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Abstract
The overall objectives of this study was to examine the relationship
between demographic profile of respondents and organizational climate, leadership
styles and organizational climate, and the most preferred leadership styles perceived
by subordinates. Additional study also conducts to examine whether there is
similarities and differences in gender's leadership style (if any). In order to
understand the relationship of these variables, relevant theories and concepts were
reviewed and synthesized to form the theoretical and conceptual framework.
Sources of data gathered were leadership theories and organizational climate
theories that were incorporated into the research. The competitive framework by
Robert E. Quinn was put into studies to assist in logical thinking and has been
repositioned to match with the brain technology power. The theoretical framework
was set on demographic profile and leadership style as independent variable and
organizational climate as dependent variables. Leadership styles consisted of four
main styles of leadership namely human relationship, creative, goal oriented, and
conservative leadership styles. The demographic profile such as gender, age, level
of education, and experiences are included in this study. Organizational climate
comprised of integration, adaptation, goal oriented, and pattern maintenance.
The questionnaires have been produced through operationalized the reiterated variables frequently mentioned in the theories. The questionnaire has two
versions, English and Thai language. The questionnaire has been translated into
Thai language and user's friendly wordings have been ensured to be compatible
with respondent's literacy level. The objective of the questionnaire was to acquire
the subordinate's perspective on their supervisor's leadership styles and how such
styles implicated working climates' condition. The questionnaire consisted of thirtyeight questions was designed on the basis of the conceptual framework. The study
has been conducted in Human Resource and Administration Department, Thai
Airways International Public Company Limited, Bangkok. Two hundred and eighty
sets of questionnaires were distributed to respondents in the sampling frame.
Research methodology used for this research, Chi-square test for
independence and frequency tables was used in examining the correlation
relationships between respondents' demographic profile and perception on their
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supervisor's leadership style. Pearson correlation coefficient was used in finding
relationships between leadership · styles and organizational climates. Alpha
coefficient was used to analyze the reliability for all independent variables and
dependent variables. Finally, all research hypotheses were tested at 0.01 and 0.05
level of confidence.
The results of this research reflect that there is a relationship between
leadership style and organizational climate. It had reconfirmed competitive

framework of Robert E. Quinn on leadership style implication on organizational
climate. The research also showed that demographic profile had a significant
relationship with organizational climates. Research indicated that human
..
.' :...: •

relationship leadership style is the most preferred style perceived by subordinates.
One of findings of this study revealed that the top five critical factors for leadership
perceived by subordinates were that the leader should clarify plan, build team
morale, be innovative, be aggressive, and have sense of humor. Likewise, the least
five critical factors for leadership were that the leader should be competitive,
conservative, and close supervision. Leader should also focus on accomplishment
and supervise subordinates closely.

The conclusion that flowed from the findings was that it requires the leader
to balance all four styles in order to be an effective, efficient and competitive leader
in order to gain the competitive advantages for the organization. This can help the
organization to improve work performance, increase satisfaction level of
employees, and reduce job turnover rate.
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CHAPTERl
GENERALITIES OF THE STUDY
1.1 INTRODUCTION

The leadership and organizational climate always have a very close linkage
whether the organization is operating its activities in the social or economic fields. The

issue also remains equally important whether the organization is led by a man or a
woman. In this context it will not be an exaggeration to explain that the vision of the
leader provide direction to every operation of every organization. The effective and
efficient leader can lead operational activities toward the successful achievement of
organizational goal, and on the other hand an ineffective and inefficient leader can
miserably fail the organization to achieve its goal. Therefore, the role of a leader in an
organization is very crucial especially with regard to the creation and maintenance of
organizational climate. A leader can significantly contribute in lifting the vision of
every employee to higher sights, motivate them to achieve higher standards of
performance, and build their personalities beyond normal limits. On the contrary, a
leader can do just the opposite to it and in tum spoil every thing in the organization,
including organizational climate.

In this context, to make an overview of the concept of organizational climate
then it is find that it defines the nature, manner, and timing of various activities to be
performed in the organization. The organizational climate represents the set of shared
corporate values. It is also a set of implicit assumption that is agreed upon by all
members of the organization. It is a process of perceiving, thinking and reacting to
various environmental situations in the organization. All these elements of corporate
climate are directly related to the leadership styles of the concerned organization.

This has encouraged the researcher to investigate the relationship between
leadership styles and organizational climate. It has been already highlighted that now
organizational leadership is not the exclusive domain of 'men. ' Women leadership has
very fast emerged on the orbit of business operations. From this viewpoint, the
researcher proposes to · specifically highlight the role of 'women leadership' in
business with regard to organizational climate.

In the present times, the composition of workforce in industrial and business
organizations have significantly changed. The exclusively men-dominated workforces
have been substituted by workforces with several diversities. The minorities, including
women have entered the workforces of business organizations in a very big way. It is
interesting to note that 'women employees' share a big segment of minorities. Even
when their (women employees) number is now assessed then it can be seen that they
are not lagging far behind their counterpart of "men employees' segment." Now, the
role of women employees is not limited to certai.n traditional job assignments but they
have begun to hold non-traditional job assignments, including leadership positions. In
other words, women employees are no longer an enticing pool of occasional creative
talents but their fast trickling to executive positions is evident.

Therefore, it will be proper to claim today that women are just not passive
persons, who should stay at homes only and work behind the screen. The last few
decades of the twentieth century and the beginning of the third millennium have
witnessed many social and political revolutions that have significantly redefined the
roles and responsibilities of women in all spheres of activities - all most all over the
world, except very few highly conservative and traditional societies. At present,
globally women have begun to participate in all types of social-economic-political
activities that were earlier exclusively remained the domain of 'men.'

Now women have not only begun to effectively participate in social-economic
political activities but they have also begun to acquire positions at very high level and
status in organizational structures. They have begun to efficiently participate in
decision making and problem solving processes of highly delicate and sophisticated
issues. This significantly projects the changed status of women in global social system.
Clearly they are now not working behind the screen but enjoys in leading the society to
new directions of Third Wave.'

Several official statistical documents generated by various official international
organizations and national governments have highlighted new compositions of
workforces classified by gender. These documents have confirmed the changing
profiles of women participating in big way by holding very prominent positions. Not
2

only this, the number of working women has suddenly taken an unexpected upward
trend.
Thus, it will be highly significant to investigate the perception of employees
about the nature of 'women leadership ' and compare the impact of their ability with
'men leadership' with regard to the organizational climate.

1.2 OBJECTIVES OF THE STUDY

Following are the objectives of this research study:
1. To investigate the relationship between leadership styles and
organizational climate.
2. To identify the most preferred leadership styles perceived by
respondents.
3. To examine the relationship between demographic profile and
organizational climate.

1.3 STATEMENT OF PROBLEM
-' The leadership styles and organizational climate are two very important issues
for determining success or failure of any organization. It furthermore becomes more
important when most of the organizations are operating their business environment in
the framework of global economy. The organizational leaders need to prepare the
organizational resources (both human and non-human) to be able not only to face
global competition but also to gain competitive advantages over their competitors. And
the fundamental and basic requirement for this is the organizational climate. This
creates scope for investigating the impact of leadership styles on organizational
climate. /

The global economy has effectively introduced the concept of workforce
diversity. Today's industrial and business workforce is not exclusively composed of
male employees, but women also form a very significant part of it. This has been
enabled by the expansion of women education and social revolutions related to the
3

upliftment of women. Now, women are not only participating in business operations
with just traditional responsibilities but they are holding non-traditional job
responsibilities. The women have successfully reached to the top positions in the
organizational hierarchies. This creates scope for assessing and comparing impact of
men and women leadership styles on organizational climate.

Thus, following is the statement of problem for this research:

"What is the perception of employees about leadership styles and what is its
impact on organizational climate? Also to identify that what are the most and least
critical leadership factors that affects the organizational climate."

\\J

ly
()~

1.4 SCOPE OF THE RESEARCH

1. The research study focuses attention on leadership styles and organizational
climate.
2. The research will focus attention on 585 employees working in Human
Resource and Administration Department of Thai Airways International
Public Company Limited.
3. The study will concentrate on employees of Human Resource and
Administration, Thai Airways International Public Company Limited,
Bangkok.

1.5 LIMITATIONS OF THE RESEARCH

1. The present research is limited to the assessment of the perception of
employees working m the Thai Airways International Public Company
Limited, therefore, its findings can not be generalized for all other
organizations without specific considerations related to other organizations in
question in this regard.

4

St Gabr ief s Library, Au2. The present research is limited to certain specific variables related to the
leadership styles and organizational climate and therefore its findings can not
be generalized for the variables not included in this research.
3. The present research is limited to a specific time frame and therefore its
findings can not be generalized for all times to come without considering
specific factors related to other time frame in question.

1.6 SIGNIFICANCE OF THE RESEARCH

Today, except very few companies, most of the companies are struggling not
for their growth but for their survival in highly competitive global business
environment. The organizations with strong leadership and effective organizational
climate are able to survive as well as grow even in this difficult time. But the business
firms with ineffective and inefficient leadership and improper organizational climate
have miserably failed even to survive. Thus, the leadership style has become an
important issue for research as it significantly contribute toward creating and
developing organizational climate in any organization. Since this research is related to
this critical issue therefore it is expected to contribute to the

~

related body of knowledge.

Today, there is another critical issue that demands organized investigation
through researches. This issue is related to the assessment of the role of women as
'leader' in business organizations. This require an assessment of their abilities to
create, develop, and sustain organizational climate that will lead the organization not
only to survive but effectively grow in highly competitive business environment. It
offers scope to compare the abilities of men and women leadership styles to create,
develop and sustain organizational climate. Since this research is also related to this
critical issue therefore it is expected to contribute to the related body of knowledge.
It is expected that the findings of this research will contribute useful input of

literature to body of knowledge of related issues. It will also be able to generate useful
information for the industrial and business world.

5

1.7 DEFINITION OF TERMS

For clarity and uniformity of this study, the following terms as applied in the
research are defined as follows:
Leaders: It refers to the person who reflects the key attributes of leadership -

ideas, vision, values, influencing others, and making though decisions (Hell Riegel,
Slocum & Woodman, 2001).
Leaderships: It is the interpersonal influences, exercised in a situation and

directed, through communication process, toward the attainment of a specific goal or
goals (Tamebaum, Weschler & Masarik, 1961 ).
Organization: It is a structured social system consisting of groups of

individuals working together to meet some agreed-on objectives (Jerald Greenberg &
Robert A. Baron, 1998).
Climate: It refers to the feeling that is conveyed in a group by the physical

layout and the way in which member of the organization interacts with each other,
with customers, or with other outsiders (Schneider, 1990; Tagiure & Litwin, 1968).
Supervisor: It refers to the leader who occupies positions at the lowest

management level in organizations. Sometimes they even split their time between
supervising other workers and engaging in substantial technical tasks themselves.
Their distinctive role is to supervise management employees, while higher managers
primarily supervise other managers or supervisors below them. This means that
supervisors, not managers, are the point of direct contact with most employees (John
W. Newstrom & Keith Davis,1995).
Critical: It is characterized by careful analysis; state on which the issue of

things depends (Webster's New Twentieth Century Dictionary, 1983).
Human Relationship Leadership Style: It refers to leader's awareness of and

sensitivity to subordinates' interests, feelings and ideas (Quinn, 1988).
Creative Leadership Style: It refers to leaders who emphasize on insight

innovation and envision change (Quinn, 1988).
Goal Oriented Leadership Style: It refers to leader focused on the use of

close supervision, legitimate and coercive power, meeting schedules, and evaluation
work performance (Quinn, 1988).

6
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Conservative Leadership Style: It refers to leaders who tending to resist or

oppose change, cautious and maintaining status quo (Quinn, 1988).
Pattern Maintenance: It is urging conformity on the basis of common values

or stressing commitment to an issue; reinforcing values in the other person that will
lead to desired behavior (Robert T. Golembiewski, 1993).
Integration: It is urging conformity for the sake of friendship; citing the

desirability of belonging to a group of people who have already conformed (Robert T.
Golembiewski, 1993).
Goal Attainment: It is urging conformity for the sake of becoming more

powerful in the group; agreeing to follow a person's lead if he or she conforms (Robert
T. Golembiewski, 1993).
Adaptation: Urging conformity in exchange for material reward, service, or

information (Robert T. Golembiewski, 1993).

7

1.8 COMPANY PROFILE

Thai Airways International Public Company Limited is the national carrier
of the Kingdom of Thailand. It operates domestic, regional and intercontinental flights
rediating from its home base in Bangkok to key destinations around the world and
within Thailand. The company's share capital, authorised and fully paid, amounts to
14,000 million Bath and is owned, through the Thai Government, by the people of
Thailand. At the end of September 1998, total assets of the company amounted to
150,000 million Bath. In its operations, THAI has achieved profitability every year for
the last 34 consecutive years, since 1965. The over all objectives of THAI as stated in
the Company's Corporate plan are firstly, to develop and expand company business, as
THAI is a national flag carrier, to become one of the world's best airlines; secondly, to
promote Thailand as a gateway into the Asia-Pacific region; thirdly, to support
Thailand's tourism industry and finally, to maximise profit in order to raise funds for
human resource development and equipment necessary to achieve the above
objectives.
Thai Airways International was founded in 1960 as a joint venture between

Thailand's domestic carrier, Thai Airways Company (TAC) and Scandinavian
Airlines System (SAS) with the Scandinavian carrier initially providing a 30% share
capital of two million Bath. SAS also provided operations, managerial and marketing
expertise, with training assistance aiming at building a fully independent national
airline within the shortest possible time. Thai nationals, through training and
experience, were gradually able to assume full managerial responsibility and the
number of expatriate staff duly reduced until, in 1987, expatriates accounted for less
than one percent of staff based in Thailand.
On April 1, 1977, after a 17 - year capital participation partnership with SAS,
the Thai Government bought out SAS remaining 15 % holding and THAI became fully
owned by the Thai people.
In 1960, flights were inaugurated from Bangkok to 9 overseas destinations all
within the Asian region. Intercontinental services were launched in 1971, to Australia,
followed by flights to Europe in 1972, and to North America in 1980.

8

Thai Airw'ays futemational growth was greatly accelerated on April 1, 1988 as
a result of its merger with Thai Airways Company (TAC), the domestic airline, which
raised the Company's share capital from 1,400 million to 2,230 million Baht. Under the
Cabinet policy, as authorised by General Prem Tinsulanonda, Prime Minister at the
time, Thai Airways futemational would be responsible for commercial aviation, both
international and domestic. Thai Airways futemational can now rightfully be called
Thailand's only national carrier.
On June 25, 1991, Thailand Cabinet approved a resolution enabling THAI to
list its shares on the Stock Exchange of Thailand (SET). The resolution authorized
THAI to convert Baht 10.77 billion of retained earnings into capital, and increase its
capital by an additional Baht 3 billion with a first issue of 100 million shares. Of those
100 million shares, five million shares were reserved for THAI employees at par Baht
10 and 95 million shares were to be offered to the public.

The listing of THAI shares was commenced on July 19, 1991. By converting
retained earnings into capital and increased its share capital upon the Cabinet approval,
THAI registered share capital has risen from Baht 2,230 million to a total of Baht
14,000 million. This has made the total amount of THAI share listing to be the largest
in the history of SET. Moreover, THAI public offering of shares is the single largest
one ever undertaken in Thailand.
The main purposes in listing on the SET and offering shares to the public are to
obtain the additional funds needed in keeping the airline competitive edge in the
international market and to allow member of the general public and THAI employees
to become shareholders in this national flag carrier of Thailand.

Source: Annual Report 2000, Thai Airway futemational Public Company Limited.

9

Figure Ll: Organization Chart

Board of Directors

Management Bulletin No. 14/200
Effective February 20, 2001

I
President
Corporate Planning &

Standard & Safety

DD

Government Relations

Assurance

DY I Senior Vice President
Corporate Planning

DV

I

I'*

Vice President

~~IP

Senior Vice President

··-··''"·····························

Special Project
1

D2

IJ

I Vice President

I

I

>N

Executive Vice President

Vice President

D4

Vice Pmidont

D5

I

Vice President

it .................................................
L :........................................................................

D8 I Vice President

I

I

Vice President
D3

Crisis Management
& Infonnation Center

T

T

l

l'...,,

Customer Service

Operation

DG I Executive Vice President

DOI Executive Vice President

Commercial

. .o ...

OH•-••OOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOoOOOOOooooOooooo•••~ooooooo

,}

Government Relations
DZ

I

DJ

Technical
DT Executive Vice President

DE

I

Finance & Information

Human Resources &

I

General Administration

Executive Vice President

DB I Executive Vice President

',..., 'l

--

Marketing Planning
DR

I

Flight Operation

Ground Customer Services

Vice President

I

f--

DP Vice President

DKI Vice President

Line & Light Maintenance

Corporate Finance
DU I Vice President

DLI Vice President

Human Resource

I

DI Vice President

--

Marketing Development

Inflight Customer Services

& Support

DQ
DR

1

I

Vice President

Aviation Personal
'-----+

Development

I

'--

Comptroller

Heavy Maintenance

DMI

DF

Vice President

General Administration

I Vice President

I

DW Vice Preside~t

DX Vice President

Vice President

10
Subsidiaries & Investments

I

r!loro.n lb

M~H f"nmmP.rl".i~l

I

n~

,,,~ ........

o .......... ~A.:.-•

I

Fi.glire 1.2.:Itliiriali Ilesource ch.art··•.·•

l

Human Resources
DI

Managemel:ltBulletin No. 34/1999

Vice President

President Administration

IZ

I

IG

.. n
))

Division Manager

I

--

,...--...

IM

fl~

I
IW

Corporate Development

Director

Staff Ticket service

'

Welfare

n

,--., -

WD Director

Medical Office

~

IL

I

Department Manager

I Department Manager

(

~

W~

-'"":

-

;

I

I
Corporate Human
Resource Developwent &
Traininl!

~.::t

Personal relation

Department Manager

\

Department Manager

Career Development
&Research
WI

I Department Manage
.. """·

~

IW-W

I

Labour Relation

Welfare
ID-P

Division Manager

~

-~

I
Employment Services

~

IA

I

IF

Department Manager

I

:

.

Foreign Services

-

Division Mana!!er

Department Manager

WI-S
Salary & Personal

IA-R

-

Division Manager

Employment
IA-E

I Division Manager

IF-P

Division Manager

Personal Expatriates
Administration

IF-E

Division Manager

Library

Personal Services

I

I

ID I Division Manager
~.

Recruitment

Training Administration
& Services

\\
WI-L

Personal records
ID-RI Division Manager

Salary Administration

ID-~

Division Manager

Division Manager
11

I

Division Manager

~

~

~

CHAPTER2
LITERATURE REVIEW AND RELATED STUDIES
Chapter 2 presents a review of related literature on leadership style and
organizational climate. The particular characteristics and traits expressed by the leader
reflect their leadership style. The research has conducted in-depth study of the related
issues and has organized collected information on leadership style into two categories:
(a) task or goal orientation behaviors and (b) interpersonal orientation behaviors.
The Ohio State Studies (Fleishman, Harris, Burtt, Stodgill, & Coons, 1957),
and Fielder's (1967) leadership studies has helped the researcher to define and
elaborate the two dimensions, but these studies have not identified gender as an
important variable. The empirical studies have demonstrated that gender exerts
important and complex influences on career development. Further, researches on
women's career development have also significantly contributed new constructs and
new insights into career behavior. The researches have begun to converge on several
core themes and issues that have been previously absent from or underrepresented in
the literature, most notably the effects of gender role socialization, parental influences,
multiple role issues, and support and barriers on career orientation and career choice
(Fitzgerald et al., 1995).
Several researchers have accepted the importance of studying the critical issues
related to women's career development patterns and admitted that still there is strong
need to deal with this in a big way. In this regard it has been explained that however,
nothing has been so significantly contributed to the headway but begins to make an
understanding about women's career behavior, as advanced in theories development in
this field of knowledge (Hackett & Lent, 1992). Early research efforts were clearly
hampered by the lack of attention to gender-related issues within existing career
theories (Fitzgerald & Crites, 1980). As a result of critiques appearing in the literature,
theories were extended to more adequately account for women's career issues (e.g.,
Super, 1980), and theories from others areas within psychology were proposed and
applied to women's career behavior (e.g., Hackett & Betz, 1981). Debates also arose
and continue about whether existing career theories can ever be modified to thoroughly
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encompass women's experiences; some researchers strongly argue that the creation of
theories unique to women is required because of the singular and complex nature of
women's career development (Betz & Fitzgerald, 1987; Fitzgerald & Crites, 1980).
Such "gendered" theories (e.g., Astin, 1984; Betz & Fitzgerald, 1987; Fassinger,
1990), to use Fitzgerald et al.'s (1995) term, represent attempts to place women's
issues, and particularly gender, at the forefront of vocational theorizing. Currently,
research on women's career behavior is being conducted out of both frameworks,

theory application-extension and gendered theories; both foci appear to be useful at
this stage of development of the field (Hackett & Lent, 1992).
Earlier the main focus of studies was limited to only one segment of careerists.

It is confirmed in an observation that much of the past research on career development
has been conducted on groups of white men, although career experts now question its
applicability to development of career programs for women and racial and ethnic
minorities. Traditional models of career development do not take into account the
complex realities of women's career choices, preparation, and working lives (Fitzgeral,
Fassinger, & Betz, 1995). The succession of career behaviors for women is far more
complex than for men, because women frequently interrupt education and career
preparation in order to integrate work and family life. They also must strive to
overcome obstacles such as gender discrimination and sex stereotyping. Furthermore,
for many people, particularly low-income, the traditional concepts of vocational
decision-making and development are not that useful when their economic survival is

*

the main motivation for getting a job.

Limitation on young women 's career choices - Through gender role
stereotyping, girls and boys learn early which occupations are suitable for them, with
the result of limiting career choices and planning. In addition, girls suffer from limited
career awareness because they lack of information on nontraditional career choices,
particularly those related to mathematics, science, and engineering. From an early age
girls choose not to, and are not encouraged to, take courses in school that would
prepare them for careers in the fields. Low self-esteem, lack of female role models,
low parental expectations, stereotypes of scientists, and lack of hands-on experiences
in science all contribute to girls' development for negative attitudes towards math and
science (Bailey, 1992).
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Historically, men have been considered more tasks oriented than women,
focusing on organizing activities, meeting goals, and performing assigned tasks.
Women, on the other hand, are deemed to be more interpersonally oriented than men,
' focusing on the socio-emotional and attending to the well being of others. Women are
perceived to act in a more participate way (democratic) while men rely on autocratic
(directive) behavior. These perceptions have led researchers to question the presence
of gender stereotypes in leadership style.
Since last few decades the social perception about women has significantly
changed, but not completely. However, according to one observation a recent research
at the organizational level has shown that management jobs are still dominated by men
and that, given the option, many organizations prefer to hire or promote men into
administrative and management positions (Baron, Mittman, & Newman, 1991; Jacobs
1992; Pieffer & Davis-Blake, 1987; Tolbert & Oberfield, 1991).

2.1 Definition of Leadership Style

1.) Leadership is the process whereby one individual influences other group
members toward the attainment of group or organizational goals (Yuki, 1989).
This research literature also supports the hypothesis that leadership is important
to organizational success. A recent review of over fifty years of research in this area
determined that effective leadership is a key factor in organizational performance
(Motowidlo, 1992).
2.) Leadership in a group is the performances of those acts which help the
group achieve its preferred outcomes (Cartwright and Zander, 1968).
3.) The approaches and behaviors a manager use to influences others constitute
the manager's leadership style (David and Newstorm, 1989). Manager's leadership
styles result from their philosophies about motivation, their choices of decisionmaking styles and their areas of emphasis in the work environment whether they focus
on task or people.
The foundation for the "style of leadership" approach was the belief that
effective leaders utilized a particular style to lead individuals and groups to achieving
certain goals, resulting in high productivity and morale.
14
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Leader, Leadership, and leadership style are often used interchangeably and
differences are obscured. Leadership style typically refers to personal characteristics or
traits, which are consistent across situations, such as an attitude of optimism or
pessimism, assertiveness or passiveness, cautiousness or boldness, rigidity or
flexibility. Bass, Farrow, Valenzi, and Solomon (1975) identified five types of
management styles: direction, negotiation, consultation, participation, and delegation.
As a leader, the individual is expected to play a defined role within the group.
The role is defined by norms and expectations. Sherif and Sherif (1956) defined
leadership as a " . ..role within the scheme of relations and is defined by reciprocal
expectations between the leader and other members" as cited in Bass (1957, p.17).

2.2 The Features of Leadership Styles
Research on gender issues in leadership began during the 1950s (Bales, 1950;
Halpin & Winer, 1957). Bales (1950) used the results of his study on gender role to
distinguish task orientation and socio-emotional orientation for men and women
respectively. An analogy was developed between role differentiation in laboratory
groups and in families (Bales, 1950; Bales & Slater, 1955). Using the family as a
model, an assumption of researchers was that leadership styles of men would be more
tasks oriented, while women, in leadership positions, would emulate a more
interpersonal or social style. This predisposition was related to specific roles assumed
by men and women in family group.
Loden (1985) identified a masculine and feminine leadership style. Men
typically possessed qualities of competition, hierarchical authority, high control, and
unemotional and analytic problem solving. Women, on the other hand, lead by
cooperation, collaboration, lower control, and problem solving based on intuition and
empathy as well as rationality. Henning and Jardim (1977) attribute sex difference
behaviors to specific traits developed in early socialization.
The majorities of studies used standard instruments that measured task and
interpersonal orientation to determine leadership style. The instrument used most was
the Leader Behavior Description Questionnaire (Sashkin & Fulmer, 1985) ·that placed
task and interpersonal orientations on separate dimensions. The Least Preferred
15
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Coworker scale (Fielder, 1967) was also used extensively measunng a single
dimension with task orientation at one end and interpersonal orientation on the other.
The Leader Effectiveness Adaptability Description (Hersey & Blanchard, 1973) was
been used to determine leadership styles using a four-quadrant approach to
task/interpersonal relationship orientation.

2.3 Theories and Studies Related to Leadership
,,
...
.
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Why leadership is important? Leadership, in the practical sense of leading, is
important in that by leading effectively, the leader/manager can produce results
consonant with the shared goals and aims of the team, workgroup, committee or
organization. The theoretical concept of leadership is only important to the manager in
so far as it facilitates the achievement of these practical ends. The question thus arises
as to whether theories of leadership are adequate in the sense of being able explain all
aspects of leadership situations and therefore offer guidance as to how to lead
effectively. Certainly the more recent leadership theories have been primarily
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concerned with leadership effectiveness, though much of early work was concerned
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with leader emergence. If we were to lose sight of this earlier work, we might also lose

'

sight of the fact that not all leaders are managers and not all managers are leaders. It
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would appear that being a leader is only part of the armory of management skill.

*

2.4 Theories Regarding Leadership and Leader Characteristics

According to Moss (1988), there are many theories about leadership and
leadership characteristics. Six of these theories include:
I. Trait Theory: Leadership is based in biology. A corollary to this theory

states that some individuals are born with the capability to lead, while others are not
(Terry, 1986).

2. Power Theory: Leadership can be expressed as the exercise of po.wer or
the ability to make something happen (Kellerman, 1984).
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3. Ethical Assessment Theory: Leadership is a subset of power, but requires
leaders must be ethical in terms of the character of the leader-follower relationship
(Burns, 1978).

4. Vision Theory: Vision is the most critical ingredient of leadership. Leaders
must be able to conceptualize and articulate directions for human action (Tucker,
1981).

5. Situational Theory: Leadership is a matter of matching appropriate skills to
changing conditions (Blanchard, Ziganni, 1985).

6. Organizational Theory: Organizational theory perceives leadership
principally as a function of position and role in hierarchical organization. Leaders need
to be develop qualities and will make them and their organizations successful (Bennis
& Nanus, 1985).

2.5 Characteristics of Leaders
Kritsonis (1982) suggested that personal qualities of the administrator had the
most influence on success. Some of these qualities may be beyond the reach of
preparation and certification programs. He indicated that, according to Sergiovanni,
characteristics such as sense of mission, capacity to think, ability to conceptualize,
sense of judgment, commitment to job, ability to work effectively with others, sense of
purpose, knowledge of context and sense of purpose could be developed and polished
by formal education. Kritsonis agreed with Starrett on the use of the word leadership
as follows:
"A critical quality of any leaders is that he is profoundly
convinced that his vision of what ought to be could be has a
dramatic significance for the lives of those for and with whom he
works. He is caught up with drama and excitement of what he and
his subordinates are doing, and he communicates and shares them
with subordinates". (Kritsonis, 1982)
Trained administrators are not necessarily leaders. Several researchers have
suggested the following traits are necessary for a leader:
1.) Honesty: When leaders are honest with subordinates and subordinates as
well as other people.
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2.) Objectivity: When leaders are objective, especially in dealing with people,
h/she tends to gain the respect of others as being fair in both praising and reprimanding
when necessary.
3.) Delegation: Leaders should delegate both authority and responsibility for
tasks to subordinates who have demonstrated they are capable of completing the job.
Frequent progress reports allows the manager to maintain control of the situation.
4.) Feedback: Leaders are in communication with their supervisors to share
ideas, provide progress reports, receive feedback, and monitor the leader's support
base.
5.) Chain of Command: The Leader is always aware of the chain command in
an organization. H/she respects and adheres to good management principles regarding
the chain of command.
6.) Power: The leader should be aware of the limitations of his/her power and
should not exceed its bounds. A leader needs power in order to exercise his/her
leadership role, but must be careful not to overstep

th~

boundaries of this power as it is

the misuse of power that crates problems.
7 .) Teamwork: Good leaders must take risks. Know how to judge success and
failure. Successful managers are ones who know how to communicate effectively and
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respect and trust the people who work for them. Managers who fail lack interpersonal
skills and try to power game (Troisi & Kidd, 1990; Norton, 1988; McMurray &
Bentley, 1987; Lutz, 1986).
Troisi & Kidd (1990) emphasized that a good leader recognizes his/her own
leadership style and works within that framework. By accepting responsibility, being
politically aware, being consistent, and operation within the established power-base, a
good manager becomes a leader. A leader knows h/she cannot be all things to people,
and does not try to please everyone.
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2.6 Previous Studies Related to Gender's Leadership Styles
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1. Theory of Karsten (1994). Karsten (1994) offers a feminist view of
organizational culture. Such a culture would include the absence of hierarchy,
participative decision-making, few rules, lateral communication, interaction as the
mode of conflict resolution, power based on expertise not position, cooperation
teamwork, corrective rather than punitive discipline, ·and flexible schedules and
benefits. According to Karsten (1994), there is a narrow range of acceptable behavior
allowed for women managers. They must be tough hand independent (traditionally
masculine qualities), yet also feminine.
2. Theory of Tannen (1990). In her best selling book You Just Don't
Understand: Men and Women in conversation (1990), explains how females tend to
see the world as a series of individual connections while males more often see the
world as a hierarchical social order.
3. Theory of Powell (1993). There seem to be some difference in leadership
styles with men exhibiting more autocratic and women more democratic leadership
styles (Powell, 1993). The style difference corresponds to the male and female
approaches to organizational cultures described earlier, with women favoring more
participative decision-making than men do.
4. Theory of Rosener (1990). Rosener described sex differences in leadership
styles. According to her, a woman's leadership style is transformational and
interpersonal while a man's style is based on command and control. Women managers
promote positive interactions with subordinates; encourage participation, and share
power and information more than men do.
5. Theory of Helgesen and Lunneborg (1990). Their studies corroborate this by

.\

reporting that women leaders use collaborative, participative communication that
..

~

enables and empowers others while men use more unilateral, directive communication
in their leadership (Helgesen, 1990; Lunneborg, 1990). Such leadership styles
difference may be based on some basic communication style difference, which seems
to exit between women and men.
6. Theory of Case (1988). The studies found women manager's communication
patterns to be personal, facilitative, relational, and integrative while men managers
were assertive, authoritative, directive, depersonalized, and commanding. These
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communication differences parallel the difference to autocratic and democratic
leadership styles for males and females.
7. Theory of Grant (1988). Women managers bring unique communication
skills to organization, including hwnan resource skills of communication, cooperation,
affiliation, attachment, emotionality, and intimacy (Grant, 1988).
8. Theory of Abrudene and Naisbitt (1992). In mega-trends for Women: From
Liberation to Leadership, Abrudene and Naisbitt (1992) suggest that women's
leadership is characterized by an "command-and-control" model. Moreover, it is the
inspire-and-communicate model that is predicted to prevail in the 1990s.
9. Theory of Eagly, Karau, Miner, & Johnson (1994); Helgesen (1990); Loden
(1985). The feminine model of leadership includes typical transformational leadership
behaviors, for example, participator decision-making, collaboration, and quality
;:'. :;!,_~·
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interpersonal relationship between leader and subordinate (Eagly, Karau, Miner, &
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Johnson (1994); Helgesen (1990); Loden (1985).

'''"; -~.·

Eagly and her colleagues (Eagly & Johnson, 1990; Eagly, et al., 1995) suggest
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that gender differences vary according to the extent of gender congeniality. Gender

'.

congeniality is described as the "fit between gender roles and particular leadership
roles" (Eagly, et al., 1995, p. 129) The findings indicated that the use of task-oriented
leadership behavior by females and males varied to the extent of gender congeniality
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(Eagly & Johnson, 1990).
10. Theory of Carless (1998). Female managers report they use more
individualized consideration, enabling others to act, and encouraging the heart
compared to male managers (Carless, 1998). Female managers are more likely than
male managers to report that they take an interest in the personal needs of their staff,
encouraging self-development, use participative decision making, give feedback and
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publicy recognize team achievements (Carless, 1998). In summary, female managers
report they use more interpersonal oriented leadership behaviors compared to male
managers (Carless, 1998) .
11. Theory of Russell Reynolds Associates (1990). Studied of the leadership
styles of 164 low, middle, and upper level managers in Fortune 500 corporations. They
found sex difference in leadership style with women in line and staff position using a
leader style (visionary, solitary, charismatic, individual who crate change) ·compare to
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men who used a manager style (task oriented, empathetic, individual who stabilized
companies in face of change.
12. Theory of House, Howard and Walker (1991). The females in upper and
mid-level management positions used androgynous orientations, using a combination
of task and relationship leadership style orientation, compared to female low-level
managers who had feminine orientations and used primarily relationship oriented
leadership styles. Leaders evaluated as transformational move followers to go beyond
their self-interest to concern for their group or organization (Bass & Avolio, 1994).
13. Theory of Statham (1987). The theory found that women who delegate also
seem to stay somewhat involved, whereas for men, delegation implied independence
and complete autonomy.
14. Theory of Hersey and Blanchard (1988). The theory argues that "style and
expectations" are central to understanding organizational behavior. Leaders, followers,
supervisors, colleagues and the organization itself all have expectations and all have a
"style" that they use when interacting with others. Whilst these can change, many of
our expectations about the way people will behave in the role they perform by
observing habitual patterns. Equally, much of our role related behavior is habitual. For
organization to be effective, the expectations and style should be derived from the
organization's goals and objectives and be consistent. This does not necessarily mean
that all people in a given organization should be "clones"! Each role can demand
different styles and different expectations. Some role allow very little room for the
expression of their personal style and others have fewer formal expectations and so
allow greater expression of a person's style. For example, a regimental sergeant
major's role has a lot of expectations attached to it, with little room to express his
personal style. A manager in research and development is likely to be less bound by
expectations and more by personal style because the job required innovation and
creativity to be performed successfully. In looking at the role of the counselor in an
organization, there may overt expectation (e.g., that the counselor will be available to
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see people to try to help with their problems). There may be many more cover ones
(e.g., counselor rather than managers should visit people off sick with mental problems
because there better able to deal with them) and many covert ones which are simply
wrong (e.g. Pensioners can get loans from the benevolent fund). In terms of style, the

.

~
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organization imposes some constraints, but the nature of understanding and learning
about the competitive framework could allow a great deal of variation in style.
15. Theory of Quinn (1988) . Robert E. Quinn, in developing his second model,
took into account both the positive and negative effects of particular orientations. The
outer circle represents the negative aspects and some of the consequences of taldng the
inner circle's positive features too far. Quinn argued for a balanced approach by
incorporate the opposite quadrants, and indeed all quadrants where there was a need
for them. The lower right quadrant represents the human relation's model. Taken too
far, discussion and participation, commitment, the focus on morale and human
development tum into extreme pennissiveness and uncontrolled individualism. The
administrators are concerned only with employees, to the exclusion of the task. Quinn
referred to this negative state as the "Irresponsible country club". In the upper right
quadrant, the open system emphasis on insight innovation and change can also be
taken too far, resulting in disastrous experimentation. The drive for external support,
resource acquisition, and growth turn into political expediency and unprincipled
opportunism. The administrators place so much emphasis on having a competitive
advantage that they show no interest in continuity and control of the work process.
Quinn called this "Tumultuous Anarchy''. The upper left quadrant represents the
emphasis on goal clarification, regulation and authority. Taken too far, there is no
room for individualism, the boss has the final say and the emphasis on effort,
productivity or impact of service leads to perpetual exhaustion and burnout. Quinn
described this as the "Oppressive sweatshop". The lower left quadrant is called
"Frozen Bureaucracy''. The focus here tends to be on internal process. Again, if this is
taken too far, red tape seems to take over. Excessive measurement, documentation and
control tum into sterility. The emphasis is on stability, control and everything is done
"by the book". There is no scope for innovation.
16. Theory of Lynch (1984). Dudley Lynch has contribute the whole brain

which composed of I-Control (upper left brain); I-Pursue (lower left brain); I-Explore
(upper right brain); I-Preserve (lower right brain). The high performance of brain
functioning provides clarity on how one utilized the brain in particular situation,
especially for leaders.

.1·: · ~- ~ .

:/ :~ ~,;,\:.~-

Ii.

22

2. 7 Discussion of the Selected Sub-Variables
Female Leadership Style/ Male Leadership Style

Human

Conservative

Goal

Creative

Relation

Model

Oriented

Model

Quinn (1998)

Model

Model
Karsten ( 1994)

participative,
cooperate

-

team work
•.

interaction
Powell (1993)

Tannen (1990)

democratic

autocratic

leadership

leadership

style

style

individual

hierarchical

connection

social order

Rosener (1990)
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transformational

5

command
-
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HelgeSen (1990)

and control
empowers

~

directive

collaborative
Lnneborg (1990) & Personsel

authoritative,

assertive

Case (1988)

facilitative

directive,

goal-oriented

relational

depersonalized

integrative

commanding

Grant (1998)

cooperation
affiliation
attachment
emotionality
intimacy

Abrudene

msp1re

command

and

and

and control

Naisbitt (1992)

communicate
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2.8 Relationship of Leadership Styles and Organizational Climate
They used different approaches, which had different effects on group members'
performance and satisfaction. Among the most famous of leadership studies were
carried out by Kurt Lewin, Ralph White, and Ronal Lippitt. Beginning in 1938, a
series of studies of designed to investigate group functioning under experimentally
induced group atmospheres or social climates were carried out under the general
direction of Lewin, and continued throughout the 1950s.
White and Lippitt ( 1960) conducted one major study in the series at Iowa
Child Welfare Research Station. It involved four groups of 10-years-old boys
operating in a natural setting. Each group was a genuine hobby club, which met after
school and comprised five members. Each group's members has been matched on
characteristics such as age, personality, IQ, physical and socio-economic status, to be
as similar as possible. For adult leaders were rained to proficiency in the three
leadership treatments: authoritarian, democratic, and laissez- faire and shift from club
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to club every six weeks. The club met in the same placed and engaged in similar
activities (arts-and-crafts, primarily the making of masks) with similar materials.
White and Lippitt's (1960) research findings supported the following
generalisations:

I. Laissez -faire climate are not the same as democracy
(a) There was less work done in it, and poorer work.
(b) It was more characterized by play.
(c) In interviews, the boys expressed preference for the democratic leader.

2. Democracy can be efficient
(a) The quantity of work done in autocracy was somewhat greater .

..

(b) Work motivation was stronger in democracy as shown, for instance, when
leader left the room.
(c) Originality was greater than n democracy

3. Autocracy can create much hostility and aggression, as well as submissive
behavior
3.1 In one study, the autocratic group showed more dominant ascendance
(individual taking over behavior); much more hostility in a ratio of 30 to
(a) More demands for attention; more destruction of own property; and more
scapegoat behavior (aggression towards "innocent" and helpless members).
(b) In another study, the typical reaction pattern to the autocratic leader was
one of submissiveness.
(c) Autocracy can create discontent that does not appear on the surface.
(d) Four boys dropped out, and all of them did so during autocratic club period
in which overt rebellion did not occur.
(e) Nineteen out of 20 boys preferred their democratic leader.
(f) There was more discontent expressed in autocracy- even when the general
reaction was submissive - than in democracy.
(g) "Release" behavior on the day of transition to a freer atmosphere suggested
the presence of previous frustration.
(h) There was more dependence and less individuality in autocracy.
(i) There was more submissive or dependent behavior.
Conversation was less varies - more confined to the immediate situation.
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In the submission reaction to autocratic, there was an absolute (though
not relative) reduction in statistical measures on individual differences.
The observer's impression was that in autocracy there is some loss of
individuality.
3.2 There was more group-mindness and more friendliness in democracy.
(a) The pronunciation "I" was used relatively Jess frequently in the democratic
group.
(b) Spontaneous sub-groups were larger.
(c) Group-minded remarks were more frequent.
(d) Friendly remarks were more frequent.
(e) Mutual praise was more frequent.
(f) Friendly playfulness was more frequent.
(g) Readiness to share group property was more frequent.
The effects of changes in-groups size are, in tum, similar to the effects of
certain changes in leadership style. Each of these aspects of a group is often considered
to be an "independent" variable in reviews of the research literature on group
dynamics. Yet in relation to their effects on a group's ability to meet its functional
needs, the variables can be seen to be interrelated. If one compares the following: large
group vs. small group, authoritarian leadership vs. democratic leadership, centralized
(wheel) comn::iunication networks vs. decentralized (circle) communication. Networks
Group where members are in competition vs. those where members co-operate, the
major result is always the same. For large groups, authoritarian leadership, centralized
communication networks, and groups in which members are in competition, one finds
an increase in productivity coupled with low satisfaction for the average members.
Stogdill (1974) in his Handbok of Leadership provides two clues to understanding the
relationship between these "variables" in his summary of theory and research on
leadership, on that "large groups make grater demands on the leader" and the other that
in a large group it is "more difficult for a randomly selected member to acquire
leadership." Thus the grater demands on the leader in the large group tend to make the
person more authoritarian and use a more centralized communication network. The
members in tum are in competition for the scarce resources of the group including the
attention of the leader and the reward that come from sharing the leadership position.
Although one can vary leadership style, communication network, and mode of
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reaching the individual and group goals without changing the actual size of the group,
one cannot vary group size without having an effect on the other three variables. In
terms of four functional problems an increase in-group (or a comparable change in
leadership style, communication network, or mod of interaction) tends to: .
(1) reduce members' feeling of identity with the group and commitment to its values,
(2) provide a greater pool of skills and resources so that the probability of finding an
elegant solution to the problem may be greater although the average member
contribution may be less,
(3) require a clearer definition of the norms and a great degree of role differentiation if
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the group is to make the best use of its resources, while group solidarity is more
difficult to maintain,
(4) require more control on the part of the leadership to co-operate the role activities of
the members as they use the resource to reach the goals that are consistent with the
values of the group.
Most Theories of interaction, especially of those leadership, only dealt with
behavior in the positive, forward, and upward part of interpersonal space. Little
attention was paid to negative or submissive behavior. For example, Golembiewski
(1965) noted that following Stogdill (1974), three dimensions were often found in
previous studies: individual prominence (upward), aiding group attainment (forward)
and sociability (positive). Since all leaders were upward by definition, leadership
theories usually presented typologies of leaders in terms of the extend to which a
leader shows a concern for production (forward) and a concern for people (positive).
Most Group theory measures from zero to forward and zero to positive. There is no
description or measurement of either backward or negative behavior.

Blake and Mouton's management grid is as example (Blake, Mouton, and
McCanse, 1989). They describe six styles of management behavior based on
combinations of two factors, measured on scales of low (score 1) to high (score 9).
Four of the styles are represented at the corners of the square grid as combinations of
high or low concern for people and concern for production (1,9; 9: 1; 1: 1; 9:9). A fifth
style is represented by a point in the middle of the grid (5,5), where the concerns are
balance. A sixth style is paternalism, a combination of the 1,9 and 9,1 styles.
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The Slocum-Hellriegel Model -- The Slocum-Hellriegel Model clssifies
cognitive style on two dimensions: the ways in which information is gathered
(sensation versus intuition) and the ways in which information is evaluated (thinking
versus feeling).
The Driver Model. Michael Driver, at the University of Southern California
developed a two-dimensional classification of cognitive style. One dimension is the
number of alternatives generates -single versus multiple- and the other amount of
information used -moderately low (satisficing) versus high (maximizing). The
resulting four basic cognitive styles are as follows (Driver, 1988). Decisive on a small
amount of information is used to generate a good enough decision. Once a decision is
made, it is a final. This style favors speed, efficiency, and achievement of results. It
may be too rigid and simplistic, but it is dynamic, strong, and reliable. Flexible
(multiple alternatives/low information), also employs a minimal amount of data to
reach a decision. However, it continually absorbs data and generates new solutions as
needed. Adaptability as well as speed and efficiency are prized. It is strong in intuition,
getting along well with others, and rolling with the punches; yet it can be shallow and
indecisive as well. Hierarchic shows a very high use of available information to
meticulously generate one best solution. Then the solution is often implemented using
an elaborate contingency plan. It utilizes rigor, precision, and long range planning, but
may also be dogmatic and over controlling. Integrative (multiple alternatives/high
information), uses a large amount of information, but simultaneously generates a
number of possible solutions for implementation. There is a tendency to rely on
creative synthesis rather than pure logic. It is highly inventive, emphatic, and cooperative, yet it can be too complicated and wishy-washy.
A number of leadership theorists have proposed different taxonomies of
decision procedures, and to date there has been no agreement about the optimal
number of decision procedures or the best way to define them (Tannenbaum &
Schmidt, 1958; Vromm & Yetton, 1973). The four decisions procedure can be ordered
along a continuum ranging from no influence by other people to high influence. Some
researchers differentiate between sub-varieties of these basic four procedures. For
example, Tannenbaum & Schmidt (1958) distinguish two varieties of autocratic
decision, one in which the leader merely announces an autocratic defection ("tells"
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style), and the other in which the leader uses influence tactics such as rational
persuasion ("sell" style). These writers also distinguish three varieties of consultations:
( 1) the leader presents decision made without prior consultation, but is willing to
modify it in the face of strong objection and concerns;
(2) leader presents a tentative proposal and actively encourages people to suggest
ways to improve it; and
(3) the leader present the problem and asks others to participate in diagnosing it and
developing solution but then makes the decision alone. Vroom and Yetton (1973)
distinguish between consulting with individuals and consulting with a group.
The distinctions among decision procedures are useful but it reminds us that it
is important between overt procedures and actual influence.

2.9 Definition and Features of Organizational Climate
Many organizations are movmg from autocratic to democratic styles of
management. We can expect that women's people oriented and collaborative skills will
become more valuable in participate organization (Carr-Ruffino, 1993). As
organizational decentralized, hierarchy becomes less prevalent and feminine skills
related to teamwork become more necessary (Asplund, 1988).

*

2.10 Theories Related to the Organizational Climate

*

Since the late 1980s there has been an upsurge of reviews of work group
research. These reviews include (Hackman (1986; 1987) and Sundstorm et al. (1990).
Hackman's proposition that a good outcome on the interaction of enabling
conditions would be all exploitation of favorable performance condition. Hackman's
(1987) adoption of the socio-technical school's definition of good performance as "the
joint optimism of social and task goals" (1992), examples of the current
understandings of what is good performance. But how are groups to know when such
optimization has occurred? They probably do not. What groups often have access to
are judgements from their constituents as to whether the group outputs are adequate.
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The importance of managing this access which external constituents is highlighted and
reviewed by Sundstorm et al. (1990). However throughout the literature, it is almost as
if there is a shared understanding of what is good performance.
1. The theory of Couch (1960). The studies focus on social interaction of a

group. The study state that there is upward of social interaction, on in another aspect
dominant and submissive aspect. Secondly the social interaction could be both friendly
and unfriendly climates, in which looking at the positive and negative aspects. Third,
the climates of the group could be both expressive such as joking and laughing and
also to another extend, the serious circumstances. Couch further added that the
organization could positively .conform into a group or negatively result in anticonforming. The climates
interaction, Couch

~f}~e

group could also be rigid or flexible. In the social

alsojfl~~q)~rate whether the group environment apply intelligence
....•};::;~:.->;.·

problem solving ~.Q!)ify;\yvhich promote efficiency and effectiveness.
..:··l''·.l :. ,.i.\...-· ·.·

2. Th.·::J"
e.9~?'0('.Parson (1961). Functional theory was developed primarily by
Parson to apply to large social system (Parson, 1961). However it could be used for the
analysis of behavior in small group (Hare, 1983). Functional theory describes four
basic functions that must be fulfilled for any social system of small group to survive.
There must be a set of value defines the overall meaning and general patterns to be
follow in-group activities:
( 1.) (L) Commitment to the basic values and overall propose of the group
(2.) (A) Acquisition or development ofresources
(3.) (I) Defining roles and developing sufficient level of morale
(4.) (G) Carrying out specific group activities, co-ordinated by leadership
As part of functional theory, Parson suggests that the four functional areas can
be ordered in a cybernetic hierarchy. The function providing the most information is at
the top and the dysfunction providing the most energy is at the bottom. In this case, the
values (L) determine more of the variance in the group's activity than the roles and
level of morale (I). Roles and morale are, in turn, more important than co-ordination,
through leadership (G). The least important are the resources (A). Thus the cybernetic
hierarchy takes the form L-I-G-A.
3. Theory of Hare & Blumberg (1988). The theory reflects the contributions

of many people from social psychology, anthropology, and the theatre (Hare and
Blumberg, 1988). Goffinan, who contributed many insights into the process involved
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in the "presentation of self in everyday life especially in informal teams (Goffinan,
1959).

Critical Analysis: The categories of task activities from a dramaturgical
perspective parallel those of functional theory. In the order in which a .group would
typically deal with them, the tasks are:
1.) Developing an actable idea (functional area L)
2.) Staging by locating or constructing an action area and providing props,
costumes, and other necessary equipment (functional area A)
3.) Recruiting the actors, if they are not already involved in the development of
the actable idea, and training them for their roles (functional area I)
..

4.) A period of enactment when the "play" is performed under the supervision
of the director ((functional area G)
5.) A final phase when new meanings are assessed for the action and the
audience (functional terminal area L)
4. Theory Thibaut, Kelley et al (1959, 1987). In exchange theory, social
interaction is viewed as the exchange of material and nonrnaterial goods and services.
Major contributors to the theory include Thibaut and Kelly (1959), Homans (1961),
Blau (1964), and Emerson (1976), with morerecent contributions having been made by
Gergen, Greenberg, and Willis (1980) and Cook (1987). For the analysis of interaction
in terms of exchange, a category system can be used based on the work of Longabaugh
(1963; Hare and Mueller, 1979). Longabaugh identified six modalities of exchange:
seeking, offering, depriving, accepting, ignoring, and rejecting. In his article reporting
his observations of mother-child interaction, he divided the content of the exchanges
into four categories: information, control, comfort, and esteem.
At the social system level, Parson identified the four media of exchange as
money (A), power (G), influence (I), and comrnunjcation (L); Effrat, 1968). In the
small group, in A area, facts, goods, or services are usually exchanged rather than
money. Blau (19.6 4) describes six types of rewards in a table with two rows and three
columns are a mix of functional types. The two intrinsic rewards are personal
attraction (I) and social acceptance (I), the intrinsic rewards are social approval (L) and
instrumental services (A), while the unilateral rewards are respect-prestige (L) and
compliance-power (G).
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5. Theory of Bales et. al (1970, 1979). New field theory (SYMLOG) has been
developed primarily by Bales (1970; 1988; Bales and Cohen, 1979; Polley, Hare, and
Stone, 1988; Hare, 1989). The acronym SYMLOG stands for a system for the multiple
level observation groups. The system provides for an analysis of the images that guide
interpersonal interaction at the level of the individual, group, situation, and society, as
well as in fantasy. The system assumes that there are three basic dimensions
interpersonal behavior and values: upward (dominant) versus downward (submissive),
positive (friendly) versus negative (unfriendly), and forward (accepting the taskorientation of established authority) versus backward (opposing the task-orientation of
established authority).

Critical analysis: Bales's first two dimensions of interaction are the same as
those identified by Peabody and Goldberg (1989). Bales's third dimension is actually a
fusion of the third and the forth dimensions of Couch (1960), which are similar to
those of Peabody and Goldberg. Bales has developed.

2.11 Critical Analysis/Discussion of Organizational Climate and the
Selection of the Generic Set of Sub-Variable
The fundamental idea in functional theory is that groups, whether small
discussion groups or whole societies, if they are to survive, must met four basic needs:
(L) the member must share some common identity and have some commitment to the
values of the group; (A) they must generate the skill and resources necessary to reach
the group goal; (I) they must have rules that allow them to co-ordinate their activity
and enough feeling of solidarity to stay together to complete the task; and finally (G)
they must be able to exercise enough control over their membership to be effective in
reaching their common goal.
The formal names of AGIL categories are Adaptation, Goal-attainment,
Integration, and Latent pattern maintenance and tension management (or simply
pattern maintenance). These same terms, more frequently their first letters, A, G, I, and
L, will be used throughout the term. The term "adaptation" does not precisely fit the
present definition of this category. In Parson's description of a social system the
"adaptive" area was the area in which the system related or "adapted to the outside
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environment or to other systems." In the present definition the emphasis is on the
production of resources for internal use.
The relatively long title of the "L" sector of "Latent pattern maintenance and
tension management" has several ideas packed into it. The central idea .is that every
group needs a set of values and that a pattern of activity must be maintained in line
with these values if the group is to have integrity. The tenn "Latent" appears because
members of most groups only have face-to-face meetings occasion. During this period
the group is "manifest." However, during the periods between meetings the group is
"latent." Thus the process pattern maintenance must be strong enough not only to set
general guidelines for the group while the members are present but also to provide
..

enough commitment so that the members will return for the next meeting. The idea of
"tension management" is included in the title because too much tension, especially that
associated with the success or failure of work in the "G" area can dissolve the group if
the tension is not managed. In general, Any activity that has to do with the initial
selection of members for the group, their initiation into the rights and duties of
membership, and their commitment to the group activity falls in the "L" area.
The large social system, such as a nation, the four categories (AGIL) 1s
represented by the economic, political, legal, and familiar and religious substructures.
For each of these substructures there is a generalized medium of exchange (money,
power, influence, and commitments) a value principle that guides the action in this
area (utility, effectiveness, solidarity, and integrity), and a standard of co-ordination
for activity (solvency, success, consensus, and pattern consistency).
Thus an activity that seems to be primarily economic such as raising money to
be used for the general purpose of the group, where the focus is on utility with a
concern for solvency, would be classified in the A or Adaptive sector. In contrast, an
activity that seemed religious or familiar, that had to do with forming basic
commitments to the group, was concerned with its integrity, and was related to the
consistency of its pattern of activity over time would be classified in the L or Pattern
maintenance sector.

In the similar way the other activities of a group would be

classified as related to other two functions, Integration or Goal-attainment. The content
of each sector as it would appear in a small group is given in the set of functional
categories of small group analysis.
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2.12 Selected Generic Set of Sub-Variable

After analyzing important theories by Parson (1961), Hare and Blumberg
(1988), Thaibaut, Kelly et. al (1957, 1987), and Bales et. al (1970, 1979), the
researcher has developed following table to highlight sub-variables of this research.

Table 2.12: Table of Generic Set of Sub-Variable
Theories of

Variablel

Variable2

Variable4

Variable3

-

Organizational
Climate

Theory of

Latent Pattern

Adaptation (A)

Integration (I)

Goal

Parson (1961)

(L)

Theory of Hare

Actable Idea

Locating

Train for role

New meanings

and Blumberg

(I)

necessary

(I)

are assessed

Attainment (G)

(1988)

(G)

equipment (A)

Theory of

Respect

Instrumental

Social

Compliance

Thibaut, Kelley

Prestige (L)

services (A)

Attraction (I)

Power (G)

et. al (1957,

!:'.---=--1

' S;::,

1987)
Theory of Bales

Pattern

et. al (1970,

Consistent (L)

1979)

Solvency (A)

~1

Consensus (I)

,

~c-,\'fo@

~n
-.:t

,.l-

V/';j

34

Success (G)

CHAPTER3
RESEARCH FRAMEWORKS
3.1 Introduction
The sex difference in leadership style has been studied extensively. Gutek
(1985) offers a sex-role spill over for why women receive discrimination in the fonn of
fewer pr_omotions in the workplace. Traditional expectations may limit women's roles
and opportunities in the workplace. Seeing women in sexual terms, a traditional way
for men to perceive women, might receive in her competence being overlook. To be
successful in most organizations, women are expected to assimilate into masculine
organizational cultures (Rizzo & Mendex, 1990). In 1989, business students described
a good manager in mostly masculine terms (Powell 7 bterfield, 1989). Most studies of
hiring for managerial jobs have found a preference for male applicants (Powell, 1988).
Some studies show that even female subordinates prefer male managers (Haslett, Geis,
& Carter, 1992). One study showed that even liberal women reported that they felt less
comfortable working in female-led groups than male-led group (Egly, 1988).
Male managers have the freedom to be masculine, since organizational cultures
and management principles are based on male norms. There is not much pressure on
male managers to project a gender-appropriate image and to monitor their behavior.
Research shows that subordinates prefer gender-appropriate behavior from their
managers (Stratham, 1987). This means that they expect female managers to be
feminine and male managers to be masculine. For women, however, there is a
dilemma. Women managers are expected to conform to sex appropriate behavior and
thus to act feminine. Yet, workplace organizations operate on masculine assumptions
and good managers are seen as displaying masculine oriented behavior such as
competitiveness, aggression, and independence. One study showed that women leaders
who did not confonn to sex roles stereotypes suffered dislike, hostility, and reprisal
(Buder & Geis, 1990). Dobbins and Platz ( 1986) conclude that male leaders are rated
as more effective than female leaders when studies are done in laboratory settings.
This may be because in laboratory research, respondents rely more on stereotypes to
form their evaluations.
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Eagly and Johnson ( 1990) found that subordinates evaluate male and female
leaders as equally effective. Haslett, Geis, and Carter (1992) claim that women are less
likely to be hired for leadership and managerial positions than equally qualified men
are. So we can conclude that there may be some differential evaluation -of male and
female managers, though judgment of women and men in the actual workplace seem
more equitable than judgments make in laboratory studies.
Traditional conceptions of organizations seem to suggest that organization are
rule-governed, rational, and gender-neutral, an increasing number of communication
scholars argue that ·''the prevailing (organizations) context within which women and
men communicate is dominated by male values and forms" (Marshall, 1993).

3.2 Theoretical Framework
This study has used the model of Quinn (1988) and the functional Theory of
Hare et al. (1978, 1986) as the theoretical framework for the study of leadership styles
and organizational climate. Furthermore, the male and female leadership styles
benchmark from the international studies environment setting during 1988-1993 of
various studies have been incorporated as to understand what type of leadership styles
male and female leader utilized.
The framework of leadership style consists of 4 quadrants. The upper left
quadrant was goal-oriented leadership styles. The lower left quadrant was conservative
leadership styles. The upper right quadrant was creative leadership styles. The lower
right quadrant was human relationship leadership styles. As to be consistent with the
leadership framework, the group's climates model of Parson (1961) has been placed
according to framework of Quinn (1988). The upper left quadrant was adaptation. The
lower left quadrant was integration. The upper right quadrant was goal attainment. The
lower right quadrant was latent pattern.
The researcher in this study has incorporated the theory of organizational
climate by Hare et. al. Into the framework. The organizational climates will provide
with the understanding of how particular leadership styles will result in particular
organizational climate. The balance utilization of leadership styles required to acquire
the most efficient organizational climate. Too much utilization of any particular styles
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will create the negative organizational climate rather than the positive one. A
utilization of leadership of leadership styles, mainly the four styles will help the leader
obtain the efficient organizational climate. The researcher has incorporated the whole
brain performance theory conduct by Lynch (1984) to acquire the most accurate
concept of how particular style utilize by which brain side. The competitive leadership
style framework of Quinn (1988) has been reposition as to be consistent with the brain
functioning quadrant. The quadrants that have been reposition are upper and lower left
quadrants and lower right quadrant. The upper left quadrant has been reposition s !Control or conservative leadership styles. The lower left quadrant has been reposition
as I-Pursue or goal oriented leadership styles. The upper right quadrant has been
maintained as I-Explore or creative leadership styles. The lower right quadrant has
been reposition as I-Preserve or human relationship leadership styles. The observation
from the theory contributed by Quinn (1988) and Lynch (1984) provide with the
understanding of leadership styles and which quadrant of the brain is functioning such
particular styles. The researcher then obtained the various authors' studies subject to
male and female leadership styles and plotted into the diagram accordingly. It is
obvious that male utilize most of their left-brain; while female utilize more of right
brain. To reiterate the plotting, the gender's leadership styles benchmark from
international authors studied during 1988-1993.

3.2.1 Framework of Organizational Climate, Hare et al. (1978, 1986)

•

Pattern Maintenance (L)
(+) Urging conformity on the basis of common values or stressing commitment

to an issue; reinforcing values in the other person that will lead to desired behavior.
(-) Giving negative reactions to values in the other person that will lead to
nonconforming behavior.

•

Integration (I)
(+) Urging confonnity for the sake of friendshiVi citing the desirability of

belonging to a group of people who have already conformed.
(-) Withdrawing or threatening to withdraw friendship or positive regard;
indicating that a person may be rejected by other group members if undesired behavior
continues.
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•

Goal Attainment (G)

(+) Urging conformity for the sake of becoming more powerful in the group;
agreeing to follow a person's lead if he or she conforms.
(-) Attempting to be coercive by blocking path to goal or by citing the opinion
of someone who might be expected to have power over the other person.

•

Adaptation (A)
(+) Urging conformity in exchange for material reward, service, or information.
(-) Seeking to discourage nonconformity by denying, inhibiting, or information.

(See Figure 3.1)

Figure 3.1: Organizational Climates Framework, Hare et al. (1978, 1986).

L

A

Positive Climates: Patent
Maintenance

Positive Climates: Adaptation

Negative Climates: Lack of
Adaptation

Negative Climates: Lack of Patent
Consistent

Positive Climates: Goal Attainment

Positive Climates: Integration

Negative Climates: Lack of
Integration

Negative Climates: Lack of Goal
Attainment

I

G

Source: Hare, A. Paul and Naveh, David, "Conformity and Creativity: Camp David,

1978," Small Group Behavior 17 (1986). Reprinted by permission of Sage
Publications, Inc.
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3.2.2 Framework of Lynch (1984).

Dudley Lynch has contributed the whole brain functioning which composed of
I-Control (upper left brain); I-Pursue (lower left brain); I-Explore (upper· right brain);
I-Preserve (lower right brain). The high performance of brain functioning provides
clarity on how one utilized the brain in particular situation, especially for leaders.
Lynch's model framework is consistent with Quinn's model. The only differ is the
position. I-Control is the conservative leadership style; I-Explore is the creative
leadership style; I-Pursue is the goal oriented leadership style; I-Preserve is the human
relationship leadership styles. Quadrant upper-right, lower right and lower left need to
be reposition for consistent.

3.2.3 Framework of Leadership. (Quinn, 1988)

In developing his second model, took into account both positive and negative

effects of particular orientations. Quinn argued for a balanced approach by incorporate
the opposite quadrants, and indeed all quadrants where there was a need for them. The
lower right quadrant represents the human relation's Model. Taken too far, discussion
and participation, commitment, the focus on morale and human development tum into
extreme permissiveness and uncontrolled individualism. The administrators are
concerned only with employees, to the exclusion of the task. Quinn referred to this
negative state as the "Irresponsible country club". In the upper right quadrant, the open
system emphasis on insight innovation and change can also be taken too far, resulting
in disastrous experimentation. The drive for external support, resource acquisition, and
growth

tum

into

political

expediency and

unprincipled

opportunism.

The

administrators place so much emphasis on a having competitive advantage that they
show no interest in continuity and control of the work process. Quinn called this
"Tumultuous Anarchy". The upper left quadrant represents the emphasis on goal
clarification, regulation and authority. Taken too far, there is no room for
individualism, the boss has the final say and the emphasis on effort, productivity or
impact of service leads to perpetual exhaustion and burnout. Quinn described this as
the "Oppressive sweatshop". The lower left quadrant is call "Frozen Bureaucracy".
The focus here tends to be on internal process. Again, if this is taken too far, red tape
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seems to take over. Excessive measurement, document and control tum into sterility.
The emphasis is on stability, control and everything is done "by the book''. There is no
scope for innovation (Quinn, 1988).

3.3 Conceptual Framework
The conceptual framework consists of demographic profile, leadership styles,
and organizational climate. The independent variables were demographic profiles and
leadership styles. The dependent variable was organizational climate. Under the
demographic profile variable, the sub-variables are experience, age, sex, and
education. Under the leadership styles variable, the sub-variables are human
relationship model, creative model, goal oriented model, and conservative model. The
dependent variable, organizational climate consists of the sub-variables, which were
goal oriented, integration, adaptation, and latent pattern. These sub-variables fall into
positive organizational climate. On the other hand, the negative organizational climate
of sub-variables were of the reversed, which mean lack of integration, goal attainment,
pattern consistent, and adaptation.
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Conceptual Framework
Figure 3.2: Conceptual Framework
Independent Variable

Depe11dent Variable

Demographic Profile

Organizational Climate:

1. Experience

Integration

2. Age

(+ve) participation

3. Sex

(-ve) lack goal attainment

4. Education

or exclusion of

Adaptation
(+ve) Innovation
(-ve) lack pattern
maintenance or no
continuity of work task

Leadership Style

Goal Oriented

1. Human Relation

(+ve) Goal Attainment

Model

(-ve) No room for

2. Creative Model

individuality

3. Goal Oriented

Pattern Maintenance

Model

(+ve) Pattern Maintenance

4. Conservative Model

(-ve) Lack of innovation

3.3.1 First Independent Variable. The independent variables consist of the
Demographic Characteristic.

1. Experience
2. Age

3. Sex
4. Education

3.3.2 Second Independent variable and sub-variables. The second independent
variable consists of leadership styles that included the following sub-variable and subsub-variables:
41.

1. Human Relation Model
a.) Supportive Style
2. Expansion and Adaptation Model
a.) Creative Style
3. Rational Goal Model
a.) Directive Goal Oriented Style
4. Control Model

a.) Structure and Formal Model

3.3.3 Dependent variables and the sub-variables. The dependent variable was
organizational climate that includes the following sub-variables:

>

Goal Oriented

(+ve) Goal Attainment
(-ve) No room for individuality

>

Integration

( +ve) Participation
(-ve) Lack goal attainment or exclusion of

>

Adaptation

(+ve) Innovation
(-ve) Lack pattern maintenance or no continuity of work

>

Pattern Maintenance

(-ve) Lack of innovation

*

~
~~~ °'

( +ve) Pattern Maintenance
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~
1
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3.4 Research Hypothesis
Based on the conceptual framework presented earlier, the hypotheses are
necessary to be constructed to test the relationship between dependent variable and
independent variable to see the validity of the assumption. These were tested in this
study were stated both in null hypothesis and in alternative hypothesis. This will be
useful to explore how each independent variable

is

associated with the dependent

variable and in which direction. Hypotheses for the study are listed below:
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H 0 l: There is no relationship between leadership styles and organizational climate
Hal: There is relationship between leadership styles and organizational climate

H 0 2: Goal Oriented Leadership Style is not the most preferred styles of Thai Airways
International Public Company Limited
Ha2: Goal Oriented Leadership Style is the most preferred styles of Thai Airways
International Public Company Limited

H 0 3: Human Relationship Leadership Style is not the most preferred leadership styles
of Thai Airways International Public Company Limited
H 2 3: Human Relationship Leadership Style is the most preferred leadership styles of
Thai Airways International Public Company Limited

H 0 4: There is no relationship between demographic profile and organizational climate
Ha4: There is relationship between demographic profile and organizational climate

-

3.5 Operationalization of the Leadership Styles and Organizational
Climate Variables
Concepts can be defined as abstract ideas generalized from particular facts. A
concept must be made operational in order to be measured. An operational definition
gives meaning to concept by specifying the activities or operation necessary to
measure it. An operational definition is like a manual or a recipe (Zikmund, 1997).

3.5.1 Operationalization of the Independent Variables - Leadership Styles

A· Human Relationship Leadership Style refers to the leader's awareness of and
sensitivity to subordinates' interests, feelings, and ideas. Leaders hig..'1 m
consideration are typically friendly, prefer open communication, focus on
teamwork, and are concerned with the other person's welfare.
1) Awareness - realization of subordinates' interests, feelings, and ideas
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2) Consideration - given thoughtful attention to subordinates
3) Focus on teamwork
4) Friendly
5) Open communication
B. Creative Leadership Style refers to leader who emphasized on insight,
innovation, and envisions change.
1) Insight - has intelligent application of knowledge
2) Innovation - promote new idea and method
3) Envision change - picture change

C. Goal Oriented Leadership Style refers to leader that focused on the use of close

..

supervision, legitimate and coercive power, meeting schedules, and evaluating
work performance.
1) Close supervision - the function or duty of watching or guarding for the sake of
proper direction or control
2) Legitimate - being in accordance to rules and regulation

.,>.

3) Coercive power - posture of influential force
4) Meeting schedule - satisfy a series of items written down or printed as record
5) Evaluating work performance - judge capability to produce desired results with
respect to its worth
D. Conservative Leadership Style refers to leader who stressing or concerned with
careful attention to form and details.
I) Concern with careful attention to form and details
2) Tending to resist or oppose change
3) Cautious
4) Maintaining status quo

44

3.5.2 Operationalized of the Dependent Variables -- Organizational
Climate.

•

Pattern maintenance (L)

(+)Urging conformity on the basis of common values or stressing commitment
to an issue; reinforcing values in the other person that will lead to desired behavior.
L

harmony on basis of common value

ri.

bound to do

111.

strengthen values in other person

1v.

stressing committee

(-) Giving negative reactions to values in the other person that will lead to
nonconforming behavior
L

•

negative reaction - denial or refused action or emotion to value others

Integration (I)

(+) Urging conformity for the sake of friendship; citing the desirability of

belonging to a group of people who have already conformed.
i.

urging conformity - insist on agreement or harmony for the sake of

friendship
n.

citing desirability of belonging to a group of people

(-) Withdrawing or threatening to withdraw friendship or positive regard;
indicating that a person may be rejected by other group members if undesired behavior
continues
i.

withdraw friendship -

terminate from participating or positive

consideration
11.

indicating that other group members may reject a person if undesired

behavior continues
•

Goal attainment (G)
(+) Urging conformity for the sake of becoming more powerful in the group;

agreeing to follow a person's lead if he or she conforms.
L

urging conformity - insist on harmony or agreement for the sake of

becoming more powerful in the group
ii:

agreeing to follow a person's direction if he or she conforms
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(-) Attempting to be coercive by blocking path to goal or by citing the opinion
of someone who might be expected to have power over other person

•

Adaptation (A)
(+)Urging conformity in exchange for material reward, service, or information
1.

urging conformity - insist harmony or agreement for material, reward,

service, or information
(-) Seeking to discourage nonconformity by denying, inhibiting, or information
1.

discourage harmony by denying, inhibiting, or information

Adaptation is the signal that the organization unfreezes the behavior and
revolved to the new way of doing things. The adaptation also promotes the
organizational creativity and if positively utilize will result in efficiency and
effectiveness.

3.6 Operationalized Table of Variables
Table 3.6.1 Operationalized of the Independent variables
Leadership Styles

Measurement

Operationalized by
(::)

Human Relationship Model - Friendly and thoughtful attention

Creative Leadership Model

Scale
Nominal Scale

- Pay attention to subordinates

Nominal Scale

- Provide recognition

Nominal Scale

- Ease and welcome open communication

Nominal Scale

-Treat subordinates with respects

Nominal Scale

·Welcome both work and non-work discussion

Nominal Scale

-Morale is high

Nominal Scale

-Always suggest new ways of doing things

Nominal Scale

·Always impress subordinates with sharp ideas

Nominal Scale

·Believe changes leads to good consequences

Nominal Scale

-Easily adapt to new ways of doing things

Nominal Scale

. Can suggest new ways

Nominal Scale
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-Love to challenge staff to learn new things

Nominal Scale

Never satisfy with existing and always strive for Nominal Scale
improving for the better
Use intelligence application of knowledge for

Nominal Scale

solving problem.
Goal Oriented Leadership

- Evaluate performance and expect improvement Nominal Scale

Model

.$)
J.;;,
Conservative Leadership

-Expect work to achieve target

Nominal Scale

-Provide direction for work need to be done

Nominal Scale

·Expected work need to be done

Nominal Scale

- Work come before relationship

Nominal Scale

- Performance worth output

Nominal Scale

- Supervise the work

~

,A

Nominal Scale

-Dateline meet

Nominal Scale

-Opposed changes for it brings instability

Nominal Scale

- Changes lead to more confusion

Nominal Scale

Strict and always prefer subordinates to adhere

Nominal Scale

Model

(/)

~

to operating manual
Prefer existing work stabilized rather than new

Nominal Scale

ways of doing things

A Leadership Skill

-Unlike challenging environment

Nominal Scale

- Communication

Nominal Scale

-Decision making

Nominal Scale

- Planning

Nominal Scale

- Providing leadership

Nominal Scale

- Working together as team

Nominal Scale

Capability
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Table 3.6.2: Operationalization of the Dependent Variables

Organizational Climate

Operationalized by

Measurement
Scale

Goal attainment

Integration

- Effective work environment

Nominal Scale

- Mutually Attained goal

Nominal Scale

-Target oriented work environment

Nominal Scale

-Sense of belonging to the group

Nominal Scale
-

Adaptation

Latent Pattern

Q..

:E
:::»

(/)

-Strengthen value on each other person

Nominal Scale

-Harmony on basis of common value

Nominal Scale

-Friendship in teamwork

Nominal Scale

- Adaptation work environment

Nominal Scale

-Flexible to changes

Nominal Scale

-Pattern consistent

Nominal Scale

-High control and supervision

Nominal Scale

- Strict working environment

Nominal Scale

- Coordination

Nominal Scale
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CHAPTER4
RESEARCH METHODOLOGY

4.1 Introduction
The research design is the plan and structure of investigation. It is conceived to
obtain answers to research questions. It is the overall scheme of the research. The
research design constitutes the blueprint for the collection, measurement, and analysis
of data.
The purpose of this chapter is to present the rationale for the research
objectives and design employed in the current study. First, research design describes
techniques and methods used for data collection. Second, sampling design explains
how the target respondents are classified and the sample size, sampling frame and
sample unit is also described in this section.
Third, the research procedure defines sampling techniques and procedure
related to gathering of information. In order to examine the clearness of the
questionnaire design, pretest (pilot test) must be conducted for detecting the wealrness
of this communication approach. Last, data analysis elucidates the statistical
techniques, which uses for calculating in each hypothesis, along with the judgmental of
the result.

*~
4.2 Research Methods Used
Researcher has no control over the variables in a sense of being able to
manipulate them. Researcher can report only what is happening. In carefully
consideration of the various techniques available for use in performing the research for
example, survey, experimental and observation, the researcher has come into the
conclusion that the most feasible technique for the case here is the survey research
technique.
A survey questionnaire is used because a survey is a design that is usually
based upon the use of questionnaire for the primary purpose of describing and/or
predicting some phenomena. In addition, surveys are used o help test hypothesis,
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evaluate

programs,

describe

populations

and

make

other

methodological

improvements in research. Survey allows the researcher to study and describe large
populations fairly quickly at a relatively low cost and accurate means of assessing
information about the population (Davis, 1996). This research study is an investigation
of genders leadership style and combination of qualitative and quantitative study as
well.
Self-distributing questionnaire will be used as a tool for collecting the data
needed for the research and the questionnaire will be distributed directly to the
respondents. A questionnaire is also designed in order to extract the reliable
information with regard to independent and dependent variables. Each variable
transformed into nominal scale, simple, easy and concise statements, which totally
exclude the possibilities of ambiguity, illusions and misinterpretations. The
questionnaire is set into Likert Scale of 1 to 5 representing lowest to highest degree of
agreement.
The researcher of this study will make use of descriptive, parametric and nonparametric research. Descriptive statistic used in describing primary data of the
respondents' demographic profiles, and their perceptions on their supervisor's
leadership styles, implication on organizational climate of Thai Airways International
Public Company Limited, Bangkok, Thailand. The respondents of this study are all
employees working for Thai Airways International Public Company Limited. Data will
be gathered from documentary analysis and elicited from published materials, journal
and articles from printed paper and the Internet as well as company's Annual Report.

Reliability Analysis Scale: Kinnear's Measure (1991) stated that the correlation
coefficient > 0.8 then the relationships between the variables is strong. If the
correlation coefficient is between 0.4 - 0.8 then the relationships between the variables
is moderate to strong. If the correlation coefficient < 0.4 then, the relationships
between the variables is weak.
The parametric and non-parametric statistics will be used to test the
requirement of research hypotheses such as test of correlation and differences
relationships among the variables. After collecting the data from the target
respondents, they will be encoded into the symbolic form that is used in SPSS
software.
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4.3 Sampling Design
The study examined the attributes of the learning organization. The researcher
have been through the questionnaires with business analyst, researcher'· colleague, in
finewtuning the questionnaires according to her experience and expertise in the field.
Also feedback of the sampling respondent of researcher's internal office colleague as
to acquire further input for revision and timing has been conducted to understand the
time required to complete the question as to be mentioned in the questionnaires.

4.3.1 Target Population
The population under this study is employees working m Thai Airways
International Public Company Limited, Bangkok.

4.3.2 Sampling Unit
Target respondents included m this study are the employees of Human
Resources & General Administration Department, Thai Airways International Public
Company Limited, Bangkok, Thailand.

4.3.3 Population Element
A population is the subject on which the measurement is being taken. It is the
unit of study. The population elements in this research are employees working at
Human Resources & General Administration Department, Thai Airways International
Public Company Limited, Bangkok, Thailand.

4.3.4 Sampling Frame
This study tries to use the most update and valid sampling frame adequately
representing the population and sampling units defined. The sampling frame of this
research is the employee working for Thai Airways International Public Company
Limited in Human Resources & Administration Department.
After having approached the organization and conversation with the HR
Director and Managing Director of the company, the organization was willing to
provide cooperation with specific respondents of focus.
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Table 4.1: The total number of employees divided into department I gender
(with department names allow to carry out the studies)
Department

Male

1. Directed to Vice President (D.D.)

Fe mate·

Total

60

114

174

306

279

585

3. Finance & Infonnation

2,468

1,664

4,132

4. Customer Services

5,866

4,823

10,689

13

16

29

1,759

925

2,684

1,163

258

1,421

3,858

387

4,245

33

46

79

15,526

8,512

24,038

2. Human Resource & Administration

5. Standard & Safety Assurance
6. Commercial
7. Operations

8. Technical

~n~

r

\ \j l=

IJ

9. Corporate Planning & Government
Relations

('"-...~

Total
r-..

e:.:_c_,,

Source: Information Public Center, Thai Airways International Public Company
Limited, August 2001.

4.3. 5 Sample Size
In determining the adequacy of the sample size, the researcher considered three
criteria mentioned by Agresti & Finlay (1997). They are precision, confidence, and
variability. All of those criteria indicate whether the derived sample size could achieve
a certain degree of accuracy in estimation. The size of the sample is dependent both on
the size of the budget and the degree of confidence that the marketer wants to place the
findings. The larger sample is more likely the response will reflect the total universe
under study (Schiffman and Kanuk, 1994). Non-probability is a sample technique in
which units of the sample are selected on the basis of personal factor (Zikmud, 1997).
It is the most appropriate for this research study because the elements in the population
do not have any probabilities of being as sample subjects.
In order to examine this research, the target population must be defined which

are employees of Thai Airways International Public Company Limited. The number of
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total employees Thai Airways International Public Company Limited is 24,038 people,
which 15,526 people are male and 8,512 people are female.

Table of Sample Size Used (Anderson, 1996)
Table 4.2: Theoretical Sample Sizes for Different Sizes of Population and a

95 percent level of certainty.
Population I (Sampling Frame)

Required Sample for Tolerable Error
5%

4%

100

79

500

217

2%

3%

-

85

91

96

272

340

413

375

516

705

897

1,622

:-..

1,000

~~

5,000
50,000

..............

100,000
1,000,000
25,000,000

~~,

A
---...:i

c.:~
!...___:::::

~

'

277

~

JI

356

535

381

593

1,044

2,290

382

596

1,055

2,344

384

599

1,065

2,344

384

600

1,067

2,400

L--~

Source: Gary Anderson, Fundamentals of Educational Research, 1996, p. 202.

Therefore, 277 respondents are required sample size for this study.

4.4 Research Instrument/Questionnaire
The researcher will use designed questionnaire to gather data relating to the
topic of the study. The questionnaire has been pre-tested with twenty people to test the
understanding of the wording and sequences of the questions. The researcher prepares
the questionnaire into two versions. There is one in English and another one is in Thai
version for better understanding when distributed to the respondents. Questions to be
asked to the respondents are in regard with answering the research problem presented
in Chapterl.The questionnaire comprised of three parts, which are structured as
follows:
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Part I: Demographic profile.

The demographic profile questions focused on the respondent's experience, age
group, sex, and education level.
As to facilitate convenience for the selected sample population, the
questionnaires have ensure of using user's friendly wordings, provide the respondent
with return-sealed envelope to assure the respondent with the anonymity, pencil in
each envelope also provided to promote immediate questionnaires fill-in. The
questionnaires also explain the purpose of the research study to help the respondent
feel at ease and able to answer the questions candidly. The questionnaires also explain
the procedure of how the channel in which the fill-out questionnaire could be return to
as to reduce the burden of the HR Department. Datelines have been well established
between the researcher and HR Director on when the questionnaires will be collected
back.
Part TI: Leadership styles profile of the supervisor.

The factors associated with leadership styles are goal-oriented, creativity
oriented, control-oriented, and human oriented leadership styles and their subvariables.
Part lll: Organizational climate profile of the working environment.

The factors associated with organizational climate is goal attainment,
adaptation, pattern maintenance, and integrity and their sub-variables.
The questionnaires have been designed to acquire necessary data as to be
consistent with the statement of problems. The questionnaires have been design in
English version and then translated into Thai by ensuring user's fiiendly as accordance
to the respondent's literacy level. Part I of the questionnaire was multiple choice, Part
TI was based on a five-point scale, and Part Ill was an open-end question. The profile
of the respondents included experience, age, sex, and education.
1. Experience (Years working with the company) is classified into six

categories; less than one year, 1-2 years, 2-4 years, 4-6 years, 6-10 years
and more than l 0 years.
2. Age is segregate into 6 groups: 25 and below, 25-30 years old, 31-35 years,
36-40 years, 41-46 years, and above 46.
3. Sex: female and male.
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4. Education level is segregated into four categories: M6 and below, college,
university and others.

Table 4.3: Structure of the Questionnaires
Part I

Demographic Profiles: experiences, age, sex, and education.

Part 11

64 items, using 5 - scale points
segregated into 30 items on supervisor's leadership styles, 5
items on perceived skills, 13 items on organizational climate, 16
items on perceived critical factors in leadership

Part Ill

Comment Section

An open-end question was used to acquire the perception on
preferred genders for leaders
~

f::.

Table 4.4: Table of Specification
r---

~

Items Represented

Consisted of

Question11aire Part I: Demographic

Demographic Profiles:

Demographic Profile

Experience, Age, Sex, Education
,_

Questionnaire Part II: Leadership Styles
Human RelationshiQ Model

-

Friendly and thoughtful attention

<items 1, 4, 11, 13, 15, 16, 17)

-

Pat attention to subordinates

-

Provide recognition

-

Ease and welcome open communication

- Treat subordinates with respects

-

Welcome both work and non-work
discussion

-
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Morale is high

Creative Leadership Styles Model

Always suggest new ways of doing things

(items 3, 5, 10, 14, 20, 23, 25, 28)

Always impress subordinates with sharp
ideas
Believe

changes

to

leads

good

consequences
Easily adapt to new ways of doing things
Can suggest new ways
Love to challenge staff to learn new things
Never satisfy with existing and · always
strive for improving for the better
Use intelligence application of knowledge
for solving problem

-

Goal Oriented Leadership Model

Evaluate

perfonnance

expect

improvement

(items 2, 6, 7, 8, 9, 12, 19, 21, 26, 29)

-

Expect work to achieve target

Conservative Leadership Styles Model

-

Provide direction for work need to be
done

(items 18, 22, 24, 27, 30)

and

-

Expected work need to be done

-

Work come before relationship

Dateline meet

-

Opposed changes for it brings instability

IE It

-

Perfonnance worth output
Supervise the work

Changes lead to more confusion
Strict and always prefer subordinates to
adhere to operating manual
Prefer existing work stabilized rather than
new ways of doing things

-
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Unlike challenging environment

A Leadership Skill Capability
(items 30A - a, b, c, d)

-

Decision making

-

Planning

-

Providing leadership

-

Working together as team

Communication

Organizational Climate -- 5 Poittt Scales
Rating
Goal Attainment
Effective work environment

(items Q.31: e, g, I)
-

Mutually Attained goal
Target oriented work environment

Adaptation

Adaptation work environment

(items Q.31: f, j)

Flexible to changes

Latent Pattern

Pattern consistent

dtems Q.31: h, i, k, m)

-

High control and supervision

-

Strict working environment
Coordination

Integration

-

Sense of belonging to the group

citems Q.31: a, b, c, d)

-

Strengthen value on each other person

-

Harmony on basis of common value

-

Friendship in teamwork

Human Relationship Model

-

Openness discussion

(items Q.32: a, b, d, o, p)

-

Participation

-

Build team morale

Creative Leadership Model

-

Innovation

dtems Q.32: e, f, m, n)

-

Competitive

*

Critical Factors in Leadership: Using 5
Point Scales Rating (items Q.32: a, b, c, d,
e, f, g, h, I, j, k, 1, m, n, o, p)
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Sense of humor

Intelligence
Promote development

St Gabriefs Library,

Au

Goal Oriented Leadershi12 Model

-

Commitment

(items Q.32: c, h, i, k)

-

Accomplishment focus

-

Clarify plan

-

Aggressive

Conservative Leadershi12 Styles Model

-

Conservative

dtems Q.32: g, j, b

-

Close supervision

-

Provide direction

4.5 Collection of Data / Gathering Procedures

Primary data will be collected through questionnaires. A letter of request will
be obtained from the Director, Graduate School of Business, Assumption University,
Bangkok in favor of the Director, HR, Thai Airways International Public Company
Limited. Through this letter, the Director, HR, Thai Airways International Public
Company Limited will be requested to extend cooperation to the researcher to conduct
survey in the company.
The questionnaire cames clear instruction for exact understanding of the
respondents. The respondents are requested to ensure that the all questions have been
answered by them. The respondents are also requested to return their filled
questionnaire to the HR Department/or directly to the researcher.
The collection of secondary data that is from several sources included
electronic journal, foreign and local management journals, articles as well as academic
textbooks via the Internet and libraries. Additionally, the information about the
organization is gathered from the summary of company background and company
profiles stated in annual reports as well as information from HR Department.
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4.6 Pretest of Questionnaire
To assure the reliability of the questions included in the questionnaire, a group
of sample of respondents has been asked to fill the questionnaire with their responses.
The timing has been conducted to understand the time required for completing the
questionnaires and incorporate into the questionnaire which help the respondent aware
how much time it consumes to complete the questionnaires. Also the questionnaires kit
had provided pen and return seal envelop to ensure anonymous and increase response
rate. The feedback was used to revise the questionnaires where necessary.

4. 7 Data Analysis or Statistical Treatment of Data
The researcher of this research will use software of the Statistical Package for
the Social Sciences (SPSS), a widely used data analysis program to analyze the data.
The researcher will use the following statistical tools to answer the research questions
and research hypotheses of the studies.
Chi-square test for independence and frequency tables will be used in
examining the correlation relationships between respondents' demographic profile and
perception on their supervisor's leadership style. Pearson correlation coefficient will
be used in finding relationships between leadership styles and organizational climates.
Alpha coefficient will be used to analyze the reliability for all independent variables
and dependent variables. Finally, all research hypotheses will be tested at 0.01 and
0.05 level of confidence, i.e. 99% and 95% confidence level respectively.
The frequency tables, average mean on 5-point scale and descriptive statistics
will be employed to identify the perceptions of the respondents on the supervisor's
leadership and organizational climates. All demographic data will also be summarized
for further analysis. Average weighed means was assigned to the categories of rating
as follows:
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Table 4.5: Descriptive Rating
Strongly Agree

5 points

4.20-5.00

Agree

4 points

3.40-4.19

Indifferences

3 points

2.60-3.39

Disagree

2 points

1.80-2.59

Strongly Disagree

1 points

1.00-1.79
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CHAPTERS
PRESENTATION AND CRITICAL ANALYSIS OF RESULTS
This chapter contains results of the study derived from the analysis of data. The
demographic data was summed up to study the respondents on their perceived
leadership styles and organizational climates were tested to answer questions given in
the statement of the problem in Chapter 1.

The following table conducts the reliability test between the Leadership Styles

and Organizational Climate.

\"ERS/l"y
5.1 The Reliability of Test Results

()A"
,A

Table 5.1.1: Reliability Test Results
Correlation Coefficient
Overall Questions

Conclusion

Reliability coefficients
N of Cases = 280; N of items = 70

Highly Reliable

Alpha= 0.8664
Leadership Styles

Reliability coefficients

N of Cases = 280; N of items = 30

Highly Reliable

Alpha= 0.9131
Organizational Climate Reliability coefficients
N of Cases= 280; N of items= 13
Alpha= 0.9760

Highly Reliable

s.1.1 Demographic Profile of the respondent

Table 5.1.2: Frequency of Respondent's Gender

Valid

Frequency

Percent

25.0

Valid
Percent
25.0

Cumulative
Percent
25.0

Male

70

Female

210

75.0

75.0

100.0

Total

280

100.0

100.0

-

The respondents' gender composes of 25% male and 75% female. (Table
5.1.2).

Table 5.1.3 : Frequency of Ages

Valid

10.0

Valid
Percent
10.0

Cumulative
Percent
10.0

70.0

25.0

25.0

35.0

21 to :io years old

84.0

30.0

30.0

65.0

31 to 35 years old

56.0

20.0

20.0

85.0

36 to 40 years old

28.0

10.0

10.0

95.0

46 years old or more

14.0

5.0

5.0

100.0

Total

280

100.0

100.0

Frequency

Percent

25 years old or less

28.0

26 to 30 years old

0

'"'iff~

The highest proportion of the respondent's age is

31

to

35

years old, which

consists of 30.0% ofrespondents. Second highest respondent's age is between 26 to 30
years old, which consists of 25.0% of respondents. The following are age between 36
to 40; which consists of 20.0% of respondents. The remaining are age between 25
years or less and 41 to 45 years old that are equal to 10.0% of respondents. And the
lowest respondent's age is 46 years old or more, which consists of 5. 0% ofrespondents
(Table 5.1.3).
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Table 5.1.4: Frequency of Education Level

Valid

5.0

Valid
Percent
5.0

Cumulative
Percent
5.0

210

75.0

75.0

80.0

56

20.0

20.0

100.0

Others

-

-

-

Total

280

100.0

100.0

-

Frequency

Percent

M.6 and less than

14

Bachelor degree
Master degree

Most of the respondents receive the education of Bachelor degree which
composes of 75.0% of all respondents. Respondents with Master degree attained
compose of 20.0%. Followed by respondents with M.6 or less compose of 5.0% (Table
5.1.4).

Table 5.1. 5: FrequencyofYears with Organization

Valid

15.0

Valid
Percent
15.0

Cumulative
Percent
15.0

28

10.0

10.0

25.0

2 to less than 4 years

84

30.0

30.0

55.0

4 to less than 6 years

56

20.0

20.0

75.0

6 to less than 1Oyears

70

25.0

25.0

.

Greater than 10 years

-

-

-

-

280

100.0

100.0

100.0

Frequency

Percent

Less than 1 year

42

1 to less than 2 years

Total

The length of service years with organization reflect that most of employee has
service year of 2 to less than 4 years which composes of 30.0% of respondents. Those
respondents with 6 to less than 10 years of services compose of 25.0%. The remaining
compose of respondent with 4 to less than 6 years of services; less than 1 year; 1 to
less than 2 years of services which are 20.0%, 15.0%, and 10.0% respectively.
Anyway, it does not have employee worked with organization greater than 10 years
(Table 5.1.5).
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5.2: Leadership Styles Utilized by Supervisor as Perceived by the
respondents I subordinates
Table 5.2.1: Respondent perception rating of human relationship leadership style
utilized in the organization.

Human relationship leadership style

Qualitative

Mean

Strongly Agree

4.20

Standard
Deviation
0.68

Welcome open communication

Agree

3.85

0.85

Talk to my supervisor anytime

Agree·

3.95

0.67

Pay attention to the well being of her

Agree

3.95

0.67

Receive recognition for work that done well

Agree

3.90

0.77

Treat people with respect

Agree

3.90

0.77

Morale is high

Agree

3.80

0.75

Friendly and give thoughtful attention to me

·-

-·--

-

subordinates

_......_
~

The overall result shows the respondent's perception agreed that their
supervisor utilizes human relationship leadership styles in the organization. The

overall mean rate is 3.9357. The highest rating when ranking in descriptive from
stated that their supervisor is friendly and provides thoughtful attention to them and
also receives recognition for work that the subordinates have done (Table 5 .2.1 ).

Table 5.2.2: Respondent perception rating of creative leadership style utilized in the
organization.

Creative Leadership Style

Qualitative

Mean

Suggest new ways of doing things

Agree

3.45

Standard
Deviation
0.67

Uses her intelligence application of knowledge

Agree

3.85

0.85

Always suggest the new way

Agree

3.45

0.67

Loves to challenge the staff to learn new things

Agree

3.90

0.77

Led me to feel that changing leading to good

Agree

3.75

0.54

Agree

3.60

0.46

when solving problems

---

consequences
Adapt to new way of doing thing easily
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Keep on improving to be better

Agree

3.70

0.49

Impress us with her new sharp idea

Agree

3.20

0.81

This is also a sign that the organization has the level of creativity leadership
style as perceived by the subordinates. The mean rate is 3.671, which reflects that
subordinates agree that their supervisor has utilized creative leadership style. The
highest rating when ranking reflect in descriptive from stated that their supervisor
loves to challenge the staff to learn the new things (Table 5.2.2).

Table 5.2.3: Respondent perception rating of goal oriented leadership style utilized in
the organization.

...ri~rr=

Goal Oriented Leadership Style

\I I

l~ f._!1

Provide the direction for the work needed to be

Qualitative

Mean

Agree

3.95

Standard
Deviation
0.67

'.;:

done
Prefer performance that worth the desire putout

Strongly Agree

4.20

0.51

Prefer to arrive to work sharply on time

Strongly Agree

4.20

0.51

Agree

3.45

0.67

Agree

3.60

0.49

3.75

0.54

3.35

0.91

Reaction

show

that

work

come

before

relationship
Strict and always prefer to stick to operating
manual only
Prefer work to achieve target

Agree

Always evaluate our performance and expect

Agree

improvement

65

'

The goal-oriented leadership styles obtains the mean of 3. 7857, which means that
the subordinates agreed that their supervisor has utilized goal oriented leadership style
in the organization. The highest rating when rank in descriptive from reflects that the
supervisor prefers performance that worth the desire putout and also prefers their
subordinate to arrive to work on time, which equals to 4.20. The organization should
maintain their leadership styles in performance that worth the desire the putout. (Table
5.2.3).

Table 5.2.4: Respondent perception rating of conservative leadership style
utilized in the organization.

lE Le

Qualitative

Mean

Oppose changes introduced to the company

Agree

3.80

Standard
Deviation
0.75

Work should be done strictly in accordance to

Agree

3.65

0.59

Agree

3.80

0.75

Agree

3.60

0.49

Agree

3.40

0.66

Neutral

2.90

0.89

Seem to control the way we work

Disagree

2.58

0.64

Changes lead to more confusion to the workers

Neutral

2.95

0.81

Conservative leadership style

rules and regulation
After giving work direction, my supervisor still
supervise me on my work
Prefer

having

existing

working

condition

stabilize rather than new way of doing things
Seem to be satisfy with the existing work
Did not like to work in challenging environment;
because it brings too much problem

I

f\ (

E

The conservative leadership style has the output with mean of 3.335, which
result in neutral. It interprets that the subordinates feel indifference and they perceived
their supervisor has utilized conservative leadership styles at unfavorable level. (Table
5.2.4).

In conclusion, the interpretation and analysis of the data subject to respondents'

perception on supervisor's level of leadership styles utilization. The strongest style
utilized by the supervisors in the company when ranked is human relationship
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leadership style with mean of 3.93, followed by goal-oriented leadership style with
mean of 3.78, next is creative leadership style with mean 3 .67. However, the utilization
level of conservative leadership style remains neutral, with means of 3.33. The leader
maintains the conservative leadership style in the organization. Also the organization
seems to be open if new concept is introduced for changes.

5.3:

Existing

Supervisor's

Leadership

Skills

Perceived

by

Respondents/ Subordinates
Table 5 .3 .1: Existing Supervisor's Leadership Skills Perceived by Respondents/
Subordinates
Question 30. l
a. Conmrnnication

Qualitative
Agree

Mean
3.85

b. Working together as a team

Agree

3.81

c. Providing leadership

Agree

3.97

0.81

d. Decision making

Agree

3.81

1.03

e. Planning

Agree

3.65

0.59

' ....~-

280

Valid N (list wise)
-,

Standard Deviation
0.81
.-

1.03

~

es

This shows the selected supervisor has the qualified leadership skills in the
aspect of communication, working as a team, providing leadership, decision making,
and planning. One of the lowest skills when compare among others, it is the skills or
capability to planning. There are more rooms for further development for leadership as
to upgrade their leading skills. Meanwhile the mean of each factor is considerably
acceptable level. The organization's supervisor acquires the mean of 3.85 for
communication; 3.81 for teamwork skills; 3.97 for providing leadership skills; 3.81 for
decision-making and 3.65 for planning skills. Overall result shows effective and
efficient leadership skills of the organization's supervisor (Table 5 .3 .1 ).

67

5.4 Organizational Climate of the Company as Perceived by the
Respondents I Subordinates
Table 5.4.1: Organizational Climate as Perceived by the Respondents I Subordinates
Organizational Climate:

Qualitative

Mean

Integration

Neutral

3.16

Hannony on basis of common value

Neutral

2.85

0.79

Agree

3.45

0.91

Friendship in teamwork

Neutral

3.05

0.81

Sense of belonging to the group

Agree

3.29

0.81

Strengthen value on each other person

Standard Deviation

The table shows the organizational climates in terms of integration, it reflects
neutral with mean

3.16.

The subordinates1respondents perceive that strengthen value on

each other person obtained the highest mean of 3.45. The findings reflect high unity
within organization. The unity of consensus could be obvious for any scenario that
required employee's input. The bonding among staff would promote a high level of
cooperation within organization (Table 5.4.1).

Table 5.4.2: Organizational Climate m terms of Adaptation as Perceived by the
Respondents I Subordinates
Organizational Climate:

Standard Deviation

Qualitative

Mean

Ada12tation

Agree

3.68

Adaptation

Neutral

3.58

0.93

Agree

3.79

0.79

Flexibility to change

The respondents perceive that their organizational climates have flexibility to
change and adaptation with mean of 3.68. It remains at the acceptable level. The
management could be certain that if changes to be better have been introduced to the
organization, then the possibility of obtaining the buy-in would be high (Table 5.4.2).
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Table 5.4.3: Organizational Climate in terms of Goal Attainment as Perceived by the
Respondents I Subordinates

Organizational Climate:

Qualitative

Mean

Standard Deviation

Goal Attainment

Agree

3.40

Effective

Neutral

3.05

0.81

Target oriented

Agree

3.74

0.46

Mutually attaining goal

Agree

3.41

0.79

The respondents perceive that there is acceptable level _of goal attainment in the
working environment. The mean of goal attainment was 3.40 (Table 5.4.3).

Table 5 .4.4: Organizational Climate in terms of Pattern Consistent of the Company as
Perceived by the Respondents I Subordinates

Standard Deviation

Qualitative

Mean

Pattern Consistent

Neutral

3.33

Pattern consistent

Agree

3.45

0.67

Strict working environment

Agree

3.65

0.64

High control and supervision

Neutral

2.90

0.95

Organizational Climate:

'

For the pattern consistency, it reflects neutral with means of 3.33. Anyway, the
organization has a high level of strict working environment and pattern consistent,
which are 3.65 and 3.45 respectively. Also the organization does not have a high
control and supervision, which the means is 2.90 and 2.95 (Table5.4.4).

The

conclusion

for

organizational

climate

reflects

that

the

highest

organizational climate reflect in terms of adaptation with mean of 3.68, following by
goal attainment with mean of 3.40, pattern consistent and integration with means of
3.33 and 3.16 respectively.

As to synchronized the finding, it reflects that the supervisor m the
organization has utilized human relationship leadership style with mean of 3.93, when
rank among the four types of leadership styles. Also the organizational climate reflect
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the degree of adaptation as the highest with mean equal to 3.68 when rank among the
four types of organizational climate.
This seems that leadership styles has correlation with the organizational
climate. Further proving of such hypothesis will appear on table 5.7, ·the correlation
table between leadership styles and organizational climate.

5.5: Critical Factor in Leadership Styles as Perceived by

th~

Respondents I Subordinates
Table 5.5. l: Respondent's Perception on Critical Factor m Leadership - Human
relationship model
Question 32 Human

relationshi~

model

Qualitative

Mean

Strongly Agree

4.51

Standard
Deviation

a.

Ope1U1ess discussion

Strongly Agree

4.41

0.81

b.

Participation

Strongly Agree

4.36

1.03

d.

Build team morale

Strongly Agree

4.75

1.03

0.

Sense of humor

Strongly Agree

4.75

0.81

p.

Respect others

Strongly Agree

4.28

1.14

The respondents perceive that human relationship style is strongly agree as
critical factor in leadership. The total mean obtained is

4.51. The

highest mean among all

in the descriptive from stated that the leaders must be able to build team morale and
sense of humor, which means were 4.75. Followed by openness discussion with means
4.41; and followed by participation with means 4.36; the lowest mean are respect
others which are equal to 4.28 (Table 5.5.1).
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Table 5.5.2: Respondent's Perception on Critical Factor in Leadership - Creative
model
Question 32 Creative leadershiQ model

Standard
Deviation

Qualitative

Mean

Strongly Agree

4.25

Strongly Agree

4.66

0.67

e.

Innovation

f.

Competitive

Agree

3.56

1.03

m.

Intelligence

Strongly Agree

4.32

1.03

n.

Promote staff for development

Strongly Agree

4.48

0.59

The respondents perceive that creativity is strongly agreed as critical factor in
leadership. The total mean obtain is 4.25. The highest mean when ranked in descriptive
form which stated that respondents/subordinates prefer the leader to be innovative as
the mean obtain is 4.66 and followed by promote staff for development which mean is
4.48; and leader must be some extent intelligence. (Table 5.5.2.)

.,>.

Table 5.5.3: Respondent's Perception on Critical Factor in Leadership - Goal oriented
model
Question 32 Goal oriented model

c.

Commitment

h.

Clarify plan

,~_,...

Aggressive

k.

Accomplishment focus

Mean

Strongly Agree

4.41

Agree

4.05

0.81

Strongly Agree

4.67

1.06

Strongly Agree

4.58

0.59

Strongly Agree

4.29

1.03

.. ' '\I (

~~-i~~

1.

Standard
Deviation

Qualitative

~IFrt.1

- "'

The respondents1subordinates perceive that goal oriented is strongly agree as
critical value in leadership. The total mean obtained is 4.41. The highest mean when
ranked in descriptive form reflects that the leaders in goal oriented must clarify plan,
which mean is 4.67, be aggressive, focus on accomplishment, and having commitment.
The means of each is 4.56, 4.39, and 4.05 respectively (Table 5.5.3).
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Table 5.5.4: Respondent's Perception on Critical Factor in Leadership - Conservative
model
Question 32 Conservative leadershi(! model

Qualitative

Mean

Standard

.....,

Deviation
Agree

3.33

g.

Direction

Agree

3.63

0.59

J.

Conservative

Agree

3.31

0.81

I.

Close supervision

Agree

3.05

0.91

The respondents;subordinates agree that conservative is also part of critical factor
in leadership. The total mean obtain is 3.33 <Table 5.4.4).

In conclusion, the respondents perceive that the critical factors in leadership
when ranked are the human relationship leadership styles and goal oriented leadership
styles.

5.6: Perception on Preferred gender for Leadership

Table 5.6.1: Perspective on Preferred Gender for Leadership

Valid

45.0

Valid
Percent
45.0

Cumulative
Percent
45.0

28

10.0

10.0

55 .0

Indifference

126

45.0

45.0

100.0

Total

280

100.0

100.0

100.0

Frequency

Percent

Male

126

Female

The respondents favor male-gender for their leadership styles as same as they
perceive that there is indifferent in any gender, which were 45% of respondents.
Female is rated the lowest as 10% ofrespondents (Table 5.6.1).
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5.7: Correlation between Leadership Styles and Organizational
Climate.

Hol: There is no relationship between leadership styles and organizational climate

Ha1: There is relationship between leadership styles and organizational climate
Table 5.7.1: Correlation between Leadership Styles and Organizational Climate
Leadership
Styles

Organizational
Climate
Pearson Correlation 0.929** \
\.
;;

Human
Relationship
Style

Creativity
Style -

Goal
Oriented
Style

-

Conserva.ti.ve
Style

--

0.831 **

0.891 **

0.913**

0.785**

0.000

0.000

0.000

0.000

Sig. (2-tailed)

0.000

Qualitative

Positive

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Correlation

Pearson Correlation 0.963**

0.893**

0.809**

0.729**

0.697**

Sig. (2-tailed)

0.000

0.000

0.000

0.000

0.003

Positive

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Correlation

0.963**

0.633**

0.684**

0.872**

0.000

0.001

0.000

Integration

Qualitative

~

Ada2tation
Pearson Correlation 0.856**
I

lli

Sig. (2-tailed)

0.001

0.000

Qualitative

Positive

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Correlation

Pearson Correlation 0.936**

0.859**

0.645**

0.775**

0.756*

Sig. (2-tailed)

0.000

0.002

0.002

0.000

0.001

Qualitative

Positive

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Correlation

Goal Attainment

___]

,
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Latent Pattern
Pearson Correlation 0.769**

0.802**

0.734**

0.917**

0.660**

Sig. (2-tailed)

0.000

0.001

0.000

0.000

0.002

Qualitative

Positive

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Correlation

•• Significant acceptance level = 99%

* Significant acceptance level= 95%
The result leads to reject null hypothesis and accept research hypothesis that
there is significant correlation between leadership styles and organizational climate.
The Pearson correlation value is 0.929 and significant level at 0.01 or 99% acceptance,
under 2-tailed test, which means the result is 99% accurate. It shows a strong
relationship between two variables and they are still positive correlated.
The leadership styles have the positive correlation with integration (Pearson
correlation = .963** and significant level = .000), adaptation (Pearson correlation =
.856**, significant

=

=

.000), goal attainment (Pearson correlation

.001), and latent pattern (Pearson correlation

=

=

.936* *, significant

.769**, significant

=

.000). The

reflection of leadership styles has the relationship with the integration atmosphere at
workplace.
Human relationship leadership style has the positive correlation with
integration (Pearson correlation :::: .893**, significant = .000), adaptation (Pearson
correlation

=

.963**, significant = .000), goal attainment (Pearson correlation =

.859**, significant= .002), and latent pattern (Pearson correlation= .802**, significant
=

.001).
Creative leadership style has the positive correlation with integration (Pearson

correlation :::: .809**, significant = .000), adaptation (Pearson correlation

= .633**,

significant = .000), goal attainment (Pearson correlation = .645**, significant :::: .002),
and latent pattern (Pearson correlation= .734**, significant= .000).
Goal oriented leadership style has the positive correlation with integration
(Pearson correlation

=

.729**, significant = .000), adaptation (Pearson correlation =

.684**, significant= .001), goal attainment (Pearson correlation= .775**, significant
:::: .000), and latent pattern (Pearson correlation= .917**, significant= .001).
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Conservative leadership style has the positive correlation with integration
(Pearson correlation

= .697**, significant

=

.003), adaptation (Pearson correlation

=

.872**, significant = .000), goal attainment (Pearson correlation = .756*, significant=
.001), and latent pattern (Pearson correlation= .660*, significant= .002).-

5.8 Leadership Styles Utilized in the Organization
H 0 2: Goal Oriented Leadership Style is not the most preferred styles of Thai Airways
International Public Company Limited
Ha2: Goal Oriented Leadership Style is the most preferred styles of Thai Airways

International Public Company Limited

The statistic used for analysis is Pearson chi-square, if the Pearson chi-square is
less than 0.025 then, the research hypothesis's significant level will be accepted at
95% level of confidence. If the Pearson chi-square was less than 0 .005 then, the
research hypothesis will be accepted at 99% level of confidence.

,.-.

Table 5 .8.1: Goal oriented leadership style utilized in the organization

Question
2.

Goal oriented style
Pearson chi-square
0.700

Significance
Level
0.438

Ho2

Ha2

Sig. (2-sided)

Accept

Reject

99%

0.511

Accept

Reject

99%

:-...
',:¥,>

6.

0.514

7.

1.157

0.313

Accept

Reject

99%

8.

1.157

0.313

Accept

Reject

99%

9.

1.429

0.262

Accept

Reject

99%

19.

1.157

0.313

Accept

Reject

99%

21.

4.129

0.051

Accept

Reject

95%

26.

1.365

0.328

Accept

Reject

99%

29.

1.155

0.313

Accept

Reject

99%

The table reflects that the respondents/subordinates perceive that their
supervisor has utilized goal oriented leadership style, which significance level is more
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than 0.05 and 0.01. The conclusion leads to accept null hypothesis and reject research
hypothesis at 99% level ofconfidence. (Table 5.8.1).

Ha3: Human Relationship Leadership Style is not the most preferred leadership styles
of Thai Airways International Public Company Limited
Ha3: Human Relationship Leadership Style is the most preferred leadership styles of
Thai Airways International Public Company Limited

Table 5.8.2: Human relation leadership style utilized in the organization
..

Question

Significance
Level

Ho2

Ha2

Sig. (2-sided)

1.

Human relation
leadership style
Pearson chi-square
245.387

.000

Reject

Accept

99%

4.

205.709

.000

Reject

Accept

99%

11.

191.025

.000

Reject

Accept

99%

120.548

.000

Reject

Accept

99%

269.286

.000

Reject

Accept

99%

202.262

.000

Reject

Accept

99%

186.263

.000

Reject

Accept

99%

I

13.

~

15.

16.

,
\

17.

The table reflects that the respondents1subordinates perceive that their
supervisor has utilized human relationship leadership style, which significance level is
less than 0.01. The conclusion leads to reject null hypothesis and accept research
hypothesis at 99% level of confidence (Table 5.8 .2).

5.9: Correlation between Demographic Profile and Organizational
Climate.
H 0 4: There is no relationship between demographic profile and organizational climate
Ha4: There is relationship between demographic profile and organizational climate
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Table 5 .9 .1: Correlation between Demographic Profiles and Organizational Climate
Human
Relationship
Leadership
Style

Creativity
Leadership
Style

Goal
Oriented
Leadership
Stvle

Conservative
Leadership
Style

Organizational Climate
Gender
Pearson Correlation

1.000

0.666**

0.424**

0.815**

Sig. (2-tailed)

0.000

0.000

0.000

0.000

Qualitative

Positive

Positive
Correlation

Positive
Correlation

Positive
Correlation

0.782**

0.840**

Correlation
Age
Pearson Correlation

~

0.666**

1.000

0.000

0.000

0.000

0.000

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Pearson Correlation

0.424**

0.782**

1.000

c=

Sig. (2-tailed)

0.000

0.000

0.000

2'"-

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

Sig. (2-tailed)
Qualitative

~~
~~

~
Level of Education

<"-'"

Qualitative

;/)

VJ.

Duration
Pearson Correlation

~

fi=

0.709**
0.000

;

-~

'

0.815**

0.840**
~1

_,.,

0.709**

1.000

0.000

0.001

Sig. (2-tailed)

0.000

Qualitative

Positive

Positive

Positive

Positive

Correlation

Correlation

Correlation

Correlation

0.000

••Correlation is significant at the 0.01 level (2-tailed).

To understand the degree of relationship between demographic profile and
organizational climate, the table reflects that there is relationship between demographic
profile and organizational climate.
Human relationship leadership style has the positive correlation with gender
(Pearson correlation= 1.000**, significant= .000), age (Pearson correlation== .666**,
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significant = .000), level of education (Pearson correlation

=

.424**, significant =

.000), and duration (Pearson correlation= .815**, significant= .000).
Creativity leadership style has the positive correlation with gender (Pearson
correlation = .666**, significant = .000), age (Pearson correlation

=

1.000**,

significant = .000), level of education (Pearson correlation = .782**, significant

=

.000), and duration (Pearson correlation= .840**, significant= .000).
Goal oriented leadership style has the positive correlation with gender (Pearson
correlation= .424**, significant= .000), age (Pearson correlation= .782**, significant
= .000), level of education (Pearson correlation

=

1.000**, significant = .000), and

duration (Pearson correlation= .709**, significant= .000).
Conservative leadership style has the positive correlation with gender (Pearson
correlation= .815**, significant= .000), age (Pearson correlation = .840**, significant

= .000), level of education (Pearson correlation

= .709**,

significant = .000), and

duration (Pearson correlation = 1.000**, significant= .001).
The test shows significant level which is more than the value of a. 0.05. The
interpretation leads to reject of null hypothesis and accept research hypothesis with the
significance level at 99% of confidence. It shows a strong relationship between two
variables. The correlation is significant at 0.01 level under 2-tailed test, which means
the result is 99% accurate (Table 5.9.1).
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CHAPTER6
RESEARCH FINDINGS, ANALYSIS AND DISCUSSION
This chapter contains a summary of the study, the conclusion, and the
recommendations as well as the implications for further research.

6.1 Summary of Findings

The primary purpose of the study is to investigate -the relationship between
leadership styles and organizational climate. Secondly, to identify the most preferred
leadership styles perceived by respondents. Lastly, the researcher further examines the
relationship between demographic profile and organizational climate.
It is expected that this study would be useful for the organization to increase

favorable organizational climate, increase job satisfaction of employees, and improve
job performance. A decade of globalization, deregulation, and technical advances has
vastly increased the degree of competitiveness most organizations faced today.
Companies today must therefore be better, faster, and more competitive just to survive,
let alone thrive; and they need committed employees to achieve such competitiveness
(Dessler, 2000).

The researcher makes use of the descriptive statistic methods. The respondents
of this study are the employees working in Human Resource and Administration
Department, Thai Airways International Public Company Limited, Bangkok. The
questio1U1aire composed of sixty-three items is used to collect the data. There is three
sections in the questio1U1aire; demographic profile of respondents, opinion, and
comment section. The questiolll1aire's thirty items are combined to form two groups of
independent variables (twenty item!) for demographic factors and thirty items for
leadership styles factor) and one group of dependent variables (thirteen items for
organizational climate factor). Two hundred and eighty questionnaires are distributed
to the employee in the sampling frame.
The data are analyzed statistically using the following methods:
•

Reliability of data:

Cronbachs'a

•

Demographic profile of respondents: Frequency table, Mean
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•

Test of hypotheses:

Pearson correlation coefficient &
Pearson chi-square

•

Perception of subordinates: Descriptive statistic

The findings based on the research were as follows:

6.1.1 Reliability Analysis Scale:
The sensitivity test was conducted to acquire the reliability coefficients for the
whole questiolUlaires in which alpha·value from table 5.1.1 was found to be 0.8664.
This has proved that the reliability was considerably high. Similar test was conducted
for leadership - an independent variable, and organizational climate - a dependent
variable. The alpha for these two . variables was equal to 0.9131 and 0.9670
respectively. This has confirmed the reliability.
Frequency tables of demographic are used for drawing conclusion. The table
5.1.2 shows the distribution of labor forces by male and female at operational level.

The distribution of male and female employees is 25 : 75. It shows that there is a good
opportunity for women to reach supervision level. The table reflects that 25 percent of
respondents are male subordinates, and 75 percent of respondents are female
subordinates.
The descriptive statistical tables provide a good sign that the supervisor is
moderately flexible and ready to accept if changes are introduced to the organization.
One observation from the findings reflects that conservative leadership style may not
put into practice. From the results of the competitive leadership framework, it requires
the leader to balance all four styles in order to be an effective, efficient and
competitive leader. Lack of the conservative leadership style may lead to lack of
stability and control over certain work related issues.
Another descriptive statistical tables have helped the researcher to understand
the effectiveness of organization supervisor in five dimensions. Subordinates perceive
that their supervisor is highly effective and efficient in terms of leadership and
communication. However, subordinates perceive that their supervisor has considerably
low skill and capability in plalUling when ranked, but it is on the acceptable level. This
could be a major area in which the organization could assist the supervisor in training
program how to conduct efficient and effective plalUling program through work
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prioritize as to achieve short-term and long-term goal. The descriptive tables focus on
the organizational climate reflects positive sense of strengthen value on each other
person and have target oriented. Furthermore, the climate in this organization reflect
only moderate control and supervision. The organization does not have a strict and
tight supervision from the supervisor. Harmony and co-ordination among employees
are the areas the organization should concern.
An observation consistent with the leadership styles and organizational climate

were that they lacked stability or control over specific situation, for example clear and
defined operating procedure might result in harmony and co-ordination. For instance,
employee might not adhere to manual procedure and lead to push away of
responsibilities and lead to less co-ordination and harmony among staff Another
descriptive statistical table which concluded the five factor subordinates perceived as
most critical in leadership and also the five factor subordinates perceived as least
critical in leadership. In short, this will be the picture that helps us understand what the
ideal leadership is in their mind.

6.1.2 The top five critical factors for leadership perceived by
subordinates
Leader should clarify plan, build team morale, be innovative, be aggressive,
and have sense of humor.

*

6.1.3 The least five critical factors for leadership perceived by
subordinates
The least critical factor in leadership styles should be competitive,
conservative, and close supervision. Leader should also focus on accomplishment and
supervise subordinates closely.

Supporting Details: Research and consulting work conducted by Robert
Goffee and Gareth Jones, "Why should anyone be led by you?" Harvard Business
Review September - October 2000, concluded the four popular myths about
leaderships.
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"Everyone can be a leader. Not true. Many executives do not have the selfknow ledge or the authenticity necessary for leadership. Furthermore, self-knowledge
and authenticity are only part of the equation. Individuals must also want to be leaders,
and many talented employees are not interested in shouldering that. responsibility.
Others prefer to devote more time to their private lives than to their work. After all,
there is more to life than work and more to work than being the boss.
Leader delivers business results. Not always. If results were always a matter of
food leadership, picking leaders would be easy. In every case, the best strategy would
be to go after people in companies with the best results. But clearly, things are not that
simple. Businesses in quasi-monopolistic industries can often do very well with
competent management rather great leadership. Equally, some well-led businesses do
not necessarily produce results, particularly in the short-term.
People who get to the top are leaders. Not necessarily. One of the most
persistent misperceptions is that people in leadership position are leaders. But people
who make it to the top may have done so because of political acumen, not necessarily
because of true leadership quality. What's more real leaders are found all over the
organization, from the executive suite to the shop floor. By definition, leaders are
simply people who have followers, and rank does not have much to do with that.
Effective military organizations like the U.S. Navy have long realized the importance
of developing leaders throughout the organization.
Leaders are great coaches. Rarely. A whole cottage industry has grown up
around the teaching that good leaders ought to be good coaches. But that thinking
assumes that a single person can both inspire the troops and impart technical skills. Of
course, it is possible that great leaders may also be great coaches, but we see that only
occasionally. More typical are leaders like Steve Jobs whose distinctive strengths lie in
their ability to excite others through their vision rather than through their coaching
talents."
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6.1.4 Statistic Table III ~1

From table 5.6.1, it provides a view on subordinates' opinion on the question
"if given opportunity to choose, which gender of supervisor you mostly prefer?" The
results reflect that 42.6% of respondents prefer male supervisor; 1% of respondents
prefer female supervisor; while 56.9% of respondents feel indifferent.

6.1.5 Leadership Styles and Organizational Climate

Hal: There

1s

no relationship between leadership styles and organizational

climate
Hal: There is relationship between leadership styles and organizational climate

The data analysis reflects that there is a high correlation between leadership
styles and organizational climate. The significant level is at 99% of confidence. For the
data interpretation, if the significant is < 0.025 then, the significant level would be at
95% and if the significant level is< 0.05 then, accept at 99% of confidence. From table
5.7.1, the Pearson correlation value is 0.929 and significant level is less than 0.025 at
99% or 0.01 acceptance. It leads to reject H0 l and accept Hal. Therefore, there is
relationship between leadership styles and organizational climate.

*

*

Ho2: Goal Oriented Leadership Style is not the most preferred styles of Thai
Aiiways International Public Company Limited
Ha2: Goal Oriented Leadership Style is the most preferred styles of Thai
Aiiways International Public Company Limited

The table reflects that the respondents perceive that their supervisor utilizes
goal oriented leadership style, which significance level is less than 0.05 and 0.01. The
significant level is at 99% of confidence. From table 5.8.1, the significant level value is
more than 0.025. The conclusion leads to accept H0 2 and reject Ha2. Therefore, Goal
Oriented leadership style is not the most preferred styles of Thai Airways International
Public Company Limited.
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H 0 3: Human Relationship Leadership Style is not the most preferred leadership
styles of Thai Airways International Public Company Limited
Ha3: Human Relationship Leadership Style is the most preferred leadership
styles of Thai Airways International Public Company Limited

The table 5.8.1 reflects that the respondents perceive that their supervisor
utilizes human relationship leadership style, which significance level is less than 0.01.
The conclusion leads to reject H0 3 and accept Ha3. The significant level is at 99% of
confidence. It is certain that human relationship style is most preferred leadership
styles of Thai Airways International Public Company Limited

6.1.6 Demographic Profile and Organizational Climates

H 0 4: There is no relationship between demographic profile and organizational
climate
Ha4: There 1s relationship between demographic profile and organizational
Climate

From the table 5.9.1, the result from test supports the research hypothesis is that
there is a relationship between demographic profile and organizational climate. The
interpretation leads to reject null hypothesis (H0 4) and accept research hypothesis
(Ha4) at 99% level of confidence. It shows a strong relationship between two variables.
The correlation is significant at 0.01 level under 2-tailed test, which means the result is
99% accurate.
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6.2 Conclusions
The outcomes of the data compilation subject to relationship between
leadership styles and organizational climate reflect that the relationship is existing.
Styles of leadership do have an impact on the organizational climate for the
employees. The Robert E. Quinn's framework has been substantially confirmed by the

results of the study. To be an effective leader, the balance of the four leadership styles
should be mainly focused.
Quinn has argued for a balancing approach by in.corporating the opposite
quadrants. The human relation's Model, taken too far, discussion and participation,
commitment, the focus on morale and human development tum into extreme
permissiveness and uncontrolled individualism. By keeping Robert E. Quinn's
framework in mind then, it will definitely help the researcher to understand how to
manage and implement the vision effectively and how to run the overall organization
in an efficient manner. Looking at the correlation table between the leadership styles
and organizational climate has helped the researcher to understand that the
organization utilizes a combination of goal oriented, human relationship, conservative
and creativity leadership styles. Also the organizational climate is at the acceptable
level. On the other hand, the utilization of conservative and structured leadership style
is low which reflects that there is low latent pattern

as well. The organizational climate

in descriptive table also reflects slightly small signal but it is a critical aspect of
coordination and harmony in the organization. Therefore, this is the critical area on
which attention should be focused.

°'

Supplementary findings also provide that the leader has the capability of
leading. The ranking reflects that the leaders are slightly weak in planning when
compared to other factors which the leader has a highly acceptable skills level.
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6.3 Recommendations
Nowadays, business environment is changed. Modern organizations tend to be
leaner and manage the companies to maximize productivity and reach the highest level
of efficiency with an appropriate number of employees.

6.3.1 Organizational Climates Focused
Another supplementary to key the study is that the organization's supervisor is
ready to change for new things perceived by subordinates. So, it may help promote
efficient and effectiveness in work. However, the organization has only low to
moderate control of the supervision, which means that leader utilizes less of
conservative and structured styles. It also reflects low latent pattern in descriptive in
terms of harmony and co-ordination. The organization must ensure that such low to
moderate control and supervision will not jeopardized the stability in terms of sticking
to the operating procedures in daily operation. Again the organizational climate of the
studied organization has totally considered as favorable.

6.3.2 Training Focused

,_,

-

The organization could introduce the training to the supervisors on the
competitive leadership styles framework how to utilize the four leadership quadrants
effectively. It also helps the supervisor to be aware of the top five critical factors
perceived by subordinates - clarify plan, build team morale, have sense of humor, be
innovative and aggressive. On the other side, the supervisor must be aware of to be
conservative, and competitive. Supervisor must also be aware of too much
accomplislunent focus, commitment, and supervision closely, which are the least
critical factors for leadership in studied organization.

6.3.3 Leadership Styles Focused
A balance of utilization of leadership styles, mainly the four styles, will help
the leader obtain the efficient organizational climate. This can help the organization to
improve work performance, increase satisfaction level of employees, and reduce job
turnover rate. Furthermore, leader should have ability and judgment in working with
other people including an understanding of motivation and application of effective
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leadership. Presently, the globalization of business operations affects almost every
aspect of business operation, including human resource management. Therefore, the
leader needs to develop skills in directing, changing, and controlling behavior of others
in order to gain the competitive advantages for the organization.

6.4 Recommendations for Further Studies
1. The further studies can be addressed on different type of businesses'

organizations.
2. The different variables, both independent and dependent variables, can be
considered in order to study at the Human Resource and Administration Department,
Thai Airways International Public Company Limited.
3. The different variables can be considered in order to study at the other
department of this organization.
4. The different variables can be considered in order to study for other related
organizational behavior issues.
5. The same variables (independent variables - demographic profiles and
leadership styles; dependent variable - organizational climate) can be considered in
order to study at the other departments.
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Grad. 1093/2001
28th November 2001
Mrs. Chamarie Chitwattanagorn
Vice President Human Resource Management & Development
Thai Airways International Public Company Limited
Dear

Madam:

This is to certify that Ms. Sriclzintana Deeprasertvit is a student of Master of Business
Administration at the Graduate School of Business, Assumption University. As part of the course
requirements for S\lbject entitled "BG 7000 Thesis" our student is assigned various business and
industrial establishments. During this short period she selected to observe and collect in the
companies and firms selected for her and prepare thesis paper by analyzing the strategic
planning, organization and implementation methods adopted and problems encountered
including suggestions for solution of these problems.
1ltfs.

Srichintana Deeprasertvit, is assigned to distribute questionnaires at your company. I shall
be obliged if you will accord them and to achieve the course objective by facilities to do the
necessary field work.
Should you have any future information do not hesitate to contact me at 719-1515 ext. 1309 or
Fax. 719-1521
Thanking you in anticipation
Yours faithfully,

Dr. Somprot
Director

Sarakosas

ABAC, Ramkhamhaeng 24,
Huamark, Bangkapi,
Bangkok 10240
Tel. 300-4553 or 719~1515 ext. 1307-10
Fax. 719-1521

Mr. Panuphan Aphisitbhuvakul
Director of Public Information Centre
Dear Mister:
My name is Ms. Srichintana Deeprasertvit. I am a student of Master's Program
in Business Administration (MBA) of the Graduate School of Business, Assumption
University, Bangkok. I am preparing my thesis as a partial fulfillment of the course for
subject entitled "BG 7000 Thesis". The topic of the research is "Employees' Perception
about Leaders/tip Styles and Its Impact on Organizational Climate: A Study of Thai
Airways lntemational Public Company Limited". The required respondents are the
employees who are working at Human Resource Department, and 280 persons are
required to fill this questionnaire.
During this short period I am selected to observe and collect in the companies
and firms selected for me and prepare this paper by analyzing the strategic planning,
organization and implementation methods adopted and problems encountered including
suggestions for solution of these problems.
I solicit your cooperation for the purpose of preparing this thesis in the form of
your response on the questions included in my questionnaire. I shall be extremely
grateful to you for providing appropriate answers to all questions included in my
questionnaire.
My effort is exclusively academic and therefore every response provided by you
will be completely kept confidential and used only for this academic purpose.
You can contact me if you have any enquiry about any question in the
questionnaire on following contact point: 1/64 Moo 11, Pahonyothin Soi 64, Kuk.hot,
Lumlookka District, Pathumthanee Province, 12130. Tel: 0-2531-0360, 0-2900-6638
Ext.1 or E-mail address at nooprang@hotmail.com

I offer my appreciation in advance for your kind cooperation.
Sincerely yours,

Ms. Srichintana Deeprasertvit
The researcher
Student of Assumption University

DECEMBER 14th , 2001
Dear Respondent,

I am a student of Master's Program in Business Administration (MBA) of the
Graduate School of Business, Assumption University, Bangkok. I arri preparing my
thesis as a partial fulfillment of the course. The topic of the research is, "Employees'
Perception about Leadership Styles and Its Impact on Organizational Climate: A
Study of Thai Airways International Public Company Limited".
I solicit your cooperation for the purpose of preparing this thesis in the form of
your response on the questions included in my questionnaire. I shall be extremely
grateful to you for providing appropriate answers to all questions included in my
questionnaire.
My effort is exclusively academic and therefore every response provided by
you will be completely kept confidential and used only for this academic purpose.
You can contact me if you have any enquiry about any question in the
questionnaire on following contact point: 1/64 Moo 11, Pahonyothin Soi 64, Kukhot,
Lumlookka District, Pathumthanee Province, 12130. Tel: 0-2531-0360, 0-2900-6638
Ext. l or E-mail address at nooprang@hotmail.com

I offer my appreciation in advance for your kind cooperation.
Sincerely yours,

-

Ms. Srichintana Deeprasertvit

*

The researcher

~9...,.

Student of Assumption University
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Questionnaires
The survey is divided into three sections:
I. Coding Section
In this section, you are asked to provide a minimum of information about your
position within the company. It is because views may differ among employees from
different position or locations, breaking down the results for particular groups will
enable us to understand and address these differences of opinion.

fl Opinion Section
In this section, you are asked to express your views regarding a number of
issues by clicking the appropriate response. There are no right or wrong answers.
Please give your opinion based on your current experience and perception of the way
company operates. Several different response scales are used throughout the survey; be
sure to read each item carefully.
ill. Comment Section
This section offers you an open-ended opportunity to comment on any area
covered in the questionnaire and to offer whatever ideas or suggestions you have for
improving the working environment at the organization.
Please note that your opinions are strictly confidential and anonymous:
1. completed questionnaires will be returned for tabulation
2. the result of the finding will be report only in statistical summaries
3. no one will see any individual questionnaires
Please response candidly to the survey so that the results will truly reflect the working
environment at the present time.
Thank you for your kind operation.
The purpose of the questionnaires will help summarized what style of leadership is
mostly preferred. As well, it also served as thermometer to understand the existing
organizational climate of the organization. There is no right or wrong answer. The
questionnaires will consume about 5-10 minutes. After the questionnaires have been
completed, please put them in the envelope, sealed and return to HR Department.
Thank you for your cowoperation.

~.

i'

,.~-

I. Coding Section
1. What is your gender?
Male
Female
2. What is your age?
25 years old or less
26-30 years old
31 to 35 years old
36 to 40 years old
_ 41 to 45 years old
_ 46 years old or more
3. What is the highest level of education you have attained?
M.6 and less than
Bachelor degree
Master degree
Others (please specify.................... )
4. What is your current position?
_ Line supervisor

Staff

5. How long have you been with the company? (Please include total length of service
regardless of service interruptions.)
Less than 1 year
_ 1 to less than 2 years
2 to less than 4 years
4 to less than 6 years
6 to less than 10 years
Greater than 10 years

II. Opinion Section
The statements below represent the satisfaction level of respondents, you may
agree or may not agree in the following statement. Read each statement carefully and
indicate how suitable it is for you.

5
4
3
2
1

=
=
=
=
=

Strongly Agree
Agree
Nonnal
Disagree
Strongly Disagree

**Remarks** Supervisor refers to Vice President Human Resource Management &
Development
),

No.

1.
2.

3.
4.

5.
6.
7.

8.
9.
10.

11.
12.

13.

14.
15.

Level of satisfaction

u

...,

My supervisor is friendly and give thoughtful
attention to me
When I need the direction for the work needed to be
done, my supervisor always on duty to supervise me
My supervisor always suggest new ways of doing
things
I feel ease to communicate with my supervisor
because she always welcome open communication
It seems that my supervisor uses his intelligence
application of knowledge when solving problems
My work should be done strictly in accordance to
rules and regulation as expected by my supervisor
My supervisor will only prefer performance that
worth the desire putout
My supervisor prefer me to anive to work sharply
on time
My supervisor's reaction show that work come
before relationship
My supervisor can always suggest the new way of
doing thing
I could talk to my supervisor anytime whether it is
work or non-work related
My supervisor is strict and always prefer us to stick
to operating manual only
My supervisor pay attention to the well being of her
subordinates
My supervisor loves to challenge the staff to learn
new things
I sometimes receive recognition for work I've
done well

,/

-

5

4

3

2

1

16. My supervisor treats people with respect
17. Morale in the company is high

18. My supervisor oppose changes introduced to the
company because she felt that it bring instability
19. After giving work direction, my supervisor still
supervise me on my work
20. My supervisor led me to feel that changing
leading to good consequences
21. My supervisor prefer that work to achieve target
22. My supervisor seem to prefer having existing

23.
24.
25.

working condition stabilize rather than new way
of doing things
My supervisor could adapt to new way of doing
thing easily
My supervisor seem to be satisfy with the ~\f Jrr~
existing work
My supervisor is never satisfy with the existing work
~
she always think that we could keep on improving to
be better
My supervisor seem to always control the way
we work
My supervisor did not like to work in challenging
,_
environment; because she felt that it bring too
much problem
My supervisor always impress us with her new
sharp idea
My supervisor always evaluate our performance
and expect improvement
My supervisor felt that changes lead to more
confusion to the workers
In your judgment, with all things considered, how good a job is your supervisor's
leadership doing in handling the following aspects:
a. Communication
~

26.

27.

! ~--'

28.
29.
30.
30.1.

b. Working together as a team
c. Providing Leadership
d. Decision Making
e. Planning
31. How do you rate the team's climate in workplace on the following:

a. harmony on basis of common value
b. strengthen value on each other person
c. friendship in teamwork
d. sense of belonging to the group

e. mutually attaining goal
f adaptation

--

g. effective
h. co-ordination
i. pattern consistent

u. flexibility to change
k. strict working environment

-

1. target oriented
m. high control and supervision
32. Please rate the important of the following preference in leadership:
a. openness discussion

~~\\\\:I ls
~\i~

b. participation
<>...

c. commitment

~

d. build team morale
e. innovation
f. competitive

g. provide direction
h. clarify plan

.

.

I. aggressive

j. conservative

k. accomplishment focus

°'rt
·--;J'vJ~~Fi'· ~r;r ~<ii~~
-

I. close supervision

.> I I 11 '·

m. intelligence

n. promote staff for development
o. sense of humor
p. respect others

1

1
.1

-

.

•

'-''-'

I \ l

~

~

.__.

)

-

Ill. Comment Section
1. If given opportunity to choose, which genders of supervisor do you mostly prefer?
Male
Female
Indifference
Please explain why you choose such gender type? And why not the others or why did
you feel indifferences?
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