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ABSTRACT

In this study seven dimensions of the organisational

climate were used. Such dimensions are structure, res-
ponsibility, risk taking behaviour, rewards and recogni-

tion, warmth and support, and goal clarity. (Litwin and

Stringer 1968). Three leadership behaviour/styles were
used: directive, supportive and participative and three
organisations a manufacturing, an Academic institution and

a service organisation.

Correlations were found between directive leadership
and all the climate dimensions except structure and respon
sibility in Organisation 2. Also correlations were found
between supportive leadership and all the climate dimensions
except for structure in both organisations 1 and 2. While
correlations were found between participative leadership

and all the climate dimensions in only Organisations 1 & 2.

However, there were no correlations found between the
climate dimensions and the three leadership styles for Or-

ganisation 3.
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Chapter One

INTROLUCTTI ON

1.1 Introduction

Urganizations are a pervasive part of our existence,
Typically, we are born into a family with the aid of
persons working in medical organizations. We spend a
great deal of our time in educational institutions. Work
orgenizations account for a large part of our time, with

formel or infermal relaticnships.

Informal organizations often develop spontanecusly
wilen several people have common interests and agree to
persue common goals, Therefore, it is easy to interact
with one another in a variety of ways and to develop

cooperative and interdependent relationships,

The development of a social organizations has made
us 1o achieve trewendous progress in harnessing our
resources. Modern scientific and technological achievementis
were purely due to our ingenious ways of utilizing the
natural resources available, Human organizations are
complex and dynamic, they are made up of cooperate and

interdepen:ent activities.,

Organized activities today range on a continuum
from informal, to formal or highly structured. The first
formally organized human activities is thet of the

military and religious affairs. Urganizations continue to
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develop “~with modifications, to the present. Business,
Government, and cducation are among the spheres of
activiﬁﬁéihat have developed formally for the purpose
of accomplishing tasks. ln additL?n, there are other
activities we undertake voluntar;?;rganizations during

our iree tine,

he organization as a human creatien require
managerent to be sustained through generations, it
therefore must have leaders and followers. The followers
as well as the leaders are important in every organiza-
tion, kanagement responds to instances of organizational
success by rewarding tne formal leacer, and to instances
of organizational failure by blaming tne person so

designated as leader.

It is a fact that even a '"small gub-unit'of an
oryanization can operate successfully only if some
person has been formally designated as a leader,
Difficult assignments are often given with the
injunction to "make it work," a kind of implicit
recogsnition that something more than the formal prese
criptions of management is required for the system to

function successfully,

Fany writers who studied organizations intensively
stated that organizstional effectiveness and survival
is dependent on the tehavior of the formal lezders,

inchrezor (1960) and Rensis Likert (1961} have both



highlighted the impertance of organizational climate
as a necessary element for organizational existence

and harmony.

sccording to KatZ and Kahn (1966) every organiza-
tion develops its own culture or climate with its own
taboos, folkways, and mores. The climate of the
system reflects both the norms and values of the
formal system and their re-interpretation in the
informal system. Organization climate also reflectis
tie nistory of internal and external struggles, the
type of people the organization attracts, iis work
processes and physical layout, mode of communication
ainid exercise of authority within the system. Just as a
society has a cultural neritage, soO gsoclal orgzanizations
posscs distinctive patterns of collective feelings and

3
veliefs passed along to new groups of members,-

higeria today is witnessing a rapid development
of multiferous organizations in every facet of economic
life since independence in 1960, this development has
created the need to know the changes that are taking

n

plece. The indeginiéaﬁ?idecree first promulgated in
1972 has also given some opportunity for wigerians to
take leadership roles in organizations which were earlier
on managed by non-iigerigns.

The departure of non-Nigerians Managers have

creatled a new type of organizational climate. The
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I

objective of this project is to identify the relation-
ships between organizational climate and leadership

behaviour in Nigerian organizations,

Statement of the Problem

Various theories have been postulated to explain

thie concept of climate,motivation, and leadership.

The aim of tnese postulations is to facilitate
our understanding of individual members and groups in
tue organization; how they interact and the conditions
under which they operate in order to ennance the
ecfficiency and effectiveness of tne organization. fiost
of tune studies conducted were in different environments
which differ greatly from the Nigerian environment,
According to Katz and Kanhn (1966) Yevery organization
develops its own culture or climate ... the climate or
culture of the system reflects both the norms end values
of tne formal system and their interpretation in the
informal system, Urganizational climate also reflects
tie history of the internal and external struggles, the
type of people ..., 1its work processes and physical
layout, the modes of comnunication, and the exercise

of zutnority within the system."u

immificance of study

105t organizations are currently experiencing
harsh economic conditions. lince psople g0 to work with

di flerent needs and expectations, It becones nccessary
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for the organization to try to harmonize the various
needs and expectations with those of tne organization,
Une way of doing this is to study the climate of the
organization and to identify what effects it has on

enployees.

- sccording to Litwin/Stringer "the managefs
leacership styles is a critical determinant ¢f organi-
sational climate.," The wanager therefore ought to
Xnow the appropriate climate for thzir organizations.
cven though any change in climate manager should
acquire new skills in order to introduce thc desired
chanjze.,

The study will also enhance our understanding of
leadership wiich is basically motivating cothers
to performg FMotivation, as we know revolves a round
orzanizational climatej;and therelore to ha’ the right
climazte the strengins aud limitations of Tne leader

must be known,

application of motivation theory as postulated
by ricllelland and atkinson to Nigerian organization. is

by neo means less important,

The Scope/Limitations of the sStudy

This study of the Helationship petween Urganiza=
tionai Climate and Leadership pbehavior in Urgenizations

is limited to three organizations in different sectors



of the Nhigerian economy. Une from the manufacturing
sector, another from the service sector and finally

one of the academic institutiori-
(1) 'he Northern wnigerian Flour Mill.

(2) The Nigerian Victory Assurance Company, and

(3) The Kano State Polytechnic.



Chapter Two

REVIEW OF LITERATURS

2.1 The Concept of Organizational Climate

McClleland=-Atkinson model of motivation clearly
stated that motivation in its theoritical concept is a

muitiplicative function of tne Sasic motive %

1 Victor Vroom

expectancy £ perceived incentive value,
(196lL) also offered a similar approach to the under-
standing of motivation,2 when he stated that Force =
valence X wxpectancy, wnere ferce is the strengh of a
person's motivation, valence is the strength of an
individual's preference for an outcome, and expectgncy

is the probability thnat a particular action will lead

to a desired outcome,

Lewin (1951) described similar variables in what
he called psychological distance and the perceived
properties of the goal. There are considerable
difficulties in trying to measure the elusive zituational
determinants as stated by "wcClleland-atkinsc:*To some
extent one can arrive at some conclusive result
particularly if he subjects them to laboratory studies
where the situation and the various input can be care=-
fully controlled and expectancies associated with an
individual motive or cluster of motives experimentally
determined, In reality, however tne problem of

measurement becomes compounded., zfforts to measure
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specific expectenciss and incentives with predictors
such as questionnaires and interviews met with 1ittle
success. 1t is very difficult to measure individual
differences because expectancies and incentives are
subjective measures which vary not only Irom situation
to situation but alse from one individual to another.
Lo compare different groups of individuals within a
given situation is impossible (Litwin (196£); Litwin

and Carlo (1961).

"The subjective nature ¢of expectancies and
incentives make trem highly susceptible to unpredictable
variations over short periods of time. Thus the more
and molecular the situationagi determinants we attempt
to isclate and measure, the more this volatility may
distort the meaning of responses. A more molar model,
baged on the measurement of more gituational variables
would e less vulnerable to such distortions.," 1t seems
provzble; furthermore, thet pecple do not actually
carry around in their heads the specific and molecular
expectancies and incentives described in the Atkinson
motel, but rather react to more general, molar
impressions of what is likely or impossible or valuable
in a gilven situation, Thege difficulties are supported
by the difficulties encoumtered by researchers
interested in measurimg .-expectancies and incentives

in the field" Litwin and Stringers (1968),° The concept
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ot climate according to Litwin and Stringers (1968)

is gescribed as a sei or c¢luster of expectancies and
incentives and represents a property of environments
that is perceived directly or indirectly by individuals
in the environment., It is a molar construct which

(1) permits analysis of tne determinants of motivated
persvior in asctual, complex social situations, (2)
simplifies the problems of measurewent of situational
determinants by allowing the individuals in the situation
to think in terms of bigger, more integrated chunks of
experience, and (3) make possible cnharacterization of
tue total situational influence of various environments,

s0 that they may be mepped and categorized to enable

crogs-environwental coumparise,

literature
lost of the#psychology, pays more attention to Jon organi
zational
organizational structure and the psychology of gn theory and
motivationa

individusl in an organization. Some of taese theories
did touch on the concept of climate and climate thecry,
and some have the tendencies of being integrated into
the climate theory. Litwin and Stringer (1968) classified
these theories into three categories as f0110ws.u
Theories of individuait behavior,
Management theory.
Organization theory.
The theories of individual behavior nave to be further
Gualified, for example, to say individuals behave the

way tney do in the context of the environment they found
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themselves and this environment can be conceptualized

as a form of organization, It seems to that the theory
of individual behavior cannot stand alone without
reference to organizations or their management, Litwin
ané stringers-{4348) confirmed this when they said

that “wany psychologists have addressed tnemselves to
the study of individuals in organization....." In his
"Fanazement Jungle" Harold Koontz (1984) made

concerted efforts to highlight the various approaches

to marniagement in which he included the interpersonal
behevior approach and the group behavior approach. The
proponents of the interpersonal approach stated that
"people should understand people!" and the group behavior
aporoach was concerned with behavior of people in

groups rather than behavior of individuals. These and
many other approsches, Koontz (1984) referred to as
“management vungle," Litwin and stringers (1968) were
not convinced with the theories of individual behavior
because they failed to "provide a systewmetic linkage
between motivational and organizational concepts" for
these reason the climate theory should revolve around
tue organlzation and their management. The categorization
could be reduced from turee to two namely the management

theory and organizational theory.

lanagement Theory: Management thecry as put

forward by koontz et-al (1984) is a subset of organi-

zatlon theory because it pertains only to theory related
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to managing.5 It is necessary therefore to understand
that the concept of organization theory is too broad.
In their study, Litwin and Stringers (1968) stated that
"or.anizational psychclogists interested in the
management process have developed various terms to
describe the indirect and subtle effects of management
practices on the attitudes and behavior of swrbodinates.”
In their attempt to describe a phenomenon they termed
as "organizational climate" they discovered the work
of Douglas McGregor. In his book "The Human Side of
Enterprise" McGregor developed what he called as
"lanagerial Climate" which he defined as,6 YThe day-
by-day behavior of the immediate superior and other
significant people in the managerial organization
communicate something about their assumptions concerning
management which is of fundamental significance, Many
behavioral manifestations of manzgerial attitudes
create what is often referred to as the psychological
climate relationghip." He went on further to state
tuat “..,,' the climate is more significant than the
type of leadership or the personal “gtyle" of superior.
The boss can be autocratic, or democratic, warm and
cutgoing or remote and introverted, easy or tough,

but these personal chracteristics are less significant
than the deeper attitudes to which his surbodinates

respond,"
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Even though McGregor stated that "the climate
is more significant than the type of leadership or
personal "style" of the superior" one may be tempted
to ask what constitutes the climate? and which of the
dimensions of the psychological climate is more

important?

The managerial grid as put forward by Blake and
outon (196L) demonstrated tﬁe importance of manager's
having concern for both production and for people and
conceptual organizational climate in this direction.
gven though they did not use the term "organizational
climate” they use "organizational culture" according
to them when a manager sees his responsibility as that
of managing a culture rather than Jjust managing people
to .et work out of them, the basic unit of development
is no longer the individual considered separately and
aione." Their arguments for total organizational
development are appealing but they stop short of
explaining what happens to the organizaticnal members
if the climate or culture is changed. They stated
that “.... arganizational development involves the
situation as a whole, that is, the culture of the
organization, with all tnat the word culture implies.”
Litwin and 3tringers (1968) questioned the work of
Blake and Mouton (1964) by asking what does organiza-

tional culture imply for individuals? what is it about
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the culture that the manager must know? And, most
importantly, if it is the manager's responsibility to
arrive at a total organizational perspective; how can
he carry out this responsibility without a linking
concept that allows him to relate individual or
organizational climate? They concluded that
Horganizational theorigt have dealt with the organiza-
tional process as a continuing phenomenon. As a
result, they have been highly concerned with changes
in organizational behaviour and have organized,
therefore, the need for a dynamic conceptual framework
that links the person with his environment. None of the
theories they have thus, developed, however have

provided such a systemetic or generally useful linkage."

2.2 Organizational Theory.

Urganizational theory is an eclecific theory that
draws much of its components parts from a total system
which is comprised of many subsystems of relevant
disciplines, According to Kast and Rosenzweig (1979)
"Urganization theory itself stems from an applied
science that draws upon the basic disciplines and their
relatively more abstract theories only as they are
relevant to organizations found in the society."8
Organization theory sets forth prepositions that are
testable. It is also conducted as public enterprise

with many contributors, Everyone has theories concerning

individual and organizational behavior - at least implicit
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if not explicit, Literature available have increased

at an accelerating rate and will continue to do so.

In their studies, Litwin and Stringers (1968)
observed that "organizational theorist, interested
in descriptive rather than normative explanations of
human behavior in organizations, have dealt indirectly
with notions of organizgtiocnal environments, cese.
current theoritical models do not explicitly use

concepts of subjective environment or climate."9

Fayol (1949), Koontz and O'Dennell {(1984) and
other classical writers did not see the concept of
climate as necessary, there reasons for saying so was
that numan being is an economic¢ and logical being. The
¢classist or traditional theorist are more concern“&ith
(a) bBreaking of activities into clearly defined
functional units so that each individual specializey
(b) The organization should be structured to delinate
positions in relation to functions and status,

{¢) GUperations should be programmed in terms of time
and motion study, workflow and!Production chart as

noted in the work of Henry Gan%%kggjﬁember of 3cientific
3chool of Management) with his famous Gantt chart

wnich was later to become the fore runner of the present
PERT (Program tvaluation and Review Yechnique). The
classist or traditional theorist by th2ir rational
approach avoided congideration for informal, subjective

phenomenon as climate,
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.~ The work of March and Simon (1958), Cyert and
March (196l) view organizations as a system for
decision making, like the classist or traditional
theorist, they assumed that man is rational,
"logical" and “"reasonable" being, other writers like
Peter Drucker (1956) see decision making as rational
and systematic. They put forward their basic steps
as (a) understanding the problem (b) defining
expectation (c) developing alternative causes of action
and (d) choosing suitable alternatives, This approach
or theories according to Litwin and Stringers (1968)

deal "tengentially what might be considered climate,

But the behavioral models approached decision
making as non rational, they seee 1t in terms of
psychiological theory, contingency, political and
sometimes artifactual (artificial), The political
model Advanced by Child (1973) take cognicence of
their environmental influence in the decision wmaking
processes in his own words "decision about organization
is not simply a matter of accommodating the operational
contingency, it is equally a political process into
which other considerations particularly of expression

ol power holders value also entered."10

Chester Barnerd (1938) proposed that the task of
a manager is to maintain a formal and informal
cooperative effort in the formal organization., He

suggested a comprenensive social system approach to
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manzging, His theory implies that organization are
constantly in interaction with their environmental
supersystem. Lawrence and Lorsch (1976), Likert (1961)
sJoodword (19%8) and Horman (1950) viewed environment
as having three parts: Physical environment, cultural
environment and technological environment, The mutual
interactions of these three parts imposes or
specifies certain activities and interactions for the
people involved in the system. These activities and

interactions in turn arouse sentiments among pecple.

+“he environmentally determined activities;
interactions, and sentiments make up the external
system. But increasing interactions arouse new sentiments
and new activities (and new interactions)} not
necessarily specified by external environments new norms
apd shared frames of reference create an internal
system, The external and mutually dependent on one

another.11

Chester Barnerd's (192%) model as amplified by
other writers and its derivaties provide students of
organizational thecry with an excellent dienostic tool.
The focus is on behavior rather than bureaucracy, and
because man is seen largely as a non-rational being
the dimensions of organization structure are viewed as
background factors r,tner than as the sole determinants
of behavior. However, little attention is given in these
models to motivational determinants of behavior or to

the orgapnizational influence on leadership.12
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2,3 Climate Theory

Kurt Lewin (1951) made the first study on the
psychological climate, in his attempt to describe the
essential linkage between human behavior to generalized
eavironmental stimuli: where he stated that "To
charaterize properly the psychological field, one
has to take into account such specific items as
particular goals, stimuli, needs, social relations;
as well as wmore general characteristics of the field
as the atmosphere (for instance, the friendly, tensed
or hostile atmosphere) or the amount of freedom, These
characteristics of the field as a whole are as
important in psychology, for instance, the field of
gravity for the explanation of events in classical
physics. Psychological atmospheres are emphirical

reglities and are scientifically describable facts.“13

In another study, Lewin. Lippitt, and White (1558}
attempted to study climate as an "emphirical reality"
they found the behavioral effects of three different
leader-induced atmospheres. The leadership roles are
authoritarian; democratic, and Laissez-faire, They
sald, that "The adult leader role was found to be very
strong determinnant of the pattern of social interaction
and emotional development of the group. Four clear-cut
tapes of soclal atmosphere emerged, inspite of a great

mesber of differences in social expectation and reaction
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tendency due to the previous adult-leader {(parent,
teacher) relationship." Climate itself, according to
Lewin et-al (1951) proved to be more powerful than

the "previously" behavior tendencies because it can
change the observed behavior patterns of the group
members, In their studies of variocus clubs they
concluded that, it can be reported that nearly in all
cases differences in club behaviors could be attributed
to differences in the induced social climate than %o

constant characteristics of the club personnel.“15

It was clear that previous group history (i.e.
proceeding social climates) had an important role in
determining the social perception on leader behavior
and reaction to it by club members., A club which had
possively accepted an authoritarian leader in the
begiﬂing of its club history, for example, was much more
frustrated and resistiWe to a decond authoritarian
leader after it had experienced a democratic leader

than a club without such history."16

Other theories that are more related to the climate
theories include the role-set theory which implies
that organization is a picture of a vast set of
inter-locking over-lapping role sets, some of wihich
extend beyond the organization's boundry, The role-cset
tneory was formulated by Kahn et-al (196L4)., The differences
between the role-set model and climate model as stated

are
by Litwin and Stringer (1968)/accepted. They said that
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one of the differences between the role-set model and
climate model was that, the role-set model had limited
influence to specific subgroup with whom the members
came into contact while tne climate model suggests

that environmental influences were more general and
diffused, The second difference was that role-set

tneory was more rational in emphasis and could be
verbalized directly or indirectly or measured while
climate was non-rational and individuals in the
oraanizgtion may be completely unconcious of the effect
of climate on them or others. The third difference was
tie role-set expectations which was assumed to be gtgble
relatively stable for as long as the role-set waglitself;
Tiit Is to say the impact of the role-set may be gstable
wiiile exﬁﬁ&;ations may be shifted over time, The forth
difference was that it was easier to describe climate
with very little data than the role-~set theory in a
large complex organizations because it depends on the
molar analysis rather than molecular analysis which the
role-set theory depended., and finally the manner with
which role-~set and climate may be influenced vary
significantly. Ythe role-set may be influenced by chane
ging mzmbers or by influericing expectation through
traing etc, but for climate a multititude of factors
such as physical plant, the geographical location,

17

procedure and practice, leadership style etc., will

nave to be taken into account.
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2.4 Leadership Style and Behavior

In Nigeria today, there is hardly any
discussion that does not begin or end with the term
"leadership" - Leadership in Government, in Business,
in the Church or in the family etc. Government organi-
zations have been wrecked in search of an "ideal
type of leadership." Those concerned therefore, make
the issue of leadership more crucial in Nigerian

Orzanizations of today, than it was in the past,

Leadership Defined

Any large scale organization, and large scale
society that have many organizations, must have some
form ¢f leadership which is accepted by the wmajority
of the members. There is no single definition of
leadership that is acceptable by all, some authors see
it as a group process, as personality traits, as an
achievement agent, as an influence motivator, in terms
0of behavior modelling, others see leadership as a
persuasive agent, as an agent for goal acnhievement; as
an instrument for interaction and as a problem solver,
As a group phenomenon, FMumford (1907) saw leadership
as the reeminave of one or as few individuals in 2
group in the process of control of societpl phenomena,
bMany experts, with this group have tended to place
leadership in a position of helplessness at the mercy

of the group.
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The personality trait theory had a strong appeal
and continues to have such appeal on laymen, Bigham
(1927) defined leader as a person who posses the
greatest number of desirable traits of personality
and character, To Tead (1929} leadership is a combination
of traits which enables an individual to induce otlhers
to accomplish a given task. Murson (1921) viewed
leadership as the ability to handle men so as to
achieve the most with the least friction and the

greatest cooperation,

In terms of leadership as behavior modelling,
Heapnill (1949) viewed leadership as the behavior of
an individual while he is involved in directing group
activities., Similarly, Fielder (1967) defines leadership
behavior as consisting of particular acis in wnich
a leader engages in the course of direc¢ting and

coordination the work of his group members,

The students of politics, social movements, mili-.
tary and industrial theorist opposed to authoritarian
principles, for example Cleaton and Mason (193L) viewed
leadership appeals rather than tﬁaugh the exercise of
authority. Copeland {1942) viewed leadership as the
art of influencing a body of people by persuasion or
example to follow a line of action. Copeland (1942) how~
ever, warned that leadership should not be confused

with drivership which is an art of coupelling pecple
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by intimidation or force to follow a line of action.

Other schools of thought view leadership as a
crucial function within a group. Cowley (1928) defined
a leader as a peérson who has a programme and 1is
moving towards an objective with his group in a definite
manner, To Bellows (1959) leadership meant the process
of arranging a situation so that various members of
group including the leader, can achieve common goals
with maximum eccnomy and minimum of time and work,
Vavis (1942) assessed leadership as the principles and
coordinates the organization in the accomplishment of
its objectives., Some groups believed tnat leadership
grows out of interaction process itself, According to
Bogardus {1929) leadership as a social process is the
social interstimulation which causes a number of people
to set out toward an old goal with new <est or new
goal with hopeful courage - with different persons
keeping different places. Merton (1969) regard leader-
shiip as an interpersonal relation in which others
comply because they want to not because they have to,
Koontz et~al (1983} defined leadership almost similar
to torton's (19 ) They said that, leadership "as
influence, the art or process of influencing people so
that they will strive willingly and enthusiastically
toward the achievement of group goals." They went

furtner to explain that their concept could be enlarge
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to imply not only willingness to work but also
willingness to work with zeal and confidence."18
Robert and Massarik (1957) defined leadership as
‘interpersonal influence, exercised in situation and
directed, through the communication process, toward
the attainment of a specific goal or goals" leader-
ship to them always involves attempts on the part

of a leader (influences) to effect (influence) the
behavior of a follower (influencee)} or followers in

situation, They claimed that their definition

subsumes se.eral others by virtue of its generality,

Stogdill (1974) stated that a person does not
become a leader by virtue of the possession of some
combination of traits, but the pattern of personal
characteristics of the leaders must bear some relevant
relationship to the characteristics, activities and
goals of the followers. Burns (1978) pointed out that
there is no school of leadership intelectual or
political, what is needed for assessing leaders are
some philosophical tradition, theoritical and
empirical cumulation, guiding concepts, and considered

and proven experiences.

From the above definitions by various authors
one notes certain variables emerging, such as respon-
sibility, interaction, change, situation, motive, and

resources.
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The definitions provided by Koontz, Robert (1983)
seems to be adequate because it has cut across all
interpersonal relationship in which all influence
attempits ore involved, The relaticnships as apparen-
tly diverse as superior-surbodinaie, the staff-line,
the consultant-clients, the salesman~customer, the
teacher-student, the husband-wife or the parent-child

are all seen as involving leadership,

Koontz et-al (1984) stated that every group of
people, that performs rear capability has some
person as its head who is skilled in the art of
leading, This skill they say has a compound of four
major ingredients which include the power or the
authority of leader, Max Weber (1953) defines authority
as the probability that a specific command will be
obeyed, " A fundamental understanding of people is
another ingredient, A leader, in addition to knowledge
of motivational theory, and kinds of motivating
forces, the nature of a system of motivation ought to
ideally be able to apply these knowledge to people and
situations., Another ingredient of leader seems to be
the rare ability to inspire followers to apply their
full capabilities to a project even thouih inspiring
people depends on the situation and the motivational
forces at work and finally the style of the leader and

tne climate which he or she develops as a result,
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The fundamental principles of leadershir is,
since people tend to follow those whom they see as
a means of satisfying their own personal goals; the
more managers understand what motivates their
subordinates and how motivations operate, and the
more they reflect this understanding in carrying out
their managerial actions the more effective leaders

they are likely to be.

2.5 Theories of lLeadership Sehavior and Style

Just as there has been several definitions of
leadership so have there been theories of leadership.
These theories include among others -~ the greatmen
theory, the Environmental theory, the Person-situational
theory, the Interaction-expectation thecry, the
husanistic theory and the Exchange theory. There are
considerable difficulties in separating leadership
theories. Most researchers on leadership try to base

their assumption on leadership style or traits,

Koontz et-al (1984) identified three basic styles
o leadership. The "autocratic" leader was seen as
one who commands and expects complience, who is dogmatic
and positive, and who leads by the ability to withhold
or give rewards and punishment, in other woird “carrot
and stick approach," The Ydemocratic" or "participa=-

tive," leader consulis wiih subordinates on proposed
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actions and decisions and encourages participation
from them. And finally the one who uses his power
very little, if at all, he gives subordinates high
degree of independence, or "free-rein," in their

operations,

Max Weber {1953) distinguished three types of
authority in leadership, he classified them into
Traditional, Charismatic and Bureaucratic.zo Obedience
in traditional authority is based on the acceptance
of custom, in charismatic autBsFity, leaders are
followed because of their personal magnetism, and in
bureaucratic authority it is given to individual by
law or by virtue of professional qualification. This
type of authority is the commonest in all modern
organizations. The authority that a leader possess to

a large extent determines his behavior,

In their experimental studies, Litwin and Siringers
(1908) found that a relationship bDetween leadership
behavior and organizational climate. They used three
artificial organizations. The formal organization of
the three simulated organizations was similar,
Leadership siyle was the major variable input and all
othier factors were controlled as much as possible,

Thelir conclusion was that there was a direct relation-
ship between leadership behavior and organizational

climate; according to them "We can tentatively conclude
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that leg i
adership behavior is a very signifi
ificant

determin
inant of organizational climate."21
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Chapter Three

THE ORGANIZATIONS UNDER STUDY

Readers will find in this chapter a brief
historical development of three organizations under
study., These organizations were selacted from among
various sectors of the Nigerian economy. Th§
organizations studied were:-

1. Kano State Folytechnic ~ aAn academic Institution.

2 Northern Nigeria Flour Mills - A Fanufacturing
Company,

3, Nigerian Victory Assurance Company - A Service

Urganization.

3.7 hano State Polytechnic

hano State Polytecrmic was established in 1977

- with tne acceptance of Mal, Aminu Kano's report on
Higher zducation by the then Military Governor of

kano 3tgte, The Committee recommended among other
things, the amalgamation of five tertiary institutions

that were run by various ministries in tne state,

A year later, the Folytechnic's name was changed
te Kano state Institution for Higher bducation. In 1983,
thie edict establishing the institute was repealed and
replaced with the a Ministry of Higher cducation which

consistlof the Institute of Educstion and Kaneo State
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I'olytechnic as a fulfilment of a promise made by the
then newly established Civilian regime, The Military
took over in 198, disbended the Ministry for Higher
sducation and reverted it to Kano 3tate Institute of

Higher Education.

At one of its sitting in Sokoto state the
National Education Council directed that Kano State
Institute for Higher Education and all other similar
institutions in the country should have separate
collezes of Zducation in addition te the Polytechnic
thus creating three independent institutions namelys-

Kano State Polytechnic

Kano State Colleze of Education.

College of Arts, Science and Remedial Studies.

The objectives of the Kano Polytechnic

1. Frovide courses of instructions in art, Science
and Technology leading to the Award of HNational
Diploma.,

2. Development of the Intelectual capacities of
irdividuals to understand and appreciate their
environment.,

3 The acquisition, of both physical and intelectual
skills which will enzble individuals to develop
into useful member of the society,

L. The promotion of and encouragement of scholarship

and research.
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The Governing Council is the supreme governing autho=~
rity of the Polytechnic. The Recteor is the head of

Lcademic and Administration.

The Academic Board is next to the Governing
Council, it is responsible for all academic matters.
It is composed of the Rector as Chiarman, all the
five Directors of 5chools, the Chief Librarian, and
one [klected member each from among the academic staff
of the Folytechnie, Schools under the Polytechnic?

1 School of Technology.

2o School of Management.,

3, chool Agriculture (Danbatta)

4. School of Social and Rural Development (Rano)

Se ochool of Islamic Legal 3tudies.

Structure:
The Polytechnic is composed of the Centrgl
Adrministration which is an administrative Headquarters

and the five schools.

The Central Administration has:-
- Chairman of the Council,
- Rector,

- Registrgr.

- Directors of schools
- Chief Librarian.
- Director of Works.,

- Chief Planning Officer.

- Bursar.,
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There are also two Committees of the Governing

Council namely - Finance and @eneral purpose

- Establishment.1

Staff Strength:

There are 350 academic and non-academic staff

of various ranks, in additién to about 500 Jjunior

workers,

Organizational structure

Council

Rector
Director Director of Registrar Chie Lhief burs
ol works Schools Librarian] |Planing

Officer
Chief
Ard.
Deputy Deputy
Registrar Registrar

Figure I
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3,2 lNorthern Nigeria Flour Mills Ltd.

NNF. Ltd, was established on 29th October, 1971,
with registered head office at 15 Maimalari Road 2D,
Bompai Industrial Estate, Kano. Fo rty percent shares
of the company is owned by foreigners and 60% by
Nigerians in complience with the indigenization decree
(1972), The company's share capital is 16,500,000 of
50k each paid up capital was Nu.SmZ in 1978 and by
1982 it has increased to #8.25m. The share capital
has increase by more than twe fold, There is tremendous
expansion in the activities of the company particularly
with additional mills to handle maize in addition to

wiieat in making flour.

The main objectives of the company is flour
milling and it is listed on the Nigerian 3Sitock Exchange

with  the classification of food and beverages.

The company produces over 6 brands of products
from wheat and maize, These include wheat oifal, maize
offal, wheat flour, maize flour, masavita, samovita,
etc. In 1986 the company has a staff strength of over
207, but with introduction of the current structural
Adjustment Programme agnd san on importation of wheat
which is the company's main raw material , the staff
strength had since reduced to far less than hundred,

Yost of the Junior staff are not sure of continued
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employment since at the present the company is
partially closed due to lack of customers to purchase
the already processed flour. This situatlon, according
to the company's Public Relations Department is caused
by high cost of wheat and smuggling of wheat flour

from Neighbouring countries into Nigeria,

The company has now embarked on local sourcing
for its raw materials, and also it is involved in
large scale farming to boost its backward integration

efforts.,

Structure:

At the top on the structure is the Chairman of the
Board of Directors who is a Nigerian, the Hanaging
Director, an expertriate, Below the Managing Director
are two Directors one responsible for Finance and the
otier for staff Development/Personnel, Below is a

schematic diagram of the Organizational Jtructure,



37

0fficers|

g [ortTeery|

Flecure 2
Board of
Directors
M naging Director
!
Financial Staff
Director Development
Director
Chief Persormel I
Accountant Manager '
Deputy C.A. Furchasing
Manager
Wages
Section
sSenior Accountant Personnel
Qfficer
. furchasing
Yoo ]
Liccounts Officers ) LClerks/Typists)
Accounts Clerks ]
Computer Section _]
Procurement | [Chief {Téchnical Forn‘Mill (Sales
lanasor Miller VManager o.0. Hers Fanager
' : : { o . : I
Asst. Proc Chief Millers] Store "Asst fsst Mk
Manager Chemist Managear Corn & Sales
| Vi1 Mg
lectriciang | foice?

& Mechanics
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3.3 kigerian Victory Assurgnce Company Ltd,

The company was incorporated in 1970 but stafted
operation in 1972, The company registered headquarters
is No. 15B, FPost Office Road, Kano, The authorized
share capital was #L0O0,000, in 1972 and it rose %o
3,5 million naira in 1987, It has an Asset portfolio
of 3.3 million as at 1987. The company is owned by
Kano 3tate Government and other Nigerians in the ratio

of forty and sixty percent respectively.

#hen the company started in 1972, it had only
3 staff, and rose to 115 in 1984, however, presently
there are only 75 members of staff. The company has
reduced its branches from 10 to five. The existing

five are in Katsina, Jos, Malduguri, Kaduna, Lagos.

The company's main business is in all classes of
ingurance except life policy. The dividend payout ratio

for the company in 1986 was 10k per share,

lianpower development is one of the areas the
company is committed to in an effort to develop its
staff, In 1986 a number of staff were trained locally
and abreoad. The company's management felt thatthis is
one of the sure ways of enhancing the quality of
operations and services rendered to its clients, Even
though presently the company is hard hit by the
structural Adjustment programme its management still

have the belief that the future outlook is bright.3



———
| NS

s

"
U

e | P ——
!
|
m iy i
e .||..|.||||._i e e e St e o S e e 1 T
OEPUTY. ACCOUNTANT ACCIENT/FIRE MANAGER | QAMS/RENSIRANCE MANAGER | | MARME MAMGER |
e TERCI— i ;

femm e S T prava d L

_.
|
|
|

b s e el e e s

T e S UET ORIt | ety

| “q AREA A i STENOGRAPHERS
o IO | o AW |

I
|
) |
eyt S B i i i) F.:llrllqlilll.nh

e | T __lrl|.||||||._

I

|

|||||||||| L
T e Sttt e ———p— e ———

e m———e

J
! 1 r

[LERS | | 1 ] |

oo s | | mumnoms | RO |

L e



1,0

RLFERENCES

\’_’{ k-

Frospectus - Kano Polytechnic.
INCH 1961, A Publication of ICON Merchant Bank.

annual Report (1986) Nigerian Victory Assurance.



141

Chapter Four

METHCDCLOGY 21 DATS HaALYIIO

li.? Lethodolozy

Thails project worhk is siwed at eslablishing
relationship betweer organizationnl climate =iid

leadershin behavior in aizeriagn organizations, Two

b

quzstionnaires were used, Tnhnere zrej-

y o o . MY 3 e aevs o T b+ v iy 4 . .
1. dusstionnzire Ay This was -usstionnaire Ifor

mate diuensicns adapted fromn

3
i
)
{n
:’3
{
e

ot
[¢]
—
funi

Litwin and Stringers (1968)°
23 uestionnaire B: This was aquesti~nnaire that
.eagures leadership vehavior / stylcs.

lne clincte questionnaire has seven dimensions:-
(1) Jiructuress

12 feeling thet employees have about rulesg,

reulitions, procedures, «re emplcyees ercourazed to

use t.oclr own Judgezent znd initiative or is red-

tapism ezphasized.
(

2) Joovoasibilitys: -

e feeling of being trusted to do your Jjous
not having to double-cieck all your decisions.

(3) grats and Supiort:-

energl feeling of good fellowship in Ltie
orsanizational atwmospnere, The supnort one needs

from ~uch other in order te accomplish his Lask,
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(!}) Zeward and Recognition:-

ihe feeling of being rewarded for a Jjob well
done; The perception of fairness of pay and
promotion policies.

(5) Goal Clarity:-

The feeling that one kKnows his groups or
departrment's goal and how it relates to the
organizations goal and nhis performance,

(6) 2igh-Taking Pehavior:-

e cnallenge in the Job and in the orzaniza-
tion. Jalisng calculated risk 1s encourased or
placins it gsafe in the best wviay to operate.

(7} . :rsoncl Growthi-

Jhe suality of perfor mance emphasized by the

orsomization alor, with emphasis on task accomplish-

‘Tie second Wuestionnaire B has three leadership

beravicr, 3tyle dimensions.
QT

1. Divective or "Autoccratic!" - Leader was seen
o5 one who commands and expect compliance,
2 Sartiecipative or "Democratic" leader consult
with subordinates on proposed actions and
decisions and encourages participation from them,
3. Supportive or “free rein" -~ leader who uses very
little power on surbodinates, allow them to set

Own goals and means achieving them; angd leader
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perceive his role as facilitating'the

operations of followers,

L.2 Sample Selection

Three organizations were sampled to represent

varioug sectors, of the economy. These arganizations

Te Northern Nigerian Flour Mills Ltd., a manufac-
turing company.
2. Kano State Polytechnic, an academic institution.
3, Nigerian Victory Assurance Co. Ltd., a service
| organization, dealing with all classes of

insurance except life.

Respondents in these three organizations were
classified into two groups: were the Management
staff and Intermediate and Juniorf The management [staff
staff in Kano State Polytechnicwere  The Rector,
Director of Schools, Registrar, Chief Planning
Officer, Director of Works, Bursar, Chief Librarian

Heads of Academic Uepartments,

The Intermediate and Junior staff in Polytechnic
include Lecturers and other support staff whose

duty does not include administration.

In the Northern Nigerian Flour Mills, the
management staff " the Directors, Chief Miller

Chief Mechanical Engineer, Procurement Manager.
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The Intermediate and Junior staffwere the line staff

and below.

In the Nigerian Victory Assurance Company Ltd,
the management staff comprise of the Managing
Director, the General Manager, his 2 deputies and
underwriting manager, the Intermediate and Junior
gtaff included were classified as those below the level of the

management staff,

These organizations were selected for

proximity of their head office in Kano State.

A total of 180 questionnaires were administered

to the three organizations in the following wanner:-

In Kane State Polytechnic, eighty questionnaires
were distributed, forty fer management gtaff, forty
for Intermediate staff, out of the eighty only
fifty were returned. On examination, sixteen each
from both management and intermediate staff were

found to be properly completed,

In Northern Nigerian Flour Mills Ltd., sixty
questionnaires were distributed, thirty each for
Senior and Intermediate staff respectively only
forty were returned completed. Twelve questionnaires.
were knocked out because they were partially

completed,
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In Nigerisn Victory Assurance Company Linited,
forty questionnaires were distributed, twenty
returned completed and eleven were knocked eut,

because they were partially completed,

Altogether 37 questionnaires were available

for analysis for the thee organizations,

The statistical analysis done include means and
one way analysis of variance for climate dimensgion
scores; mean . leadership scores standard error and
coefficient of variation; and correlation of

predictive leadership and climate dimension scores.,

Table 1
Means and one way analysis of variance of climate

Dimension scores for three functional organization,

Climate Nigerian|Kano [Nigerian !
Dimension¢ Flour State {[Victory F = Ratio
Mills Poly, {Ass.
Orgn .1 |Orgn 2|0rgn 3
N=1kL N=16_[N= 7
Structure 6.2 6.75 110.14 3.9 *%
Responsibility 7.00 7.19 9,00 1,36 *
Wormth and
Support ' 6,36 7.75 18.86 3.48 *%
Reward and
Recognition .50 5,88 [9,00 6,02 * x4
Goal clarity 6,07 6.38 {10.29 3637 .~
Risk taking
behavior Ly, 88 5.69 7.29 2432 *
Pergonal growth Lhol3 731 (10,71 2432 *
* P/ 0,01
**% pl 0,05

xx%% P/ 0,001
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2

Table

Mean Predictive Leadership Behavior Scores for the three

Organizations, 1, 2 and 3.

(Senior and Intermediate

and Junior Staff).

Mean predictive leadership behavior

1, 2, and 3

scores

/

for three organisations

( for Management, interr€diate and Junior stuff)

Nigerian Flour Kano State Nigerian Victory
Mills Polytechnic Assurance Co, Ltd.
Orgn, 1, N=1l Orgn 2 N=16 Orgn 3 N=7
Predictive Range mean SE CV | Range mean SE CV |Range mean SE CV
Leadership Behavior 'S % X % X %
_Scores
Directive 6-10 7.53 +.26 13,1 6-10 7.18 +.32 17.9[6-11 5,86 +.56 25.3
Supportive 6-11 7,40 +.30 15,3 6-10 6,88 +,27 15.6|6~11 5,86 £,91 L1.1
Participative L-8 8,60 +,43 19.1] 2-10 7.47 #.36 19.8[0-9 5,71 £1.1 51.1
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Table 3
Means and one way analysis of variance of leadership

behavior scores for three organizations.

(Senior, Intermediate and Junior Staff),

Northern | Kano Nigerian
Nigerian { State Victory |F=Ratio P
Flour Polytech-| Assurance
Mills nic.
Leadership Orgn 1 Orgn 2 Orgn 3
behavior N=1l N=16 N=7
Directive 7.54 7.18 6.22 3,04 L06%
Supportive 7.40 6,88 6.22 2,25 12
Participative|8,60 7.49 6.22 |5.21 .10

*p/_ 0,05
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4.3 Data Analysis

The mean values for climate dimensions for all
three organizations/shown in Table 1. The mean [are
climate dimensions sSCOTé was highest in organization
threes. . the Nigerian Victory Assurance Ltd.
followed by Kano State Polytechnic - organization
two and organization one the Northern Nigerian

Flour Mills Limited respectively.

There is a remarkable low mean value in all the
three organizations for risk taking. Also responsibi-
lity was relatively high in organization one and two,
except for organization tiree with a relatively lower

responsibility dimension,

Table 2 shows tle mean predictive leadership
behavior scores for all the three organizations. The
mean for all the leadership behavior . are
almost similar for organization three. Also the mean
scores for participative leadership was 8.6 for
organization one which is a manufacturing company;
7.46 for academic institution and 5.71 for Insurance
company which is classified as service organization
in this project. The cocefficient of variability ranged
from 13.1% for manufacturing organization (Northern
Nigerian Flour Mill Ltd.) to 51.1% for service

organization which is highest.

. The coefficient of variability was found to be high
for all the leadership dimensions, in Organisation three

than in the other two organisations.
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Table 3 shows the means and one way analysis of
varieunce of leadership behavior scores for all the three
organisations for both Senior, Intermidiate and Junior Staff.
The combine scores are relatively higher for parficipative
behavior in all the organisations but in organisation three
all the leadership behavior scores are the same., Directive
leadership behavior was found to be significant (P/ 0.65).

Table 4 shows the correlation between the ;redictive
leadership behavior and the climate dimension scores,

L. RESULTS aND DISCUSSIONS

In table ' the mean "climate dimensions for the
Victory Assurance Company are high, these high means ére
attributable to the low samples collected as compared to the
other two organisations. This situation is reflected in
table two with high percentaze of cogrtLeient o7 Ve sabion

| The means for directive leadership behavior was found to
be significant (P/0.05) for all the organisations in table
three,

In *able 4 there was no significant correlation
between directive leadership behavior and climate dimensions
in organisation one, except for risk taking behavior which
was earlier noted to have lower means, however, there was
significant correlation between all the climate dimensions
and directive leadership behavicr in organisation two
(an academic institution) except for structure and

responsibility which shows no
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correlation at all, The reasons for such low
correlation between structure and leadership may
be due to the nature of an academic institutions
where lecturers unlike the administrators need not
report strictly to any single individual, and the
Committee system of management very flexible, The
structure, responsibility dimension and directive
leadership could hardly correlate in an academic
institutions particularly in a situation where
lecturers agitate for "academic freedom" and Peter
Drucker (1956) call Academic Institutions as an

"Organized Anarchy,"

The sample size for organization three made
the critical value (.88) vary high, hence there was 1o
and
correlation between climate dimensrons[directive

leadership behavior,

Though structure has influence on individual
and group behavior as stated by Hall (1962} and Joan
Woodward (1956) it does not show any correlation
with supportive type of leadership in organization

one and two.

In Organisation 3, the absence of any corre~ _
lation of lea?sesnip support with all climate dimen-

gions may be due Lo the sample sige and im addition
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the workers attitude to work due to lack of
dynamic leadership behavior. The workers are may
possibly be behaving the way they want without

appropriate punishment,

There is a direct and positive correlation
between supportive leadership style in organization
one and two with .53 as critical value, except on
structure in the two organization (one and two)s
This may be due uncertainty in continuous employment
in organization one; committee style of leadership

the
in/academic institution, (organization two) and the practice oj

Academic freedom,’ The risk taking
dimension is not correlated with supportive leader-
ship behavior in organization one. Workers are
generally apathetic in organization one, Most
emnployees accross the nation avoid risk-~taking for
fear of retrenchment which is still being carried
out for either lack of raw materials or spare parts,
In addition, at the time the questionnaires were dis-
tributed in organization one {(which shows no
correlation between risk taking dimension and
supportive leadership behavior) a management meeting
was going on and most staff assumed that

retrenchment was an item on the agenda,
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There is als® a positive correlation between all the
climate dimensions and participative leadership behavior
in organisationsone and two and non at all for organisa-
tion three. Again, this may be due to the reasons stated
earlier for organssation three,

There is a positive correlation in all the dimensions
and participative leadership behavior in organisation one
and two, these may however not mean that the relationship
will increase productivity or efficiency of the organisa-
tions, as a matter of fact further research is required
to determine the whether there is a correlation between
orsanisational climate and participative leadership
behavior, and if this result or relationship increases.

productivity and efficiency of an organisation.
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Chapter Five

SUMMARY AND CONCLUSIONS

Most of the literature on climate concentrates
on the psychology of an individual within an
organization or on the organizational structure as
it affectspeople, Likert (1961), Woodward (1958).
In a simulated research conducted by Litwin and
Stringer (1968}, they found variation in the
attitude of workers as the leadership behavior
chaneead'. They assumed that climate wasinfluenced by
a variety of factors such as physical situation,
nature of the activity, needs of the people, and in
particular by the behavior or style of the formal

or informal leader.1

In a highly structured organization with
little opportunity for individual responsibility,(authors
abovdfound aloofness, distance between management
and the workers, and a sizeable amount of personal
and zroup conflict so common, despite the leader's
effort to suppress and eliminate conflict wherever
they appcaerIn an organization with loose structure,
Strong norms of responsibility and personal
initiative developed and risk taking was accepted,
Even thoUgh the climate was rewarding but poor

performance was noted, even though a warm and supportive
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climate tend to develop a norm of team work and
cooperation, however some moderate conflict was

generated,

In a democratic type of leadership behavior
Litwin and Stringer (1968} found out that emphasis
of warmth and friendliness, ample reward without
critism or punishment generate personal sense of
responsibility among employees, There is no direct
correlation between all the climate dimensions and
the leadership behavior in this study, the reasons
are obvious, the current economic dawn turn of most
organizations in the country and frequent retrench-
ment exercises has made employees to become more

sensitive to satisfying their basic needs.

Most employees tend to have lukeworm attitude
in completing questionnaires, they do not fill
gquestionnaires as honestly as they can for fears
best known to them, A clear example is that most
employees even some management members in one of the
organization confirmed that support, wormth, re-
ward and recognition, personal growth are never
censidered with seriousness in their organization
but the same people left some of these areas in

threir questionnaire blank or give positive answers,

This study in showing the non-existence of a

relationship between organizational climate @dimensions
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and leadership behavior has confirmed the fact

that most employees expend less than half of their
maximum effort on their jobs, Since they spent most
of their time trying to to solve the problem of
their physiclogical needs Maslow (1954). Hence, the
potentialities of employees remain untapped, and
organizations continue to remain ineffective and
inefficient.2 Both government and private organi-
zations should channel their efforts and resources
towards providing an environment rich in growth, It
is only then an employee can be expected to give his
best in the performance cof his job, As Litwin and
Stringers (1968) puts it Manager's leadership style
3

is a critical determinant of organizational climate,

It is important therefore for managers to sit
down and carefully assess the basic needs of his
people, and than he will think in ways to manipulate
the task, the climate and his own leadership style
to satisfy the basic needs in order to generate the
desired behavior. In conclusion therefore one 1
may say that this project has the potential value to
any individual concerned about the organizational
and institutional environment he inhabits., With better
knowledge of these environments, the individuzsl is
better prepared to choose the environments he prepared ts work

and to cope with,
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In conclusion, this findings reveal no significant
correlation between all the dimensions and Leadership
behavior/styles in the three organisations studied,
althoush some dimension{were found to be significantly
correlateQWith either Directive, Supportive, or
Participative leadership behavior/style. In areas
where there is direct relationship one is not sure if
this relationship will icrease productivity and efficien-
¢y. Further research is required to - determine whether
there is a correlation between organisational climate
and participative leadership behavior and if the results

increase productivity and efficiency.
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APPENDIX 1

DEPARTMENT OF BUSINESS ADMINISTRATICN
FACULTY OF ADMINISTRATION
A.B,U. ZARIA

Dear Sir/Madam,

I am undertaking a study on leadership behavior in
Organisations as a requirement for an MBA Programme. This
study is strickly for academic purpose, do not write your
name. Please answer the attached questionaire:

Thank you. Bala Mohammed Inuwa

T W gy U G g g f— T —— - —— - ——

Demographic Data. Tick as appropriate

1. Age: Dbelow Zﬁﬁi:], 26-30 yearsiz:l

31-35 yearsL ! y 36-40 years‘ ‘

41-45 yearsj y 46-above | |
PR P |
T F "~>
2. Sex: Male N o Female 1\ /

Xy Education: Tick the highest achieved
wasc/rc () , ono (), NCE ()
Bsc > , HNp() , msc,Ma D
PHD(:} y, Profesional qualification’iﬁ

4. Name of the Organization =—emmcecm-rmccccrccc e s er e

Se How many years have you worked with the Organization?
Under 1 year{i} y 1-2 years(:) , 3-4 years (:)
5-6 years C:} y 1=~8 years (i) y 9=10 years (:)
Above 10 years(:} _

6. Salary: below 8,000 O , #8,001-10,000 ()
#10,001-%12,000( ) , #12,001-#14,000 Q:‘,
N14,001-#16,000 (), H1€,001-418,000 Q
N18,001 and above.<:>



1.
2.
3.

S.
6.

7.

8.
9.

10.

11.
12.
13.

14.
15.

16.

17.

18.

Please respond to each question with Y (yes) or N (No)

Ll

.

Dbo you define the group task goals?

Do you show personal interest in employees?

DO you allow group members to set their task
goals?.

Do ycu tell employees what jJobs should be done

D and how?

Are you friendly and approaéhable?

Do you allow group members to create their |
own jobs? ‘

Do gour entourage employees to expresd' their
feelings and concerns?

Do you establish a ¢lear chain of command?

Do you use employees participation as a means
of communication?

Do you provide the necessary information and
instruction?

Do you discourage cenflict among group members?
Do you encourage teamwork rather than competitic

Do you tell the employees how they will be
rewarded?

Do you reward employees to make them happy?

Do you encourage employees to discuss any
conflict or problems with the Supervisor?

Do you emphasize loyalty and interpersonal
relations?

Do you use rewards and punishments to control
the employees?

Do you share groups success and failure with
group members?
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DEPARTMENT OF BUSINESS ADMINISTRATION
FACULTY OF ADMINISTRATION
Ma B. U. ZARIA

Dear Sir/Madam,

In fulfilment of the requirment of an MBA Programme,
I am undertaking a study on the organizational climate and
leadership behaviour., 7This study is dependent on your co-orpera-
tion.

Please, kindly fill in the attached questionaire, de not
write your name, all informatlon collected is strictly for
research purpose.

Thank yous.

Bala Mohammed Inuwa

A i S W g b R - b sl A A s G A e T S T W e el A iy e il dg Vi oy ik Sl e Wl g S U i shder el Al PR it g W . - Y Y i —— T

Demographic Data (Tick Appropriate column}
1« Age: below 20 (i, 23-27 (), 28-32yrs{ )

33~40yrs (:) , 40 yrs and above (M)
2. Sex: Male {i) Female (:)

3. Education;: Tick Highest level achieved
, waseyre (), ono (), wnNee ()

BSC () , HnD (O, mMsc,Ma ()
Professional gqualifications ACCA,AIB

etc, indicate which —~—Sie—e-

4., Name of the Organization —ereasccce—om e

A — e Y P T e S Y g A S sl i Ak e e bl ks e e e i el el S S Y gk i W P T i e e e M Tl e TEE S M T A

S, How many years have you worked in this Organization?

1-3 years C} , 4-6 years (;j y 6-8 years (”7
9-11 years (j} y 12 years and above ()
6. Salary: below #4,000 () #4,000-16,000 ()
me,oowav,oooC_'] , %7,001-18,000 ()

Above #10,001 ()
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The questions measure the organisation climate, Please

place tick in the colunm that discribes your assss.ment of the

climate in your organisation.

b.a

1.

3.

5.

6.

MREIN

11.
12,

13,

i4.

Not at

How much flexibility do you
have in utilizing your time
and resources?

Does your organisation encourage
you to use your own judgement

. and initiative?

How much trust is there between
you and your superiors?

all

1 2

Scomewhat very much

3! 4 ; 5

Do you feel free to discuss
work related problems with
superiors?

ire your superiors sympathetic
to your problems?

--- ——

Are your co-workers friendly
and supportive of one another?

sre you treated fairly accord-
ing to your contributions?

B

hre employees recognized and
rewarded for good work?

/re your task goals clearly
defined?

Do you know how your activities
are related to group goals?

Do employees feel free to dis-
agree with superiors without
fear of repercussions?

Can employees do something new
without fearing possible
failure?

%
Dos. your organisation empha-
size high quality performance

Is task accomplishment emphie
sized in your organisation?




5.

6.

T
8,
9.
- 10.
11
12,
13.
14.
15.
16.
17

18.
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Read and respond to each question with Y (yes) or N{(No)
Does the Management define the group's task goals?

Does the Management show personal interest in
employees?

Does the Management allow group memhers to set their
task goals?

Does the Management tell employees what jobs should be
done and how?

Is the Management Staff friendly and approachable?

Does the Management allow group members to create their
own jobs?

Does the Management establish a clear chain of command?

e

Does the Managment encourage employees te express their
feelings and concerns?

Does the Management use employee participation as a
means of communication?

Does the Management provide the necessary information
and instruction? :

Does the Management discourage conflict among group
members?

Does the Management encourage teawork rather than
competition?

Does the Management tell the employees how they will be
rewarded?

Does the lManagement reward employees to make them
happy?

Does the Fanagement encourage employees to discuss any
conflicts or problems with the Supervisor?

Does the Management use rewards and punishments to
control the employees?

Does the Management emphasize loyalty and interpersonal
relations?

Does the Managment share. the.group's success and
failure with group members?_



