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SURVEY OF STRENGTHS AND WEAKNESSES OF SENIOR EXECUTIVES
AS PERCEIVED BY THEM AND- THEIR JUNIORS

Abstract

Survey of strengtha and weaknesses of senfor executives was undertaken {n the
context of increased use of self-awareness and personal growth programmes 1in
the country and the use of open appraisal systems to enhance development
through feedback and counselling. Survey had the objectives of finding out
(1) Characteristics or quatities that are perceived by Indian managers asg
contributing to their effectiveness, (i{i) Characteristics or qualities that
are perceived as hindering the effectiveness of Indian managers; (ii{i) Most
frequently mentioned strengths aof Indian managers as perceived by their subor-
dinates; (iv) Most frequently mentioned weaknesses aof 1Indian managers as
perceived by thelr subordinates and (v) Qualities or characteristics {n which
there is good degree of agreement in the perceptions of the subordinates.

Various characteristics that contribute to managerial effectivenegss were
grouped under six categories:

1. Technical or technological competencies;
2. Managerial and systems competencles;

3. Human relations competencles;

4, Group/team building competencies;

5. Leadership competencies; and

6. Other personal characteristics.

It was found that senior executives frequently mentioned managerial and human
relatfons competencies (out of the six sald above) as the qualities contribut-
ing to managerifal effect{veness. Also, of the six categories, personal char-
acteristics and human relations competencies have been 1identified by the
managers as hindrances to effectiveness. Thus we find personal qualities and
interpersonal competenctes playing a greater role in making a manager to
perform effectively.

Subordinates have percelved the strengths of their bosses and have stated that
their bosaes are technically knowledgeable, have planning and decision making
skills, delegation abi{lity, communication and motivation skills, |leadership,
commitment, hard work and posses other personal characteristics like coolhead-
edness and sincerity. There was agreement in perception relating to strengths
like technical knowledge, hardwork, aggressive and cool headedness. In thelr
perception of weaknesses of thelr bosses, subordinates have identitied, poor
communication abliiities, poor delegation, inability to motivate subordinates
and poor planning as some of the weaknesses. There was congistency in the
cages of weak In communication, short temperedness and low {nvolvement or

aloofness.

Subordinates have felt that, improving interpersonal relationship, communica-
tlion and time management would further enhance the effectiveness of thelr
bosses. Thus, we are able to see a consistency in the case of human relations
competency, a competency which both managers as well! as subordinates feel! s
very important for improving managerial effectiveness. As a whole, the study
brings out the relevance of personal development and human relations skill to
management. )



SURVEY OF STRENGTHS AND WEAKNESSES OF SENIOR EXECUTIVES
AS PERCEIVED BY THEM AND THEIR JUNIORS

T.V. Rao and S. Tamil Selvan

It I3 believed by some behavioural scientists that an inereasad
awareneas of one's own strengths and weaknesses enhances ane’s
personal effectiveness as well ag managerial effectiveness, It
{s belileved that such an awareness: (1) leads to an intelligent
cholce of aituations so as to use one’a atrengtha and enhance the
chances of 3ucceasg or effectlveness; (i11) leads to the avoidance
of sltuations or better management of situations that expose the
weaknegsea of the manager; and (iii) help the itndividual to buiid
on the strengths and overcome the weaknesges. In other words |t
i1s assumed that more the awareness more the movement towards

growth and exploration of inner potentlal,.

Senagitivity training or T-groups, and other forms of pergonal
growth laboratories frequently used 1In the profegssional
management and applied behavioural science worlds are based on
guch beliefa and aim at more and more of gelf-dlacovery, insights
and gelf-awarenezs., Attempts are made In these laboratorieszs to
help the 1{ndividdal to explore more and more of hisa potential
through expérimentatiqn and also become aware of his blind spots

through feedback from others.

While it 1s assuhed that self-awarenesgs facllitates effective-
ness, very little has been done Iin the past to {dentify the

qualit}es that contribute to managerial effecti{veneas. Studlea



uzing performance appraisal have not indiecated any consistent!
regults (Sarupriya, 1980), about the gqualities that contribute to-
managerial effectiveness. Even then several organizations assume
that gualities like Inttiative, team spirtit, creativity, dyna-

mism, perseverance etc., contribute to managertial effectiveness.

Most organisationge bhelieve that performance appralsala and review
discussions should be used ag inatrumenta of enhanelng szelf-

awareness and through it growth and development of the employee.

In the context of 1ncreased use of the gelf-awareness and
peraanal growth programmes in the country and increased wuse of
open appralsal systems to enhance development through feedback

and counselling, this =survey was undertaken.

Objectives

This survey was undertaken to find out the following:

1. Characteristics or qualities that are perceived by Indian
managers as contributing to thelr effectiveness.

2. Characterliastics or qualities that are percelved aa hindering
the effectiveneas of Indian managers.

3. Moat frequently mentioned astrengths of Indian wmanagers by
their subardlinates.

4. Most frequently mentioned weaknesses of Indian managers by
thelr subordinates.

5. Qualities/characteristicse on which there i3 a good degree of
agreement in the perceptions of their subordinates.

Methodalogy

In the firgt astudy B85 senior executives attending a senior execu-

\

tives programme were asked to recapitulate their managerial work
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lifte . and {dentify their own gualities that helped them to ke
affective whenasver they were effective. Similarly they were
agked to reflect about thelr past and ldentify the qualities that

prevented them from being effective.

In the zecond atudy 73 senlor executives sattending anoctheyr senior
executives programme were studied faor thelir subordinates’
perception of their strengths and weaknezzea. Each Senior Exescu-
tive was sent a set of questionnaireé for distribution to thelir
subordinatesg directly supervised by him or tnteracting with him.
Each subordinate (regpondent) was required to answer the follow-
ing three questions about the executive (thelr boss) who 1s being
asgessged.

1. What do you see as three of his/her greatest strengths aa a
manager?

Q%. What do you think are three of his/her weaknesses as a
manager?

Q3. What are your suggezations for improving his/her managerial

effectiveness?

The respondents were requested to mail their answers anonymousgly

to the Programme Coordinator. The rezpondentas were assured that
na individual questionnalre will be shown to the Senior Executive
but only typed angd tabulated responses will be glven to him as
feedback after adequate theoretical foundations have been laid i{n

the programme.

Respaonges were recelved fraom 583 subardinates of the senior
executives. Although each respondent was requested to mentian
three strengths and three weaknesages, gome of the reapondents

Y

listed as many as ‘six’ and a few others listed none.



Characteristica that Contribute to Managerial Effectiveness

Table 1 presents the characteristics more frequently mentioned by
the senior executives as contributing to thelr effectiveness.
Varlaus qualities mentioned in Table 1 can be <c¢classified wunder
six categorties:

1. Technical or technological competencies (good understanding
of the jJjob and qualitftications).

2, Managerial and systems competencies analytical and problem-
solving skills, wark-planning and work-organisation,
reault-arientation and role efficacy).

3. Human relations competencles (interperacnal skills),.

4, Group/team buliding competencies.

5. Leadership competencies.

=9 Other personal characteriatics (hard work, commi tment,

cont idence, adaptability, honesty etc.).

0f the a3ix categorles of competencies managerial and human
relations competencies are the most frequently mentioned compe-
tencles. Although leaderahip and team building competenclies are

put aseparately they could be considered as heavily loaded with

human relations skilla.

Table 2 presents the characteristics that were percelved as
preventing the managers:from being effective. Table 2 1indicates
that maost of the qualities that prevent managers from being
effective are personal c¢haracteristice and human relationa compe-
tencies. Very few have mentioned technological and managerial
competencieg as characteristics that are preventing them from
being eaffectlive. Of the 25 characteri{iatica mentlioned, only oane

relates to technical skillg, two relate to managerial capabili-



ties (not analytical, unorganised), about seven relate to {nter-
pergonal competencies (lack of tact, low socciablitity, high senai-
tivity, please all tendency, frank and straight forward, auto-
cratie, poor communication skills) and the rest are personal
characteristics ‘mostly dealing with temperament and emotional

gtabiliity.

Both the tabhlea put together bring out the importance of personal
characteristics and Interpersonal competencies in managerial

effectiveness.
Strengthas of Mansgers as Perceived by their Subordinates

On the second sample of 73 genior executives 583 of thelr sgubor-
dinates listed their atrengtha. A total of 1,866 strengtha were
listed by them. These 1,866 strengths were condenzed to 130
after putting strengths of similar nature but marginal variations
in language together. Only the strengtha representing more or
laess gimilar characteristic were clasaified into that
characteristlic. Attempt was made to differentiate them as much
ag poasible. Each gstrength after such editing waa assigned a
code number. Two types of analyses were done after such coding.
Number of genior executives for whom each strength was mentioned
by atleast one subordinate were calculated. Thias glves the
commonality of a atrength among the senior executives. This is

gliven under the ‘frequency' column in tablez 3.4 to 3.6.

Number of respondents (out of 583) mentioning the strength was

also counted for each gtrength. This {3 given under the ‘atatus’

ch



column in tables 3.1 to 3.6,

The <strengths were further classified intec the following aix

categories:

Category 1§ Technical/Technological competencles

Category 2 Managerlal competencies

Category 3

Human relations competencles

Category 4

Managing subordinates and team

Category 5

Other leadership qualities

Category 6 Personal characteristics.

e

This claszification was arrived at after studying the 1iat of 130
strengths. Human relations competencies wers separated out from
subordinate and team management due to the high frequency with
which these characteristics were mentioned. Tables 3.1 to 3.6

pregsent both the frequency and the status of each strength.

The tables reveal that the following strengths are more frequent-
ly found in Indian managersa:
1. Technical knowledge

2. Planning, declstion making (quick and accurate decision
making) and delegation

3. Communication skitls
\

4. Ability to motivate subordinates

5. Ablility to get thingas done, leadership, commitment, hard
work, analytical ability and task-ortentation.

6. Personal characteristics llke coal headedness and sincerity.



Agreement In Perception of Strengths

From the data on perceptiong of strengths an attempt was made to
atudy the strengths on which there 18 agreement {n perception.

The faollawing question was proposed to be answered.

What are the strengths which are llkely to be perceived more

congligtently by different subordinates?

For thia purpose any strength perceived by more than 50% of the
aubordinatea of each senior executive was taken as a strength
with consistency. Table 4 presents detaila. The table presents
the code numbers of esach manager and the gtrength which was

mentioned by more than 50% of thelr subordinates.

The table Iindicates that in case of 30 of the managers there is

aome conglgtency Iin the perceptlions of their subordinates.

Technical knowledge appears to be one quality that 1s more promi-
nently percelved. In nine out of the 30 cases this charaacterias-
tic filgures out. This {s foillowed by hard work, aggressivenesgs
and cool headednesza.
Yeaknegses of Managers as Percelved hy their Subordinates

\
One hundred and twentyei{ght weakneases have been ldentified by
583 subordinates. One thousand three hundred sixtyeight weak-
nesses were actqally perceived by 583 subordinates. They were
grouped according to similarities in responses resulting in 128
{tems. The =zame procédure ag adopted in {identifying strengths

waa adopted here.



Tablez 5.1 to 5.6 give the detalls of weaknesszez, their frequency
and status. Status and frequency were calculated by the same

procedure as it was dune for calculating strengths.

Foor communication abilities, poor detegation, inabitlity to
motivate subordinates, poor ptanning are scme of the weaknhesses
that s2em to be relatively frequent. These seem to be prevalent
among many managers (as percelved by thelr subordinates). Foar
technical knowledge, poor delegatlion, delayed decizion-making,
non-participative approach 1In declslon-making, inability to
motiva’e subordinates, personal biases, lack of courage, stubborn
nature, soft heartedness and impatience and loosing patience are

some of the more frequently perceived weaknesses.

Agreement In Perception of UWeaknessesz

Inorder to asseszs the weaknesses on which agreement 1In percep-
tions exlsts the code numbers of the senior executives for whaom
more than 50% of thelr subordinates mentioned the same weakness

were identified. The details are prezsented in Table 6.

The Table 1indicates that 1in 16 of the 73 cages of senior
executives there {3 agreement on atleast one weakneszs of each of
them. Thia 1is low as compared to the strengths where agreement
was observed i{n 30 cases. From this it appears that there 1g
more agreement about supervising officer’s strengths than his
weaknesses. Experience of the authors indicate that weakne=zses
are more often noticed and talked about than strengths. Data

here ashow the reverse. Since anonymous data were collected for



this atudy, the issue of inhibltiona in perceptions algso is noat
significant.
Amang the weaknezsee weak in communication, short-temperedness

and low involvement or aloofness seem to be more congiastently

percelved weaknesses.

Suggestiaonas given by Subordinatea for Improving Managerial Effec-
tiveness

A total of 1158 suggestionzs were given by the subordinates of the

73 senior executives for Improving their managerial
effectiveneas. The suggestions were grouped (as {t wasa done
earlier) which resulted {in 79 different dimensions of

suggeation=,

Tables 7.1 to 7.6 present suggestions offered by the respondents
for their bosses. Some of the suggestions gilven more frequently
by the respdndents include: expaosures to programmes Iin his area,
delegation giving proper feedback to subordinates, improving
deciaion-making ability, improving communication, improving
interpersonal relationghips, should give praoper feedback, must
develop all, must listen to all rather than a few, should be more
committed, should impose discipline, should learn to underatand

subordinatea, should be firm and have patience.

Further analysis of the data revealed that for 12 out 'of the 73
respondents there was some agreement in the suggestions offered.
OQut of these three cases dealt with {impreving interpersonal

relationshipasa, in two to improve communication, and another two

to improve time management. In other five cases delegating more,



be flexible and open, devote time for administration, attend
training programmes and impart knowledge to subordinates were the

guggestions mentioned.
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Conclusion

Given the nature of environment in which our managerz work and
the type of roles they play, 1t ts imperative that they have to
be competent in human relations. The survey proves this point.
Subardinatea have {indicated that their bosses are technically
competent but not 80 in human relations. In a study on Indian
Managers, Harl Das (15891)* has found that managerfial activity 1in
India, {s Intertwined with managing one’s relations with friends,
customers, supplliers and colleagues. Indian managere who partic-
ipated in the survey appear to be in agreement with the statement
made by Hari Das. Managera have felt that to be effective aa a
manager human relations skills are very i{important and human
relations competencles and personal characteristics hinder them
to be so. Thus, both superiors and subordinates seem to agree
upon the importance of human relations gkill for managerial

effectiveness. .

According to Hari Das (1891), "Managehent practiced in India 1is
almost Indistinguishable from the larger role of $he manager
concerned. Training In leadership and interpersonal skills may
be even more critical for managers operating Iin countriea like
India". In the ;urvey subordinates have suggested that thelir
bosses will have to improve interpersonal relationships, communi-
catifon and time management. Thus what Har{ Das has predicted on

* Harl Das 'The Nature of Managerial Work in India: A Preliminary
Investtgation’, ASC! Journal of Management, Vol.2{, No.i, June
1991, p.1. N

11



the basis of hlsg study 13 found to be gupported by aur managers.

Therefore, 1t can be suggested that human relations skills have
to be imparted to our managers through wvarlous tralning pro-
grammesg. It 13 for the trainers, academicians and researchersa to
identify the causea 1if any, for the lack of human relations
campatency and provide sultable measures to overcome them. A
word of caution {s that this survey brings out only the {mpor-
tance of human relations competency to our managers to become
effectlve and does not clearly indicate the lack of this compe-

tency in our managers.

VIKRAM SARAPMA! LIBRARY
INDIAN INSTITU:E O MANAGEMENT
VASIRAPUR, AHMEDABAD-38003%



Suamary

Syrvey At atrengtha and weaknesses of neniof executives was
undertaken in the context of increased use of self-awarenegs and
personal growth programmes Iin the country and the ugse of open
appraisal sysgstems to enhance development thrpugh teedback and
coungelling. Survey had the objectives of finding out (1) Char-
acteristice or qualities that are perceived by Indian managers as
contributing to their effectiveness, (1) Ehatacteristics or
qualities that are perceivéd aa hindering the effectivenesas of
ln@ian managerg; (i1i1) Most frequently mentioned strengths of
Indian managers as percelved by their subordinates; (iv) Maat
frequently mentioned weaknesses of Indian managers as percelived
by their subordinates and (v).Qualities or characteristics |In
which there 18 good degree of agreement in the perceptions of the
subordinates. N, . &
Yodv dea v

Variouas characteristics that contribute to managerial effective-

ness were grouped under six categories:

1. Technical or technological competencies;
2. Managerial and systems competencies;

3. Human relations competenclies;

4. Group/team building competenclies;

5. Leadership competencies; and

6. Other personal characteristics.

It was found that senior executives frequently mentioned manage-

rial and human relations competencies (out of the six said above)



ags the qualities onntrtbutiﬁn to managerial ;ftnotivanéln. Alma,
at the six categories, ﬁernonal 'chnractorilfié. and human
rclntion; competanci‘s have been tdentlf{éd by.the nanage?e as
hindrances to effectiveness. Thus.wg tind personal qualities ;nd
interpersonal competencies playing a greater gole in making a

manager to perform effectively.

Subordinates have perceived the strengtha ot their boases and
have stated that thelir bosses are technically knowledgeable, have
planning and decision making skills, delegation abllity, communi-
cation and motivation akillé, leaderghip, commitment, hard work
and posses other personal characteristics like coolheadedness and
aincerity. There wazs agreement 1In perception relating to
strengths like technical knowledge, hardwork, aggressive and cool
headednesa. In thelr perception of weaknesses of their bosses,
subordinates have identified, poor communication abillities, poor
delegation, inabllity to motivate subordinates and poor planning
as some of the weaknesses. There wasg consistency in the cases of
weak in communication, short temperedness and low involvement or

aloofness.

Subordinates have telt that, improving interpersonal relation-
ship, communication and time management would further enhance the
effectiveneas of their bosses. Thus, we are able to 3see a

conaistency In the case of human relations competency, a compe-

tency which both managers ‘as well as subordinates feel {8 very
important for improving managerial efftectiveness. As a whole,
the study brings out the relevance of personal development and

human relations skill to management.
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Table 1

Mare Frequently Ment {oned Chpracterlctics \ Cantr1butlng to

Managerial Effectiveness N
\ (N = 85)
. T percentage of
No. Characteristics Executives
Mentioning thig

1. Interperaonal relationships and good

public relations skills \ 27%
2, Analytical and problem-solving skills 25%
3. Hard work 20%
4. Leaderceship abilities 19%
5. Systematic work-planning (Methodical -

Organised) 18%
6. Team bullding capabilities (Group

cohegsiveness and team spirit) 18%
7. Sincerity - Integrity - Honesty 18%
8. Good understanding of job 16%
9. Result-oriented approach 16%
10. Role efficacy 9%
11. High qualitications ° 9%
12, Commi tment | 9%
13. Confidence a%
14. Adaptability 9%
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Table 2

More Frequently Mentioned Characteristics that:brevent Managers

from Being Effecttive . N
‘ (N = 85)
si. T Percentage of
No. Characteristics _ _ Executives
Mentioning this

1. Lack of tact and poor interpersonal

relations b 18%
2. Poor communication skills 14%
3. Introverted 13%
4, Lack of modern technical knowledge and

gspecialisation 13%
5. Naot fully adaptable 12%
6. Emotional - Short tempered 12%
7. Impatient 11%
8. Low drive - Not asgertive or aggreassive 1i%
9. Impulsive 9%
10. Lack of tenacity 9%
1. Low =sociabllity. | . 9%
12, Too much self-conscious and too sengitive

to what othera think =]
13. Unorganised - Not methodical o%
14. Low confidence level 8%
15. Please all behaviour 8%
i6. Brutally frank and straight forward 7%
17. Insecure 7%
i8. Oversensitive - Emotional 7%

Contd.....

16



g1, : ‘ Percentage of

No. Characteristics . Executives
) Mentioning this
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10. Low analytical power . 6%
20. Autocratic attitude ' : 6%
21. Procrastination . . 6%
22. High anxiety . 6%
23, Avoldance of challenge . 6%
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TAELE Z.1

\
STRENGTHS OF MANAGERS AS FERCEIVED BY THEIR SURORDINATES

Category 1:TECHNICAL/TECHNOCLOGICAL CDMF‘E.TENCIES

CODE STRENGTH FREQUENCY# STATUS*
' - NT3 N=383
& KNDWLEDSEABLE ’ 14 18
22 BOOD IN SDLVING TECHNICAL PROBLEMS 4 4
3 KNOWLEDGE IN THE FIELD DF OPERATION OR TECHNICAL KNOW.EDGE 52 149
78 EXPERIENCE IN THE FIELD 11 13
130 HIBH LEVEL OF FUNCTIONAL COMPETENCE 1 1

% indicates the response counted only once per manager.
# indicates the total nuaber of respondents(subordinates) sentioning this as a strength of their boss.

18



TARBLE Z.2
STREMBTHS 0OF MANAGERS AS FERCEIVED RBY THEIR SUBDRDIMATES

Category Z2:MANAGERIAL COMFETENCIES

CaDE STRENGTH FREQUENCYs  STATUS®
NST3 NESE3
3 FOLLDWP 5 1
4 EFFECTIVE DELEGATION p:] 5
7 G0OD PLANNING ' I 59
8 600D OREANISER 13 15
U DESIGNING SYSTEMS 3 '
3 QUICK DECISION-WAKING % &
4 ACCURATE DECISION-MAKING ) 471
86 600D SOCIAL CONTACTS 3 A
67 SYSTEMATIC WORKING % 67!
69 ABILITY TO MONITOR AND CONTROL 16 18
85 FIRM DECISION MWKING AND IMPLEMENTATION 9 13
9% 600D FUBLIC REALTIONS 9 9
9 TIME MANAGEMENT 3 3
100 EFFECTIVE IN HANAGING CRISIS ' 5
103 GOOD UNDERSTANDING OF THE ENVIRONMENT 4 5

# indicates the response counted only once per manager.
#+t indicates the total nusber of respondents(subordinates) mentioning this as a stremgth of their bass.

19



TABLE Z.7%
STRENGTHS OF MAMNAGERS A5 FERCEIVED BY THEIR SUBORDINATES

Category Z:HUMAMN RELATIONS COMFETENCIES

CODE STRENGTH FREQUENCY* STATUS*#
N=T3 N=383
2 CLARITY IN INSTRUCTION 10 13
16 ACCEPTING SUPERIOR'S DIRECTIONS UNHESITATINGLY 1 1
52 RAPPORT WITH SUPERIORS 13 15
82 ABILITY TO PROJECT GOOD THINGS TO SUPERIORS 3 3
91 500D INTERDEPARTMENTAL RELATIONS 3 3
99 EFFECTIVE COMMUNICATCR 32 44
107 DIRECT APPROACH WITH OTHER DEPARTMENTS FOR INFORMATION 1 {
119 INFORMING SUPERIORS OF HIS DECISIONS 1 1
1.22 NEGOTIATING SKILLS 4 3

# indicates the response counted only once per manager.
## indicates the total number of respondents(subardinates) mentioning this as a strength of their bass.

20



TABLE =.4
STRENGTHS OF MANAGBERS ASE FERCEIVED BY THEIR SUBDRDINATES

Category 4:MANAGING SUBORLINATES ANMD HIS TEAM

CODE STRENGTH FREQUENCY* STATUS*
N=73 N=383
11 WILLINGNESS TO LISTEN 20 27
12 UNBIASED OR IMPARTIAL 3 3
13 DECIDING ON MERIT 2 2
14 LESS INFLUENCED BY EMOTIONS 4 3
13 BEARING 1 1
20 NOT VINDICTIVE 4 4
26 PROVIDING OPPORTUNITY FOR GROWTH 1 1
29 PROTECTS SUBORDINATES b b
30 ENJOYS EMPLOYEES CONFIDENCE 10 11
i DPTIMM UTILISATIDN OF AVAILABLE POTENTIAL 9 10
12 ENSURING PROPER DISCIPLINE 4 5
43 ABILITY TO WOTIVATE SUBCRDINATES/TEAM 43 9 -
47 EDUCATING SUBCRDINATES 9 10
48 GENUINE CONCERN FOR SUBORDINATES 17 2
51 ABILITY TO DEVELOP SUBORDINATES 9 9
54 UNDERSTANDING THE NEEDS OF SUBCRDINATES 14 2
35 USES PARTICIPATIVE APPROACH 7 8
37 REACHING SUBORDINATES DIRECTLY 2 2
a9 ALLOWING SUBORDINATES TO TAKE DECISIONS ON THEIR OWN 13 18
60 SHARING [NFORMATION WITH SUBORDINATES 4 L
63 APPRECIATES 600D SUGGESTIONS FROM SUBORDINATES 2 3
68 ABILITY TO MANAGE PEOPLE 3 3
70 PROVIDING ADEQUATE SUPPORT DURING CRUCTAL PERIODS 3 4
A EFFECTIVE PROJECTION OF HIMSELF AND HIS SUBORIDINATES 4 6
72 EASILY ACCESSIBLE 8 1
73 SIVING FREEHAND 8 13
92 TREATING EMPLOYEES WITH RESPECT 3 3
93 COOPERATING WITH SUBORDINATES 7 8

+ indicates the response counted only once per manager.
#+ indicates the total number Af respondents(subordinates) sentioning this as a strength of their boss.
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TARLE Z.5

STRENETHS OF MANAGERS AS FERCEIVED BY THEIR SUBORDINATES

|

ategory S:0THER LEADERSHIF QUALITIES

CODE STRENGTH FREQUENCY# STATUS##
N=T3 N=583
9 MEASLRING OR CALCLLATIVE 3 3
21 STRONG IN VALUES 2 2
23 ABILITY TO GET THINGS DONE 24 2
2 APPROACHABLE 2 2
32 DISCIPLINED LEADERSHIP 2 44
37 DYNARIC ? i1
39 CONCEPTUAL CLARITY 12 12
40 REACTING RAPIDLY TO DEVELGPMENTS 4 4
4 MAINTAINING A LIMIT IN ALL ASPECTS 2 2
49 PERSUASIVE TALKER 14 17
30 GOOD ANALYTICAL ABILITY Pal 49
33 MAKING OTHERS FEEL AT EASE IN HIS PRESENCE 3 4
54 DIPLOMATIC 3 3
b4 RESULT ORIENTED 18 22
65 ADAPTABILITY TO A GIVEN SITUATION 8 9
74 HARDMORKER 44 91
73 DESIRE FOR KNOWLEDGE/LEARNING 7 8
76 WILLINGNESS 7O INVILVE 11 11
77 INITIATIVE 14 18
79 COMMITTED 34 56
80 FORESIGHT 18 19
81 FLEXIBILITY 4 3
87 TASK ORIENTED 22 3
8% FROMPT ATTENTION TO PROBLEMS 2 2
90 ENDEAVOUR BETTERMENTS 8 9
935 SENSE OF HUMDUR 3 3
103 TACTFUL 7 7
109 UPTODATE INFORMATION 4 4
110 FUNCTUALITY 2 3
i1 ABILITY TO TAKEUP CRITICISM 3 3
113 HELPER 9 9
115 ENTERPRISING i {
116 INNOVATIVE \ 2 ]
118 PREACHING ONLY THAT HE PRACTICES t 1
124 DOESN'T ALLOW DUTSIDE INTERFERENCE 2 2
127 KEEPING OFF ICE POLITICS AT MINIMUM 1 1

# indicates the response counted only once per‘ manager.
#% indicates the total nusber of respondents(subordinates) eentioning this as a strength of their boss.
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TARLE Z.&
STRENGTHS 0OF MAMABERSE AS FERCEIVED RBY THEIR SURORDINATES

Category &:PERZSONAL CHARACTERISTICS

91)),3 STRENGTH FREQUENCY+ STATUS##
N=T3 N=383
! SOFT SPOKEN 3 5
10 KEEPS HIS CODL OR COOLMEADEDNESS OR TEMFERAMENT 34 3
17 TRUSTWORTHY OR CONFIDENTIAL 11 12
18 OPTIMISTIC 9 9
19 SELF-CONF IDENT 12 13
24 GRASPING POWER ' 9 9
3 AGGRESSIVE 4 4
3 INTELLIGENT 19 2
34 PLSHY 3 3
61 LOYALTY 17 2
62 SINCERITY 2 30
83 600D OR PLEASENT PERSONALITY 19 22
84 MATURITY 7 7
88 SPEAKS LITTLE 1 l
94 PATIENCE 12 13
101 600D MEMORY 9 10
104 ENTHUSIASH 7 7
104 BOLD/COURAGEDLS 3 t1
108 STABILITY 4 4
114 AMBITIOUS 4 4
113 ENTERPRISING 1 1
117 DETERMINATION b 9
120 SIMPLICITY 1 1
12t DOESN'T GIVEUF 2 2
123 PERFECT GENTLEMAN 3 &
123 600D HEALTH 1 2
124 NON-EGOISTIC 3 2
128 COMPROMISING 1 t
129 FATHERLY FIGURE 1 1

* indicates the response counted only ance per sanager.
# indicates the total number aof respondents(subordinates) mentioning this as a strength af their boss.
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Table A

Perceived Strengths of Managers

(only those mentioned by more than 50% of their subordinates)

St.
No.

Code No.
Manager

of

Strength

Frequency
{No. of

Percentag
of respaon

subordinates dents

mentioning
this)

— h i = R e - e e EE R e = = m MR MR e . - . = = = e ek e - v e e m —m m am mm fm s e = e am o e Y e e e an S A W A Ee e

10.

11,

12.

13.

14.

15,

16.

17.

17

20

36

40

43

45

48

51

55

72

48

50

12

&7

55

Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Technical knowledge
Accurate decizgion making
Adminiastrative skills
Good planning
Hardwarker

Herduorker

Hardworker

Digsciplined leadersghip

Ability to get things done

Good analytical abiiity

Concern for subordinates

24

64

73

62

80

67

75

a8

57

67

67
67

a2

67

67

67

54

67

Contd..



gt.
Na.

Code No.
Manager

Frequency
{No.

subordinates dents

mentioning

Percentage
of respan-

20,

21,

22.

23.

24,

67

18

63

44

63

15

56

this?
Aggressive 2
Aggressive 2
Task oriented 2
Patience 2
Courageous/Bold 6
Perfect gentlieman 2
Good health 2
Keeps coal/Cooclheadedness 2
Trustworthy or confidential 2
Keeps cool/Coolheadedness 4
Honest/Frank/0Open 3

25

67

67

67

&7

75

100

67

87

67

60



TABLE 5.1

WEAKNESSES OF MANAGERS AS FERCEIVED BY THEIR SURORDINATES

Category 1:TECHNICAL/TECHMOLOGICAL COMFETENCIES

Cape WEAKNESS FREQUENCY# STATLS*¥
N=T3 N=383
38 POOR IN TECHNICAL KNDWLEDGE 20 ol

# indicates the response counted only once per manager.
#* indicates the total number of respondents(subordinates! mentioning this as a weakness aof their boss.
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TARLE .2
WEAEMNESSES 0OF MAMAGERS AS FERCEIVED BY THEIR SURBORDINATES

Category Z2:MANAGERIAL COMFETENDIES

CODE WEAKNESS FREQUENCY* STATUS##
N=73 N=383
2 POOR DELEGATION 28 4,
6 POSTPONEMENT OF DECISIONS 20 i3
18 NON-PARTICIPATIVE APPROACH TO DECISION MAKING 20 27
19 EXCESS DELEGATION 8 11
A CLARIT! N OPRIORITIZING QBJECTIVES 1 1
4 Te, ™NCY TO AVOID PRCBLEMS 14 16
ke CONCENTRATING ON MORE THAN ONE ISSUE AT A TIME 3 3
41 POOR ORGAMISING ABILITY 11 11
A1 HASTY DECISIONS & 9
o3 NO FLANNING 26 32
b4 POOR TIME MANAGEMENT 13 2
57 LACK OF INNGVATIVE IDEAS 2 3
73 NON CLARITY ABOUT MANAGERIAL RESPONSIBILITIES 3 6
86 MANAGING CHANGE 2 2
101 TOD PROFESSIONAL 2 2
104 DOES'NT GIVE PROFER FEEDBACK 2 2
108 NOT GOOD AT RESOLVING CONFLICTS 2 3
t10 CUTS IN TO THE HIERARCHICAL LEVELS 3 3

]
[

113 DOES 'NT CONFRONT WHEN NECESSARY

* 1ndicates the respanse counted only once per manager.
#+ indicates the total number of respondents(subordinates) mentioning this as a weakness of their baess.
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TARLE 5.3
WEAKNESESES OF MAMAGERS &5 FERCEIVED BY THEIR SUBCEDINATES

Category ZiHUMAN RELATIONS COMPETENCIES

I

Cone WEAKNESS FREGUENCY* STATUS#+
N=T3 N=382
1 WEAK IN COMMINICATION 42 97
24 CLARITY IN COMMUNICATION 1 L
| 27 INTERFERSONALREL ATIONS-POOR 20 34
43 DOESN'T PUSH BEYOND A POINT WITH RIS BOSS 18 24
57 CAN'T FROJECT A TOUGH IMABE TO OTHER DEPARTMENTS 2 2
94 DOES'NT GIVE DUE RESPECT TO THOSE WHO DBOES'NT MATTER 2 2

[}
[a%]

113 DOESNT CONFRONT WHEN NECESSARY

# indicates the response counted only once per manager.
++ indicates the total number of respondents{subordinates) mentioning this as a weakness gf their boss,
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WEAEMNEISSES OF MAMAGERS AS FERCEIVED BY THEIR SURDRDINATES

Category 4:MANAGING SUBORDINATES ANMD TEAM

CODE WEAKNESS FREQUENCY  STATUGw
NeT3 N=383
T NON DISCRININATION DOWN THE LINE 4 4
9 DOES NOT MOTIVATE SUBORDINATES % 2
10 DOES NOT DEVELOP SUBORDINATES 19 2
1 NOT INVOLVED/ALOOF/COLD 19 3
1S GIVING FULL FREEDOM TO SUBORDINATES 5 6
16 TENDENCY TO BUY PEACE 8 7
19 EXCESS DELEGATION 8 i1
0 TOOFRANK/OPEN 13 17
2 INTOLERANT TO DISAGREEMENT DF HIS/HEK VIEWS 13 b
10 PLAYING ONE AGAINST THE DTHER 5 5
I INGELLTY TO PERCEIVE HUMAN NEEDS 14 16
12 EXPECTS SUBORDINATES TO CONSULT HIM/HER 2 2
3 TRUSTS FEN 14 20
35 NON-AVAILABLITY AT THE CFFICE 2 4
40 700 FRIENDLY RELATIONS b 8
4 DOESN'T FOLLOW LP | 5 5
47 BOASTING 10 10
48 CRITICIZING SUBORDINATES 19 8
S0 NEED TO BE TACTFUL 8 B
51 BIASED | 2 o
52 DOESN'T CARE FOR RULES AND REGULATIONS 4 :
53 TACES TIME T0 ESTABLISH RAFPORT _ 4 5
54 DOESN'T MAKE KNO OF HIS INTENTIONS 3 3
S5 DOESN'T SHARE INFORMATIONS 8 8

N DOESN'T KNOW PEOPLE INTIMATELY i {
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TABLE 5.4
WEAKNESSES. . .

CODE WEAKNESS FREQUENCY ¥ STATUS##
N=73 N=3583
b4 SUBORDIMATES DONT LIKE HIM/HER 2 2
I UNREALISTIC COMMITMENT 7 8
73 NOT A TEAM MAN 7 8
76 DEMORALISES SUBORDINATES 4 4
78 CLOSE SUPERVISION 1 1
81 CONCENTRATING ON WORK ONLY 1 1
8 CREATIING A HOSTILE ATMOSPHERE AROUND HIM/HER t 1
85 ONLY PREACHES 2 2
92 PASSES THE BUCE 4 &
93 AUTHORITATIVE/STRICT 7 10
78 TAKES HIMSELF THE CREDIT FOR THE JOB DONE { 2
100 INVOLVING TOOD MANY PERSONS IN DISCUSSIONS 2 2
103 FAILS IN ESTIMATING SUBORDINATES ABILITIES A b
106 DOES 'NT GIVE PROPER FEEDBACK Z 2
110 CUTS IN 7O THE HIERARCHICAL LEVELS 3 3
114 TOO MUCH VALUE TO PEOPLE 2 2
115 DOES'NT HELP SUBDRDINATES 3 5
114 DOES'NT TRUST . 1 3
117 MAKING SUBORDINATES RESPONSIELE FOR FAILURES 3 3
118 DEPENDING ON OTHERS 2 2
123 OVER PROTECTIVE OF SUBORDINATES { 1
124 EXPECTS PERFECTION IN WORK 2 2

127 TRUSTING PEOPLE -t {

+ indicates the response counted anly once per manager.
#t indicates the total number of respondents(subordinates) sentioning this as a weakness of their boss.
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TARLE 3.3
WEAKNESSES OF MANASERS A5 FERCEIVED BY THEIR SUBORDIMNATES

Category I:0THER LEADERSHIF QUALITIES

COe WERKNESS FREQUENCY+ STATLG*»
N=72 N=363
7 INDISCIPLINED & 5
12 SELFISH 3 13
13 NOT COMMITTED 11 14
16 TENDENCY TO BUY FEACE 8 7
17 . OVERDOING THINGS 14 ya]
20 TOOFRANK /OPEN 13 17
2 {IVER-CONF I DENT 6 8
B CLARITY IN PRIORITIZING OBJECTIVES 1 t
4 LOW PROFILE 7 7
ful INTOLERANT TO DISAGREEMENT OF HIS/HER VIEWS 13 3
AL TENDENCY 70 AVOID PROBLEMS 14 25
3 CONCENTRATING ON MORE THAN ONE ISSUE AT A TIME 3 3
3 LACKS COURAGE 20 23
43 70D FAST 2 2
1] POOR LEADERSHIP 19 27

[ ]

37 CAN'T PROJECT A TCUBH IMAGE TO OTHER DEFARTMENTS

55 NOT AGGRESIVE . 12 27

)  LOW ACHIEVER _ 5 5

5 CONCENTRATES ON ONE PROBLEM FOR THE WHOLE DAY 1 !

8 LACK OF INNQVATIVE IDEAS 3 3

B WEAK PERSONALITY 9 1

® TOO CAUTIONS ‘ 5 5

T POOR KNOMLEDBE - IN GENERAL \ 7 8
contd...
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TABLE 5.3
WEAKNESSES. . .
CODE WEAKNESS FREQUENCY®  STATUS#
N=T3 N=583
71 UNREALISTIC COMMITMENT 7 8
72 OVER AMBITIOUS 7 7
74 PERSONALITY DEVELGPMENT-NILL OVER THE YEARS 1 t
79 NON-METHODICAL 5 )
80 NOT WIDE RANGE OF INTERESTS t !
Bl CONCENTRATING ON NORK ONLY 1 1
BS  ONLY PREACHES 2 2
93 AUTHORITATIVE/STRICT 7 10
95 NOT DEPENDABLE 4 4
97 AT TIMES CONTRADICTS HIMGELF 2 2
99 LACKS CONFIDENCE 4 5
102 NOT ALWAYS PRAGMATIC 2 2
107 100 MUCH FATIENCE 1 3
{09 TOLERATES MIGTAKES 8 8
11 TOUCHY/EMOTIONAL 10 13
113 DOES'NT CONFRONT WHEN NECESSARY 2 2
120 LESS DYNAMIC t !
122 INFLUENCE OF FAMILY 1 !
124 FINDS EXCUSSES 1 1
{28 CONFINED MORE TO OFFICE t 2

+ indicates the respanse counted only once per manager.
#% \ndicates the total nusber of respondents(subordinates) mentioning this as a weakness of their boss.
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TABLE S.s
WEAKNESSES OF MANAGERS AS FERCEIVED BY THEIR SURORDINATES

Categaory S$31PERSONAL CHARACTERIGTICS

CODe WEAKNESS FREQUENCY* STATUS**
N=T3 N=383
4 NOT OFEN /HIDING FEELINGS 7 7
5 VERY STUBBORN 24 KA
7 INDISCIPLINED & b
B8 LAZY 12 15
11 NOT INVOLVED/ALOOF/COLD 19 43
12 SELFISH 9 13
14 INTROVERT 19 24
20 TO0FRANK /OPEN 12 17
21 SOFT HEARTED 24 42
2 OVER-CONFIDENT b 8
23 LCW FROFILE 7 7
34 LOOSING TEMPER/IMPATIENT 24 59
39 LACKS COURABE 20 fol
42 HAVING FRECONCEIVED NOTICNS 8 8
44 EXFECTS PRAISE 3 3
43 100 FAST 2 2
47 BOASTING A 10 10
33 TAKES TIME TO ESTABLISH RAFPORT 4 5
8 NOT AGGRESIVE _ 12 77
59 DOESN'T KNOW FEOPLE INTIMATELY 1 1
62 NOT SATISFIED » 3 3
&8 WEAK FERSONALITY - 9 1
contd...
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TABLE 5.5
WEAKNESSES. . .

CODE WEAKNESS FREQUENCY* STATHUS##
N=T3 N=383
72 OVER AMBITIOUS 7 7
77 NARROW MINDED 2 2
B8 SENSITIVE TD CRITICISMS 2 4
89 DOESNOT GO INDEPTH 15 21
90 DOESN'T REVEAL HIS/HER PERSONAL SIDE 1 1
94 FORBETFULNESS 2 3
97 AT TIMES CONTRADICTS HIMGELF 2 2
99 LACKS CONFIDENCE 4 3

"3

104 POOR MEMDRY

107 700 MUCH PATIENCE K bt
1t TOUCHY /EMOT IONAL 10 13
119~ ADAPTABILITY 1 {
120 LESS DYNAMIC { 1

% indicates the response counted only once per manager.
*+ indicates the total number of respondents(subordinates) mentioning this as a weakness of their bass.
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Table 6

Percelved Weaknesses of the Managers

(only those mentioned by more than 50% of their subordinates)

g1. Code No.
No. Manager

Weakness

Frequency
(No. of

Percentag
of respon

subordinates dents

mentloning
this)

- e e e e e m e e e e e e e e e e e A - e e ey M e e e R D e SR v e Ae en A M mm am A

1. 1

2. 2

3. 30
4. 31
S. 45
6. 2
7. 35
8. 38
8. 13
10. 24
11. 71
12. 50
13. 67
14. 23
15, 69
16. S0

Weak in communication
Weak in communication
Weak iIn communication
Weak In communication
Weak in communication

Not involved/Alonot

Not involved/Aloof

Not inveolved/Aloof
Loosing temper/Impatience
Loosing temper/Impatience
Loosing temper/Impatience

Does not motivate
subordinates

Does not develop
gubordinates

Tendency to avold problems
Not aggresgsive

Does not go {ndepth

ro

~J

60

&7

656

100

57

67

67

57

67

67

58

57

100
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TARLE 7.1
)
SURBTRDINATES SUGGESTIONS FOR MANAGERS

Category 1:TECHNICAL/TECHMOLOGICAL AREA

CODE SUGREST ION FREQUENCY+
N=73

4 SHOULD BE EXPOSED TO PROGRAMMES/COURSES 35

35 SHOULD BE PRODUCTIN ORIENTED B

69 SHOULD AIM FOR HIGHER EFFICIENCY {

* indicates the response counted only once per manager.
#+ indicates the fotal number of respondents(subordinates) mentioning the suggestion.

36

STATUS*»
N=583

70

10

1



COBE

]

15

18

26

40

43

M

TARIL &

7
7

v oa=

3
SURBIRDINATES SUGBESTIONS FOR MANAGERS

Category ZirAMAEGERTAL COMPETENCIES/SYSTEMS AREA

SUBRESTION

MUST DELEGATE

MUST GIVE PROFER FEEDBACK

IMPROVE DECISION MAKING ABILITY

SHOULD SPEND MORE TIME IN PLANNING

SHOULD DEFINE PRIORITIES

DEVOTE MORE TIME IN ADMINISTRATION

ENSURE THE RESULT FOR HIS RECOMMENDATION

SHOULD NOT FORCE DECISIONS

FROPER UTILISARTION OF RESOURCES

SHOULD IMFROVE TIME MANABEMENT

KEEP COMPANY'S OBJECTIVE IN MIND

AVOID TOO MUCH DELEGATION

# indicates the response counted anly once per manager.
#+ indicates the total number of respondents{subordinates) mentioning the suggestion.

37

FREQUENCY*

N=73
40

iL

29

10

10

[

19

~J

STATUS*+
N=383

&b

26

45

13

13

[ ]
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TARLE 7.2
S‘UEDF\!DINATE’S SIUGGESTIONS FOR MAMAGERS

Category IZiHUMAN RELATIDNS AREA

Cape SUGGESTICN FREQUENCY+ STATUGH#
N=T3 N=383

2 IMPROVE COMMUNICATION 43 %t

& SHOULD REDUCE HIS DEPENDENCY ON HIS BOSS 11 13

12 SHOULD IMPART KNOWLEDGE WITH HIS COLLEAGUES 6 7

17 IMPROVE INTERPERGOMNAL RELATIONSHIRS 43 B8

b MUST USE COUNSELLING TO RESOLVE THE DIFFERENCES & 7

19 LEARN TO SAY "NO" 4 4

41 SHOULD HAVE TOP MANAGEMENT SUPPORT 3 3

39 EXCHANGE IDEAS WITH FEERS,SUBORDINATES, CUSTOMERS 11 12

+ indicates the response counted only once per manager.
#* indicates the total number of respondents(subordinates) eentioning the suggestion.
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SUBEDRDIMNATES SUGGESTIONS FOR MAMAGERS

Category $:PMANAGING SUBORDINATES AND TEAM BUILDING AREA

CODE SUBBESTION FREQUENCY®  STATUSw
N=T3 N=583
1 MUST DELEGATE 4) 66
3 MUST GIVE FROFER FEEDBACK 2 2%
4 SHOULD IMFOSE DISCIPLINE 5 19
7 MUST LISTEN T8 ALL -INSTEAD OF A FEW 2% &3
8 MUST DEVELOP ALL -INSTEAD OF A FEW 5 3
9 SHOULD BE MORE COMMITTED 2 5
1 SHOULD ALLOW TO EXPRESS OPINIONS FREELY 2 3
14 HE NEEDS EFFECTIVE SUFPORT OF HIS SUBODINATES 3 3
2 PROJECT HIMSELF TO HIS TEAM AS STRAIGHT FORWARD 8 9
2 DEFENDING TEAM/SUBORDINATES 5 5
9 INSPIRE SUBDRDINATES/MOTIVATE 19 4
2 SHOULD NOT BE BIASED 5 2
3 SHOULD HAVE CONFIDENCE IN HIS TEAM 17 7
3 MUST USE COUNSELLING 7O RESOLVE THE DIFFERENCES b 7
% SHOULD DEVELOP HIS ABILITY TO UNDERSTAND SUBORDINATES 22 v
8 AVIOD COMPARING ABILITIES WITH SUBDRDINATES 3 4
50 SHOULD TREAT SUBORDINATES WITH RESPECT 13 18
52 SOCTABLE \ b 8
58 SHOULD BE AN EXAMFLE 1 1
59 EXCHANGE IDEAS WITH FEERS,SUBORDINATES, CUSTOMERS 1 12
80 CHANGE HIS BEHAVIOUR WHEN ENCOUNTERING LABOUR 1 1
b1 SHOULD NOT PASS THE BUCK ) 2
b2 SHOULD BE ACCESSIBLE ' ! 1
83 NOT BE TOC RIGID ON RULES ! !
74 BE LESS DEPENDENT ON SUBORDINATES i 1

+ indicates the response counted only once per manager.
#* indicates the total nuaber of respondents(subordinates) sentioning the suqaestion.



CODE

10

11

18

20

44

43

33

TABLE 7.

=

)
SUBDRDINATES SUBSESTIONS FDOR MANAGERS

it 3 Aares ey
_atagqaory

Ll b

SUGGEST ION

SHOULD BE MOWE COMMITTED

SHOULD TAKE INITIATIVE

SHOULD ALLOW TD EXPRESS OPINIONS FREELY

SHOULD DEFINE PRIORITIES

HAVE BRODER PERSPECTIVE

ABILITY TO FACE FROBLEMS

IMPROVE LEADERSHIP QUALITIES

SHOULD NOT BE BIASED

SHOULD BE FIRM IN HIS OFINIONS

BE MORE AGGRESSIVE

MAKING HIM TO LEARN TD APPROACH WITH CAUTION

SHOULD REDUCE EXCESSIVE PERSEVERENCE

SHOULD LEARN TO IMPLEMENT

SHOULD BE AN EXAMPLE

SHOULD BE ACCESSIBLE

\

S:LEADERSHIF QUALITIES

+ 1ndicates the response counted only once per manager.
¥ indicates the total number of respondents(subordinates) mentioning the suggestian,
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FREQUENCY+
N=73

2!

8

2

10

14

10

16

13

STATLS*+
N=583

25

(&)

13

16

11



SUBORDIMNATES SUBLESTENME FOR MANADERS

Cateqory aiFERSOMAL DHARADTERIST DS
CODE SUSRESTION FREQUENCY®  STATUS®x
N=T3 N=583
14 SHOULD MAKE HIS OWN “SWOT“ANALYSIS 3
3 10 CONTROL E&0 5 5
24 PATIENCE 25 Eh)
0 SHOULD NOT BET UPSET 5 7
32 SHOULD NOT BE BIASED 15 20
44 BE MORE AGGRESSIVE 12 17
87 SHOULD BE SYSTEMATIC B 8
St NOT TO BE TOD OVER CONFIDENT 3 3
52 SOCIABLE & 8
54 TAKE CARE OF HIMSELF s 5
58 SHOULD BE AN EXAMPLE | t
61 SHOULD NOT PASS THE BUCK 2 2
62 SHOULD BE ACCESSIBLE t 1
64 SHOULD PROJECT HIS IMAGE 4 4
65 SHOULD NOT BE DEFENSIVE 1 t
bé SHOULD TAKE EFFORTS TO IMPROVE HIMSELF ! {
&7 AMICABLE DISPOSITION 1 !
14! MUST UPDATE HIS KNOWLEDGE 5 5
72 MORE ALERTNESS : 3 5
73 MORE ENTHUSIASM 1 1
75 'MORE CREATIVE 2 2
74 STOP CARRYING TALES . t
7 CONTINUE THE G0OOD WORK | t 1
78 TRUSTWORTHINESS 1 1

* indicates the response counted. only once per manager.
#* indicates the total nusber of respondents(subordinates) sentioning the suggestion.
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