CHAPTER-VI o
DISCUSSLON

The resulls of Lhe datn 'analygis . were
presented  for both Lhe Orpanications, separately
in the prévious chaupter. In the present chapter,
the interéretatiun of the recult will be under
taken in the light of theories and previous

research findings.

i

As deécribed in the objective section of the
study effectlveness of leaderuhip was to be
studied wi%h reference to communication prqcesses
in Organis?t;ons- Factor analysis was carried oul,
for the Managerial Behaviour Questionnaire (MBQ).
The iaotor'ana3ysis oxtracted 6 (six) factors f{or
the Jeadership styles in both Lhe Orﬁa;jsations_

They were as follows :

Factor 1 - Eclectic of Mixed HStyle

Factor 2 - Interaction - Qriented Style
_Factorvﬂ - Aﬁbhoritatlve - Nurturant Style
Factor 4 - Bureaucratlio style

Factor 5 - . gBureaucratic - quk Oriented Sgyle
'Factor 6 — :Task ~ Oriented Style

1t wasg hypothesized (Hypo No.2) that
Leadership styles and compunication profile

variables will be correlated significantly  with

each other. So far as the "t~ - test resultA(Table -

4) related to the Communication profile variables
are concerned, the significant differences were

observed in” case of ‘Trust, Uatlsfaction -with
N _
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chances of promot ion, LiosLening, Writton
publicalion :.md. Amount., of  informablon receivoed
variabloes.  Apain, 0Oy seored higher oo all  the
above  mentioned  vartobles except the Amounk  of
Information woobk™ Lo recelve variable. The R?
resnlls (Table.17) related Lo lesdership styles and
compunication profile foroctore also corrobornted
with th? above discunnaed reesuylt. However, Rz
anquais' of the above result tables were observed
non~significanf- The correlstion () results
(Table - 18) supported the findings. Where the
Eclectic styles yielded significant correlation
with all the CPQ varinblos. Hub the two major
variables i.e; Amount of information received and
Amount of information wanih Lo receive prediched no
correlation with any other styles of  leadership.
In other words, the amount of information the
leader want Lo receive was nolt upto mark as this
variaoble was only significantly correlated with
the Bureaucratic - btack oriented style of

lendership. Henece Hypulhoeostis 2 wag proveaed

successiully basing on Lhe resulh related Lo 01.

All the Leaderchip ushyles were slso
corraelated significantly with all the
communication profile variables except the same
amount, of informstion wanhk Lo receive variables in
02 (Toble 28 and 28). 1L can he pointed out that

the hypothesis related to 1eadershig\ styles and

¥
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communicqbion proflle variables-was proved fully
for botﬁ.the organeiation. The hypothegils ﬁas alco
Bupportcd by the combined correlation findingeo.
(Tnable 45 and 46). An proved by the emplrical
studics (éaines, 19805 Maier ot al; 19635 O7Reily
and Roberts, 1974; O Reily. 1978; Roberts and
Reily, 1974), Trust in one’ s superior should
strongly relate bo the acouraoy nud  effectivencons
of communication procesces (Hypo.No. 9). Thic
ngsunption  woo supported by Lhoe RZ results of 0Oy

{See table 19}.

At the same btime corrclation results (Table-
~20) showed negative relation of Trust, influence
Accuracy communication processes with all tLhe
leadership styles. Generally a congenial
relationship is expected belween the leaders and

Trust, Influence and Accuracy variables. Basing on

this relation, communication processes -- are

étrengtheﬁed in the organisationé., So, ﬁitl~is

interesting to note that the above three
copmunication) variableé did not_*‘affégt the

leadership performances in Ol‘ - ;E

N

The R as well as rg findingstfrcqued ‘to

- communication processes and leadership.. styles,

revealed Trust Influence and Mobilitgjvgriablés as‘

significant variables in O,. "iThesQ1”1three

variablesfemerged io nase of all the satyles (Table-

30, 31L).

-
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The leaders in Oz'wure found to be highly

mobile which sffected bthelr rnguiar rerformance.
It seemcd, Lthoev were devolid of  chowing interest
and experbtise in one parbiculsr field and keeping
good relalion with bthe eubordinales.

The repults presented in Toble. 41 {(Combined

3

rg) showed significant negstive correlation of all

the leadership styles with Trust and Influence

variables in both the Orpanisabions. The Ec;ectic,

Inter--action oriented, Authorltative nurtursnt and
Task oriented. styles of leadershlp also fopnq Lo
be negatively correlated with the summarization

process of communicabion. The "L - valvues showed a2

*

remarkable difference between influence and
Accuracy pf communication process characteristins

" (Table. 44)-
- i

The " other communication processes  like
po o

- . Downward a’communicaLion, upward communication,

© communication = with - peers, Desirable - for

inferacbion, etc., were not correlated with.any of

g‘the 1eadersh1p styles in any of fhe organlsations.

.~

“ IL is interesh;ng that in. one of the . best

«.,:

g organlsations" of N itaj types; o communication

"+ variables 11ke directions . of’f‘communication

.(downward, ' rupward and lateral) were = -not

predictable * by any of the leadership styles may
be that situational and technological " variables

were responsible for its efiective functioning.
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It was hypothesizod (NMo.11) that ieédership
ptyles wonlead .hu correlated | with the Job
satisfachion levels of the subjects. The same wos
well supported by thae R? e} correlatlon ()
resulls  of Ul‘ All hthe sbylens were significantly
corrclated with the Job satisfaction levels except
the Burgaucraﬁic*task - oriented style. " The
Bureauorapio task oriented style was correlated

~with organisational commitment variablézgglﬂence

i

hypothese? "1l was nleo fully cuapported by the Rz

© .and correPation results of O,. o

Another - set of hypotheses {No. ~12,2)
iﬁdicatedf .that the levels of organlsationnl
‘sngfectiveqeéai dimensions i.e., Job involvement,
. Organiéatiénal .commllment, ~Organisational,
attachment, Legitimatizatian and Job aafisfaction

‘ﬂshould be deberminéd by ﬁhe leadership sbtyles. The

L~

. leadership 'i.e., Eclectic, Interaction-oriented,

‘Authoritatife © nurturant, Bureaucratic: - and

Bureaucratic , —task oriented styles were found = to

[

be significantly correlated with consensus,

¢

" organisational commitment, Attachment ' and Job .-

satisfaction aspecis. 1t was quiet éeptainp '

3

that  task oriented- leaders - ')~pr¢d§bted

organisational commitment, Attahcment sand ~ Job’

satisfaction more incomparison to other leaders in
. .
the orpanisation. Job involvement as a major

-‘results of table 21i. and 22 supported. the

"-;,\,"h}',pqt'.hesi,s ‘}-iisor‘ 0, . where the' fivé;"": styles * of

J1b



« - agpect.

agpect of organiaational  function did not
corrclate with any leadership shyle. Organigatione
are consgidored  muneenstal when leaders e
congeious towsrds orpanisabionsl effectivennon
varinbles 1like commitmend,, AbLLachment, Job

involvement, Lepgibimabizalion, Job satisfaclion

ecte. As o conbradiction Lo Lhis view, Buremacralic
task oriented and Task oriented leadership style

had no  corregpondence: with legitimatizalion
|
i

;

vy
‘

oldha (1982), in his qtudy in the féftilizer
_and coal organlqatlons used- ieédership :styles
)scalem.%fﬂe found that in both the organisationu,
! . Task — oriented style dominated effectiveness and
Nurturag@ | style was found to be - strongly
: correiated. with the (effectivenésg‘ of self,

aubordlnates, immediahp_boas, departments aé well
;:38< ‘of organlsahionw“ Task - orientation . was

e - -

p081tive1y w'correlated with JOb satisfaction

;

% varlable T also. Furtheb,/ Btrong leaderahip in

‘India is’ 11ked and appreciated by subordinates.

(Daftuar,3 1985)- Hinger (1982) postulated that

L

i’Nurturant . task, style was ‘rqlated . to

éffevtiveness-' Correlation (r) results (Table 26)“'f

also supported the hypothesis {No. 12) in caﬂe qf
. N

Oj. Therefore - 04 can be qonsidered” an '
effectiveness organisation, ‘basing -on -the views of .

current leadership literature. i&ble.éiZﬁﬁb&d bé

referred for this result.

......
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The findinns related to the organisalional
effunblvéncua v&riah!nn nnd leadership slylen wore
almost simllar Lo thal of 02 aleso. consensus and
Innmovatlon veariables ouvpposed Lo be the major

predictors of lendership ffectiveness in Lhis

organiasalion.

It is to be noted that the results supported

"~ the hypothesea (No.iS)‘that s50me characteristxcs
“of ‘communicgbion profile charaéterisbica 1ike,

;Trust, Beneficial aspect, Listening, Amount of

information received by the leaders and Amount of
information% the. leaders wanted to receive should

play an important role Lo determine organisational

"effectlveness criticias. Accordingly, R2 ag well

as correlablon reculils (Yable 23,24) supported the
hypothesis in cape of 0]. Job satisfacticn
variable was algnificanlly attached with all the

above mentioned C.P:Q variableu- Organisatlonal

. attachment  and oommLtmnnh variables 8 ban. be

consideiedt two  major- effect1venea§\ variables.

See

Both . these voariables were. present in ~case of

leaders who  want tO‘ receive more amnunt of -

i
informntions and those who are alzeady receiv1ng

more smount of infcrmatlon in dealing with the
i . \:_ ‘.

job. _ , N

Results presented in Table no:"34;fénd 35
rendered support for hypothesis 16” in 02; The
varioble of smount of informotlon  recelved, wis

Judged relating to the possible sources

¢

!
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{(L.e, from immediate asuperior, colleagues, written
communicntions, elechbronic communication,
subordivabtes, rumors eboe.) of communication in the
organisation. This varisnble was only predicted
significant pousilive correlation wiﬂh Need for
independence aspechts. In other wordes, the  leaderse

were devoid of receiviog deslrable amount of

information.

The influence of top management could be a
fact for which Lhe middie level leaders were not
freely received required amount of information

(Sce. Table.43).

From table 50, jttwas found that Bigpificant
differences were observed in case of Consensus,
Job involvement, Organisational commitment, Job
satisfaction variables be tween> _,the . two
Organigaéions- In 0O; -higher meaﬁn value§¢l,for
Consensus., Legitimatization, seif, ééntrol,
Organisational attachment and Job ‘qatisfaction
were obéained. Higher mecan values - were observed
for Need for independence, Job inyol?ement,
Innovation, Organisational commjbmentkyariables in
~case ofl Ogl Thgﬁgh, there were differenqes in
terms of mean values, both the organisations, were
similar as far as the legitimatization, ﬁéed for

independence, Self control, Innévétipn " and
VOrganis tional atlachment variableg . were

H

|
concernaed.
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j was hypothegized in no:.8 that.,
organisational effectivencan  _variables Like
Consensus, Organiesalionsl comnitment.,

Orpanisabional abbachment snd  Job  satisfaction
aete. should have positive relationship with
variouws communicobion processen. In case of 01,
Job eatisfaction. Self conlbrol and Job involvement
variables were perceived Lo be the major variables
relatned  to Trust procosc of componication only.
Thes, three variasbles proedicted values with higher
percentage Lo that of 'Lhe other effectiveness
variables ln Lhe R findings (toable 43). A climate
of trust facilitates open \énd honest
communicabtiorn. Where as in a c¢limate containing
distrust,. threat and iear, any messag; will be
viewsd with skepticism. But, surprisingl&t Trust
and Infléence variables of communication were

negatively significantly correlated . with

consensus, organisational attachment and. ' Job

satisfaction. He;ée the hypotheses A(No.ﬁ)l was

proved paftly in case of Ol'

The 5 variables of organisational
effectivegess, mainly consensus, Job satisfaction,
Organisatgonal attachment, érganiéational
commitmen% were considered as  the eminent
variableg’ in O, which predicted R? with &ll the
communication variables cxecept Downward, upward

and Lateral processes (Table 36). But, in the

correlation result (Table 37), only consensus, Job
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satisfaction variables wore negatively‘ coﬁrelatod
with Trust gnd Influcnce | variobles of
comaunicntion, The major effectiveness Vﬂfinh]e
ltke legitimabization. Job invn]vemcnt;, Need for
independence, self conbrol, Imnnovation d4did not
render any correlabion wilh any ‘ of Lhe
communication variables in the organisation. - Hence

the Hypotheseo reloted to the above result was

partly supported in casc of 02-

It 'was aquite diflficult to explain ‘ihs Job

!

satiﬁﬂnc?icn level of Lhn. leaders in the
organisa£ions. The variable of Job sabtisfactlon
posgesued highest, v luern nmoOng nll Lhe
effectiveness wvariablens., The Ffindings can be
suitably discussed baning on  the literature
studies exclusively on Job satisfaction wvarisble.

Staw (1884) have gone oo far as to Buggesﬁ that,

satisfaction has become a “throw away! . variable

-added Lo many research deslgne for apparént reason
that the facks”® “it s there and it can bé‘qeasily
measured. 1t can  be coneluded, that Job
satisfaction was nol correlated with any other
prominent communicabion processes like Accuracy,
Commwnication Downwonrd, Upward aond Lateral, depcire

for interaction in Lbhe orgonisabion.

A per the hypotheses (Hypo.no.13),  bhoth
Pownward aud Upward communicabtion processes wonld

Le correlalod wibh the: organisationol

AN



effeetiveness varinbles {(Gamoon,1968) also  provrd
wrong in cose of 0} ol 02‘ Hoth the organisstlions
woere nohb  proved offectlive aos far as  the  Lwo

predominant comminiceabion voriahles were concerned

1

Doﬁnward communication is initiated by Lhe
organisation’s top monagement and then filters
downwar«d through the chain of command (Tubb and
Moss, 1980) snd is the bhighly directive in naturo,
urges or initiates omployees inbo action. Downword
commumication does nol reqoire Leedback and  thnoo
ig devoid of recelver s involvement. As a  reoult
ia ignored, distorted, monipolated or badly
implemented. Killism (19603) 8uggesteq that only
20% of the wessnpers pol. vnderchtood by lower levels
hlerarchy. Donmece (19687) quoled Raymond (1962) to
sugpesl. thal execulives aan receive and aboorb
17100 to 171000 of the avaoilable information.
Henece, o balanoe necds Lo be obLained in belween

the downward and vpward communicabtion processos.

The upward commanicalion ic a  procesc by
which the ideas, feelings of subordinates are
communicabod Lo Lthe  bigher levels in the
organisabion. (Tubbs aod HMous, 1880). According bto
the above views, the Feelings, idegs ete. of  the

subordinates are pogsed to the middle level

maasEnr s through Lhies process. Absence of
conduwe ive  communicatien cllmote  {(Read, 19623,

supar bor s tnodegrate  responses, pergonaliby.

3 r} l)
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slatus are some faetors which might affect Lhe
inadequate uapward communicaltlion procepgs in Lhe

orgunisalions.

Tt will be wore appropriate to discuss the
factors responsible for the fallure of upward and
downward processes in  the organisations with
reference to some Indian research findings.
Chaudhury and Prasad (1976) conducted on extensive
study by taking 190 Managerial personnel including
140 supervisors in a 1arée public sector
undertaking. They sugpested two factoré that
mainly block downward and two factors to biock
upward proceases. They wore
(1) Management’s-failure to provide information to
workers :and (ii) workers low level of education
which adversely affect the understanding of

informat%on.

Similarly, upward communication requirements
are not éorrectly defined in the organisation and
subordindtes fail to perceive 1its requirements,
were the main causes of upward process failure.
The average was lowest (40%) in the supervisory
level, where as 68% and B2% of information were

communicated by the Top and Middle Managers,

respectively.

Communication with peers was also not found
to be significant in the result. In this context,

Porter and Lawler (19854} concluded that, “the

no
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Litarature on sub unit size shows that,:smaLl nize
sub untit s are' chergeterized by hipheoer Joh
satisfacti.m, lower absence rates, luwer tTurnover
rateg and Llewer labour digpntesn’. This clugter of
Yindings pointed out an inference Lhal, satisfying
commmicatlon amonpg perrs in work pgroups might be
facilitaLled by kenping Lhe sizme of the groups
reelabive Iy aumll. As Bhis shudy was conduchted in
large puabliec sector orgeanisstions, the nhove

findings with regerd to, the vorlable mighl be

proved trne. .

The classical Mounspgoment,  theory can bao
aceopbtable for the obtained resulls. Supportlve Lo
the theoretical views. Lawrence and Lorsch (19867)
staled that “the relalive cifectiveness of the
organisnt%unﬁ can 318 determined by the
nnvirnnmeﬁtal structures  Some writers stressed
the importance of an organisation™s size of itls
internal  atracturcs (Puph, Hickson, Hiningas  and
Turner, 1969; Child, 1973). This views can be more
applicable in case of ()} which 0 congidered ag an
effective organisation. Though s0me major
communication variables like, Downward, Upward and

Lateral communicatbtion variables did not render

significant corrvelation in the result. The it~

test carried out for the organisational
copmunicat.jon quastionnaire jfor both the
orpanisations aloo support the tindings.

{Table -~ 49).

s
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The correlation (rs) results for CPQ and 0CQ
for both Lhe organloat lono showed that
satisfaction with chances of promotion, Beﬁe[icial

-aspects, Listening, WritbLen publlcétion and Amounb
_6f information received were significantly, but
negatbtively, cérrelat&d wikth only Trust and
Influence vorisbles of communication in the

organisotbions (see Lables 27 and 38).

The wvariable of Trust of CPQ, found to be
correlated with the same Trust varlable of QOCQ in

Ol which is difficulb Lo cxplaja. Trust ‘variable

was again having negative correlation with

Influence, Accuracy, and Summarization variables
in 01. Trust of CPQ dié not. show any *significant
correlation with any of  the commﬁqication
processes in 02- it can be noted thgt Beneficial
aspects availed by the ieaders weré éignificantly
and positively correléted with only :Mpbility
aspect.. f In other words it wasg likply th\at, the
leaders who were transfered from one depértment to
other jntthe organisation frequently,~were availed

more benefits.

Correlation (rs) results of Table -— 40

corroborated with the above findings.’ngrust,‘

satisfacpion with chances of promotion,;. Beneficial
aspect, iListening, Written publication vépiables
of commfnication profile were obsérved to have

negative! correlation with Trust® and Ipf]uunce

¥

variable of communication processed.
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The mobility dimension of nummunlcation processed
showed signkfjuant Ccorrclalions with Lhe
satinfaction with chances of promotion, Beneflceial
aupeeh, 'and higsbening sopecls of Lhe leaders. The
same  profile charocLeristics were considered as
the predomionant ones and correlsted with mobility
variable only. For Lhe same resnsoun, the hypolhescs
regarding communication profile variables (Hypo.

15) cou%d not bed proved fully nupcesaful.

*

Acéording to the “1° - test result (Table. 52)
intcrqction orien}ed and burpauvratic Btyles werc
accepte‘ .(as the effective styles ;‘in the

- ;:;)rganlaa tions. A remarkoble difference’. was nlso

observed 1n case of burpaucratic Btyle in between

. iOl (4. 03) and 02 (3. BO)- The bureancrabio
*)leadership style vielded better performance in O,.
Supporting to . the some findings, Jaggi (1978)
 Nfound a diﬁference in dlffernnt leaderahip ‘styles

[T v

> ﬂbetween 8tate and privath organisations where the

L bureaucvatic behaviour
|f;t§an thg later- Similar to Lhie, Joaeph and
:Késavan (1977) in their comparative atudy of
VPublic and Private firms observed a difference in
"behaviour \exhlblted by supervisor. In the ’public
‘Bector firms, superior urientabion‘Waa(~bp§vqlent
‘becausev superiors are glven completea pdwé? ffor
recommendlng their subordinates for promotion and
salary increase. Pandey (1978) suggeated that ..

relationship oriented leasders were more effective
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tgﬁd
in creating a favourable and conducive atmosphere
leading to high productivity than task - orienbled
lenders. Therefore, the nbove mentioned resesrches

rendered full support with +the “£° - flnding

(Table. 52).

Another hypotheses (no.7) revealed the fact
that, Ec%ectic (Mixed) and Authoritative nurturant
styles ‘merged as the most -effective leadership
styles. gThis hypotheses. yielded support from the
current ileadership rescarches in India. Dubey
:(1986) found that effective Indian leade;s were
Authoritérian. A number of studies (Ansari, 1987;

Sinha, 1980; 1984:; Sinha et.al, 1888) recently

disclosed moderate to very high dorrelations -

_ between nurturant and Authoritarian styles. '

The Eclectic 1eade£5hip style, in othéf words
- can be knoyn aé a mixed leadershié‘étyle. Daftuar
(1985) suggested the effectiveness»of'such a mixed
style in Indian organisational sitdétions.A This
model (Daftuar, 1985) was considered éév A,pHN
style and may be called the psycho—cultural
situational theory. This style was the combination
of Authoyitétive style (A); small amqun? . of
participatibn (P} and a nurturant oﬁfiobk{(ﬂ}.‘ In
"this context, Daftuar, Baksi and gingh;k(1986)
conducted séveral studies which proyed tﬂg?l this
A,p+N  style rendered as most effeot{fq?,sﬁyle in
indian Organisations. Table - 47 cénrbé‘,Eéférred

in thio context.
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As +the @clectic style could nol, come sipgnificant
in  the {resulb, L bypotheses "(no.7)  regarding

leadership styles won parbly provod.

It | can be concluded thabt a negligibile
difference is  obgserved in terms of  leaderchip
styles and communicatbion processes with refercence
tc effeutivenuss variahles bvbween 0y . and Og .

Accordlng to hypotheses no.6, Bix. behavioural

'fitness characteristics (i.e. Responsibility,
1:atrength,- flexibility ctv) of the leaders_ should
be correlnbed with the. communication procesaed of

' the organlsatinns But as found” from  the

corrclation (r results for each organsiation

g)

separately, and for the two 05 combined, nohé of

the communication process wag carreléted_with the

major behavioural charascberistice. (Table nos.

5,13) did not svpport Lthe resull for 01. The . 8ame”

hypotheses was: proved Lo sume exlent 1n caee of 02
(TdblC 3) where R@dponcibillby wiLe only negatively
signiflcdntly corrplatad wlbh Mobility procesa. In
other words leaders scuring high on quponsibillty

variable were not high. in MObLllty.

1
.
1

-

v At thé ‘same time, most of the xcommunication
profile variables namely Trust, atiafactiég with
chances ::of‘ promotion, Beneficial“ l aspect

Listening,, Written publication and Amaunt . of
information recrnived were nob ;orrelated with +the

bchaviuurn@ Litness dimencions ol all.  Only  the

Amount of in[urmat;nn wnrt, Lo receive variable wan
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signifticantly but negatively correlated wilh

Responsibility in case of 0Oy (Table no. 9,11 and

15).

~
S0 {far as the- correlations between
Behavioural Filneas Inventory (BFI) and

Organisationa{ Effectiveness (OEQ) variables were

concerned {Table No.6), no significant
! ,
relationship was obtained between the two in OL'

In bz, mainly SLrength, Flexibiliﬁ&,' Image,

Endurance and Relaxation variables had.significant
i ’ .\r
negative correlation with Need for indqpendence,

{ ,
Innovation, . Organisational commitment and

.Organisational attachment . . variables of
i ,’ . ; ) N
orgajisation effectiveness dimension (Table -10).

It qan be noted from the result- (No.10) that

leaders in O, where bchaviourally considered to be
fit with relation to the above fitness dlmensions
‘but were nol perceived to be highly significant aus

far aa,the organisational effectiveness variabloeg

M

‘were ooncerned.

e B AT .
’lr, (A

}Jﬁ) qupportive to tho above. 02 results,\ it was

‘?'again found in the combined r reaults, (Table ~14)
} oy
that Job involvement Orgaulaational commitment

"¢ o

. and attachment dxmensions were. signifiQantly but
Ynegatively correlated with the flexibility and
endurance characteristics of the leaders in both

¢

the organisations. ) s‘”

4

Aboveall, Lhe behaviour of the leaderé had no



|

|
impactiw@ph conneckion to the major organisationnl
effectiveness’varinblu: in boilh bhe‘organlsationu‘
It waslfound from the rs result of Oy (Table
8) that, InteractLion oriented leaders had hipgh
signifibant negative correlabions with
Responsibili%y, Image, Endurance and Relaxation
dimensione. Similarly, buresucratic task oriented
leaders had also high negablive correlations with
Endurance and Relaxation variables. . Tha; means,
the interaction oricnted, bureaucratic task
oriented leaders of O, scoring high in the above
mentioned varlaobles were nob high in all  the
bahavioural charscteristico. But in Oy, nol a
single leadership sbtyle was found to be correlated

with any of the behavicoural fitness wvariables

{Tnble 12,16).

Generally in evory organivations a particualar

culture and social relationship exists between Lhe
~ N

leaders and the subordinatoes. Nandy (1970)
Iindicated that a particular kind of organisational
culture 1is maintained in every organisation. He
discussed four areas of human, technologiéal,
suoiul‘ and organisational functions of leaders.
Supportiive Lo the above findings again,
Pandey(1975) suggested that relationship oriented
leaderq were"~more effective in creating a

favourdble and conducive atmosphere leading to

vhigh productivity than task-oriented leaders.

AU
b . Lo

i
| N f f . A
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The Interaction oriented and Bureaucratic -Lack
oriented leaders were aleo nob- found flexible in
their behaviour rathoer they were very strong in

their opinion (Table no.4).

On the other hand correlalion results of the
two organisations combined also supported the
results where only Eclectie Nor mixed) styled
leadership was sipgnificanbtly correlated with
Responsibility in  bolb the organisations. That
means hypotheses relabed to the 'variapleé was

supported in both the orgonisatlions.

The leaders are expected Lo - mainbain Y
’balance in each and every .behavioural
characteristics in course of their work. Asevident
from the “L° - result (T.No.48)} Bigni?icant
differences were observed in terma.qfl Image  and
Endurancé behavioural dimensions of‘thé leaders in
between 0y and O,. Behaviourally thé Variaglé of
Image eépresaes a proper image iq"the ‘proper
actualization and Endurance denotes a compitment
to continue steady course of actidn toward well

defined goals on-the part of the léadersg

it ?was iagain interesting to Aqtg.‘that' the
mean va}ues for all the other diménsibns (i.e.
Responsibility, Strength, Flexibility, Relaxation)
were alsg observed higher than the mean values of

»02 althdugp, non-signitficant reiationshipé - were

obtained::in the result.
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So, it can be concluded that the léade?s ‘in 0y

I
)

observed . Lo be bebber in ;all, the béhavioural,

dimensions.

-~

In spite of that, the following reasons might

1
i
\

be accepjable for the deteriorated performance of

02. g

1. Apart from the variables included under this
study, the role of situational and
technological variaobles might be responsible
for the lowest performance. :

2. As discussed earlier, this (02) prlant was the

only coal hased [ferbilizer lndustry where nn
Ol was the most modern antomatic - gas  based

industry having new technological setup.

Last. but not the leagt the behaviournl
sclence aspeclt cannot be ignored for the poor
functioning oince the preosent study inherited in
this aspect. The {foremost reason might Ee the
fault of the Lop management. for the selection of
old and faulty technology for the plant
construntion. Gince thio study deals with the
middle level manapement cadre only, it was,-Eeyond
the scope of Lhe study to reflect in the
characteristics of the Top managemené\which " could
be the major factor for future consideration:
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- 'IMPLICATIONS :
. I
.

The yresent study has a number of methodologicaly”

and practical implications for the organisational

analysis. The following points can be considered

so far as the implicational aspect 1s concerned.

1.

: suébpdinates.

It can belp to formulate HRD (Human Resource

Development) strategies in the fﬁture{ﬁor the

vy AN
|

organisational use.

The implications of thev' findiﬁgs for

management may he straight forward. " The

management can refer this findinga “for the
adopticn of ‘trainlng of personnel :1n:‘thc

organisation.

1t i can mainly determine the ‘Btrategies for
the Judgement of ocffective and ineffectlve

organisations.

The wptudy c¢an help to formulate édeguate

behavioural_patterns for the managers to deal
{

'effeutivcly with the subordinates.

|
As evident from the Factor Analyses and
reéression analyses findings, ‘effective
164de?ship styles will determine the

|
communication processes in the organisations.

On 'the basis of this findings, ,effective

1

1eadershlp styles can be adopted by the

management to deal efiectlvely with the
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Finally. the gstwly can _create _éwérenons
toward major variables responsible for the
efficient  orgonisational  functioning 1in

India.

This model of the studf/cén be applied to
various Industries. Since Industrial policies
are liberaliscd’ddy by day, this study can
help éo develop futher researchos in

the organisational fiald.

t
HES

Academicians and researchers can utilise this

model to findout effectiveness of
organisation, effective leadership styles,
communication strategies olo. foé other kind
of 'organisations, such as private sectors,

Busines: Organisations as well as social and

Welfare orgaonisations.

Practical implicatlions could "be shown
for -each result obtained through various

analyses. _ Co
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LAMLTATIONS - L

A critical bthinking and interpreiatioh"revealed
that the study was also totally not free from
potential limitations.  Some of\’ the} major

limitations are as follows :

1. Relatively few variables are considered 1o
measure wider aspects. For example; " only 9
variabloes are counted for | to measure

organisational effectiveness as a whole.

2. Few words and scentences of psychological
names are used someowhere In the. questionnaire
which seemed to be quiet unfamiliar to these

category of respondents hoving technical bent

|
of ‘mind.

|

3. SiAce the management consists of all the
levels (i.e. lower, middle aﬁd higher) only
midale’ level was considered for this study.
So the findings cannot be applicable for

other levels in the organisation. -

"' 4.  This study also did not take care of some

Y,major -aspects like technical;ﬁ”geographical,
situational, individual diffarqhbe'etc. since
two qrganisations situated? in different

states.
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BUGGESTIONS_FOR. FUTURE _RESEARCHER

There wounld be expected changes in the

content and nature of job in the
Organisations. 8o, the resulis of the study

may be followed from Ltime to time.

The findings of the present study is . limlted
with a specific aaﬁple size. Number of

sampling may be Iincreased +to get more

!
accuTate results in Euture.

Sincé Middle Management functions as a

.

mediator between the Top Management and the

- Lower Management, some variables may  be

counted to assimlilote with the aspects of

these two msnagements.

Organisations -are perceived as the

independent entitiés whether'  these. are

- Industrial. or Social. The socloc - cultural

and situational variables affect - any
Organisation’s functioning to a‘great ex£ent.
Therefore. come variables relating to soclo-
cultural aspects should counted up for the

study.

The language standard of some of ' the | items
used ’in the study seems to be high foq}ithis
type of \eubjects hﬁving technicai' beht of
mind. More simple languages fpr’ thqi,items
need to be developed under the toéls dsedl in

the study. .‘N“‘
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