balance, Mimarsa anchors ethical engagement, and Vedanta culmi-
nates in transcendent awareness. Each represents a facet of human functioning—thinking, structuring, feeling, acting,
and realising—unified under the Advaitic paradigm of non-duality. This comprehensive framework enriches modern
management by integrating cognition, ethics, and spirituality into one seamless continuum of organisational con-
sciousness.

4. Application to Organisational Behaviour
4.1 From Philosophy to Practice

The triadic behavioural model derived from Advaita Vedanta—drasta-bhava (the observer), karta-bhava (the doer),
and bhokta-bhava (the enjoyer), translates seamlessly into the domains of organisational psychology and leadership
behaviour. Each bhava reflects a distinct level of consciousness and an ethical orientation toward work. Together,
they represent a continuum of professional evolution, from awareness (jiiana) through engagement (karma) to fulfil-
ment (ananda). When operationalised in the workplace, these attitudes foster mindfulness, integrity, and resilience—
qualities that underpin sustainable organisational performance (Rose and Palattiyil, 2020). The Bhagavad-Gita pro-
vides a framework for this transformation, encouraging the worker to transcend egoistic motivation and embrace
equanimity. SrT Krsna advises Arjuna: “Yoga-sthah kuru karmani sangam tyaktva dhanafijaya, siddhy-asiddhyoh
samo bhiitva samatvam yoga ucyate” (Gita 2.48) “Perform your duties established in yoga, abandoning attachment,
and being even-minded in success and failure; such equanimity is called yoga.” This verse encapsulates the principle
of karma-yoga, the essence of karta-bhava, which serves as the behavioural core of the Vedantic approach to organ-
isational life.

4.2 Drasta-Bhava: Awareness and Objectivity in Leadership

The drasta-bhava (observer’s stance) is the first and foundational dimension of Vedantic work consciousness. It
involves cultivating an inner witness—a reflective awareness that perceives without distortion or reactivity. In or-
ganisational behaviour, this corresponds to mindfulness, self-awareness, and perceptual neutrality. Managers and
leaders often face cognitive biases, including confirmation bias, overconfidence, and attribution errors (Kar et al.,
2023). The drasta approach mitigates these distortions by promoting metacognition—the awareness of one’s own
thought process. The Karha Upanisad (1.3.10-11) likens the mind to a charioteer, guiding the senses as horses, under
the supervision of the Self: “Atmanam rathinar viddhi Sariram ratham eva tu, buddhim tu sarathim viddhi manah
pragraham eva ca.” “Know the Self as the lord of the chariot, the body as the chariot itself, intellect as the charioteer,
and mind as the reins.” This allegory underscores the necessity of cognitive control and introspection in navigating
complex environments. Within organisations, drasta-bhava translates into reflective leadership—leaders who ob-
serve before acting, listen before judging, and maintain composure under pressure. It nurtures an inclusive culture
that values dialogue, empathy, and evidence-based decision-making (Sinha, 2002). Practically, drasta-bhava can be
cultivated through structured reflection, mindfulness programmes, and leadership coaching that encourage non-reac-
tive awareness. The ability to “see clearly” becomes the first step in ethical and effective management, transforming
observation into insight.

4.3 Karta-Bhava: Ethical Engagement and Purposeful Action

The second dimension, karta-bhava, refers to the ethical and pragmatic aspects of consciousness. Here, the individual
acts responsibly within the field of social and professional obligation. Karta-bhava corresponds to behavioural eth-
ics, organisational citizenship, and value-based leadership. It integrates the Mimarnsa emphasis on duty with the
Gita’s teaching of niskama karma—action without attachment to outcomes. In the context of organisational
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behaviour, karta-bhava embodies ethical proactivity. A manager guided by this attitude focuses on process excellence
and moral integrity rather than external validation or reward (Arvanitis & Kalliris, 2020). This principle underpins
corporate governance, employee engagement, and social responsibility. The Gita further characterises the ideal doer:
“Mukta-sarigo ‘nahamvadi dhrty-utsaha-samanvitah ... sattvikah” (Bhagavad-Gita 18.26) — free from attachment
and ego, steadfast and enthusiastic; this captures the Vedantic union of competence with humility. The integration of
skill (kausala) and serenity (santi) epitomises the Vedantic ideal of efficient yet detached action. Practically, organ-
isations can foster karta-bhava through ethical training, participative decision-making, and purpose-driven work cul-
tures that emphasise inner motivation (sraddha) over extrinsic reward.

4.4 Bhokta-Bhava: Joy, Acceptance, and Transcendent Engagement

The third dimension, bhokta-bhava—the enjoyer’s attitude—represents a mature consciousness that receives experi-
ences with acceptance and gratitude. It does not imply passive enjoyment but conscious participation in the flow of
work and life. In psychological terms, it aligns with concepts of resilience, gratitude, and flow (Csikszentmihalyi,
2008). The bhokta perceives success and failure as expressions of a larger order (rta), transforming outcomes into
opportunities for learning. The Bhagavad-Gita (12.15) describes such a person: “Yasmani na udvijate loko lokan na
udvijate ca yah, harsamarsa-bhayodvegair mukto yah sa ca me priyak.” “He by whom the world is not disturbed,
and who is not disturbed by the world—free from joy, envy, fear, and anxiety—is dear to Me.” This verse delineates
the bhokta’s equipoise—emotional stability amidst turbulence. For organisations, cultivating bhokta-bhava translates
to developing resilience-based leadership, wellness programmes, and appreciative cultures. It helps employees inter-
nalise work as seva (service) and experience satisfaction independent of material metrics. Bhokta-bhava is also the
affective culmination of drasta and karta: awareness in observation and integrity in action naturally culminate in joy
in being. The Mundaka Upanisad (2.2.8) declares: “Bhidyate hrdaya-granthis chidyante sarva-Samsayah, Ksiyante
casya karmani tasmin drste paravare.” “When the highest and the lowest are seen as one, the knot of the heart is cut,
all doubts are resolved, and karma is exhausted.” This realisation is not theoretical but lived—a culmination of au-
thentic work where self, task, and purpose merge into unity.

4.5 Triadic Integration in Organisational Context

The three bhavas—drasta, karta, and bhokta—are not sequential but simultaneous modes of awareness that can
coexist in every professional act. They correspond respectively to cognitive, behavioural, and affective dimensions
of workplace consciousness. Table 2 illustrates this integrative mapping.

Table 2. Triadic Integration of Bhavas with Organisational Behavioural Qutcomes

Bhava Organisational Paral- Core Competency Behavioural Out- = Vedantic Reference
lel come

Drasta- Reflective awareness Mindfulness, perception manage- Clarity and objectivity = Karha Upanisad

bhava ment 1.3.10

Karta-bhava | Ethical engagement Accountability, moral reasoning Integrity and focus Bhagavad-Gita 2.47

Bhokta- Transcendent fulfilment = Resilience, gratitude, flow Joy and acceptance Bhagavad-Gita 12.15

bhava

This triadic structure integrates classical Indian psychology with modern organisational behaviour. It provides a
culturally grounded model for leadership development, emotional intelligence, and ethical decision-making. Leaders
who embody all three bhavas operate from a space of awareness, action, and surrender—transforming the organisa-
tion into what the Brhadaranyaka Upanisad (4.4.5) calls “piarpam idam “—the field of wholeness. Thus, Vedanta
reframes the modern corporation not merely as an economic entity but as a living system of consciousness, where
work becomes karma-yoga, leadership becomes seva, and fulfilment becomes ananda.

5. Discussion and Implications
5.1 Revisiting Organisational Behaviour through Vedantic Consciousness

Contemporary organisational behaviour (OB) theories, encompassing a range of topics from motivation and leader-
ship to ethics and mindfulness, have sought to strike a balance between the instrumental and humanistic dimensions
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of work. Yet most frameworks remain grounded in Western epistemology, privileging material, individualistic, and
outcome-driven perspectives (Burrell and Morgan, 2017). The Vedantic model of satta-traya introduces an ontolog-
ical depth that bridges the psychological and the spiritual, offering a multidimensional perspective on human func-
tioning. By integrating Advaita Vedanta and the six darsanas, this framework expands OB beyond behavioural effi-
ciency to existential awareness. The movement across pratibhasika, vyavaharika, and paramarthika levels parallels
the progression from reactive behaviour to responsible action to reflective wisdom. This transition echoes the Gita’s
ideal of sthita-prajfa—a person of steady wisdom: “Prajahati yada kaman sarvan partha mano-gatan, atmany evat-
mand tustah sthita-prajiias tadocyate” (Gita 2.55) “When a person gives up all desires born of the mind and is content
in the Self by the Self, such a one is said to be of steady wisdom.” The sthita-prajfa represents the paramarthika
state of leadership, characterised by self-governance, equanimity, and a value-centred approach. Applying this arche-
type to management transforms the organisation into a site of collective self-regulation, where awareness precedes
action, and intention outweighs impulse.

5.2 Managerial and Organisational Implications

From a managerial standpoint, the triadic model of drasza, karta, and bhokta provides actionable insights into lead-
ership development, employee engagement, and organisational culture.

1. Leadership Development: The cultivation of drasta-bhava develops reflective leadership—an ability to
observe systems without bias. Karta-bhava refines moral courage and ethical consistency, while bhokta-bhava
fosters humility and gratitude. Together, these form a triadic leadership competency model that integrates aware-
ness, responsibility, and empathy.

2. Employee Engagement: Traditional engagement models focus on extrinsic motivation and performance
metrics. The Vedantic perspective reorients engagement toward inner alignment (sraddha). Employees guided
by karta-bhava see their work as karma-yoga, an offering of skill and sincerity rather than mere compliance.

3. Organisational Culture: Atthe cultural level, Vedanta promotes Samatva (equanimity) and seva (service).
Organisational systems inspired by vyavaharika-satta balance structural order with ethical purpose, while
paramarthika-satta inspires a shared vision of unity that transcends individual interests. This transforms corpo-
rate environments into communities of practice—what the Brhadaranyaka Upanisad calls “piarnasya pirpam
adaya pirnam evavasisyate” (“From fullness, fullness arises, and even after taking away fullness, fullness re-
mains,” 5.1.1).

4. Conflict Resolution: The satta-traya lens also offers a diagnostic framework for managing organisational
conflict. Many conflicts operate at the pratibhasika level—based on misperception or ego (Suar et al., 2006).
When participants elevate dialogue to the vyavaharika level—guided by ethics and facts—resolution becomes
possible (Modh, 2014). At the paramarthika level, reconciliation emerges from empathy and the realisation of
shared purpose.

5. Workplace Well-Being: Vedantic awareness directly contributes to psychological resilience. The bhokta-
bhava attitude enables individuals to maintain composure in uncertain situations and transform stress into a
learning opportunity. The Gita (6.7) offers a blueprint for such balance: “Jitatmanah prasantasya paramatma
samahitah, Sttospa-sukha-duzkhesu tatha manapamanayoh.” “For one who has conquered the mind and is tran-
quil, the Supreme Self remains steady in heat and cold, pleasure and pain, honour and dishonour.” Organisations
that foster drasta-karta-bhokta consciousness thus cultivate employees who are both high-performing and in-
wardly peaceful.

5.3 Research Implications and Future Directions

From an academic vantage point, integrating Indian philosophical constructs into organisational behaviour (OB)
opens a high-impact research frontier that bridges psychology, ethics, and strategic management. The triadic Advaitic
categories of drasza, karta, and bhokta can be systematically operationalised as behavioural metrics, enabling schol-
ars to quantify states of awareness, ethical engagement, and fulfilment within leadership practice. Future empirical
studies can explore how these dimensions influence critical organisational outcomes such as job satisfaction, moral
judgment, decision-quality, and long-term organisational commitment. This creates opportunities for designing val-
idated psychometric instruments that capture consciousness-based leadership attributes. Beyond single-context anal-
ysis, cross-cultural comparative research can evaluate how Advaita Vedanta complements or advances established
paradigms such as mindfulness-based leadership, positive organisational scholarship, and spiritual leadership. Such
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comparative inquiry would illuminate the unique value proposition of Indian philosophical models—particularly their
emphasis on non-duality, ethical intentionality, and inner regulation. Positioning satta-traya alongside contemporary
behavioural frameworks also strengthens theoretical legitimacy, enabling Indian management thought to move from
a peripheral interest area to a mainstream analytical lens. By building robust empirical linkages, future scholarship
can establish a future-ready, indigenous OB framework that integrates consciousness, performance, and ethical stew-
ardship.

5.4 Limitations

While philosophically robust, the Vedantic model must be contextualised carefully in empirical settings. Its meta-
physical assumptions may not be immediately translatable into quantitative constructs. Additionally, its emphasis on
consciousness and non-duality challenges traditional positivist methodologies. However, this limitation can be re-
framed as an opportunity—encouraging methodological pluralism and qualitative approaches such as phenomenol-
ogy, narrative inquiry, and contemplative ethnography. In summary, Advaita Vedanta and the siX darsanas provide
a deeply integrative framework for organisational behaviour—grounded not merely in cognition and performance
but in consciousness and ethics. By bridging ancient epistemology and modern practice, the satta-traya model rede-
fines management as a moral and spiritual endeavour, restoring the missing link between efficiency and enlighten-
ment.

6. Conclusion

The exploration of Sankara’s satta-traya in the context of organisational behaviour reveals that Indian philosophy,
far from being abstract metaphysics, offers a practical framework for transforming the quality of work and leadership.
Advaita Vedanta provides a spectrum of consciousness that parallels the human progression from perception to per-
formance to realisation. The three levels of reality—pratibhasika, vyavaharika, and paramarthika—and their corre-
sponding behavioural correlates—drasta-bhava, karta-bhava, and bhokta-bhava—form an integrated model of aware-
ness, ethical engagement, and fulfilment.

At the pratibhasika level, individuals in organisations operate within subjective perceptions, shaped by emotion
and partial knowledge. Through cultivating drasta-bhava, they develop the clarity to observe without distortion. At
the vyavaharika level, ethical responsibility and purposeful action prevail; here, karta-bhava ensures a duty-bound
performance without attachment to the results. Finally, at the paramarthika level, awareness expands into unity,
where leadership transcends ego and work becomes a form of service (seva). This ultimate stage reflects the Bhaga-
vad-Gita’s closing synthesis of knowledge, action, and devotion: “Yat karosi yad asnasi yaj juhosi dadasi yat, yat
tapasyasi kaunteya tat kurusva mad-arpanam ” (Gita 9.27) “Whatever you do, whatever you eat, whatever you offer
or give, whatever austerity you perform—do that as an offering to Me.” This teaching captures the essence of organ-
isational consciousness in Vedantic terms: when all actions are performed as offerings, the workplace becomes a
field of inner transformation.

In practical terms, this framework aligns cognitive clarity (drasza), behavioural ethics (karta), and emotional ful-
filment (bhokta) with modern organisational goals, such as mindfulness, governance, and well-being. The integration
of the six darsanas enhances this triadic model, grounding decision-making in logic (Nyaya), structure in differenti-
ation (Vaisesika), psychology in temperament (Sarikhya), discipline in practice (Yoga), ethics in duty (Mimarsa),
and leadership in unity (Vedanta). Ultimately, Advaita Vedanta invites organisations to evolve from mechanistic
systems into conscious collectives—where efficiency is tempered by empathy, competition by cooperation, and out-
comes by awareness. It calls for a transformation of leadership from managing tasks to mastering consciousness. The
Mundaka Upanisad (2.2.9) reminds us of this aspiration: “Na karmana na prajaya dhanena tyagenaike amytatvam
anasuh.” “Not by work, progeny, or wealth, but by renunciation alone is immortality attained.”

In organisational terms, this renunciation is not withdrawal but rather detachment from egoic identification—per-
forming actions with awareness, excellence, and surrender. Such an approach redefines success as alignment with rta
(cosmic order) rather than mere external reward. By integrating the insights of Sankara’s Advaita Vedanta and the
Six darsanas, this study contributes to the emerging field of Indian management philosophy, offering a coherent
paradigm of organisational consciousness that unites knowledge, ethics, and transcendence. As the ISa Upanisad (1.1)
declares: “Isavasyam idam sarvam yat kifica jagatyam jagat.”

“All this—whatever moves in this moving world—is pervaded by the Divine.”
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Recognising this truth, the organisation becomes not merely an economic institution but a sacred ecosystem where
the divine manifests through collective work, awareness, and harmony.
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