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ABSTRACT

Provincial councils are expected to formulate operational policies, programmes and budgets,

provision of technical guidance to Pradeshiya Sabhas and on monitoring and evaluation of
programme implementation. This has a direct bearing on the calibre of personnel who man
the councils. Therefore, it is necessary to understand the leadership characteristics of the top

level and the middle level officials who work there.

Any analysis of leadership requires exploration of what makes the leader function, but
equally important is an examination of the culture and context of an organization, and also
of follower ship. Unless the requirements of colleagues, subordinates and the overall mood
of teams are taken into account, any leadership effort may be ineffective, or even counter

productive.

Two dimensions of leadership, namely, Leadership Opinion and Supervisory Behaviour
Description are taken as independent variables to measure the actual supervisory behaviour

of Top level and Middle level officials of the NEPC.

To find the level of difference between the actual and ideal leadership performance, structure
and consideration were selected measures for the attainment of organizational goals. Likert

scale was used to collect data in addition to personal interviews and observations.

In this study, it was revealed the fact that most of the superiors lack in initiating structure at
both levels. Though consideration scored high points that should also be tested with some

additional variables.

Culture has influenced on supervisory behaviour, which needed to be changed in order to
attain organization goals successfully. Hence proper recruitment criteria, healthy and
creative as well as competitive working environment with exposure to international arena is

recommended.



CHAPTER
INTRODUCTION

The Provincial Council system was constituted in Sri Lanka in 1988 followed by the
13" Amendment to the Constitution legislated in 1987 with the structure of devolution of
powers. This devolution was based on three levels of public participation in the country’s
decision making processes, at-each of wh‘ich.there would be institutions which would enable
the public to be represented in the decision making processes. Each of the-three levels would
have a distinct character both in terms of the subjects it would focus on as well as of the tasks
which each is expected to perform. This distinct character would have direct bearing both on
the.organjzatibnal étructufe,at each 1@%\/61 as well as on the caliber of personnel who would be
required to man both the political and the administrative sub-systems at each such level.
These three levels are namely the Centre, the Province and the Predeshiya (division). Each of
these levels Wouid have representative institutions, like at the Centre, it would be the
Parliaméiits Gthe Provitice, 4t W6H14be the ProVintial' Council and at the Division, it would
be Pradeshiya Sabha. Each level would have a political executive, namely, the Cabinet of
Ministers at the Centre, the Board of Ministers at the Province and the Executive Council of

the Pradeshiya Sabha Division.

These érnphases in the functions at the three levels would also vary. At the
Pradeshiya Sabha, the emphasis would be on project implementation and delivery of

services. At the provincial level, the emphasis would be on the formulation of operational



policies, progrém_mes and budgets, ;_the; provision of technical guidance to the Pradeshiya
Sabhas*and’on"monitoring ‘and‘evaluation ofiprogramme-implénientation’* At the Centre, the
emphasis will be on macro-planning, formulation of national policies, setting of standards as

well as on the evaluation of policies, plans and standards.

TfSri "Lanka, twenty = five-districts “Weré craved' into nine provinces. ‘The rorthern
and the eastern provinces are merged together. The primary purpose of the system was to
implement decentralization of powers from the Central Government to these provincial
councils. The aim of this set up is to develop more powers to the Tamils for their self-
detettiination i erdtTio vl Y altsHiative EItitioH tocthe e vailing wioré than forty years
old ethnic crises. The 13™ Amendment to the Constitution provides room for establishment
of provincial councils in the country. Accordingly, an election was held in 1988 and multi-

party council was constituted.

The twin North — East Province includes eight districts, covering two — third of the
entire seacoast and one — third of the whole land area of the country. While Tamil
community is the majority in the five'northern districts, and there are mixed communities of
TSI 6 TR M AS R HFeSO At OdiStiiets) “Thurefore: 4 ‘high*level of
dedicated services is expected from the North - East provincial council. This need is further
emphasized since this is the area which was affected by man made disaster (war) and natural
disaster (Tsunami). However, it is evident that the services rendered by the NEPC is not
meeting the demand of the public of tﬁe eight districts. .He'nce, this study attempts to find out

if there are any weaknesses from the side of the officials.



Currently, quiet a number of re-employed officials are working in the NEPC. This
creates problems like unemployment, reluctance in adopting new techniques, etc. This arises
due to the ;e{hllct_éﬁcé: in handing.over-of responsibilities at the time of retirement and the
‘Government circular,” which “allows*ré-emiployment.” The ‘officers’ who reach the age of

retirement are fully aware of this circular and use it as an opportunity to retain their positions.

Since most of these tQp-leve_I officers are traditionalists, their leadership style is not
suitébie fdf'the modem ../"cl;d‘y-.t(')'-‘day management s&steﬁrrf. 'Nega1~:i've sﬁp-er'vi.sbr'y‘ skill.s~can
affect the morale of the subordinates. Therefore, it is necessary to study their supervisory
skills. On the other hand, the relationship of a subordinate to his or her immediate superior
has been shown'as-an important a'ébéét’TOr's good industrial relation. Therefore, it is also
| .attempted to findot, Wheéthet HHe supefiors are fadilifating' ‘giotip interaction’ toward goal

attainment and show consideration of the feelings of their subordinates or not.

Further, this province /is ‘the ’ceﬂiré‘- of 'attention in the current peace process. Hence
studie$ rélated” 13 This ared aly Help e '1'6f"°o’”ifﬁf)r‘d\?e‘ thie performan'cé* $F'the NEPC and
contribute to national development via good governance once the permanent solution to the

present unrest is attained.

(OS]



‘Research:Probleni:;

The gap between the actual and ideal leadership style of the top level and middle
level officers has a negati_v,ic':'inﬂuence on.the goal realization of the North — East Provincial

Research Question:.

e IST'[_h?I‘,e"ﬁ": gap between i,d‘ea‘l" and actual leadership style prevails in the NEPC among
the middle level and top level officers? - |
» Does the gap influence the performance of the above officers negatively?

e What is the overall implication/s of this on the performance of the NEPC?
Significance of the Study:

e It is very much important to learn about the actual and desired leadership styles in
A 1L RIS WA U VY e BT o
order to make the goal realistic.
o] ,'.“ . C . . . .

e By assessing superior behaviour by his / her subordinates in conjunction with leader
behaviour description, it is possible to get a view of how a superior should lead his /
her group.

e By identifyihg_ and understanding how Widg and deep the gap is, it would be possible

to formulate proper leadership training programmes.



e Since public sector is undergoing reforms, this study would enhance the effective

implementafio11 of it."
Objectives of the Study:

e To find the l_"e've'l of difference between the actual and ideal leadership performance.
e To highlight where do the weaknesses exist.
e To recommend suitable attitude and behaviour patterns, this could enable the superior

and the subordinates to reach the organizational goals.
Conceptual Model:

The relationship between a superior and his subordinates can be measured in two
ways. Firstly, to 'measure the leader’s personal orientation, leadership should be evaluated.
" Secdndly” ,%'c‘)'%"gféf he *ffé‘f’éép"t*i’bﬁ%f“t’ﬁ%@i‘ﬁéﬁiﬁéf%y the subordinates, supervisory behaviour

should be evaluated.

Leaders’ orientation is around two major factors: structure and consideration.
seucrrETd e extent to which an ihdiVidual:is'likély' to define and structure his / her
own role and those of subordinates towards goal attainment. A high score on this dimension
characterizes individuals who play a more active role in directing group activities through

planning, communicating iriformation, scheduling, trying out new ideas and so on.



Consideraltion “reflects e extent *{6 which™"an “individual *is” likély "o "have job
relationship characterized by mutual trust, respect for subordinates ideas, and consideration
of their feelings. A high score is indicative of a climate of good rapport and two — way
communication. A iiow scgfé:-iiid_ica1§5‘_ that the superior is likely to be more impersonal in

“felations ' with group ‘fiembers

Perceptions of subordinates of the leadership behaviour demonstrated by their
immediate superior revealed that initiating structure and consideration items are the most

oyt g bi* L3170

'51gn1ﬁcantrfactor91 ‘"di%rt’iii‘g‘iiféhi]ﬁ [esHership pérformance'

The following diagram explains the above relationship clearly:

red TS Wittt urouo e nioers.
Consideration

(Superior and Subordinate)

Attainment of Organization Goals

Structure ,
“s1ut|i (Superiordnd Subordmate)Lllbhlng Idadership performance.

According to the above conceptual model, as mentioned earlier, attainment of

organizational goals can be considered as dependent variable and consideration and structure

of the superiors;about themselves eu:id the perceptions of subordinates. about their superiors

can be considered as independent variables.

Wuperor and Subordinate).



Operationalization:

The above conceptual model variables can be operationalized as follows:

Concept Variables Indicators
Attainment of Organizational Goals * Structure o Ability of planning
(Both) * Ability of organizing

* Ability of creativity

* Ability of exchange of ideas

* Consideration * Mutual trust
(Both) * Generation of valid ideas

* Mutual respect

Type of Study:

This is partlly a qualitative descriptive study relies on primary data collected from the
.hclead ofﬁ(;éé of the North - ;»Ea'st 'Prévih;;i.al Cﬁuncil ”Miﬂis.tries; and: Debartrhenfs in the
Trincomalee District. This research is a combined and collective case study. Multiple
(representative) cases were described and compared to provide insight of an issue. In

addition, available relevant secondary data with respective libraries available with the



provincial ministries and departments were used to enhance the validity of the study. Central

tendency statistical measures were used when analyzing the quantifiable data.
Data Collection: Techniques::

Multiple forms of data were gathered in order to have an in-depth portrait of a case.
To measure leadership opinion, a qgestionnaire was used with a 5 point continuum with
scoring weight of 1 - 5, depending.on the 'i_1':'em.’,s. orientation to the total dimension. To
measure the superviséry behaviour des’criptivon,. samé type of questionnaire was used.
Secondary data were collected from relevant reports, registers, surveys, etc. available in the
above mentioned offices. In addition to those interviews, direct observations, participant
observation- wete élso-,bggj'ds'qd. 'Selcqting all four Provincial Ministries and some of the
Provincial Depaﬂﬁaentg of the North — East Provinciél Council were deemed to be the places
for primary data collection. Care was taken to give equal opportunities to all officials and

special consideration also was given to gender balance.



~ CHAPTERII

Concept of ‘Leadgr_ship’ is not new. Ancient writers, such as Confucious,
Aristotle, Socrates and Pl'ét('i'er'r;phaéiZed th¢ importance of leadership as a prime shaper
“of societies. It Was SO‘créte;s"who" proclaimed the power and impact of leadership, but
soon discovered the topic to be a double — edged sword. As a spiritual and intellectual
leader of Greek society, Socrates was charged for this with impiety and the corruption of
the youth of Athens. |

- LlT-_ERATﬁ!UE REVIEW

From the ancient philosophéfs to Hobbes and Nietzsche, to current scholars,
finding out what makes the visionary hero, the super human, the great man or woman,
tick, has become an‘obsession: Through assumption, predisposition or just painstaking
HeSERRRL e edieh %afs'rﬁ*e%‘il ROt IcIRPInlYe BIHSnOThA Tetd 1 SGHEF 2 Humai
drive, a sharp eye, a decisive mind, all of which put together generate in an individual a
force that makes fqr an extraordinary imf)act. The hope is that once these attributes are
isolated, they can in turn be replicated and through training or other means be inculcated
in others. 'Histbric:ally,"-it- has ‘Beéhlaa's‘s'tjn'l'é-ci that ‘transformational leaders make the big
strides that break out of existing constraints, help or force others to rethink the shape of

their lives, and enthuse, cajole, or drag them forward into a brave new world.



Attempts to come to grips with the motivational aspect of effective leadership and
supervision have spawned extensive theorizing and empirical research. While researchers
have approached this question from a variety of perspectives, the dominant approaches
have been those provided by t;raitA,'Styl,e and situational theories. Trait theory approaches
to understanding leader effectiveness have been concerned with establishing whether or
not effective leaders can be reliably distinguished from ineffective leaders in terms of
particular individual characteristics (e.g.: age, sex, height, intelligence, masculinity, self
confidence, authoritarianism, creativity, social perceptiveness) or combination of
characteristics. Although popular* ¢onceptualizations of the effective leader tend to
emphasize particular traits or personality features, and evidence indicates that personal
traits may influence people’s perceptions of leadership (Lord, Devader & Alliger, 1986).
The existence of relationships between stable leader traits and leader effectiveness in

motivating subordinates is not in fact ;S!lib}j’ér!fe‘d'by't‘lié’Hard'evidJence (Stogdill, 1974).

Much more influential in discussions on the nature of leadership have been those
leadership theories which emphasize the leader’s style or disposition to behave according
'to a particular pat"téfh”"(’e".;g‘.:’BTélgé!T&‘MaﬁtBiil:{i 69'6'9';‘ Fleishman, 1953; Likert‘,A 1967) or the
interaction between the leaderr’s style and situational variables (e.g.: Fiedier, 1967;
Hersey & Blenchard, 1982; House & Mitchell, 1974). Leadership theories have typically
represented leadership style as Varying along a continuum from directive to supportive or
along two indépehdéﬁt,'buf siﬁiile{}l'y duscribed. dimeénsions. Situational theories basically
postulate that leader effectiveness is dependent upon the compatibility of the leader’s

style and the situation or context in which he or she is operating. The situational variables

10



emphasized varv across specific theories.and include. for example, factors such as the
2ASAURL R LOMPIRIAUOLS; (NS UeETeer oL Ias S ITUCIUTe angthe: leader sz position:. power, .ot

various subordinates and environmental characteristics.

The aim of*the majority .of the above approaches has been, in essence, to identity
_invariants: of leader bahaviour'Or' [eader subordinate: relations. which are associated with
effective group performance. While these theoretical approaches and the associated
empirical work have signiﬁcantly expanded our understanding of leadership processes,
none of the models can claim -unequivocal research support (Luthans, 1989; Scott &

Podsakoff*1982)

An alternative approach is to conceptualize supervision and leadership as a
behaviour or a set of behaviours-that, in turn, influence the behaviour and therefore, the
perfOrr’r‘ié‘théé'cg_f?biﬁéf‘s:‘iEb‘(é.&ﬁﬁlé‘é“ SIS fﬁé&ét‘ié‘ali approach have been articulated in the
leadership literature by Davis and' Luthans (1979) and Sco& and Podsakoff (1982). Such
an approach is appealing because it provides much more obvious implications for
practice than most alternative approaches (i.e., it is possible to train people to behave in
certain"v\’féy‘s')’.g'iie&;ently,:this' has been'édc_iresse_d by Ko,nﬁaki and her collegues (Komaki,
1986; Komak:, Desselles & Bowman, 1989; Komaki, Zlotnick & Jensen, 1986) in a

series of studies designed to identify the behavioural correlates of effective supervision.

Yy Stblegtient SHIHY S HtOWAYS {0 thalt “when- the level .of ‘monitoring was

sufficient, effective and not-so-effective supervisors were discriminated by the amount of

11



time they spent recognizing or correcting subordinate performance (Jensen and Komaki,

1989).

“The twentieth century-hasiwithessed:onestranstormation ‘unprecedented i history
— the emergence of the large structured work organization. Despite the fact that chairman
and chief executives may own shares in the company, the vast majority still do not own
the company. What, however, the secretary, chief executive and chairman share, is that
each in his '/ her own way, influences the development of the company, to a greater or

lesser extent.

It has been the introduction of the medium to large — sized work organization,

roquiring P4 R R K RS 5L 08R BANAT LS A A iy ditetent
impact has been made on leadership. ‘An effective leader in business, the civil service,
central and local government, health and other personal services, is one who does not
necessarily keep breéking'“the ‘-ﬁ'lguld"'ahd."taking big strides forward. Effectiveness of

185detShiS is hagieingay b esREeaBlE APNRIsERI the MAppRopRiAtinéss? oF altions

relevant to the circumstances of the situation.

In today’s world, ‘an¥y ié.ﬂéily‘siS‘df“leadership requires exploration of what makes

T8 P RCH SR B Iy YR s SH B A PO RS F tHE B TS A S HEERTOF

an organization, and also of follc‘)'w'er‘ship.

12



Unless 'the requirements :of .colleagues, subordinates and the overall mood of
“terms;” departmeiits-or. evediwholerorgatiizations; are taken"info-account; any-1leadership
effort may be ineffective, or even counterproductive, if followers have not given their

‘tacit’ permission for their leaders to act.

Téadership ‘is"a distinét Kind of ‘work:“According ‘to tlhie challenges provided by
any situation, a combination of forces throws up a demand for a leader of particular

qualities who can remedy or change the situation.

terms: wa é‘i';s?”c‘lqat 'ffaﬁéfdfrﬁ’tT ef’sfé’furs”ljﬁB‘tfr@at écvigidﬁ‘for the R, and then' {nvest
considerably in sharing that vision. Through sharing their vision, they clarify the present,
show how the past has influenced the present, and propose a view of the future.
Successful transformative le'a'dere then powerfully project their vision, gain support for
that visiGH AR Morsistes ipesieien ot teudvparbrace W bt o meRdit afid

empower others to take responsibility and become part of that movement.

It was the researcher J M Burns (1978) who provided the counterw_eight argument
to leadrBRISTTAIRIS R f}ﬁ”?léfi’ontaB‘ﬁ DN TRt “HrardsattionEl 1SAdeship”!
namely the skill and ability required to-handle the more mundane, operational, day-to-day
transactions of daily life. On the basis that effective leadership in structured work and

social organizations‘means that'‘managément-and leadership are intertwined.

- that vision. are ‘consistent. persistent-and focused in-order o mamtam momenium «4nd .

13
10 mda.rshm Tn his. rdormula’non Bums coined the phrase “transnctional teadersien |



Two dimensions of leadership are Widely used in modern work organizations. The
first, the Leadership Opinion and the other is Supervisory Behaviour Description, both
are impo_rtap‘g;_fo_riah.':éffectivé‘.’a-ha_:fe'ﬂf_ﬁ'cfién"t'flfnléngg_ement of any organization. It is said by
Hemphill “¢1960) ‘that*individuals; Whooccupyadhitiistrative "ot ‘Supervisory: positions
exhibit responsibility, authori‘ty‘ and delegation, which are the descriptions of a good
supervisory behaviour. Further, it is said by Weiss & Jacobson (1955) that good structure
of an organizaﬁoh could be established through the activities of liaison persons and the

‘existence of the contracts between groups

In this study the above mentioned two dimensions of leadership are taken as

independent variables that contribute' to the attainment of organizational goals.

Hemnhill {1960):that individuals “whio" ocelipy” administrative of supervieniv nozitope

“existence of the contracts befweengroups.:

14



CHAPTER III
METHODOLOGY
3.1 Introduction

The key research question was to identify the gap between ideal and actual
le'éd.ership style in the NEPC among the middle level and the.t'bp level ofﬁéérs. The
researchers issued questionnaires among identified middle and top level officers.
Questionnaire designed by incorporating statements under Likert Scale type. It has two
sections; one confcains _‘statementsx’%gja’f (éb"ﬁs‘igieration and the other about structure.
Sample is purposive sample identified almost all fop and middle level officers of the

NEPC.

3.2 Methods

Since the research was designed in a way to understand the gap in between the
ideal and the actual leadership 'style, it involves both quantitative and qualitative
measures. It was found that-there wd'no such research or related one take place among
the NEPC officers! ‘There Were Very“limit€d “documents’available about the 'managerial
activities of the NEPC officers. For this none of the (;ther reports or statistics was directly

related. Therefore, this study mostly depended on primary data, the opinion given by the

15



selected officials. In addition; to the:opinion:some relevant information too given by the

officials which could be used wherever relévantand needed.

Appropriate quantitative techniques, especially the central tendency measures

were used where its relevant:because:of Likert Scale was used.
3.3 The Research Area

Trincomalee is~one'of'thé’ districts in‘ the Eastern Province and it is being
considered as the impOTtant disthee HHGAE thE eight districts of the Northern and Eastern
Provinces. Therefore, the provincial council exists in this district where all the heads of
the provincial ministries and departments have their offices. Though they exercise their
control onall- other “dlstncts" where“they have ‘branches, it is an opportumty for the
researcher;s' to collect relevant ctata by havmg consultatlon with the heads of the various

ministries and departments.

It is planned to collect'ddta fidm 10°top level and 15 middle level officers to the
total of 25, but dud ky’Variots UHEvETaaBblel SirumStancés only 09 top level officers and
12 middle level officers helped us and gave their opinions. Therefore, the total

respondents in the sample are 21 officials.

16



3.4 The Sample

In this study two category of officials of the NEPC were taken into consideration.

Those are Top Level Officials and Middle Level Officials.

As per the organization chart of the NEPC under top level, Chief Secretary,
Deputy Chief Secretaries, Secretary to the Governor, Secretaries of various Ministries
have considered and there are around ten officials coming in this category. Due to various
unavoidable reasons even though we issued the questionnaire one official could not

return his questionnaire, so the sample is nine out of ten.

Under middle level, Directors of various Departments, Chief Accountants have
considered and there are around eighteen such officials and we selected twelve included
in our sample on the basis of easy access. The following charts give a clear idea about the

selection of sample.

Slice 1+ Sample = Total Population

Chart 3.1: Population & Sample of the Top Level Official

10%

90%

O Slice 1 m Sample
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Chart 3.2: Population & Sample of the Middle Level Officials

m Slice 1 m Sample

Slice 1+ Sample = Total Population

3.5 Limitations

The following are some limitations identified during the study period:

» The study was conducted in the Trincomalee district where the head offices of the
NEPC located. All the top level officials were considered to assess about
themselves on the identified variables (consideration & structure). On the other
hand, Middle level officials of the above top level officials considered for both
self and superior assessment. Low level officials were not considered because
they are scattered in all eight districts where these officials have coordinating
offices. Since the study was conducted in the Trincomalee district it was
impossible to consider officials of all districts therefore, low level officials of the
Trincomalee offices also were ignored to avoid bias.

e In the results of the assessment it was found that middle level officials said in
favour of their superiors and this may be because of they fear of their superior in
telling the truth or they wanted to praise their bosses to get favours like open

praise, transfers as per their wish etc.

18



Fufthers 1twa§foundthattﬁnievelofﬁejalswhattheysaldWasbelowtheaverage
which also may due to underestimation about themselves. They may not like to
show their real practice.. . |

In addition to"the" facts:assessed, in the questionnaire consideration should have
beeti=givetsansomens et atslevantifactorslikesaccident: fates absentéeism
grievances, and turnover among the officials.

Above all, time factor played -a major role. It was planned to complete the work
by January 2005 a_nd due to Tsunami disaster all data were lost and data collection

was‘donéagain with a greater e1tort.

been. given. on .some ~other, relevart--factors -like. acciuent. raies. -

- was done again with-a.gréater effort.

19



CHAPTER 1V
RESULTSAND'DISCUSSION
4.1 Introduction

The mainstream development litérature defines leadership in terms of
Consideration. and Initiating Structure. This approach is practical in the sense of
applicability of actual assessment of their practice in the offices. Hence, alternative
measures are ‘available-to assess the leadership qualities the researchers adopt the above
mentioned method to asses&¥IHe Hqﬁgsi§'(§;§aﬁgs§§§5c§%3%ped- 6ﬁly Likert 'Scaié' type
where sentences developed for both consideration and structure. Respondents were
requested to mark their responses from 1 — 5 scale 1 is the lowest response where 5 is the

highest. Three types of questionnaires were used, one for top level officials to assess their

r-‘.‘:i-_-'- ;1:‘1";)5}0:‘-.“1 . p"\ ‘ i cad . . . 4_.4. . ‘._\‘ L i ,‘.g:_“ .-‘:“.‘f.‘t."j:". ;r'- ‘A':‘p‘."?-’_'.' N .
own leadership qiialities, HEVEIREMTSH midatetbveldsfhicials t94s88ss their Stipérior’s
qualities and the third for middle level officials to assess their own qualities.
Questionnaire itself contains two sections one is personal information and the other is

Likert Scale type

4.2 Personal information

As far as'the North “V'East Provincial Council (NEPC) is concerned the head

office§ G Al the! Mitistridd ard e gttt hav s sthel 6ffice in “Tificotialéd District
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and the sample is purposive sample of 10 top level and 15 middle level officials were
considered as respondents. Due to various unavoidable reasons only nine top level
officials extended their cooperation but all the middle level officials in the sample
extended their cooperation in responding the questionnaires. It is considered the
organization chart of the NEPC to select the officials. Chief Secretary, Deputy Chief
Secretaries, Secretaries of various Ministries was taken for top level officials. Directors
of various Departments, Chief Accountants were taken for middle level officials.
Unfortunately, it was impossible to maintain gender balance because except one top level
official all others of both levels are male officials. Except one top level official (Secretary

to a Provincial Ministry) all others are Tamils.
Chart 4.1: Age & Years of Experience of the Top Level

Officials

m— Age

m— EXxperience

All of them are from Sri Lanka Administrative Service (SLAS) with more than
15-20 years of work experience with the Government. All of them are above 50 - 55

years old except one officer with 45 years old (see charts 4.1 & 4.2).
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Chart 4.2: Age & Years of Experience of the Middle
Level Officials

All of them are graduates and more than half of the top level officials have
postgraduate qualifications except one has doctorate qualification. On the other hand,
among the middle level officials around 40% officials have postgraduate qualifications

except one has doctorate qualification (see charts 4.3 & 4.4).

Chart 4.3: Educational Qualifications of the Top Level Officers

Category 3
11%
Category 1
45%
44%
O Category 1 m Category 2 0O Category 3
Category 1. Graduates Category 2: Postgraduate Diploma / Degree Category 3: Doctorates
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Chart 4.4: Educational Qualifications of the Middle Level Officials

[0 Category 1 m Category 2 00 Category 3

Category 1: Graduates Category 2: Postgraduate Diploma/ Degree Category 3: Doctorates

4.3 Opinion on Leadership and Supervisory Behaviours

4.3.1 Top Level Officials

Each aspect of consideration and structure are measured in average based on the
number of items involved in it. As the scale is provided from 1 (very dissatisfied) to 5
(very satisfied) the median average score (3) is considered for evaluating the extent to
which a respondent is satisfied with the particular aspect. If a respondent’s average score
of an aspect is less than the median value (3) then the respondent is dissatisfied in relation
to the particular aspect. Likewise, if it is more than 3 the respondent is satisfied and if it is
equal to 3 he / she is marginally satisfied, (e.g., the respondent will be satisfied if CT / ST
< 3; marginally satisfied if CT / ST = 3; and satisfied if CT / ST > 3. If the average lies

within the range of 2.5 < CT / ST < 3.5 then CT / ST will be considered as 3).
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In order to justify overall consideration and structure of a top level respondent, the
mean value and standard deviation (Sd) for them are measured considering aggregate
score of the variable in a questionnaire. Whereas the decision about attribute of a
respondent on a variable could ;be made out based on the standard average or median

score i.e., ninety (90) for consideration and sixty (60) for structure for top level officers

(see tables 4.1 & 4.2).

Table 4.1: Criteria for Overall Consideration of a Respondent (Top Level Official)

Attribute Range defined
Dissatisfied CT <90
Marginally satisfied CT=90
Satisfied CT>90

CT = Aggregate score of a respondent for consideration (Top level official).
Maximum Value: (5)(30) =150

* Table 4.2: Criteria for Overall Structure of a Respondent (Top Level Official)

Attribute | Range defined
Dissatisfied ST <60
Marginally satisfied ST =60
Satisfied ST > 60

ST = Aggregate score of a respondent for structure (Top level official).

Maximum Value: (5)(20) = 100

4.3.2 Middle Level Officials

Here also each aspect of consideration and structure are measured in average

based on the number of items involved in it. As the scale is provided from 1 (very
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dissatisfied) to 5 (very satisfied) the median average score (3) is considered for
evaluating the extent to which a respondent is satisfied with the particular aspect. If a
respondent’s average score of an aspect is less than the median value (3) then the
respondent is dissatisfied in relation to the particular aspect. Likewise, if it is more than 3
the respondent is satisfied and if it is equal to 3 he / she is marginally satisfied. (e.g., the
réspondent will be satisfied if CM or CMS / SM or SMS < 3; marginally satisfied if CM
or CMS / SM or SMS = 3; and satisfied if CM or CMS / SM or SMS > 3. If the average
lies within the range of 2.5 < CM or CMS / SM or SMS < 3.5 then CM or CMS / SM or

SMS will be considered as 3).

In order to justify overall consideration and structure of a middle level
respondent, the mean value and standard deviation (Sd) for them are measured
considering aggregate score of the variable in a questionnaire. Whereas the decision
about attribute of a respondent on a variable could be made out based on the standard

average or median score i.e., ninety (90) for consideration and sixty (60) for structure for

top level officials (see tables 4.3 & 4.4).

Table 4.3: Criteria for Overall Consideration of a Respondent (Middle Level Official)

Attribute Range defined
Dissatisfied CM or CMS < 90
Marginally satisfied CM or CMS =90
Satisfied CM or CMS > 90

CM = Aggregate score of a respondent for superior’s consideration (Middle level official).
CMS = Aggregate score of a respondent for self consideration (Middle level official).
Maximum Value: (5)(30) = 150
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Table 4.4: Criteria for Overall Structure of a Re'spondent (Middle Level Official)

Attribute Range defined
Dissatisfied SM or SMS <60
Marginally satisfied SM or SMS = 60
Satisfied SM 6r SMS > 60

SM = Aggregate score of a respondent for superior’s structure (Middle level official).

SMS = Aggregate score of a respondent for self structure (Middle level official).

Maximum Value: (5)(20) =100
' 4.4 Aggregate Score of the Sample

The aggregate score i1s to describe overall attribute for a variable of the sample
taken i.e., to decide the extent to which NEPC officials are satisfied. In this regard, a
point scheme. (see tables 4.5, 4.6; 4.7 & 4.8) with respective median score of the variable
1s developed for justifying the attribute of the sample. The criteria in the table describes ~
the attribute of sample in relation to a particular variable by considering aggregation of

scales provided for each and every item of the respective variable in all questionnaires.

Table 4.5: Points Scheme for Consideration of the Sample (Top Level Official)

Attribute Range defined
Dissatisfied CT <810
Marginally satisfied CT = 810
Satisfied CT > 810

Median score of the sample = 810

CT = Aggregate score of the sample for consideration (Top level official).

Maximum Value: (5)(30)(09) = 1350
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Table 4.6: Points Scheme for Structure of the Sample (Top Level Official)

Attribute Rénge defined
Dissatisfied ST <540
Marginally satisfied ST =540
Satisfied ST > 540

Median score of the sample = 540

ST = Aggregate score of the sample for structure (Top level official).

Maximum Value: (5)(20)(09) = 900

Table 4.7: Points Scheme for Consideration of the Sample (Middle Level Official)

Attribute Range defined
Dissatisfied CM or CMS <1080
Marginally satisfied CM or CMS =1080
Satisfied CM or CMS > 1080

Median score of the sample = 1080

CM = Aggregate score of the sample for superior’s consideration (Middle level official).

CMS = Aggregate score of the sample for self consideration (Middle level official).

Maximum Value: (5)(30)(12) = 1800

Table 4.8: Points Scheme for Structure of the Sample (Middle Level Official)

Attribute Range defined
Dissatisfied SM or SMS < 720
Marginally satisfied SM or SMS =720
Satisfied SM or SMS > 720

Median score of the sample = 720

SM = Aggregate score of the sample for superior’s structure (Middle level official).

SMS = Aggregate score of the sample for self structure (Middle level official).

Maximum Value: (5)(20)(12) = 1200
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If the sample’s aggregate score for a variable approximates the respective median

value then the score is equated to it. The ranges for the approximations are for,

Consideration (Top level officials) (675 < CT < 945)
Structure (Top level officials) (450 < ST <630)
Consideration (Middle level officials) — Superior’s (900 < CM < 1260)
Structure (Middle level officials) — Superior’s (600 < SM < 840)
Consideration (Middle level officials) — Se]f (900 < CMS < 1260)

Structure (Middle level officials) — Self (600 < SMS < 840)

Actual score of the entire sample of the top level officials, middle level officials

superior and self "evaluations are given as follows (see table 4.9, 4.10 & 4.11

respectively).

Table 4.9: Actual Aggregate of the Top Level Officials

Serial No.: Consideration Initiating Structure Total
01 69 48 117
02 74 55 129
03 84 ' 55 139
04 74 54 128
05 91 49 140
06 64 34 98
07 72 46 118
08 - 81 57 138
09 73 37 110

TOTAL 682 435 1117
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Table 4.10: Actual Aggregate of the Middle Level Officials — Superior’s

Serial No.: Consideration Initiating Structure Total
01 87 53 140

02 85 43 128

03 94 55 149

04 76 48 124

05 87 46 133

06 83 51 134

07 81 53 134

08 98. 69 167

09 85 45 130

10 81 49 130

11 83 44 127

12 85 44 129
TOTAL 1025 600 1625

Table 4.11: Actual Aggregate of the Middle Level Officials — Self

Serial No.: Consideration Initiating Structure Total
01 84 52 136

02 90 45 135

03 93 50 143

04 78 46 124

05 88 48 136

06 82 55 137

07 80 54 134

- 08 99 66 165

09 - 89 49 138

10 89 47 136

11 83 44 127

12 96 42 138
TOTAL 1051 598 1649
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According to the above tables and the standard ranges given above the actual

results would be,

Standard Actual
Consideration (Top level officials) (675 <CT < 945) (675 <682)
Structure (Top level officials) (450 < ST <630) (435 <450)

Consideration (Middle level officials) — Superior’s (900 <CM < 1260) (900 <1025)
Structure (Middle level officials) — Superior’s (600 <SM < 840) (600 = 600)
Consideration (Middle level officials) — Self (900 <CM < 1260) (900 <1051)

Structure (Middle level officials) — Self (600 <SM < 840) (598 <600)

As per the above data consideration is in the accepted range according to the
opinion of both level officials and on the other hand initiating structure is under the
rejection range according to the top level officials and equals to the minimum level

according to the middle level officials.
4.5 Correlation Analysis (Bivariate Analysis)

Correlation analysis is a tool relating one variable to another. It shows the type of
relationship the variables have (positive, negative, or no correlation). In particular, the

correlation analyses assist to bring out the strength of association of overall performance

with the independent variables of a respondent.
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In this analysis the following correlation table shows the strength and significance

of various relationships between variables. The objective is to look into strong and low-

relationship between them.

The sample correlation coefficient (r) explains the linear relationship for a set of

sample data. The range of ‘r’ is from 1.0 to “1.0. The higher the ‘r’ indicate stronger the

linear relationship. If ‘r’ approximates zero (0), it explains that there is no relationship

between two variables. The significance level of each relation will be tested at 5%

significance level. A strong relationship will be tested at 1% level.

Top Level Consideration

Top Level Initiating Structure

Top Level Consideration:

Pearson Correlation 1.000 0.557
Significance (1 — tailed) 0.060
N 9 9
Top Level Structure:

Pearson Correlation 0.557 1.000
Significance (1 — tailed) 0.060

N 9 9

(Source: SPSS analysis)

Middle Level Consideration
(Superior’s)

Middle Level Initiating Structure
(Superior’s)

Middle Level Consideration:

Pearson Correlation 1.000 0.668%**
Significance (1 — tailed) 0.009
N 12 12

| Middle Level Structure:
Pearson Correlation 0.668** 1.000
Significance (1 — tailed) 0.009
N 12 12

** Correlation is significant at the 0.01 level (1-tailed)

(Source: SPSS analysis)
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Middle Level Consideration

Middle Level Initiéting Structure

(Self) (Self)
Middle Level Consideration:
Pearson Correlation 1.000 0.213
Significance (1 — tailed) 0.253
N 12 12
Middle Level Structure:
Pearson Correlation 0.213 1.000
Significance (1 — tailed) 0.253
N 12 12

(Source: SPSS analysis)

As shown in the tables above the ‘r’ is very strong among the structure and

consideration of the middle level officials superior evaluation while the same was not that

much strong among the top level officials as well as among the middle level officials.

Both were tested in the 1% level which is appropriate to see the degree of relationship.
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 CHAPTERYV
CONCEUSION AND RECOMMENDATIONS
3.1 Conclusions |
Section:I: Personal Inforr’natidnﬁ

In this study, the age of the top level and the middle level officials was around
fifty years with an average of twenty years of experience. These officials are mostly
senior officers s1nc’g“t}1%(paoéfﬁg)ﬁ%éfd%wlﬁfﬁm‘ﬁéKdl\s‘embrlty*"A’ limited: number of
officials are above their retirement age because they are of re-employed category. This is
unavoidable in some offices due to non;availability of suitable qualified officials. This
factor has its implications on leadership style? which was biased towards traditionalism.
| ;3'.";'1(();*}. L i‘f«:‘;’()i‘ld! [rzféﬁnzczziéﬁ

All officials are graduates with university degrees as minimum educational
qualification and around one third of the middle level officials and one half of the top
level officials have' postgraduatequalifications or other professional qualifications which
ig‘ieqﬁaii'Iﬁéc156%%}@%2{539%m?éohé‘i%f‘ﬁzeiéhwﬁfbﬁaﬁéachcaafégory: hastdoctorate: which
gives them more recognition:and' responsibilities. Therefore, duties and responsibilities
are accumulated or burdened on a person who has higher educational qualifications and

experience, which' gives‘stréss*to ‘him.
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To our surprise’gender:balance is verv.poor. AS mentioned in the previous chapter
only one top level official is ;fgarhale in the sample. This fact reveals that there are

invisible barriers in the administrative system for women.
Section II: Opinion on Leadershipand Supérvisory Behaviours

As per the analysis made in the previous chapter among the two variables, only
consideratioﬁ is in the accébted range and the other variable. initiating structure is falling
under the rejectiGn 'range “Consideration Teflecty the extent to which an individual is
likely to have job relationships characterized by mutual trust, respect for subordinates’
ideas, and consideration 6f ’tﬁe'ir"ife‘élings. A high score is indicative of climate of good

rapport and two-way cohimunication.

However, regarding self evaluation there are chances for over estimation of
themselves by marking high-score’ against the statements in the top level and middle
level. Further, due tb"‘fe'ar‘{'an’_d"fd"géfifa06hf§}middle level officials could have given high
scorés for their supetiofss ‘I herdloie; better it 1s-to actept these' tindings with some more
aspects like indexes of accident rates, absenteeism, grievances, and turnover among the

officials.

On the other hand, the initiating structure means the extent to which an individual
is likely to define and structure his or her own role and those of subordinates toward goal

attainment. A low score on this- dimension characterizes individuals who pay less active
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role in directing group activities through poor planning, in effective communication, poor
scheduling..non=trving: .out; ¢réativerideas:-and -so. on. The following could be the reasons

Ior the above results in'mitiating structure;.”

e The cultural behaviours and’ their relationship to the institutional system of Sri
| Lankan culture and society.

o (Cultural behaviours are 'functions ol‘ structure. The manner in which the structure

produces various cultural behavioural patterns as may be reflected in the concern

for obedience; 'status;‘achievement, responsibility, etc. which are quite relevant for
! l\.ull.\'“ l‘d‘.d) L 4 HE TS R

maiiagerial-"b’éhaviour

‘ CUTORN N TP NLTIK
° Values are sets of interrelated 1deas which individuals attach strong sentiments.

They are abstract, general orientations that guide human behaviour.

e Values ar'e"of partfcular felevance to understanding behaviour in organizations.

R (SIS S AT
This relevance ¢dh be p'erceived in the distinction between ‘facts and values

B P 1y i "‘“(11’\ N

Wh11e facts are sdpp Sed'th represent the world reahty, values are frameworks for
the perception of such reality.

e The processes of {{lecisibn-\rnaking are based on factual and value judgements.

+

Two types of vali;.e Judgements are important here (1) Judgements which state

'14

'-‘“' ' ;Jl 11}, Vo
simple ascrrptions of 'V ‘ml(as ‘when'* we attribute a spe01ﬁc value to an
experience, a thing, or situation by calling it good, pleasing or beautiful) and,
(2) judgements‘WhiCh”ascribe comparative values (as when we ascribe various

degrees of goodness to’ﬂrfferent things calhng one thing better than another)
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Value judgements.are conicérned with or reflected in individual and organizational
goals.
In the Sri iLanl_@h.‘Culvt',ur,al:,qontgxt,'D,l.anning is not considered as a pre-requisite to

successqThisicontrastsiwithztic nationstheld:by..counterpartsiin. the  developed,

world. This méy becontrlbutedmoreto the 'p.oor results in the structural aspect in
leadership. |

In the absence of systematic planning, discrete political decision-making may
pervéd_e‘ all -_goygmmgnt,ﬁ‘@@tiyit_ies..;Ulidey; t}}e _-ci_rgumstagces, .the.polici.e.s emerging
from public adminisiration have ‘been highly pragmatic, showing tendencies for
sub-optimization. In 1983, a survey conducted by Prof. G Nanayakkara, on 30
selected o;gaﬁizatibﬁé'fabout'their.managerial practices and it revealed that only
19~ (<50i%) 6r’§éﬁi§§’ubﬁ§hoﬁl‘ 'Hé’dupl"an documents and' among these only 5
(< 20%) had plén‘ gui'dé' *fé?‘d‘a§ito'=aay work.

The structure of organization is characterized by excessive centralization of
managerial work 'at';'tﬁe"top *of the structure, very often in a single important
persont ‘“f“hlg’*"fé'ﬁ 15 “’W&é‘ Ethe };“sdpported by ‘two_ «distinct psychological
processes of the’individu"al 'pefSonalit'y': one is the authority-conformity orientation
of the individual, in which case the relations between parent-oriented superior and
the child-orieﬁted subordinate are the principal force for centralization; and
. §ejcéﬁd'l§f thiére" I’S“&Eék%i’(f:e(ﬁ?l‘dldldﬁallisﬁi ."p-u_sﬁing“the'wgrk‘ upward along -the
hierarchy. Iﬁ 'the’éé‘é:()ifcir‘déiéléﬁ ‘thefe "’i}"s not' much room for staff consultations, and
individual competition éuppresses group work. Both of these processes can be

attributed to certain aspects of the behavioural syndrome, such as dependency,
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lack of se,lf—dqnﬁdence';. acceptance of the status quo, and respect for authority.

{Thisitoomayseontribute ot poorreshltin structure. aspect in.leadership. .

.
"""""

The very essence’of management involves coordinating the activities of people
toward goaI" attainme_ht. _.Management by Objectives is a philosophy of

management: which -reflects .a. “proactive” rather than a “reactive” way of

- Managing; “The, €mphasis’is; on trying to" predict and influence the. future rather.

than responding and reacting to given situations. It is also a “results-oriented”
philosophy of management, on which emphasizes accomplishments and results.

The focus is - generally™ on- change and on improving both individual and

}"!.; Sazy M2V ?.v."a, s 1 e .'.‘ 4’.: bty . . .
- OrgarizatiShal fdetVetiedge FP15 78" philosophy * which- ‘encourages increased

participation in the managémetit of thé affairs of the organization at all levels.

o In Sri Lanka the public sector does not give much else besides an income to the

official. They are in'search of more intrinsic satisfiers through work. This reminds
s 'of the»w&r‘ds of tﬁ*éf‘F'rEriEhQﬁ‘téi)léfﬁ-’CHarlesF ourier who, believing that men by
nature are creativé and‘activé, argued the need to match men and jobs and to vary
work content in such-a way as to make work both attractive and pleasurable. In
Sri Lanka, this match'is ';;slpparently very weak.

It Wwas "4 revehl from 4 survey conducted ‘among:Sri Lankan public servants that
only 15% of the’ hléﬁﬁééf?kﬁéiﬁé’ﬁﬁd déscribed control in terms of corrective
action or concepts close to ‘management control. Most of the others said it is of
regulation énd supervision and cutting expenditure or waste. Managers found it

Hifﬁéﬁfl’ft&’ﬁﬁfﬁé"gié?é?tﬁé&’iﬁ% ESHEESr fufiction is'based ‘on evaluation of results, as

.. 3,”5:‘-:. " el . . .
an essential process of planned work, or to think of preventive control and feed-
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forward controls." Thc;-"_imp.o_rtance of ‘hierarchy and the colonial administrative
culture have dﬂltivated.thé notion of control in the context of sunervision within a

span of control.

5.2 Recommendatio_ﬂs-

b)

The followings are the recommendations made from the above conclusions:

Encouragement should be: provided by the authorities to the younger generation to
claim up the higher positions in the provincial set up.

Financial "anid- other necessities should also be given by the authorities to the

. officials to. obtair;i"‘-f)bst:gfad‘i,lété'dr',othef professional qualifications as eatly as -

- d)

SN

possible.

Rather than positing re-employed category, encouragement need to be given to
proper officials, i.¢.'avoid the're-employed category as much as possible.
Chances: sﬁbuld be "given' WhéneVé,r" possible- to gender balance and ethnic
composition in Ili'gliél}’'-'r:'aiik'‘s-*‘-ini the organization chart. Women should be
encouraged to break the glass roofs by providing additional and adequate care and

support:.-

- Sihisetthel CoNAs RIOHEVAT IR %‘61&%‘?’ilﬁ’cl%il":}“tﬁé?’fdc'éeptéﬁ‘ range)‘consideration

should be given to keep it as it is or bring more and more to the favourable side by
maintaining good rapport with low level employees and strengthen further the
present two way commiinication.--

L'hidlci‘.‘?s . Sho{iid : b\’.‘ glveﬁ . VVIIC‘M’:VQF v p(}‘.ﬁ,‘:l 9] 'i\.‘ (U :&:‘,‘JI»‘-‘, Y ‘i_}';,ihvu O TV ok
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f)

g

h)

k)

To bring the'score. for initiating structure to the acceptance range, cultural changes

K

shotldiakesplaceswhichasaor possible foimplementy imisdiatelys Tl take- =

some time to create cﬁahgés{ However, attempts should be made to know the
appropriate“(')r,q'aniza‘tibﬁ culture. For example, officials should be exposed to

successful leadership style.by:visiting places locally or internationally.

Y "By miaking cilttral “Chanpes it 1§ possible 1o~ make “managetial “changes “like

concern for obedience, status, achievement, responsibility, etc. which are quite
important for structural variable.

Changes in’cultural-chaliges! thay ‘give way for changes in values which is also
ges in”cultu gés''thay'g y g

TRRESATEs QUsted ABEVe foRRhPSitiEHirAD vARABIS L Hinedistely. 1L Wil tan

In the Sri Lankan cultural dontext; the importance should be given to planning
which is considered as a pre-requisite to success as well as it is important for a

good start for'a‘manzagémént'practice: !

 Bhie AptaREL G SPABASSE JRAREbHalP give way o discraté  decision:

making which is relevant for' public sector as revealed by Prof. G Nanayakkara in
his research on public sector.

Encourage 'décentralization of' managerial work at the top of the structure. This

: i:éii'cl’éﬁ’éi?f.'.i’ﬁz_{i}*"}E'dh’égpf@ébﬁfgfin%fgﬁ'§3fé1‘161f"0‘§i%51"5 processes of the individual

personality: one'is fhe':‘ a!i'tﬁority-cohfdrrnity orientation of the individual, in which
case the relations between parent-oriented superior and the child-oriented
subordinate ’a;e"thé‘=-pfi‘ﬁ¢ipal‘"forée for centralization; and secondly, there is
Sheessivenaradiili S BRHiAgPBBNRSTK itp ward: alofig ‘th ‘hietarchy.n- the

second case, creation of staff consultations and individual competition encourages
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group work. Both of these processes can be attributed to certain aspects of the
behavioural _sjncyqu@_e;_\:;}uch as dependency, lack of self-confidence, acceptance of
the s,z‘atquqyj_c.i,l' and respect for.authority. This too may contribute to a good result
Anrstiuciuréiaspect inlcadership;

The very essence. of fnelgégeihent involves coordinating the activities of people
toward goal atﬁtainmen.t'.. ﬁnportahce should be given to the philosophy of

Management by Objectives which reflects a “proactive” rather than a “reactive”

- wayof managing. The emphasis is _Qh'ffyin.g to predict and influence the future

rather than respondihé*"éfridf’réacting to given situations. It is also a “results-
oriented” philosophy of management, on which emphasizes accomplishments and
results. "The""fOCUS‘ié“*géﬁé'rally ‘or’ change and on improving both individual and
ngéﬂl‘zhﬁ&i‘alp*éfféﬁtll%‘iil%%%h’Ht 1s a "ﬁhiloéophy which'- encourages increased

participation in the manageément of the affairs of the organization at all levels.

m) In developing nations like Sri Lanka provision of more intrinsic satisfiers through

work' may ‘éricourage™ structural* factors. This reminds us of the words of the

 Frené GH8PMHOGhAiEs SPRIMSISWh BRI inG thatitier by iture-tre Creative

and active, argued the need: to match men and jobs and to vary work content in

such a way as to make work both attractive and pleasurable.

Chancesto-be 'given'to‘the officials-realize control in terms of corrective action or

- Ghnceptatlogt t%ﬁf“f'féfl‘é%'é‘iﬁ'éntlfzoirftr&lﬁ FTHIS1iaY) rediice’ theif-Wrong perceptions

on control like it is-of ‘regulation‘and supervision and cutting expenditure or

waste. On the other hand superiors may realize that control function is based on
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evaluation-‘of Tesultsi:ds :an" esséntial- process of planned work, or to think of
“preventive controlidnd-1eed:-torward: controlst
o) Recruitment criteria sho'uild;aIWays be transparent, free from political pressure and

merit oriented.

- preventive control-and feed-forward controls.
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- AtiiexireT

QUESTIONNAIRE TO TOP'LEVEL OFFICERS AT NEPC.
Part |

'PERSONAL INFORMATION

17 *Nanie of the o fficer: R A ST S A e £ L

2. Age e e aae o

3. Sex PR

4. Highest Educational Qualifications L o ...........

5. Professi‘orial"Qﬁaliﬁ;:c,e}t;iQ'ris"’7,".-‘" S e e ..... frpnexure 4
6. Designation e e e

7. Place of work R PP

8. Years of expenence . e e e

0. Y&ss 6f é%él‘l‘gh(:é in the preSent ofﬁce sl SRR

10. Positions held previously e

........

o, Froiessional -(halifications -.;'. S T T PO

Please circle a number on your choice at the end of each statement on your cho1ce / opinion. Each
number denotes the following opinion: SRR

1. Always

2. Often

3.290¢ déﬁBﬂ lllynce in the plesent Ofﬂce . '. TR U S N s e Teee T O IR

4. Seldom

5. Never

. .



Consideration:

1.

PR
FCporEcy
! ]

| 20:

2.

10.

11.

12.

14,

15.

i6.

17.

18.

19.

21

Usually Lrefuse; fogive inswhenipedple: disagreeiwith me.

I do personal favours-for:suberdinateswork underime:

I express appreciat‘i,clin when one of them does a good job.

It is easy to understand:my-behaviour. -

I never demand moré than what thev'can do.

I help subordinates with-their personalproblems |

[ never criticize subordipates in front of others.

I stand up for my subordinates even though it makes me unpopular.
I insist that 'évef)'rt'hi"r;l,‘g"b:é‘:dSﬁ'é‘iﬂ’fﬁé’ WaYSWhich' T expert.
ot e 4 O R AR T ot job.
I never reject suggestionis”fc')r chang'e’l

I change the dutiesbf'pebpl’é‘*‘\iz\‘rb'rkin'g under me without first talking it

over with them.

13. 1 18ed totrent pusple W‘brki’ﬁ’gﬂfﬁﬂ%??né’ whlesud: con51der1ng thelr feehngs;

I try to keep the subordinates workiflg under me in good standing with

those in higher authority.

I resist charfgeéf‘iﬁi’\i;a‘ys‘f*af*‘a'aihgltﬁiﬁggﬂ Voo |

i “rfd’e*’ ’e‘"{l Bordin Ae%ffo'hu‘eﬂ&@*é‘ﬁﬁ‘lécf %weﬂ done mb

I refuse to explain about my actions:

[ act without consul't‘i"ng-"n'iy' ‘Subordinates first.

I stress the 1mportance of hlgh morale among those under me.

FEaEE 'ﬁpt'"'tsuh sk s’tﬁé‘aﬂa‘cmn*sﬂ

. I am slow to accept new ideas:*

[e—-_—y

oY)

MY

N3

(U R

UdJ

U2,

ey

wnr

W

45



22.1 treat all my subordinates are equal.
23. I criticize a specific a(i_t"rafghgf ;han, a particular individual.

24. 1 am willing to-make:changes:.

sg2lmakeshose whovorltnderinedeelat easeivisnalking with.me,
26. I am friendly and can be easily approached
27. 1 put suggestions thaf are made "by subordinates who work under me into

operations.

28. I get the approval of my, subordinates dn-imﬁortant-'matte_zjs before

going ahead.

29. 1 behave casually out'of working'hours.

30. I appreciate others‘to meet nie at my residence.

Initiating Structure:
31. I encourage overtime work.
32. I try out my new ideas.
33. 1 rule with an iron hand.
"34.& ;:riticize poor work.
35. I talk about how much shpuld be gone. |
36. I encourage slow—workmg sggélrtdlr;ates to greater effort.
. LSRR B TS it .
37. I wait for my subordmate_s_tq pl'l,shﬁ,ne_w‘ 1:deas. r‘before they do.
3871383 ion “p'e ’;’)l *'under me to particular tasks -
39. L ask for sacrifice from my subordinates for the good of entire department.
40. I insist that my subordinates follow standard ways of doing things in

every detail.

At SeHs ttPlat'p ) 'ie under me are worklng up to their limits.

(U B

.

5

- . .
ST AL N |
% TtV ;:5.,-.

.......
S

46



42. I offer new approaches:to problems:s

43. L1nsist to inform mie.on“decisions:madéby subordinates work underme.

44. 1 let others do their work the way:they think best.

45. I stress being aheadofcompanngwork groups.

46. 1 “needle;, my subordifatesundér i forfrater-effort,

47.1 decide in detail What shall'be'ddie dnd how it shall'b& done”
48. I emphasize meeting of deadlines.

49. I ask my subordinates who have slow groups to get more out of their

~ groups.

50. T emphasize the' qUALity OF Work?S

YR

(S D an

N
wh
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Annexure 11

QUESTIONNAIRE TO MIDDLE LEVEL OFFICERS AT NEPC.

Part]

1. Name of the officer U
2. Age - e
3. Sex ST S e e .
4. Highest Educational Qualifications e
5. Professional Qualifications P
6. Designation _ O
. ' ' Pure

7. Place of work R U SO e et a et e et eareaaan
L S | . "PERSONALITNFORMATION -

8. Years of experience ' e et
9. Years of experience in the present office e e
10. Any other _ e et

pantni

SUPERVISORY BEHAVIOUR DESCRIPTION

SRPLAN PR

Please circle a number on your choice at the end of each statement on your choice / opinion. Each
number denotes the following opinion:

1. Always'™ -
2. Often
3. Occasionally

4. Seldom

5. Never e
SR - Parc I
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‘Consideration:

14.-He / Shetries:to keep the-subordinates under him / her in good:standing ™

1. He/She refusesv_,to gi'\‘?é mwhen people disagree with him / her. 1 2 3 4 5
2. He / She does perSOnalfavoursfor subordinates under him / her. 1 2 3 45
3. He/ S_he'e};bré's_‘Sij§§'abpi':é§iiéfiﬁéii?fi?ihéﬂ:;ﬁnc}..O'f us does a good job. 12345
5. He/ She demands more than we can dlé.’ 1 2345
6. He/ She helps his / 'her subordinates with their personal problems. 1 2345
7. He/ She criticizes his / her.s.ubc‘)rdinates in front of others. 1 23 45
1R She standé: upfor .His'"/;{ii.fér"fsu’t')brdinéte's‘ even though it ‘rr'l‘akes him7her
unpopular. 1 2345
9. He /She insists that everything be d'one his / her way. 1 2345
10. He / She see§ thit a stibordinate is'téwatded for a well-done job. 12345
11, He / §he isaees S0dBetishditbr chinge. 1334
12. He / She changes the dutiés'of people under him / her without first
talking it over withthem. 1 2 3 4 5
13. He / She treats people uridei hifii ¥ hér Without considering their feelings. 1 2 3 4 5
ba. He ) She rrenedprhissdbranbnsdinal sin Mhvh Bosdtadding her
with those in higher authority. 1 2 3 4 5
15. He / She resists changes'in'ways'of doing things. 1 23 45
16. He / She “ridet’the siiborditiates Who'iiakés'a mistake. 12345
19 He / She s %@’éﬁfﬁi‘aﬂfﬁfésshéﬁg?5:-'*" 1334 3
18. He / She acts without consulting-hi$ subordinates first. 12345
19. He / She stresses the importance of high morale among those under
him/her 1 2 3 4 5

49



20. He / She backs up -hi'é /’her-subordinates in their actions,

21 He.-,.;/-gShé}slo.w..itb::écceb't;ﬁéik}:jiﬁ'é'iéa Qe

22. He / She treafs allhls/hersubordlnatesthls/herecmal

23. He / She criticizes a specific act rather than ;z particular individual.
24. He / She willing to make changes:.-

25. He / Shé miakeés those tinder ki he foel at tase when talking with

him / her

26. He / She is friendly and can be easily approached.

27. He / She puts suggestions that are' made by subordinates under him / her
into operations.

SRR N At r‘” ICRATY cn.;:lP'l,a, (ﬁ ;lf‘i.fet wr ?1.-'" / byjse :>r‘|}vo"\' o

28. He / She gets the 'approval 6f B8V RerSubordinatés 61'itportant matters
before going ahead.

29. He / She behaves 'éa;sliélly";dii? of working hours.

10/ b

RN ‘ 3 °;g‘:‘.k.' 2t ;nr'g.-i" 41 Iy Y:l iy 1 W . .
30. He / She appreciatés-othérs t6 el Him Y'herat their residence.

Initiating Structure:

31. He / She encourage OVCrtifﬁé‘ work.

32. He / She tries out his new ideas. -.

33. He / She rulss! Wit anireh Hahis /

34. He / She criticizes poor work.

35. He / She talks abouit howmich’should be done.

36. He / She eliCTéﬁréi’g,’réé slov&-v&brlhhg’ _éﬁBbrdiﬁhtés to greater effort.

37. He / She waits for his / her subbrdiriéteé to push new ideas before

he / she does.

50



38. He / She assign people undérHiin/ het to barticular tasks,” 12
39. He / She asks for §aoriﬁces;jﬁ‘o_ni his / her subordinates for the good of entire
department. 1 2

40. He:/.She‘insists'that his# her sibordinates follow standard wavs of doing

*things in every defail. 1 2 3 |

41. He / She sees to it that peobIe’ under him / her are working up their limits. 1 2
42. He / She offers new approaches to problems. 1 2
43. He / She insists that he / she be informed on decisions made by subordinates

)]

“under him/her 1 2

44. He / She lets others do their work the way they think best. 1 2
45. He / She stresses bemg ahead of comparlng work groups. | )
46. He / She “needles" ‘SUbOI‘dlIl&"[E‘g ﬁhder‘ hlI’n Y ‘her for greater effort 1 2

47, He / She de01des 1n deta11 what shall be done and how it shaII be done 12
48. He / She emphasizes meeting of‘deadlines. 1 2

49. He / She asks subo'rdin’zité's"i\{fho have slow groups to get more out of their

[a—y
[\

groups.

—- .
N

50. He / She emphasizesv the quality of work.



Annexure III

 QUESTIONNAIRETO MIDDL LEVEL OFFICIALS AT NEPC.

" PERSONAL INFORMATION

1. Name of the ofﬁcer‘_ ..............................................................
2. Age- 7
3. Sex e e e
4. Highest Educational Qualifications ettt ettt e e et e e e eeneeeanneeen e
- 5. Professional Qualifications e
6. Designation., S SR et
7. Place of work PP
8. Years of experience | e

9. Years of experience in the present office et e e

10. Positions held previcusly - T i e e

Part I1

LEADERSHIP OPINION

Please circle a numbér on your choice at the end of each statement on your choice / OlelOI‘l Each
number denotes the followmg op1n10n B R RARREEEE AR SIS

1. Always S e

2. Often

3. Occasionally

4. Seldom:- i 'P’l'f‘*"lULi::J-}f i e e

5. Never
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Consideration:

1.

2.

"‘;-3 f';u;
A At

4,

5.

6.

10.

11.

12.

13.

14,

15.

16.

17:

18.

19.

20.

21:

T o pis By T M Sy S A L A M T S P T e Ui
f'.f:I~t.expresé?app.re¢l-at:ljczmwh@ns_gnesgﬁih‘eni4dbes,-»a--«.‘goo.c_1‘-ggjg;.~;

Usually I refuse to give 1n whenpeopledlsagree with me. 1 23 435

I do personal favours for:subordinates work tider.me. 12345

o

It is easy to understand my behaviour: SR 123 4

I never demand more than what théy can do. 1

I help subordinates with their personal problems. 1

. Inever criticize subordinates in front of others. = | |

I stand up for my subordinates even though it makes me unpopular. 1
I insist that everything be doné'in the' ’wa'y, which I expert. 1

I monitor that a subordinate'is‘tewatded for & well-done job. 1
_ J

I Fé08 et SEestioHb Fe OeRapHiem does:a good job. B

I change the duties of peopl’e‘*‘\%‘/’(’)'rl'('ir'l’,'g'r under me without first talking it
over with them. 1

I used to treat people bekih:gfﬁi{d'éi"-’lﬁé’ Without considering their feelings. 1

1 (M5 KERFF g §Uﬁﬁfﬁiﬁﬁ't%§-Wdﬁ%ﬁ@ﬁﬁ&é?%é?in’gobd;standir_lg with . b

"’-"thése in higher authority. 1
I resist changes in ways of doing ’tHirig‘s.E'“ 1
I “ride” the subordinatézvvho*makégf‘a?.'rﬁiétake.~ | 1
I Fefiise P RE R fprciiRe: N o | 1
I act without consulting my suborditiated first: 1
[ stress the importance of high morale among those under me. 1
I back up my subordinatés in-théifdctions. | 1

It $10W<0 capragwRisssvorking-ander me in good standing wiue

53



gy

22. 1 treat all my subordinates are’équals 123
Tcriticize a’specific-act rather thari A particalarindividuals 123
24. I am willing to make chang%s, '. 1 2 3
25. I make those who work under mefeelat ease when talking with me. 1 2 3
26. 1 am friendly and can b& gasily approiched 123
27. 1'put'suggestions that aremiade by §ubsrdinates Who work under ma into" "
operations.1 2 3
28. I get the approval of my subordinates on important matters before
| gomg ahead. 1 23
29. T behiaves cﬁs‘ﬁhlIy ou 'f W‘d’ﬂ'&ﬁ’g‘ﬁ&ﬁé‘mw it mdmdml o 1 2 3
30. I appreciate others to meet me at my residence. 1 23
Initiating Structure:
31. Tencourage 9§er.ti.m9,worki ... 123
32. 1 try out my new ideas. ‘ 1 2 3
33. I rule with an iron hand. | | 1 23
34. I criticize poor work. | | 1 23
35. I talk about how much.rshould .bé done.» ' o } , .?; §
36. I encourage slow-worklng subordm\ates ito greater effort. | 1 23
RO TINAT
37. I wait for my subordinates to push new ideas before they do. 1 2 3
38. I assign peopl¢ under me to particular tasks 1 2 3
39. I ask forsactificé fi6niHiY subordinates for the zood of entire department. 1. 2 3
40. I insist that my subordinates follow standard ways of doing things in |
every detail.1 2 3
4].1 see to it that pedple under me are working up to their limits. 1 23

4

g et =
I Al
“4.— At

wnn
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42. I offer new approaches to problems.. -

43. Linsist to inform me on-decisions made by subordinates work under me.

44. Tlet others do theirwork thé athiey thirk best..

45.1 stressbemgaheadofcomparmgworkgroups |

46. I “needle: my subordinat¢§ Ap.u;c‘iérxrfrie.fféf’gféater'efféft.

47.1 decide in detail what shall'be done éﬁd how it shall be done.

48. | emphasize meeting of deadlines.

49. T ask my subordinates who have slow groups to get more out of their

groups. 1

50. I emphasize the quality of work

1

45

PN

5

5
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