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ABSTRACT

Person-organization value fit and leadership reteadone by scientists,
reveal important influences of these factors on leyge performance.
Therefore this thesis mainly focused on three dives to evaluate: (1) How
leadership behaviour affects on employee perforearfi2) How person-
organization value fit affects on employee perfanogg and (3) Whether there
Is an interaction effect between leadership behamvend person-organization
value fit on employee performance; in commitmerdrtipipation for group
decision making and trust on their leaders in tloekwplace, under Sri Lankan
and Czech Republic cultural context. The aim of shedy is to find out the
possible solutions for enhancing employee perfooeathrough improved
person-organization value fit.

A questionnaire survey was undertaken to evaluaipla/ees’ ratings on
these variables. Pre tested questionnaires wengbdied among middle level
employees in the Plantation Sector organizationsSin Lanka and “EX”
organization in Czech Republic. Cronbach’s alpha alzove the sufficient level
of reliability for all items in the instrument. Cqete questionnaires were
included for data analysis using Analysis of Coates (ANCOVA). According
to the findings, most of the hypotheses were supddry the study population
of Sri Lanka. Results showed that the highest Rusgjualues were given by the
models under “administratively competent team-dadnleadership”. Further,
results revealed that interaction of person-orgdiun value fit and leader
behavior was significant on employee commitment padicipation for group
decision making at 1% probability. Based on thelltssit can be concluded that
leadership style and person-organization valueafé better predictors for
enhancing employee performance in Sri Lanka. Heresylts of this study
provide insight into how; the management of thegmmizations in Sri Lanka
can enhance employee performance through thesei@riEven though person-
organization value fit was higher in the study dapan of Czech Republic than
Sri Lanka, hypotheses were not supported by thedirfgs. Theoretical and
practical implications of the results and directiofor future research are
discussed.



ABSTRAKT

Hodnota vztahu osoba-organizace a vedeni vyzkumnvepené ¥dci odhali
dulezité vlivy €chto faktofi na vykonnost zagstnandé. Proto je tato prace
zantiena hlav na ti cile hodnoceni: (1) Jak oviiuje chovani vedouciho
vykon zangstnance; (2) Jak ovliwje hodnota vztahu osoba-organizace vykon
zantstnance, a (3), Zda se jedna @nék interakce mezi chovanim vedeni a
hodnotou vztahu osoba-organizace na vykonézamance; co se &g zavazi,
Ucasti na rozhodovani ve skupira divére v jejich vedouci v pracovnim
prostedi v ramci kulturniho kontextu Sri LankyCaské republiky. Cilem studie
je zjistit moznareSeni pro zvySeni vykonnosti zéstnan@ prostednictvim
zlepSeni vztahu osoba-organizace.

Bylo provedeno S&tni formou dotazniku pro hodnoceni vykonnosti
zantstnand v téchto proménnych. ZkuSebni dotazniky byly distribuovany mezi
zantstnanci na $edni Urovni v organizaci Plantation Sector na Sande a
"EX" organizaci v Ceské republice. Cronbaibh koeficient alfa byl nad
dostaténou urovni spolehlivosti u vSech polozek. Kompledotazniky byly
zahrnuty pro analyzu dat pomo®COVA (analyzakovariance). Podle zji&ti,
byla wtSina hypotéz podporovana studijnim obyvatelstvenb&nky. Vysledky
ukazaly, Ze nejvy$Si R square hodnoty byly dany etyodv ramci
"administrativié prisluSného tymo¥ orientovaného vedeni”. DalSi vysledky
ukazaly, Ze interakce hodnoty vztahu osoba-orgaasiza chovani vedouciho
byla vyznamna pro zavazek zé&inance a jeho ¢ast na rozhodovani ve
skupire s 1% pravdpodobnosti. Na zaklgdvysledki 1ze konstatovat, Zeidci
styl a hodnota vztahu osoba-organizace jsou lep$iadpovidateli pro
zvySovani vykonnosti zaggtnan@ na Sri Lance. Tudiz vysledky této studie
poskytuji nahled do Zgobuftizeni €chto organizaci na Sri Lance, jez mohou
zvysSit vykonnost zagstnan@ prostednictvim &chto kritérii. Restoze byla
hodnota vztahu osoba-organizace vy33i u studijobgivatel Ceské republiky
nez na Sri Lance, hypotézy nebyly timto 2Zp$in podlozeny. Jsou zde
diskutovany teoretické a praktické vysledky asnpro dalSi vyzkum.
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ROZSIRENY ABSTRAKT

Podle nedavného vyzkumu je hodnota vztahu osobenmace jednim z
faktoni, které maji vliv na vykonnost zastnand jako je zavazek, spoluprace,
komunikace, vynosy a zisk v organizacichiggb vedeni je dalSimitkzitym
faktorem, ktery ovliviuje vykonnost zagstnance. Stefnjako oba tyto faktory
ma vliv na vykonnost za#stnand teoreticka racionalni prognézatinku
interakce mezi chovanim vedeni a hodnoty vztahbbaswvganizace. Zasadnim
problémem pro lidry v dneSnim managementu je pdthppsoby, jak uchovat
své kreativni a inovativni zafstnance a zvysit jejich vykonnost zlepSenim
hodnoty vztahu osoba-organizace.

Tato prace se soueti hlavig na ti cile hodnoceni: (1) Jak oviiuje chovani
vedouciho zavazek zastnance, tast na rozhodovani ve skupia divéru ve
vedouci; (2) Jak ovliwje hodnota vztahu osoba-organizace zavazek
zantstnance, &ast na rozhodovani ve skupia divéru ve vedouci, a (3), Zda
se jedn& o d&inek interakce mezi chovanim vedeni a hodnotouhwziasoba-
organizace na vykon zastnance; co se &g zavazl, Casti na rozhodovani ve
skupire a divére v jejich vedouci v pracovnim préstli v ramci kulturniho
kontextu Sri Lanky &eské republiky.

vztahu osoba-organizace na zatmandv vykon v organizacich. Seéasny
vyzkum se liSi od iv¢jSich studii zahrnutim novych aspéktj. interakce,
kulturni hodnoty p uréovani efektivniho vedeni aémici se vyzkum Gzemi a
promennych. Hlavnim cilem studie bylo pochopeni moznkgfeni pro zvySeni
vykonnosti zamsstnan@ prostednictvim vylepSené hodnoty vztahu osoba-
organizace.

Stupnice pro rreni chovani vedoucich a hodnoty vztahu osoba-azgeei
byly upraveny ze studie projektu GLOBE z roku 20R4dvazek zagstnance a
duvéra ve vedouci byly gfeny podle stupnice, kterou vypracoval Li ve své
studii vroce 2006. Stupnice pro érani zanistnand byly konstruovany
samostaté prostednictvim literarniho gizkumu. Cronbaackv koeficient alfa
byl nad dostatnou uarovni spolehlivosti u vSech polozek. Pilothidse byla
provedena vCeské republice a na Sri Lance pro vyhodnoceni dikazz
duvodu grehlednosti, zkresleni, nejednoZngch otazek, formulace, éasovani
a vyznamu pro organizai nastaveni obeén Pro studii bylo vybrano 250
zantstnand z fad stednich manazéy junior manazedr a Gedniki v organizaci
Plantation Sector na Sri Lance a 33 gstmané v "EX" organizaci vCeské
republice. Bylo provedeno $ehi formou dotazniku pro hodnoceni vykonnosti
zantstnan@ v téchto promdnnych. VSechny otazky byly zvySeny o 7 hath
Likertove metitku a rekteré byly srovnany ogaé. Kompletni dotazniky byly
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zahrnuty pro analyzu dat pomoci ANCOWAnalyzakovariance) v obecném
linedrnim modelu postupu SAS. Demografické piongé (&k, pohlavi,
vlastnictvi spolénosti a celkové pracovni zkuSenosti) jsou povazgpvaa
kovariance.

Podle zjis¢éni, byla ¥tSina hypotéz podporovana studijnim obyvatelstveim S
Lanky. Vysledky ukéazaly, Ze nejvysSSi R square hogrinyly dany modely v
ramci "administrativa prislusného tymow orientovaného vedeni”. Proto
nejvyznamgjsim stylem vedeni pro zlepSeni hodnoty vztahu aswhanizace a
vykonu zangstnance bylo administrati¢gn kompetentni tymosrorientované
vedeni na Sri Lance. DalSi vysledky ukéazaly, zerakce hodnoty vztahu
osoba-organizace a chovani vedouciho byla vyzngmmaavazek za#éstnance
a jeho @ast na rozhodovani ve skupia 1% pravépodobnostiZamestnanecka
davéra zalezi hlavérna stylu vedeni.

Na zaklad vysledki Ize konstatovat, Zetdci styl a hodnota vztahu osoba-
organizace jsou lepSi progndzy pro zvySovani vykstirzangstnand@ na Sri
Lance. Tudiz vysledky této studie poskytujici ndhilv zmisobuiizeni gchto
organizaci na Sri Lance mohou zvysSit vykonnostésnan@ prostednictvim
téchto kritérii. RestoZe byla hodnota vztahu osoba-organizace vysisidijnich
obyvatel Ceské republiky neZz na Sri Lance, hypotézy nebyhytdizjis&nim
podlozeny. Jsou zde diskutovany teoretické a priegtvysledky a semy pro
dalsi vyzkum.
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EXTENDED ABSTRACT

According to the recent research, person-orgaoizatalue fit is one of the
factors affecting on employee performance suchamsnutment, cooperation,
communication, and profit gains in organizationgadlership behaviour is
another important factor affecting on employee @enbince. As both of these
factors affect on employee performance, there itheoretical rational of
predicting an interaction effect between leadershghaviour and person-
organization value fit. It is a critical issue feaders in today’s management to
understand the ways of retaining their creative mmvative employees and
enhancing their performance by improving persoranization value fit.

This thesis mainly focused on three objectives/aduate: (1) How leadership
behavior affects on employee commitment, partiagoaffor group decision
making, and trust in their leaders; (2) How persoganization value fit affects
on employee commitment, participation for groupisiea making, and trust in
their leaders; and (3) Whether there is an intemaaffect between leadership
behavior and person-organization value fit on elygdo commitment,
participation for group decision making, and trmstheir leaders in Sri Lankan
and Czech Republic cultural context.

Earlier researches have focused only on directiedfieleadership and person-
organization value fit on employee outcomes in pizgions. Present research
differs from the earlier studies by including nespects; i.e., interaction in to
account, cultural values in determining effectiveadership, and changing
research territories and variables. The ultimateatlve of the study was to
understand the possible solutions for enhancinglarep performance through
improved person-organization value fit.

Scales for measuring leader behaviors and perggam@ation value fit were
adapted from GLOBE project study in 2004. Emplogeenmitment and trust in
leaders were measured by the scales developed (B00b6) study. Scales for
measuring employee participation were self congtdudy referring available
literature. Cronbach’s alpha was above the sufficievel of reliability for all
items in the questionnaire. Pilot study was conelliah Czech Republic and Sri
Lanka to evaluate the questionnaire for clarityasbiambiguous questions,
wording, timing and relevance to the organizatiosetting in general. For the
present study, 250 employees were selected frondlenichanagers, junior
managers and clerical staff in the organizationdeurthe Ministry of Coconut
Development in Sri Lanka and 33 employees in th¢"“@Grganization in Czech
Republic. A questionnaire survey was undertakezviduate employees’ ratings
on these variables. All questions were raised qoits Likert-type scale and
some were reverse corded. Complete questionnaiege wmcluded for data
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analysis using Analysis of Covariates (ANCOVA) irengral linear model
procedure in SAS. Demographic variables (age, s@xpany tenure and total
work experience) were considered as covariates.

According to the findings, most of the hypothesesrevsupported by the
study population of Sri Lanka. Results showed thathighest R-square values
were given by the models under “administrativelynpetent team-oriented
leadership”. Therefore, the most significant lealgr style for improving
person-organization value fit and employee perforeeawas administratively
competent team-oriented leadership in Sri Lankathiey, results revealed that
interaction of person-organization value fit andder behavior was significant
on employee commitment and participation for gralgeision making at 1%
probability. Employee trust mainly depends on tiyéesof leadership.

Based on the results, it can be concluded thateltshg style and person-
organization value fit are better predictors fonamcing employee performance
in Sri Lanka. Hence, results of this study provimsight into how the
management of these organizations in Sri Lanka eahance employee
performance through these criteria. Even thouglsgreorganization value fit
was higher in the study population of Czech Repulthan Sri Lanka,
hypotheses were not supported by their findingseofétical and practical
implications of the results and directions for hetuesearch are discussed.
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CHAPTER 1

INTRODUCTION
1.1 Key areas to be covered

Leader has been a feature of human interactiore sihe dawn of time,
although the word “leadership” seems not to havenbeoined until 1818
(Hedges, 1995). True study of leadership was imblessntil there was a
concrete concept to describe it, and certainly dhe has been considerably
explored by social scientists, management resear@ra many others from a
variety of academic disciplines only since the bagig of the twentieth century
(Hedges, 1995). Even though study of leadershigifiisas followed many
paths’ thereby taking into consideration many facebf human
interrelationships, the idea of “interaction effe€ieader behaviour and person-
organization value fit” seems largely to have esdagpcademic scrutiny.

According to the recent research, person-orgaoizatalue fit is one of the
factors affecting on employee performance suchamsnutment, cooperation,
communication, and profit gains in organizations, (2006; Wolf, 2007).
Leadership behaviour is another important factoieciihg on employee
performance (ISR USA, 2008; Huang et al., 2005;2006). As both of these
factors affect on employee performance there isheoretical rational of
predicting an interaction effect between leadershghaviour and person-
organization value fit. It is a critical issue feaders in today’'s management to
understand the ways of retaining their creative mmvative employees and
enhancing employee performance by improving pemsganization value fit.
Hence this research, seeks to study direct inflelemd interactive influence of
leadership behaviour and person-organization vafite on employee
performance in Sri Lankan and Czech Republic caltcontext.

Person-organization value fit is the congruencaroindividual's beliefs and
values with the culture, norms, and values of gawization. Recent researchers
have mentioned that although there are various eqnalizations of person-
organization value fit, it is broadly defined a® tbompatibility of individuals
with the organization in which they work (Krist, 948 McCulloch and Turban,
2007). Person-organization fit concerns in two elght ways such as
complimentary and supplementary fit. Compliment@ryccurs when a person
or the organization provides attributes that theeptparty needs; for example,
the person may have skills needed by the orgaaizatnd supplementary fit
occurs when a person and organization are similar fondamental
characteristics (Krist, 1996; Muchinsky and Mongha®87). Theoretical and
empirical research suggests that individuals agdrozations are most effective
when their values, needs, and interests are alifiDadiel and Timothy, 1995).
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Manifestations of this alignment, which often isll@d person-organization
value fit, which include job satisfaction, involvent, cooperation,
communication, and commitment (Chatman and BarsHeigs; Alstine, 2005;
Li, 2006; McCulloch and Turban, 2007). Wolfe haowh that employee-
organization fit (person-organization fit) can gexte high profit and reduction
in employee turnover of small business (Wolf, 2007)

But relatively little empirical evidence only exigin effect of person-
organization value fit on employee commitment, ipgration for group decision
making and trust in their leaders in Asia and nadgtin Sri Lanka. Every
organization seems intent on finding skilled empley these days to achieve
competitive advantage in the business world. Bau$omg only on job skills
might leave these companies with a fewer employe®s a bit light on the
profit. Hence recruiting the whole person to orgation is the principal theory
of the person-organization value fit model (Chatp889). And also Chatman
has mentioned that person-organization value fibfisenced by the selection
and socialization. Leader can enhance the sodializ@rocess in organizations
by formal and informal associations with subordesatf the leader emphasizes
team-building and employee involvement in decisiaking (Chatman, 1989,
1991). Person-organization value fit model says #raployee attitudes are
enhanced when the fit between the organizatiomtind the employee is met.
These attitudes include greater job satisfactiogamizational commitment and
greater team spirit among co-workers (Bowen etl@b]1).

Many researches have mentioned that how human meEsopractices
contribute to organizational performance in whi@testive hiring, innovative
recruitment, self-managed teams and decentralizatib decision making,
compensation policy, extensive training, job sdguand information sharing.
Results have provided overall support for all humesource practices except of
job security. Selective hiring was found to be & keactice that improved
organizational performance (Vlachos, 2008; AshokmSd008). Person-
organizational value fit model explains about thgportance of these factors in
selective hiring in organizations. Chatman (19¢1)er influential study, found
that recruits whose values, when they enter, midwobe of the firm adjust to it
more quickly, feel most satisfied, and remain witie firm much longer.
Though person-organization value fit is so impdrtgghenomenon in
organizational management, even organizations akeep those employees
whose values do not fit with their organizationalteres, because of labour
shortage or because of the need to remain creatnke innovative human
resources (e.g. Li, 2006).

In this phenomenon it is necessary to study, whell@der can enhance
employee performance even under low person-orgiomzaalue fit by adapting
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suitable behavioural acceptance of employees agid ¢bltures. With relation
to leadership behavioural styles and person-org#iniz value fit, in early
studies did suggest that leader behaviour may enfla person-organization
value fit (Meglino, 1991; Reichers, 1987; Silvethand Hinch., 1996; Weiss,
1978; Li, 2006). Reichers (1987) noted that adeahn influence the level of
person-organization value fit if the leader reatlgs; the harder he or she tries,
the value fit can be higher. Further research sdetmesuggest that all leader
behaviours will not influence person-organizatialue fit to the same extent.
The leader behaviours that involve more intensiteraction between leader
and his or her subordinates may have greater impagberson-organization
value fit by affecting the values, attitudes anchdeours of subordinates
(Meglino et al., 1991; Weis 1978).

Situational leadership models suggest that leasleosild make changes in
their own behaviours in order to be truly effectivemong these, Ohio State
study (1950s), Michigan study (1950s), Blake andudao’s Managerial Grid
(1970), House’s path-goal model (1971), Hersey Brahchard’s situational
leadership model (1977) and Vroom and Yetton’'s sleni making model
(1973) are prominent. Most studies conducted byldeship researchers in
different part of the world reflect an awarenesd anderstanding of leadership
research conducted in United State and other Wesbtauntries. Most
researches have been designed and tested in otgecahd replicated in
another culture rather than truly designed to sastilarities and differences
across all cultures. In order to fill this gapywfaon western scholars motivated
to think about their own behavioural theories @dership. With this idea, few
non western theories were stood out; i.e., Misusri’sM theory (1985) in Japan
and Sinha’s nurturant-task oriented leader behavibaory (1984) in India.
Misumi’'s PM leadership instrument was adapted fa@e un China, but
researchers found it is necessary to add an additieadership factor, labelled
“C’ for character and moral, to adequately charaeChinese leadership (Ling
and Fang, 2003; House, 2004). These facts prowd® snsights to understand
the necessity of own research in different cultunesocieties.

Another most recent leadership and culture study WL.OBE study
conducted in 62 countries including Eastern and té¥espart of the world
(House et al., 2004). A major question addresse@Gb®BE project is that in
the extent to which specific leader characteristing actions are universally
endorsed as contributing to effective leadershmal the extent to which these
qualities and actions are linked to cultural chmastics. In the GLOBE project
they have empirically proven that effectivenesseatier behaviour is culturally
contingent. Even Hofstede (1980) found that theglsinmost important
difference between people’s perceptions and a#gud attributable to their
national identity and the values connected with it.
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Situational leadership models involved a paradigertift in thinking away
from concentration on “the leader only” and towattus “relationship potential
between leader and followers”. Hence, these firglimgde some motivation to
present research to move further to investigate etifiectiveness of selected
leader behaviours empirically to improve persoraaigation value fit,
employee commitment, participation for group dexismaking, and trust in
their leaders in Sri Lankan and Czech Republicucaltcontext. As such, one
contention of this thesis is that any means of owmgy organizational
management system by identifying effective leadprshehaviours for
enhancing employee performance even under low pergganization value fit.

1.2 Research problem

Sri Lanka began to shift away from a socialist ima¢ion in 1977 and since
then, the government has been deregulating primgtiand opening the
economy to international competition. With the egesice of the market
economy, the need of effective management of emeplyhas become an
utmost priority to organizations in Sri Lanka. Wglobalization, human activity
has provided the competitive edge to business ges specially nations like
ours. For organizations striving to meet competitichallenges in a
technologically driven, sustaining and managingcodative and innovative
human resource hold the key to future success (I Lanka,
http://www.ipmlk.org). The role and responsibilitpyf human resource
practitioners in Sri Lanka is shaping and develgpimuman resource for
organizational success which would be an influemdector for the national
development. Strengths, weaknesses and challeaged by Sri Lanka over the
years, in first dealing with the challenges of gem economy and currently
dealing with a knowledge economy (Hashim, 200&:Htveb.worldbank.org).

Plantation sector of Sri Lanka which has been sale@s the research
territory plays an important role in the economypviding foods, materials
and foreign exchange. In the year 2005, labour ymtndty of Sri Lanka,
estimated on the basis of annual value addition gmeployee, Sri Lankan
Rupees 138,300 per person, which is the highegh®period of year 2001 to
2005. The increase in overall productivity was maidue to the significant
increase in productivity in the agriculture sectord a marginal increase of
productivity in the service sector in 2005 compaie@004. Although there was
an improvement in productivity in the agricultuex®r, it remained around half
or even lower than the productivity in the indusand service sectors in 2005.
Further low level of productivity in agriculture fiaemained throughout the
period of year 2001 to 2005. Central Bank ReporSofLanka has elaborated
that there was a significant decrease in numbeeroployee strikes in the
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plantation sector in year 2005 compared to 2004s T an indication of
improvement in the relationship between employeid employees. This report
has said that further improvements in labour reteticould lead to productivity
improvement in all sectors of Sri Lanka. This pewbl of low labour
productivity will not be able to solve in a shodrd of time but will prolong
by years in up and down if responsible parties wdk involve deliberately
(Annual Report, Central Bank of Sri Lanka, 200%).this point of view, it is
very important to conduct our own research regartimman resource practices
to understand how employee performance can be wadrby leadership and
person-organization value fit in organizations eatthan increasing wages and
fringe benefits. Increasing number of employees @matinuous increasing of
wages create an unhealthy economy within the syatanas well as it leads to
higher level of inflation within the economy.

Even in the Czech Republic, economic transformaitsonot yet over. The
economy grew at the rate of (GDP) 6% annually f&005-2007 and the strong
growth continued throughout the first three quaritar2008. The current right-
of-centre coalition government had committed itselfeduce the GDP deficit to
3% by 2008, from 4.7% in 2006. Planned reforms Ivean reduction of
currently mandatory expenditures to meet Maastedleria for adoption of the
Euro. Free trade in services and agricultural gpaslsvell as stronger regulation
and rising labour costs will mean tougher competition for Czech producers
(CZ, The world fact book, online, 2009). In thisusition, enhancing employee
performance is essential rather than increasingbeurof labours and wages
even for Czech Republic organizations, in ordelat¢hieve higher employee
productivity. On the other handior any societylow employee productivity
creates an uncertainty in existence of organizatiorthe economy and as well
as it creates employee unrest within the systerhidfto be economically viable
in the society, employee productivity should be awded through higher
employee morale. Hence, this research is focusetiese criteria to understand
the ways of improving labour productivity throughiglmer employee
performance.

1.3 Purpose of the study

Both leadership and person-organization value rigt global issues in the
competitive environment, to enhance their profit fiystaining competitive
advantage in organizations. Leadership is fundaafign& relationship-based
influence between people, and therefore is coraldgrdependent upon the
guality of understanding between the interactivdigg The leader’s job is to
motivate employees to carry out the organizatioasisions to achieve the
desired outcomes by creating an environment in lwvipeople can motivate
themselves. Many interesting issues remain unskgeln as which kind of leader
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behaviours are more appropriate than others im@ilbasis to improve person-
organization value fit and even their interacti@msemployee performance. If
organizations utilize their human resource in pobghe way, cost of production
can be lowered (Allen et al., 2005). Therefores thiudy addresses the new
aspects that has lately attracted attention in gemant theory and practices;
l.e. impact evaluation of leadership and persomoation value fit on
employee performance. And also this study seekdemotify possible changes
on the part of leader behaviour and as well ashenpart of employees and
organizations in order to enhance employee perfocea

Also Li (2006) has rightly mentioned that futuresearch should further test
the effectiveness of leader behaviours in diffe@ritures or societies that can
improve person-organization value fit and emplopeeformance. In order to
fill this existing research gap in the literatuggresent study extended the
previous research in changing culture, leader hebes; and some variables of
employee performance. Therefore this study wassieduo investigate the main
effects and interaction effect of leader behaviud person-organization value
fit in relation to employee commitment, particigeatifor group decision making,
and trust in their leaders. Above summary of pniesearch creates three
objectives for the current study to find out,

1. The effect of leadership behaviour on employsamitment, participation
for group decision making, and trust in their leade

2. The effect of person-organization value fit ampboyee commitment,
participation for group decision making, and triastheir leaders.

3. Whether there is an interaction effect betwessadérship behaviour and
person-organization value fit on employee commitimgrarticipation for
group decision making, and trust in their leaders.

The study was conducted in five organizations, urtde Ministry of Coconut
Development in Sri Lanka and “EX” Organization imetfinancial sector in
Czech Republic. The study was aimed to understamdultural similarities and
varies of both countries under the present reseamebept.
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1.4 Significance of the study
This study is significant for the following reasons

1. In the extensive literature in both developed daveloping countries, only
very little evidence has been written about therenttion effect of leadership
behavioural styles and person-organization valtieTihe present study will
enhance the very limited research in this areaceletine findings of this study
will move scholarly towards a theoretical advanceme

2. It would seem to be an opportune time to unéersaich a study at the face of
the competition of globalization to understand amdre the ways of enhancing
employee productivity through higher employee penfance.

3. This study may provide useful guidance for lead® human resource
management and policy makers in organizations.

4. 1t is hoped that the approach used in this studlycontribute some insights
for on-going research or future research.

5. A further significant aspect of this researcpicois, relating to the own
country study. Research variables have been chiogetonsidering the own
organizational and cultural values.

6. Finally, it is expected that this study may selas a catalyst for further
research in other countries to determine whetherasults are context specific
or whether the results may be common to other mdtas well.

1.5 The organization of the thesis

This chapter provides an introduction to the prestéundy, problem area for
the research, purpose of the study, objectives sagpaificance of the study.
Chapter 2 outlines the contexts of the researdttdees, cultural values of
these nations, economic aspects of Sri Lanka aeglCRepublic and economic
point of view to research. Based on the literatte@ew in the chapter 3, a
conceptual framework is formulated and presentdadaerchapter 4. In chapter 5,
detailed account of the research approach and oheltbgyy are addressed.
Chapter 6 presents the findings from the questioar@and Chapter 7 reports the
results of the quantitative data analysis. Cha@telaborates the contribution of
the thesis to science and practice and area ftirefluresearch. The final chapter,
No. 9 presents the conclusion of the study.
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CHAPTER 2

ECONOMIC ASPECTS AND SOCIAL VALUES OF
THE RESEARCH CONTEXTS: SRI LANKA AND
CZECH REPUBLIC

This chapter presents the general overview of &nkla and Czech Republic,
in which the research was carried out. This inciyitlee economic aspects of Sri
Lanka and Czech Republic, cultural ethos of thedemns, role of the research
territory of Sri Lanka, and currently importance abing research in these
countries.

2.1 Significant aspects of the economy of Sri Lanka

Sri Lanka is a middle income developing nation wihGross Domestic
Product (GDP) of about $27.4 billion and with papita GDP of about $4,400
(2008). Sri Lanka has achieved the 90.7% literatg m local languages and
life expectancy of 75.4 years rank well above thokéndia, Bangladesh, and
Pakistan. Income inequality in Sri Lanka is sevevéh striking differences
between rural and urban areas. About a quartenheotcountry's population of
about 21 millions remains impoverished. Civil cactfl falling agricultural
labour productivity, lack of income-earning opponties for the rural
population, and poor infrastructure outside the Wf@s Province are
impediments to poverty reduction. Following the 2@@asefire and subsequent
economic reforms, the economy grew more rapidlgomding growth rates of
6.0% in 2003, 5.4% in 2004 and 6.8% in 2007 thatrdérom 7.7% growth in
2006 ((Sri Lanka, Word fact book, online, 2009).

Cultural ethos in Sri Lanka

Sri Lankan social values are formed by the infleermf a Sinhalese
civilization and Buddhism, British colonization, danindependence and
democracy. The heritage of traditional cohesivésdficiency, national pride,
cast dignity and the familial system, are rootethmfeudal system and the code
of conduct of the Sinhalese Buddhist civilizati®esearchers have found some
main socio cultural patterns in Sri Lanka as: deeece, lack of self-
confidence, accepting the status quo, work is feelihood, resistance to
change, kinship and respect for authority. Thes@beural patterns are critical
to judge the relevance of western social, cultupaljtical, and economical
aspects of objective rationality of individualis@gmage et al., 2003).
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Human nature

Within the historical legacy of feudalism, Sri Lamkself-esteem is identified
with family. Sri Lankans think in terms of collee# way and not individual
values as society is not built on the individual lba the family. It comes
naturally for Sri Lankans to put the focus on comeli interest of the family.
The Sri Lankan cultural orientation is supported $lyared values which
function as the basis of shared behaviour. Furtt@mpared to the West, Sri
Lankans prefer a more “structured” social order #retefore, Sri Lankans are
less autonomous and more dependent on their phategeisurrounding social
system. Society in Sri Lanka always expects saegponsibility and sharing
attitude, rather than favouring quick achievemehthigher expectations by
individuals. The result is less assertive orieptatio personal achievement in
the wider social context in Sri Lanka (Gamage £t24103).

2.1.1 Individualism and collectivism in Sri Lanka and Czech Republic

Hofstede (1980) defines individualism as “a prefieee for a loosely knit
social structure in which individuals take cardél@@mselves and their immediate
families only,” and collectivism as “a tightly knsocial organization in which
individuals can expect other in-group persons tk lafter them” (House et al.,
2004. Of the 53 countries he analyzed the United States the most
individualistic and in contrast Japan was foundb® more collectivistic.
Subsequently, researchers have also noted th&zbeh Republic is also more
collectivistic than the U.S. (Early et al., 1999Yhen compare to South Asia,
Czech Republic is less collectivistic than thesentoes (House et al., 2004).

According to the GLOBE study, Czech Republic corneder the Eastern
Europe societal cluster and Sri Lanka falls under South Asian cultural
cluster. In-Group collectivism practices and valaed Institutional collectivism
practices and values are similar in Eastern Eurdpster. In South Asian
cluster, In-Group collectivism values and practiees similar but institutional
collectivism practices are lower than values. Adaag to these elaboration and
findings, Czech Republic has a good balance betwéd®i people expect and
what society practices. In Sri Lanka, institutiorallectivism practices should
be improved because of what people expect is higjieen what the society
practice (House et al., 2004).

In one exploratory study, Jago and colleagues (18@2nd that German,
Austrian, and Swiss managers were the most patiegy Polish and Czech
managers the most autocratic, and the U.S. ancclrmranagers between the
extremes. First unlike managers of other natiowdisip managers were more
likely to be participative only on trivial matteesnd not on important issues.
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Second there were differences across countrieseimasios in which subordinate
conflict was likely-for example the U.S. and polislanagers were likely to
become autocratic in conflict-producing situatig¢cised by House et al., 2004).

2.1.2 Role of the coconut plantation sector in theconomy of Sri Lanka as
the research territory

In the nineteenth and twentieth centuries, Sri laahkcame in to plantation
economy, famous for its production and export ahamon, rubber and Ceylon
tea and coconut, which remains a trademark natiex@brt. In Sri Lanka, total
agriculture contributes to Gross Domestic Prod@DR) in 13.4 percent as a
whole that includes Coconut, Tea, Rubber and odigeicultural crops. Total
plantation contributes to GDP in 4.4 percent ashelav and coconut sector
solely contributes to GDP around 1.7 percent in ¢bantry. Not like other
plantation crops, domestic consumption is very higltoconut. Accounting to
the recorded statistics in year 2006, domestic wopsion was 2221 million
nuts and exported only 562.51 million. Even thoiigis so small in exported
portion, contribution to GDP is considerably higtnere are number of export
products such as mattress fiber, bristle fiberstid fiber, coir yarn, coir twine,
coir fiber pith, desiccated coconut, and coconuwtllsbharcoal. Those are
exported to the countries where European Uniontelia€urope, rest of the
Europe, Asia, Africa, Middle East, Far East, andehica.

Coconut palm is referred to as the “Tree of Lifeidgorovides food, drink,
shelter and materials for industries. Coconut oi=upbout 412,550 ha of land
and is the largest plantation crop in Sri Lankas ltound in all administrative
districts except in the higher elevations but is\camtrated in the coconut
triangle in the Puttalam, Kurunegala, Gampaha, @bt and Kalutara districts.
Coconut is predominantly a small-holder crop wishpércent of the area below
8 hectare (Sri Lanka Coconut Statistics, 2006).

How coconut sector important to the world economy

Coconut continues to play a dominant role in almabt the coconut
producing countries particularly in the Asia andcika region. Millions of
people are still depending on the coconut indusbry their livelihood and
fortune. The area under coconut in the world i482,million hectares and the
estimated coconut extent in APCC countries is 1DB#lion hectares in year
2005. Coconut area expanded at a rate of 0.14 miegpee annum in the APCC
countries while the total world area grew at thee raf 0.24 percent per year
during 2001-2005. APCC countries contribute 87.86cent of the total world
coconut area. In line with increased population andome, domestic
consumption of coconut is increasing rapidly. Coest such as Sri Lanka,
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India, Thailand, and Vietnam are producing puretylargely for domestic
markets (Coconut Statistics, 2006).

Role of the coconut sector institutions of Sri Laak

Coconut sector comes under the purview of the Mini®f Plantation
Industries. Government provides considerable assistto the growers for the
upliftment of the industry and their livelihood. iShassistance is channeled
through three organizations; i.e. Coconut Develagmauthority, Coconut
Cultivation Board, and Coconut Research Instituteictv are administering
under the Ministry of Coconut Development. Othertlthese-semi government
organizations there are private organizations #inatinvolving in the coconut
industry in Sri Lanka. Out of them, mainly ChilawaRtation Limited,
Kurunegala Plantation Limited, and BCC Lanka plagagor role in the sector.

Coconut Development Authority plays as the poliogniulation body in the
coconut sector, determination of its developmembriples, development and
promotion of new techniques in the processing aboat, monitoring of quality
control aspects, provide assistance in increasiagetficiency of establishments
of manufacturing coconut products, maintenance tahdards of quality of
products, product and market development, and eafeent of government
policies on international and external marketin®@{£C www.cda.lk).

Coconut Cultivation Board provides mainly assistafar the development of
coconut lands, provides an advisory service tcctwnut growers, administers
the government subsidy programs for coconut culowa rehabilitation of
coconut lands, maintain coconut nurseries, conadgctraining programs for
different categories of people, provide crop protecprograms and some more
different services in status quo.

Primary function of Coconut Research Institute @nducting research
regarding development of the coconut palm, progdidvisory assistance to the
estate sector, and providing expert guidance omatters relating to coconut
cultivation (CRI, www.cri.lk).

2.2 Geographic location of Czech Republic

The Czech Republic lies in the very heart of Eurdp&t its neighbours
include not only the developed western countriestn@@ny to the west and
Austria to the south, but also countries in proadgsansformation; i. e. Poland
to the north and Slovakia to the east. The Czeg@guB is the western part of
former Czechoslovakia and consists of three hisabiplaces that are Bohemia
in the west, Moravia in the east and Silesia in tbetheast. The area of the
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Czech Republic is 78,866 square kilo meters arith#t a population of 10.3
million. Annual population growth rate is 0.1% ahtkracy level is 99.8%
(Kralovec, 2008, www.fao.org/ag).

2.2.1 Economy of Czech Republic

The Czech Republic is one of the most stable andperous of the post-
Communist states of Central and Eastern EuropewtBrin 2000 to 2007 was
supported by exports to the European Union (EUijnamly to Germany and a
strong recovery of foreign and domestic investm&he current account deficit
has declined to around 3.3% of GDP as demand faynaative and other
products from the Czech Republic remains strortgenEuropean Union. Rising
inflation from higher food and energy prices areisk to balanced economic
growth. The Czech Republic possesses a develoggdirftome economy with
a GDP per capita of 82% of the European Union aer&zech Republic has
seen a growth of over 6% annually from 2005-2006stVbf the government
own institutions have been privatized, includingiks&and telecommunications.
The country has fully implemented the Schengen &ment and therefore has
abolished border controls with all of its neight®{(Germany, Austria, Poland,
Slovakia) on December 21.2007. The last Czechrgovent had expressed a
desire to adopt the euro in 2010, but the currenegiment has postponed it
due to budget deficits and an exact date has ot bet upCurrent government
plans to meet the criteria for joining the euroea@nound 2012 (CZ, World fact
book, online, 2009).

In the early 1990s, most state-owned industrieseweivatized through a
voucher privatization system. Every citizen wasegithe opportunity to buy,
for a moderate price, a book of vouchers that hsha could exchange for
shares in state-owned companies. State ownerstipsafiesses was estimated
to be about 97% under communism but non-privatéoses less than 20%
today. Unemployment declined to 5.0% in May 2008rates of unemployment
are higher in the coal and steel producing regioindlorthern Moravia and
Northern Bohemia, and among less-skilled and olderkers. The economy
grew at the rate of 5.7% in 2007 and similar growids expected in 2008.
Planned reforms involving reduction of currently ndatory expenditures to
meet Maastricht criteria for adoption of the eurdl wrepare the Czech
Republic for accession to the Euro zone in 20ltBakarliest.

Czech Republic became a European Union (EU) membdviay 1, 2004.
Most barriers to trade in industrial goods with tBe fell in the course of the
accession process. The process of accession hasiteg impact on reform in
the Czech Republic, and new EU directives and egmguis continue to shape
the business environment. Free trade in servicdsagncultural goods, as well
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as stronger regulation amdising labour costswill mean tougher competition
for Czech producers. Also Czech Republic's econdrartsformation is not yet
complete. The government still faces serious chgéls in completing industrial
restructuring, increasing transparency in capitalarket transactions,
transforming the housing sector, reforming the manand health care systems,
and solving serious environmental problems (EconahyCzech Republic,
www.traveldocs.com).

2.3 Economic point of view of the research

If an organization utilizes its human resource iaxrmum potential, cost of
production can be lowered, as human resource isvalvboth labour and
entrepreneurship in production process. In microenucs, it explains how
house holds and firms make decisions and how ttesision makers interact in
the market place. A central principal of microecmns is that households and
firms optimizethey do the best they can, to meet objectives andotve
constraints under scarcity (Allen et al., 2005; selirey, 2006). Management
decisions are often made in light of constraintsased by technology, resource
scarcity, contractual obligations, laws and regofet. To make decisions that
maximize values, managers must consider how exteamstraints affect their
ability to achieve organizational objectives. Oigations frequently face
limited availability of essential inputs, such dslled labour, raw materials,
energy, and specialized machinery etc. In a fitmtatal fixed cost- is the cost
that total cost per period of time incurred by fiven for fixed inputs. It is
almost fixed. Total variable cost is the cost thatirred by the firm for variable
inputs uses to produce outputs (Salvatore, 200kenAdt al., 2005; Hirschey,
2006). In short run manager or leader can takesmerito increase its
production by higher rate of variables. Thus cost\ariable inputs will goes
up. In this situation leadership style is highlyewractive. Leader can employ
more labour and entrepreneurs to increase its ptamiuas well as leader can
increase their employees’ performance to achieve motputs.

In other way according to the macroeconomic theooytinuous increasing
of wages is a big economic problem, to enhancpraduction and productivity
through employees. When people demand higher waiges;reases costs to
firms, which means they have to increase theinrgglprice which leads to
higher inflation. So it becomes a bit of a vicimysle (Zappone, 2008). As well
when increase wages, purchasing power goes up emardl for goods and
services also goes up. But production can not loee@ased as so quickly,
because there is a planned investment in the econdsna result prices will go
up to maintain the economic balance as producssame as early that create
an inflation and it affects to the social balanéeh@ economy. If inflation is
high in the economy, in equilibrium will exist. i a social problem which
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government should interfere (Mauldin, 2008). Theamiuy theory of money

states that the central bank, which controls thenewosupply, has ultimate

control over the rate of inflation. If the centi@nk keeps the money supply
stable, the price level will be stable or if thental bank increases the money
supply rapidly, the price level will rise rapidlCountries with high money

growth have high inflation (Mauldin, 2008). As asuéd enhancing employee
performance through proper human resource practscessential rather than
increasing number of labours and wages.

The main theme of the current study is to test aoglly how employees can
be motivated to take best, out of their potenbtaineet organizational objectives
through improving leadership and person-organinawralue fit. Because of,
wage is not an always a motivating factor of empésybut their preference is
far beyond than that (Herzberg, 1959). As a leatlaways will be his or her
toughest job to turn around people who have lost rtiotivation to make a
positive contribution to the team. But, contraryptapular perception, his or her
job as a leader or manager is not to motivate gtaff as motivation is internal.
Instead, leaders are responsible for creating amogmment in which people can
motivate themselves and this can be done withdyinge on merit increases,
incentives and bonuses (Falcone, 2002).

Summary

This section presented a brief description of #szarch territories, social and
cultural values connected with their historicaldeg, and economic point of
view to the research. In the next chapter, it guad that the critique of the
selected concepts and logical reasoning for theareh through available
literature.
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CHAPTER 3
REVIEW OF RELATED LITERATURE

The objective of this literature review is to gesights in to development of
conceptual frame work to support the proposed rekeaffort. This section
includes the literature relating to leader behavietfectiveness in different
cultures, importance of organizational culture nmgamizational development,
and relationships between leadership behaviourspangbn-organization value
fit in relation to employee performance in orgatimas. This review is designed
to increase the clarity in our understanding in &neas of available empirical
facts and lack of research and weakness in therurterature.

There are many studies in relation to effectivenessdifferent leader
behaviours that have been widely acknowledgedaniest and few in the East.
As well as there are many studies in relation ts@eorganization value fit.
But there is a lack of research on their altermatimpact on employee
performance. For the present study, person-orgémizaalue fit model was
combined with leadership behavioural theories toetigp a new theoretical base
for an interaction effect of person-organizatiofuedit and leader behaviour.

3.1 The concept of leadership

In this section researcher presents the studieaterkl to leadership
effectiveness in Western and Eastern countries aad novel concept on
culturally endorsed leadership theory. Here res$earcemphasizes how
leadership affects on employee performance and sdugietal culture and
organizational culture important in this phenomendwcording to novel
theories of leadership effectiveness, present stwdg based on culturally
endorsed implicit theory of leadership of GLOBEjpod (House et al, 2004).

Leadership is a dynamic relationship based on nmirtflaence and common
purpose between leaders and collaborators in wihath are moved to higher
levels of motivation and moral development as thigct real, intended change
(Freiberg and Freiberg, 1996). Three importantspaftthis definition are the
terms relationship, mutual, and collaborators thefine as, relationship is the
connection between people, mutual means shareahimon, and collaborators
cooperate or work together. This definition of leeghip says that the leader is
influenced by the collaborators while they worketter to achieve an important
goal. In contrast, Yukl (2002) argues for a broadaeption of leadership that
encompasses the determination of the group or @@@wns objectives,
organization of work activities, motivation of folWers, facilitation of
cooperative relationships and team work, and enéist of support from people
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outside the group or organization (cited by Housalg 2004). The GLOBE
survey definition of leadership is the ability oh andividual to influence,
motivate, and enable others to contribute towandseffectiveness and success
of the organization of which they are members (laetsal., 2004).

Yukl (1989), concluded that the skills most ofterked to leadership were
found to be intelligence, dominance, self-confiden@chievement drive,
interpersonal skills and activity (cited by Hedgé&995). The most admired
leaders were reported to be those who were hocasipetent, forward looking
and inspiring (with honest, outstandingly first tre list), then followed by
courageous, straightforward, imaginative, deperedaldupportive, caring,
cooperative, mature, ambitious, determined, saitrotled, loyal and
independent. It seems inaccurate to call theseitiggal‘skills” perhaps the
required skill is in the leaders communicatinghe followers the possession of
those qualities.

From a study of United State has mentioned, leadetsally engaged in
leading, rather than a purely theoretical studyggests that a list of
characteristics needed by future leaders shoultudec broader education,
boundless curiosity, belief in people, teamwork)imgness to risk, devotion to
long-term growth, commitment to excellence, virtaad vision (cited by
Hedges, 1995). Americans are generally enamoureith wie notion of
leadership and place a premium on leaders. For ostricans, the term
leadership evokes a positive connotation-it is airdble characteristic and
highly praised. Organizational success is ofterribatied solely, if not
mistakenly, to the chief executive. But positivemsatic evaluation of
leadership is not universal (cited by House etZ2004). Europeans seem less
enthusiastic about leadership than do Americants bb studies on leadership
and management are related to America, Europa)yoother western countries.
It is very less with relation to Asia and far lesgh relation to Sri Lanka. As
such, many conclusions ignored the possibility thational culture and
organizational culture might be moderating factetsch would alter results.
This creates some motivation to do this researcBrirLankan cultural context
and Czech Republic cultural context.

3.1.1 The behaviourist tradition in leadership resarch

This section explains how leader behaviour camarfte their subordinates in
the work situations. This clearly shows that leadéfects on employee
performance. Even though there are fewer researbbhee done on direct
relationship between leader effectiveness and graplgerformance, these
theories make some sense on, leader influencesdinates in their work
accomplishment.
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According to the early theories of leadership, endas series of studies on
leadership behaviours has been conducted in Olai@ &iniversity, starting in
the 1950s. They found two critical characterisetler of which could be high
or low or and they were independent of one anotfitiose independent
variables are initiation of structure, (the degteewhich the leader defines,
organize, and establishes the way of getting thelgme) and consideration, (the
degree of two-way communication, trust, respect @adnth a leader shows).
Follow-up studies indicated a high level of coremsty and stability in
description of each factor. In spite of recognitibat these two factors really did
not explain all the behaviours of a leader (Hed895).

University Michigan studies also explored the avebeader behaviour. Their
focus was to identify relationship between leadsmnaviour, group process and
group performance (Hedges, 1995). They categotizes types of behaviours
which differentiated between effective and ineffeztmanagers: task oriented
behaviour, relationship oriented behaviour andigpdtive leadership. Task-
oriented behaviour explains that effective managersiot do the same kind of
work as their subordinates. Their tasks were differand included planning
and scheduling work, coordinating activities andving necessary resources.
They also spent time guiding subordinates in sgttask goals that were both
challenging and achievable. In relationship-oridntbehaviour, effective
managers not only concentrated on the task, batalstheir relationship with
their subordinates. They are more considerate, fulelpnd supportive of
subordinates, including helping them with theiregarand personal problems.
They recognize effort with intrinsic as well asrexdic reward, thanking people
for effort. In overall, the effective preferred argral and hands-off form of
supervision rather than close control. They setsgaad provide guidelines, but
then give their subordinates plenty of leeway ashtov the goals can be
achieved.

Third behaviour is participative leadership behavithat concern as effective
leaders use a participative style, managing at gleup level as well as
individually, for example using team meetings tarehideas and involve the
team in group decisions and problem-solving. Byirtlaetions, such leaders
model good team-oriented behaviour. The role of thanager is more
facilitative than directive, guiding the conversatiand helping to resolve
differences. The manager, however, is responsiblestults and is not absolved
of responsibility. As such, they may make final idems that take
recommendations from the team into account. Thecefbf participative
leadership is to build a cohesive team which wookether rather than a set of
individuals. In these two models they explain abdbé importance of
concerning on employees or followers in effectivenélhe results of Michigan
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study resembled those of the Ohio studies, sirgle daented behaviour aligns
very closely with initiating structure and relatstmp-oriented behaviour with
consideration (Hedges, 1995).

Fiedler's contingency theory (1967) postulates thate is no best way for
managers to lead. Situations will create diffedeadership style requirements
for a manager. Path-Goal theory (1971), assumdddhders are flexible and
that they can change their style, as situationsireqEffective leaders clarify
the path to help their followers to achieve themalg and make the journey
easier by reducing roadblocks and pitfalls. Alssalys the leader facilitates,
coaches and rewards effective performance (Hous#/1)1 Research
demonstrates that employee performance and saisfa@re positively
influenced when the leader compensates for thetmmgs in either the
employee or the work setting.

After these theories, another theory was developed; Hersey-Blanchard
situational leadership theory (1977) and it wasbdasn the amount of direction
(task behaviour) and amount of socio-emotional sup(pelationship behaviour)
a leader must provide in given situation and thevél of maturity" of the
followers. According to this theory in determininige appropriate leadership
style to use in a given situation, the leader niust determine the maturity
level of the followers in relation to the specifask that the leader is attempting
to accomplish through the effort of the followers.

Blake and Mouton’s Managerial Grid was based osdh®o-factor ideas: a
combination of deferent levels of concern for peaghd concern for production
within a particular leader could result in 81 diffat positions on the grid, thus
showing that leadership behaviour can be extrenenied. They described only
five major positions so as to delineate the cotdramd claimed the superiority
of the ‘9, 9’ style of leadership, strong in botbncern for people and for
production simultaneously, in every situation (Eladénd Mouton, 1979). Role
theory shows that supportive role to the employ@esrganizations and it
explains about within organizations: there is muiimal and informal
information about what the leader's role shouldit&yuding 'leadership values,
culture, training sessions, modelling by senior aggars, and so on. According
to these theories, all those leadership behaviouesact with employees to
enhance their performance. Hedges, 1995 has rediehat distinguished
between leaders adopting an autocratic, democuoatitaissez-faire style of
leadership, and concluded that democratic leadqemshs preferable from both
productivity and behavioural perspective. McGregditheory X and Theory Y
(1960) explains that if people are happy then thiglybe optimally motivated to
do the work they are given. In addition, it is ased that they will also think
intellectually about the work and, with a minimumidance, will plan, monitor
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and improve much of what they are doing. But adisth theories are in western
cultures especially in America and their viability other cultures should be
researched.

After developing these western theories of leadenhaliours, then non
western scientist began to think on their own tlesoof leadership which would
be more effective in their cultures than these arastheories. This clearly
explains that the necessity of own research orumlltbasis in each society.
Later theories on leadership have shown that leaffectiveness is culturally
contingent. For the development of any organizabiosociety, its own research
Is essential. This creates another motive to datineent study.

3.1.2 Non western conceptualization of leadership

Research programs by two non western theoristsl siobin importance. The
first in Misumi’s research in Japan and the seasnflinha’s research in India.
Later House and his team (2004) have studied alMastern and non-Western
cultures in their GLOBE project study conductedsih cultures in worldwide.
They all have identified that leader can influerezaployee performance by
adopting suitable behaviours based on their culualaes.

Japan’s management system has become popular wotla by its vigorous
development system that has been identified by oultural value system.
Misumi's performance-maintenance (PM) theory ofdlahip in Japan (1985)
has identified four types of leaderships classitgdtheir focus on two basic
leadership factors labelled performance and maames. The performance (P)
function reflects two aspects: a leaders plannguagling and developing work
procedures; and pressure on subordinates to waotkdral get the work done.
The maintenance (M) function reflects the leadpr@moting of group stability
and social process. These central leadership @ungctin the PM theory are
similar to the “task oriented” and “support- oriedt leadership functions in
western theories of leadership. Misumi's resultggest that for effective
leadership in Japan, supervisors must emphasiz@rpance-oriented and
maintenance—oriented factors together. Performéaxter should be separated
in to a planning factor and a pressure factor ialidg with people (House,
2004). Misumi’'s PM leadership instrument was adagdte use in China, but
researchers found it necessary to add an additieadkership factor, labelled
“C’ for character and morals, to adequately char@m® Chinese leadership
(Ling and Fang, 2003; House, 2004).

Similar to Misumi’s research in Japan, early efoid study leadership in

India were influenced by conceptual links to weasteocial scientists. However
research results were often inconsistent and a witth prevailing beliefs about
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the nature of effective leadership in Indian orgahons. Research data often
have supported the interpretation that democrptidjcipative, and considerate
leaders were most effective, whereas managers amilergs often voiced a
preference for paternalistic and nurturing leadens are also authoritarian and
assertive (House, 2004).

To reconcile these inconsistent beliefs about &ffecleadership, Sinha
(1980, 1984) developed a Nurturant—Task orientedeh@\T) that incorporated
a combination of leadership styles. The model ssiggthat an ideal leader in
India is both nurturant and task oriented. Accogdio the theory, a nurturant-
task oriented leader needs to show affection, daresubordinates, and
commitments towards their growth. However HouséO@has mentioned, the
nurturance is contingent on the subordinate’s &stomplishment-the leader
becomes a benevolent source of support providddiikrasubordinate respects
and obeys the supervisor, works hard, and is highdductive. In short, the
leader is paternalistic and authoritative. At tlpsint in the relationship,
however the leader can encourage the subordinéke naore independent and to
actively participate with the leader in decisionkmg. These findings provide a
conclusion that effectiveness of leadership isucalty contingent.

3.1.3 Leadership and multiculturalism

Drucker (1988) had pointed out the importance &fn into account the
difference between people in different nations wherdying management and
leadership in any context: he asserts “because geamant deals with the
integration of people in a common venture, it ieglg embedded in culture
(reviewed by Hedges, 1995). What managers do istlgxdne same but how
they do it may be quite different”. Laurent (198&)s researched managers of
many different types of companies in nine West Baam countries and he
found that the “most powerful determinant of thessumptions was by far their
nationality” (Hedges, 1995).

The GLOBE survey on culture and leadership

The broadest and most thorough study of leademsmibculture was done by
House and his team (2004) reported on the Globadéeship Behaviour
Effectiveness Research Program (GLOBE) that sud;eyeg300 mid-level
managers representing 951 organizations in 62 geaniGrisham, 2006). The
research addressed how organizational practicesffwuenced by social forces,
and it cross referenced the work with that of Hedst (2001), and Schwartz
(1994). A major question addressed by GLOBE, indkient to which specific
leader characteristics and actions are universailjorsed as contributing to
effective leadership, and the extent to which thgsalities and actions are
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linked to cultural characteristics. The editorsrfduhat leadership is culturally
contingent upon the culture in which the leadecfioms (Grisham, 2006).

3.1.4 Patterns of leader acceptance in different tures

Dorfman (2004) has mentioned that leadership styl&saphasizing
participation, which are commonly accepted the \Jvitialistic West, are of
qguestionable effectiveness in the CollectivisticstEécited by House et al.,
2004). Asian managers place heavy emphasis on npégtic leadership
(Porvaznik, 2008) and group maintenance activ(tésd by House et al, 2004).
Charismatic or value-based leadership may displaiglaly assertive manner, as
in the case of John F. Kennedy or Martin Lutherystoet al., 1997).

Also literature says, a leader who “listens catgftd what you say” is seen
as more rewarding in the U.S. than in China. Théal&an leader is expected
to behave in a manner that is humble, modest, agdified. As in the
literature, in India, there is a preference fodiEahip that is proactive, morally
principled, ideological, bold, and assertive, imirast to reactive, pragmatic,
instrumental, quiet, and nurturing. By consideratigthose factors and cultural
values of countries the GLOBE study has identif@d global leadership
characters as follows,

- Charismatic/value based leadership: It descriiwes ability to inspire and
motivate others. It includes subcategories of wiarg, inspirational, self-
sacrifice, integrity, decisiveness, and performamcgntation. The highest
reported score was in the Anglo cluster (6.05) #redlowest score was in the
Middle East cluster (5.35) out of 7 points in ticals.

- Team-oriented leadership: It describes abilitybtold common purpose. It
includes the subcategories of collaborative teaientation, team integrator,
diplomatic, malevolent, and administratively congmet The highest reported
score was in the Latin American cluster (5.96),08echighest was in Eastern
Europe (5.88) and next highest is in South Asi8Gb.The lowest score was in
the Middle East cluster (5.47) (Figure 1).

- Patrticipative leadership: It describes in dedgeeerhich others are involved in
decisions. It includes the subcategories of notigiaative and autocratic. The
highest reported score was in Germanic Europe erlst86) and the lowest
score was in the Middle East cluster (4.97).
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Nordic Europe
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Figure 1 Team-oriented leadership dimension scores for each
culture cluster

- Autonomous leadership: Individualistic and indegent attributes. The
highest reported score in Eastern Europe (4.2)thadowest score in Latin
America (3.51).

- Self-protective leadership: Ensures safety arairgy of self and group. It
includes the subcategories of self-centred, statusisciousness, conflict
inducer, face-saver and procedural. The highesirtegh score in South Asia
(3.83) and the lowest score in Nordic Europe (2.72)

- Human-oriented leadership: It includes compasaiwh generosity. It includes
the subcategories of modesty and human orientafioa.highest reported score
was in South Asia (5.38) and the lowest score wablordic Europe (4.42)
(Figure 2).

! Source to figure 1: GLOBE study (House et al., 2300
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Figure 2 Human-oriented leadership dimension scores for each
culture clustér

According to above leadership profiles of cultuchisters, the most suitable
leadership dimensions for South Asian cluster amarismatic/value-based
leadership dimension (score is 5.97), team orielgadership dimension (score
Is 5.86), and human-oriented leadership dimen%o38]j in respect to GLOBE
findings. As charismatic leaders are extreme chars@nd rarely existing in the
society in practice the most suitable and practec@lehavioural models for Sri
Lanka are team-oriented leaders and human-orielet&ders in behavioural
perspective.

As in the literature, leaders in countries wherdtucal norms are more
tradition-bound, often take factors other than merto account, in deciding on
salary increases. On the other hand, leaders frodem societies tend to focus
more on issues of merit, orderliness, punctualibgended rationality, and
progress. Hence the differential role demand placadleaders may vary
according to demographic composition of organizegjonational or regional
political systems, or the strategic requirementshefleader’'s or organizations
(cited by House et al., 2004). Organizational managnt practices in China,
India, and Hong Kong are often based on kinshiptiggiships that is, hiring

2 Source to figure 2: GLOBE study (House et al.,2300
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relations is often the norms rather than the exgbects. Large Indian firms

practice many of these same behaviours, such alievioe to elders based on
difference to the wisdom of experience (House gt24l04). According to the

literature these paternalistic management pracéges predominantly in whole

South Asia as well.

In a summary researcher can conclude that followifsr by nation in their
preferences and acceptance for intensity and kihcdcommunication with
leaders, task versus person orientation (Blake Mioditon, 1970; Misumi,
1974), and responses to organizational developefémts (Deyo, 1978). They
also differ regarding preferences for close vergeneral supervision,
democratic versus autocratic leader behaviour, rtapoe of morality and
emphasis placed on interaction facilitation (Hoetsal., 2004).

Model leader behaviour patterns differ widely asrauntries in there
emphasis on individualistic versus team orientatig@rticularism versus
universalism (Dorfman, 1998; Dorfman and Howel, 8@&erformance versus
maintenance orientation (Shenkar, et al., 1988tgrat al., 1989; Smith, et al.,
1992); authoritarian versus democratic orientatipaternalism (House et al.,
2004); leader influence processes (Rahim et a@418Schmidt and Yeh, 1992);
and consensual decision making and service orient@touse et al, 2004). In
general, cross-cultural studies support the impogaof considerate leadership
In increasing subordinates satisfaction. The usaidy of leader supportiveness
should not be surprising because supportive leate® concern for followers
and are considerate and available to listen tovials problems (House, 2004).

3.1.5 Empirical evidence of effects of leader behaur on employee
performance

Previous researches have consistently shown tlatsamtic leadership has
significant effects on follower outcomes (Fulleragt 1996; Lowe et al., 1996).
These findings have proved that, charismatic lesdderhas both direct and
indirect effects on employees’ extra effort to wodatisfaction, as well as
organizational commitment, which are mediated byplegees perceived
person-organization value fit. This finding alsooyided evidence that the
relationship between charismatic leadership andgmeorganization value fit is
significant. The analysis also provided the siguaifit effects of person-
organization values fit on employee outcomes. la fast twenty years a
number of researchers have begun to investigateetfezt of charismatic
leadership. Scholars often use different termseascdbe this specific type of
leadership such as, charismatic, transformatiom@ionary, or value-based
leadership. The terms charismatic leadership onsiha is better for describing
the core essence of such leadership, which meaat ttle leader has
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extraordinary power to influence followers andlideato obtain a special type of
leader-follower relationship (Conger et al., 2000).

Li (2006) has given evidence that among Orienteth€d® Firms, feminine
leadership (interactive style and team-orientedded&ehaviours) has significant
effect on person-organization value fit as wellassemployees trust in their
leaders and commitment. Also he has mentionedféinahine leadership has a
positive and significant effect on employee moimatand commitment. Li
(2006) has mentioned that feminine leadership tsegoally pronounced in all
woman managers nor is it totally absent in all nmémagers. Feminine leaders
are more concerned with everybody winning and greaensitivity for the
concerns of other people. Feminine approach ianotlea that appeals only to
women but any body can practice it if they reallgntv (Li, 2006). Feminine
leadership dimensions in the Li (2006) study andhd&ororiented leadership
dimensions in the GLOBE study (House et al., 2084) more or less similar
because both consider kindness, caring and getyeetsi

Li (2006) has rightly noted that further researdioudd further test the
effectiveness of leader behaviour in different unds or societies. Also he has
mentioned that since human resource managementscovere issues than
motivation, commitment and trust, future researfobutd measure the effect of
leader behaviours and person organization valuerfitother dimensions of
employee performance, such as group decision malkamgl conflict
management. According to the literature, femininanagers differ from
traditional top-down masculine managers on a nurabdimmensions. As well as
Li (2006) has mentioned that interactive style uni@eninine leadership may
include good listening, showing empathy, sharirfgrimation and soft approach
dealing with people. Also he has mentioned thamtemiented behaviour
suggests that, team building, subordinate participain decision making,
fostering mutual trust and respect among orgamizatimembers. In general,
cross-cultural studies support the importance ofswerate leadership in
increasing subordinates satisfaction.

Performance orientation as a leadership characteigs

It refers to the extent that a leader stressesreais improvement and has
high standards of performance. Performance orientdtas not been directly
studied in the leadership literature. But there swme earlier theories which
explain this clearly such as Ohio state study andhMan study. Fisher and
Edwards (1988) showed a clear relationship betwemmsideration style of
leadership and employee productivity. Also theyvedd that the correlation
between considerate leadership and job performgitesl by Fisher and Bibo,
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2002). By bringing emotion into the work situatiamarismatic leaders are able
to commit their employees to the chosen coursetidra(Bas et al., 2002).

Siengthai and Bechter (2001) showed that leadessipports for innovation,
organizational structure, human resource managenmamd organizational
performance. Also they mention that the world ofsibass is now in a
permanent state of flux where constant innovatierthie only strategy for
survival for both individual and organization. Alee has mentioned, not only
good management and financial success, but alevation appears to be those
whose leader had the creative idea. Under thesgitmors, a strong corporate
culture emphasizing uniformity, loyalty, and adhmer® to company expectations
would be advantageous.

This literature review explains us clearly that tieeessity of further research
in relation to leader behavioural effectivenes®wn cultural basis to enhance
employee performance in organizations.

3.2 Organizational culture and employee performance

This section explains that how organizational aeltaffects on employee
performance, person-organization value fit and,anizational profit gain.
Organizational culture affects on employee perforoeaand organizational
performance. In the current study, organizationdduce profile (As practices)
and employees’ values profile (As values) alongé¢heriteria are measured in
order to measure person-organization value fit.

3.2.1 Definition and importance of organizational alture

Organizational culture is defined as shared motivakies, beliefs, identities,
and interpretations or meanings of significant évehat result from common
experiences of members of collectives that arestratited across generations
(House et al., 2004).

Another researcher says basically, organizationkilie is the personality of
the organization (McNamara, 1997-2007). Culture cemprised of the
assumptions, values, norms and tangible signs fdats® of organization
members and their behaviours. Members of an orghoiz soon come to sense
the particular culture of an organization. Cultiseone of those terms that are
difficult to express distinctly, but everyone knowswhen they sense it. For
example, the culture of a large, for-profit corgmma is quite different than that
of a hospital or from a university. The culture af organization can be
explained by looking at the arrangement of furmtwrhat they brag about, what
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members wear, etc. It is Similar to what you car tes get a feeling about
someone's personality (McNamara, 1997-2007).

Another definition is organizational culture refdrs the shared patterof
beliefs, assumptions, and expectations held bynmgaonal members and their
characteristic, the way of perceiving the orgamres artefacts and
environment, and its norms, roles, and values &y thxist outside the
individual. Culture is collective in nature in thiatevolves over time as people
interact with each other and develop and share aomioeliefs and values and
common uncertainties and ways of coping with thelim. essence, an
organization’s culture is the repository of what members agree about. There
are three basic factors that make a significarfeidihce in how influential a
culture will be in shaping the attitudes and bebass of its members (Jones,
2008).

1. Cultural strength is based on #dentof shared beliefs and values that exist
in an organization. The greater the degree of shasediefs and values, the

stronger the culture’s influence since there areemmssumptions that guide

behaviour.

2. Organizational cultures whose beliefs and valakesmore widely shared
across organizational members tend to have a nosenful effect because a
greater number of personnel are guided by them.

3. In cultures where beliefs and valuesdearly ordered the effect on member
behaviour will be more pervasive since there is lambiguity about which
beliefs and values should prevail in conflict sitoias.

Being aware of an organization’s culture at alelevis important because the
culture defines appropriate and inappropriate bielavIn some cultures for
example, creativity is stressed, in others theustajuo is valued and some
cultures are more socially oriented, while othems &sk-oriented, “business
only environment”. In some organizations teamwakhe key and in others,
individual achievement is encouraged and valuedya@irzation culture also
determines the way in which employees are rewarlfthagement tends to
focus on a dominant source of motivation, suchass gtatus, or opportunity for
personal growth and achievement. This accessibolitynanagement and the
ways in which decisions are made are reflectiorsnobrganization’s culture as
well (Khan, 2005).

Organizations those members are acculturated tavieemorally according to

specified principle practices "the organizationabd" that "the organizational
good" is the soul of an organization and as suthshiouldn't change.
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Organizations reflect the values and beliefs ajdarsociety; they have unique
cultures of their own. Many organizations have rggréraditions and cultures,
which are centred, around a common good, and soendetiermined to keep it
so. These organizations believe that the ultimadasuring stick of success is
not producing numbers or dollars alone, but adlmreto such virtues as
honesty, integrity, trust, loyalty, and giving batk the community, while

providing quality service and products (Bruhn, 2005

3.2.2 Organizational culture measurements by diffeent researchers

Culture study by Hofstede

Hofstede defines as culture is the collective paogning of the mind that
distinguishes the members of one group or categbpeople from others. It is
always a collective phenomenon, but it can be cctedeto different collectives.
Societal cultures reside in (often unconsciousues| in the sense of broad
tendencies to prefer certain states of affairs até@ers (Hofstede, 2001:5).
Organizational cultures reside rather in (visibfed a&onscious) practices: the
way people perceive what goes on in their orgaiozat environment. At the
beginning, Hofstede has found five cultural dimensisuch as, power distance,
individualism, masculinity, uncertainty avoidana@md long-term orientation
(http://www.geert-hofstede.com).

1. Power distance is the degree of inequality anp@gple which the population
of a country or organization considers as normal.

2. Individualism versus collectivism is the extémtwhich people feel they are
supposed to take care for or to be cared for bynsedéves, their families or
organizations they belong to.

3. Masculinity versus femininity is the extent thieh a culture is conclusive to
dominance, assertiveness and acquisition of thuggsus a culture which is
more conclusive to people, feelings and the equatfitife.

4. Uncertainty avoidance is the degree to whichpfgean a country or
organization prefer structured over unstructuragasions.

5. Long-term versus short term orientation (longrtevalues oriented towards

the future like saving and persistence, short-teratues oriented towards the
past and present, like respect for tradition atillfing social tradition).
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Culture study by Jennifer Chatman

In the web page, http://www.era.net has shown {batson-organization fit
can be broken down into some very specific dimersicGome of the most
useful work has been performed by Jennifer Chatmahose Organizational
Culture Profile (OCP) identifies the following majdimensions: innovation,
stability, orientation towards people (fair and jgogtive), orientation towards
outcomes (results-oriented, achievement-orientedgygoing vs. aggressive,
attention to detail, and team orientation.

Culture study by Robert House and his team (GLOBHdy)

The GLOBE study identified nine independent vaeablor cultural
dimensions, measured by questions that asked hdawgsthwere in their
organization (consider as organizational “practicefhe descriptions of nine
dimensions are uncertainty avoidance, power distancollectivism 1:
Institutional collectivism, Collectivism 11: In-gup collectivism, gender
egalitarianism, assertiveness, future orientatgerformance orientation, and
human orientation. These dimensions are signifigagifferentiated among
societies and organizations (House et al., 2004).

GLOBE conceptual model on leadership and Organizatinal culture

GLOBE research program is an integration of implieiadership theory,
value-belief theory of culture, implicit motivatiatheory (McClelland, 1985),
and structural contingency theory of organizatidieain and effectiveness. By
using all those theories, the integrated theory deasloped (cited by House et
al., 2004).

Implicit leadership theory

In this theory individuals have implicit beliefsprvictions, and assumptions
concerning attributes and behaviours that distsigdeaders from followers,
effective leaders from ineffective leaders, and ahdgaders from evil leaders.
These beliefs, convictions, and assumptions asgref to as individual implicit
theories of leadership. It is believed that impliegadership theories held by
individuals influence the way they view the impaoita of leadership, the values
they attribute to leadership, and the values th&cep on selected leader
behaviours and attributes. Substantial experimestatience supports this
theory (House et al., 2004). A major part of theRE research program has
designed to capture the culturally endorsed inmplleeory of leadership of the
societies studied.
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Value- belief theory

According to value-belief theory, the values andieie held by members of
the culture influence, the degree to which the behes of individuals, groups,
and institutions within cultures are enacted, amel degree to which they are
viewed as legitimate, acceptable, and effectiveu@éoet al., 2004).

The integrated theory

GLOBE developed an integrated and cross-level thebrthe relationship
between cultural values and practices and leagershganizational and societal
effectiveness. House and his team have extendechthe knowledge base by a
more comprehensive conceptualization of culturametisions and by
introducing new dimensions. They have further cphealized and measured
culture in terms of practices and values. At thgaarzational level, they have
introduced nine new dimensions of organization#lice as mentioned above.

Following section explains the importance of stadyithe concept of
organizational culture and person-organization ediiuin organizations. Fit can
generate high performance work system and hightprobrganizations if they
are best practiced. This provide a clear out Imeresent study in which an
importance of doing this research by the presesganeher.

3.3 Organizational culture and person-organizatiorvalue fit

Organizational culture has been an important thémenanagement and
business research for some two decades. One readhis is that organization
culture has the potential to affect a range of wigionally and individually
desired outcomes (Chow et al., 2001). Organizatiooa@ture impacts
significantly on organization, its employees’ beloav and motivation and
ultimately on organization’s financial performan(€how et al., 2001). Shore et
al., (1995) argue that, much research literatuceiges on ways of developing
and enhancing commitment among employees, suggesiat organizations
view commitment as a desirable attribute (Shoid.e1995).

Sheridan (1992), found an association between @atonal culture values
and the rates at which new recruits voluntarilymieated their employment
(Chow et al., 2001 and O'Reilly et al., 1991). THeynd a relationship between
the fit of organizational culture with employee fgrence for culture (person-
organization fit) and organizational commitment) gatisfaction, and turnover.
These studies explain relative importance of ommonal culture and the
person-organization fit in influencing outcomes.

44



3.3.1 Person-organization value fit

"Person-organization value fit is the congruencarofndividual's beliefs and
values with the culture, norms, and values of agawization." Organizational
culture influences the way employees relate to eattler, to customers, to
shareholders, and to business partners. It drivelsavbours and unites
employees around a shared set of values and adsls l® lift employee’s
performance and improve their work environment.aAstrategic business tool,
person-organization value fit plays an importante ran human resource
functions in organizational management. Companiégl wstrongly, formally
articulated values that are focused on the needseaf constituencies have an
important advantage over those without such valGesapanies must regularly
take the pulse of their organizations to ensurg tieve a clear sense of who
they are, what they stand for, and what behavithes people must exhibits for
the enterprise to be successful. In today’s orgdioizs human resources are
now viewed as a source of competitive advantagere€lis a greater recognition
that distinctive competencies are obtained thradughly developed employees
skills, distinctive organizational cultures, managat processes and systems.

Person-organization fit focuses on the fit of tleespn with the organization
rather than fit with a specific job, or vocation lf@éler et al., 2005; Mx and
Turban, 2007). Researchers have concerned on twe of fits; i.e.,
complimentary and supplementary. Complimentarpditurs when a person or
the organization provides required qualities tHa¢ bther party needs; for
example, the person may have skills needed byrtjenzation. Supplementary
fit occurs when a person and organization are amoh basic characteristics
(Krist, 1996; Muchinsky and Monhan, 1987). Moste@ash has examined
supplementary fit as value congruence and values famdamental
characteristics of both individuals and organizagi¢Cable and Ed., 2004; Krist,
1996; Schneider et al., 1995). In contrast, peszkifit is the extent to which
individuals believe they fit to the organization.

Accumulating research suggests there are variouseptualizations of
person-organization value fit (Kristof-Brown et,&005; Verquer et al., 2003).
The concept of fit has received extensive concéplenzelopment and empirical
investigation over the last two decades (TinsI®Q@. Krist (1996) concluded
that researchers broadly define person-organizditoras the compatibility
between individuals and organizations’ and noteak tihe positive benefits
associated with fit. But in the current study, essber has focused on
alternative impact of leadership and person-orgdiuz value fit on employee
performance.
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3.3.2 Past research on person-organization valué fi

Chatman (1991), in her influential study, foundtthecruits whose values,
when they enter, match those of the firm adjusit tmore quickly, feel most
satisfied, and remain with the firm much longerri$aand Mossholder (1996)
showed that the discrepancy between employeesssseats of the current
culture and the ideal culture influenced their catnmant and optimism about
the organization’s future.

Also past research has found that person-orgaoiz&alue fit to have effect
even on organizational performance. O’ Reilly et #991) also showed;
person-organization fit had positive relationshipithw employees’ job
satisfaction and commitment. Pervin and Rubin ()96nggested that
individuals who do not fit their organizations expace feeling of
incompetence and anxiety, while those who fit hawvare positive and less
negative effects. Posner (1992) found; person-azgtan value fit was directly
related to positive work attitude. Vancouver anchrBiit (1991) tested the
effects of two type of person-organization fit, i f& between hierarchical levels
(supervisor-subordinates) and a fit within a legmember-constituency), and
found that both fits are positively related to jsétisfaction and commitment,
and negatively to intention to leave. Verquer arsdtdam have found that value
dimensions of congruence in person-organizationdémonstrated stronger
relationships to all three outcomes, job satistacticommitment and intent to
turnover (Verquer et al., 2003).

A study conducted in Taiwan has found that persgasazation fit is a key
element in both the level of job satisfaction teatployees experience and also
in their level of organizational commitment. An argzation is not a passive or
stable institution and it evolves and grows witlaind organizational culture.
This research has been found; involvement in ararorgtion that had a
bureaucratic organizational culture resulted in ltheest level job satisfaction
and organizational commitment. An innovative cudtuvas next highest and a
supportive culture had the highest level of empdoyeb satisfaction and
organizational commitment. Also this research Imalscated that organizational
culture plays an important role in the level of gdtisfaction and commitment
in Taiwan and also has strongly mentioned thatqremsganization fit is an
important variable within the organizations in neastern cultures (Silverthorn,
2004). Taris and Feij has mentioned , good or agtihleads to positive work
outcomes, while poor person-organization valudsfitsually associated with
negative results. Also they have mentioned, fit amatk outcomes may be
assumed to be U-shaped or inverted U-shaped beohaseemployee will only
be satisfied when the amount of supervision sugdie his or her executive is
similar to the amount of supervision desired bydh®loyee; excess support as
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well as lack of support from the supervisor wikhdeto job dissatisfaction (Taris
and Feij, 2001).

Another research says, person-organization vatuady also have negative
effects. For example, extremely high level of parsoganization value fit may
lead to high levels of conformity and homogeneiBoWen et al., 1991,
Chatman, 1989). Then both the organization anthémbers may become less
innovative and less capable to adapt to the changke environment. There is
some evidence indicating that organizations wittieliinternal variability in
employees’ perspectives perform better in the shortbut worse in the long
run, presumably as a result of inferior adapta(idbenison and Mishra, 1990).
Research has found that even person-organizatior ¥ is significantly and
positively related to both extrinsic and intrinsi@reer success (Bretz and Jude,
1992). People those who experience extrinsic ssosesild be more involved
in their jobs, display greater commitment, and dssllikely to leave than those
who do not. It also makes a sense that higher lefvgb and life satisfaction
would be associated with lower turnover and moractional adaptive
behaviour. It would appear then, that individuddeldd consider fit based career
management strategies. Since fit has potentialhg leerm benefit, it would
appear that fit-based job search strategies aferped (Bretz and Jude, 1992).
Another research conducted by Kristof-Brown agaht has found by his meta-
analysis that person-organization fit had strongetation with job satisfaction
and organizational commitment and more moderatafent to quit.

The relationship between person-organization vditieand most other
attitudes had been moderate with co-worker satisfacsupervisor satisfaction,
and with employees’ trust in their managers. Theetation with organizational
satisfaction had been substantially higher (Kri@ofwn et al., 2005). Wolfe,
2007 has shown that employee-organization fit canegate high profit and
reduction in employee turnover in small businessofe has mentioned a
study conducted by 243 small business, suggestditms have 7.5% higher
revenue growth, 6.1% higher profit growth, and % lbwer employee turnover
when following a hiring strategy of attracting, ding and selecting employees
that are a fit to the culture and values of theanrgation. Further it has been
mentioned that when person-organization fit wasegrdted with a self-
management strategy, as opposed to a controllingageament strategy, as well
as implementing a family-like environment, the testor retailers were nothing
short of remarkable and 74.7% lower turnover. Lévlles] services enjoyed
57.9% lower turnover and manufacturing watched %®fdwer employees walk
out the door (Wolf, 2007). Chatman (1991: 481) higtitly noted that future
research on person-organization fit should be nmexplicitly interactional.
Based on Chatman’s future research direction, LO0OGY has done his
interactional research and found that person-orgéion value fit affects on

47



employee commitment, motivation and trust in leader Chinese cultural
context.

3.3.3 Person-organization value fit as a selectiamiterion in organizations

Every organization seems intent on finding skilEzdployees these days to
achieve competitive advantage in the business wBid focusing only on job
skills might leave these companies with a few eygds and a bit light on the
profit. For several years, Wolfe has been encongagnanagers to hire and
promote employees based on a three-way fit: suclplbsteam and company
culture. It says overall companies that followegexson-organization fit had
shown that, significantly higher firm performantan did companies following
a person-job fit strategy (Wolf, 2007).

The conventional selection models focus almost d¢etaly on the first fit on
knowledge, skills and attitude and job (KSA’s awth)j and are geared more
towards finding new employees than retaining th&me later focuses on the
whole person in an attempt to satisfy the individereough to stay by matching
the culture of the organization and the individogltheir values (Bowen et al.,
1991). Studies have also identified that employelealiours are also enhanced
in those hired under a person-organization fit rhodlbese findings indicate
those organizations that use the model has lows rate turnover and
absenteeism. Research has also indicated that gmegsldired under the model
exhibit greater "organizational citizenship behaved which are behaviours
exhibited by employees that go above and beyongbtheequirements (Bowen
etal., 1991).

Person-organization fit model by Chatman

Chatman (1989) has reviewed that interactionalarebers incorporate the
elements of both persons and environments togethes.view has a fairly long
theoretical tradition, beginning with Lewin’s (195@roposition that behaviour
Is a function of the person and the environmentb&aaccurate and complete,
interactional researchers in organizations musurately conceptualize and
measure person and situations, document the reeipeiffects of person on
situations and situations on persons, also be camemisive and externally valid
(Chatman, 1989).

Chatman (1989) has defined that person-organizaabre fit is as the impact
that organization has on people and the impactpbaple have on organization
are predicted through information gathered aboutplge and information
gathered about organization. The questions becana¢ aspects of people and
what aspects of organization are important to ctrsiAlthough many aspects
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of organizations and people are important in detéang behaviour (e.g.

abilities, job requirements, personality charasters, and vocations) a
fundamental and enduring aspects of both orgapizatand people is their
values (Chatman, 1989). Chatman (1989) has usemtt@rethodology to assess
person and organizational values to build persgamgization value fit model in

his research which present research was based.

Also previous research has indicated that job appts make entry decisions
on the basis of perceived fit. It seems that fiulgdobe most beneficial early in
one’s organizational tenure. Since early careecesschas been shown to affect
later carrier success, the logic of basing job gleni on immediate fit seems
compelling. Organization might want to consider fwential benefits from
selecting on the basis of fit. Since fit appeardetad to higher levels of job
satisfaction, selecting individuals who fit wouldepumably result in a more
satisfied work force (Bretz and Jude, 1992). Givlea relationship between
satisfaction and other work attitude and behavioorganization might benefit
in some very tangible ways from attracting and elg those who fit (Bretz
and Jude, 1992).

Researches have demonstrated that applicantstereted to and make entry
decisions on the basis of fit (Jude and Bretz, },98dganizations recruits and
hires on the basis of fit (Kristof-Brown, 2000),datmose who fit achieve higher
level of success than those who do not.

Person-organization fit and possible outcomes

What can a leader or manager learn by knowing ttene to which a
person’s values are similar to an organization'srett values? Person-
organization fit is useful because it enhances g@rsa ability to predict the
extent to which a person’s values will change daration of organizational
membership and the extent to which he or she wiliese to organizational
norms. Organization characters can shape and mopidgple’s values
(Chatman, 1989).

Based on person-organization fit model, it has desd three things. Low
person-organization value fit could have at lelastd¢ immediate outcomes: The
person’s values could change and become more sitoilthe organization’s
value system, the organization’s values could ceangthe person could leave
the organization. In addition to individual or ongeational value change and
exit, another relevant type of outcomes might biaerole behaviours. People
who share organizational values may more likelycaatribute to the firm in
constructive ways. According to this model, persoganization value fit can be
influenced by selection and socialization (Chatni®89).

49



Selection: Selection is the set of procedures tjitowhich an organization
chooses its members. Selection process partly sesvaore suitable function
for recruiting firms, the screening out of peopldhovhave values that are
incompatible with the organization’s norms and ealand for job seekers, the
screening out of firms that have undesirable nantgsvalues.

Socialization: Organization socialization is theogess through which an
individual comes to understand the values, akslitexpected behaviours, and
social knowledge that are essential for assumingrganization membership
(Chatman, 1989).

This is the basic model for the present researahfdtiowed to measure and
understands the concept of person-organizationevéitu In the process of
selection and socialization, leader can play al vitde to enhance person-
organization value fit in organizations. As botk teader behaviour and person-
organization value fit affect on employee perforc@anthere may be an
interaction effect between these variables as well.

3.4 Leader behaviour and person-organization valuét

Person-organization fit is influenced by select{timee organizational values
existing at the time of membership) and social@at{change in individual
value following membership and tenure) (Chatman89191991). The two
processes are typically viewed as complementargh shat if more effort
organizations direct for selecting new membersyiit need less socialization
the new recruits, and other way around. Since bpaien is one of the two
processes affecting person-organization fit, it rb@yworthwhile to examine
socialization practices contributing to better aigational effect. Chatman
(1991) studied both formal and informal socialiaatpractices and their effect
on person-organization value fit. She found th&rmal, as opposed to formal,
socialization practices affect fit and went on taggest that more explicit
attempts to assess interactions with supervisorsldvbe fruitful. Normally
recruits learn less about the norms and valuesheffirm through formal
socialization practices and more about the techraspects. Hence leader
behaviours may contribute to greater person-orgdioiz fit by informally
conveying to the recruits norms and values of tigamzation (Li, 2006).

Li (2006) has mentioned in his study on interactidoetween person-
organization value fit and leader behaviour witlatien to Chinese firms that no
study to the best of his knowledge had empiricakgmined the interactions on
person-organization value fit and leader behavioursavailable literature.
Findings of many studies (Reichers, 1987; Silvdrizard Hinch., 1996; Li,
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2006) had suggested that leader behaviour mayemék person-organization
fit. Reichers (1987) noted that a leader can imfbee the level of person-
organization value fit if he or she really triebetharder he or she tries to
increase this fit, the higher can the value fit bhis phenomenon has been
supported by the theories such as; Michigan StQdyo State study, and path-
goal theory of leadership.

A Taiwan study has mentioned that there are differgpproaches that
organizational mangers can use to improve memleEnsop-organization value
fit, such as recruitment, socialization and leddiprsBy highlighting relevant
behaviour to organizational values or influencigialization process, leaders
can play a critical role in fulfilling such a fumat (Lord and Brown, 2001;
Huang et al., 2005). Li (2006) has mentioned thatinine leadership approach
with its emphasis on interactive and team orietgader behaviour are the most
relevant leadership behaviours for improving pessaganization value fit in
China. Feminine leadership behaviour refers to \tkdbal and non verbal
behaviours that a leader adopts when interactitig s or her subordinates.

Many scholars argue that feminine leadership behaviwill affect
employees’ motivation and commitment (Li, 2006; rfoad et al., 1995). A
research has found that in Oriental Chinese sesieteader (or manager) can
enhance person-organization value fit by changhgrtleadership styles to
proper direction (Li, 2006).

3.5 Measurement of person-organization value fit

Different researchers have used different methodsanalyzing person-
organization value fit in their researches. In thie 1980s and early 1990s,
various dimensions of person-organization value \iere defined and
researched, including goal congruence (Vncouver &damitt, 1991), value
congruence (Harrris and Mossh, 1996; Meglino et1#189) need-structure fit,
and personality climate fit. The majority of empai studies have concentrated
on value congruence of employees and organization.

Value congruence is measured to ensure participaatsonsidering the same
value dimension, and to control for the effectrafividuals’ own values on their
perceptions of their organization (Hofstede, 200h).the present research,
researcher wishes to study the organizational uluwofile (OCP) to measure
person-organization value fit. Organizational crdtyrofile has been used by
number of researchers to measure person-orgamizditioin their studies
(O'Reilly et al.,, 1991; Verquer et al., 2003). Vergcently OCP has been
developed by House and his team in 2004 in thei©BE study conducted in
62 countries in world wide including South Asia. dadress this issue they have
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developed 735 questionnaire items on the basigiof fiterature and also on
their own theories. Responses to these question®iligle managers in two
pilot studies have been analyzed by conventionathgsmetric procedures (e.g.,
item analysis, factor analysis, cluster analysenegalizability analysis). This
analysis had resulted in identification of the ninagjor attributes of cultures and
six global leader behaviours. The nine cultural ehgions are uncertainty
avoidance, power distance, institutional collestmj in-group collectivism,

gender egalitarianism, assertiveness, future @atemt, performance orientation
and human orientation (House et al., 2004).

In the present research, researcher used thesaizatyanal culture profiles
developed by House et al.,, (2004), to measure @g@onal practices and
personal values along these dimensions. This édlection of a combination of
studies by earlier researchers in organizatiorssaeh.

3.5.1 Dimensions of organizational culture measureamts
Performance orientation

Performance orientation is the degree to which @arozation encourages
and rewards group members for performance improueara excellence.

Performance orientation relates to the extent tachvithe organization is
focused on ambitious and challenging goals, resatimpetition and winning
through innovation and performance improvement.tid¢ leadership level,
performance orientation reflects the leader’'s dgnek and constant pursuit of
improvement. It relates to the extent to which &xadset ambitious goals,
communicate high expectations for their subordsdteild self confidence, and
intellectually challenge them (House et al. 2004).

Future orientation

Future orientation is the degree to which individuan organizations or
societies engage in future-orientation behaviouhsas planning, investing in
the future, and delaying individual or collectivetification.

Number of researchers such as Hofstede (2001), eHetisl. (2004) have
emphasized the importance of the future orientatmmstruct for organizations.
Future orientation in an organizational setting olwes preparing the
organization to meet future environmental changes aso it is an essential
leadership attribute. The future orientation ofasrgational managers is also
related to their flexibility that is ability of aorganization to adapt to changing
environment. There are three aspects of an orgamza culture determine its
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flexibility: a strong vitality, a future orientatip and a sense of mission and
direction. Future orientation cultural practicesdamwvalues scores were
significantly related to the team-oriented leadgrsiAlso future orientation
practices and values scores were significantlytedldo the human oriented
leadership dimension (House et al., 2004).

Gender egalitarianism

Gender egalitarianism is the degree to which araroegtion minimizes
gender role differences while promoting gender étyuaccording to GLOBE
findings gender egalitarianism cultural practicesevsignificantly related to the
team-oriented leadership dimension and human-@cefgadership dimension
(House et al., 2004).

Institutional collectivism

Institutional collectivism is the degree to whiclganizational and societal
institutional practices encourage and reward ctlledistribution of resources
and collective action.

According to the GLOBE study, institutional colletsm practice in Asia
was 4.35 and value was 5.03. The cluster with tighdst institutional
collectivism values scores were Latin America, thedle East, and Southern
Asia. On the other hand, Nordic Europe, Anglo caasf and Eastern Europe
scored among the lowest on institutional collestivivalues. According to
GLOBE study respondents in most clusters other tbamfucian Asia, Anglo,
and Nordic Europe desire more of institutional edlivism than they actually
have. Institutional collectivism practices and suscores were significantly
related to the team-oriented leadership dimensiod duman-oriented
leadership dimension (House et al., 2004).

Power distance

Hofstede conclude that “the basic issue involvedawer distance is human
equality. Inequality can occur in areas such astjge, wealth, and power; and
different societies put different weights on statensistency among these
areas” (Hofstede, 2001 p.75). Following Hofsted@0@ the GLOBE project
definition of power distance is “the degree to whimembers of an organization
or society expect and agree that power should @@edhunequally.” In
organizations social norms and social arrangemamtsnanifested in terms of
the power hierarchy. One of the factor affect ociglen making is the degree to
which the specific situational context might gives tleader power, control, or
influence (Fiedler, 1967). The organizational powistance practices of South
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Asia were 4.41 and value was 3.77 in 7 points ensttale. It means practices are
higher than what employees’ value (House et aD420

Human-orientation in organizations

Human orientation is the degree to which individuah organizations
encourage and reward for being fair altruisticeridly, generous, caring and
kind to others.

Literature says various studies conducted acrosstges had shown that
business leaders often have an image reflectingy@ah orientation. In general,
generosity was judged to be of low importance. GEOBndings have
mentioned that the faster climbing managers wes® llejecting of generosity as
an important trait compared with managers with fate of advancement. In all
most all countries, managers were less rejectinggeherosity in top
management than in middle and lower managemenisi¢Meuse et al., 2004).
These results indicate that more successful masagpamed to attribute more
important to being generous and that top managemasimore associated with
generosity compared with lower management levelsm#&h orientation
practices and values scores were significantiytedlao the team-oriented and
human-oriented leadership (House et al., 2004).

Uncertainty Avoidance

Uncertainty avoidance is the extent to which membar an organization
strive to avoid uncertainty by relying on estal#dhsocial norms, rituals, and
bureaucratic practices.

Uncertainty has been described as a cognitive expes. Anxiety/uncertainty
management theory proposes that communicationte#eess is influenced by
individuals’ capacity to manage uncertainty andietyx(Hofstede, 2001). The
organizational uncertainty avoidance -cultural pcast and values were
significantly related to team-oriented and humaerded leadership
dimensions.

3.6 Employee performance dimensions
3.6.1 Employee commitment

One of the earliest researchers in organizationatnsitment was Becker
(1960), who regarded commitment as a continuousgss for an individual
towards the organization, and noted that individuamain in organizations
because they acquire benefits (www.osra.org/20@4gpf) (cited by Jahangir,
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2003). Grusky (1966) also had viewed commitmera @milar way to Becker

(1960). According to Grusky the strength of a peisdo an organization is

influenced by the reward she/he has received flmansystem and the kind of
experience she/he has had to undergo in orderc@veethe rewards (cited by
Jahangir, 2003). Jahangir (2003) has mentioned c¢onamt as the willingness

of an employee to exert high level of effort on &élof the organization, a

strong desire to stay with organization, and arepiance of its major goals and
values. Lee (1971) defined commitment where em@syeel some degree of
belongingness or loyalty towards the organizatida.found that commitment
comes from employees’ work accomplishment, relatiath supervisors, and
length of organizational service (Lee, 1971). Amotlyroup of researchers
identified a different type of commitment termedfmative” that refers to the
employees’ feeling of obligation or responsibiktigo remain within the

organization (Jahangir, 2003).

Past research has mentioned further that orgaomedti culture, job
satisfaction, and education were strong predictdreommitment and more
educated staff members tend to report higher lewkl organizational
commitment. As well as it has showed that with aganizational culture that
values and respects staff members to create meoarfble staff perceptions of
organizational culture had been most effective iadpcing higher level of
organizational commitment (Sikorska and Eliz., 200Also research has
mentioned, organizational culture characterized high adaptability and a
human resource management systems characterizewyerformance work
practices have been found a significant and direffect on employee
commitment (Taylor et al., 2008). A study conductedVialaysia has shown
that commitment can be enhanced by communicatiamjitg and development,
reward and recognition, and team working in the kwplace and they are
positively associated. Also communication has bperceived as a dominant
corporate culture dimension and it was associatddsignificant improvements
in employees’ organizational commitment as wellgBand Aru, 2006).

International Survey Research (ISR) in United Shete stated that the level
of commitment of employees have to their organirais a key driver of its
financial performance (ISR, www.isrinsight.com, 8)0Committed employees
are prepared to go an extra mile for their emplay@t to exert the maximum
effort in their work for the benefit of the orgaation as a whole. Even it has
mentioned that the most powerful influence on erygdocommitment is the
quality of leadership (ISR). Some other researcheastigated commitment in
terms of identification and defined it as a notioh membership with the
organization (Jahangir, 2003). Employees who areentommitted are less
likely to intend to leave their jobs, more likety perform well, and behave pro-
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socially. Research has proven that commitment kas hnked to lower intent
of leave in India and Japan (Jahangir, 2003).

To a popular belief that U.S. employees have hidgnezl of organizational
commitment than employees in Japan or South Kdratlas been found as
higher job satisfaction in United State than InafapThese research findings
clearly show us an importance of organizationalucal leadership, and person-
organization value fit in enhancing employee commeitt.

3.6.2 Employee participation for group decision maing

Participation in organizations has been conce@edliin multiple ways.
Consequently, organizational participation has bsteidied under a series of
labels, including employee involvement, workplaceemdcracy, and
empowerment (Cooper, 2002). More recently managenseholars have
focused on the decision making aspect and defigticjpation as “employee
involvement in decision making”. Participation prags designed strictly to
enhance organizational outcomes, by working on aeatiazing the work place
emphasizes the people as well as the organizat©heney, 1995).
Empowerment has been characterized as an effomidnagement to enhance
employee commitment and productivity through enagumrg participation and
involvement in organizational decisions. Severatcomes that have been
related to participation efforts are organizatiosammitment (Shadur et al.,
1999; Steel and Llo., 1988), performance (Spreitmed Mishra, 1999), Job
satisfaction (Cooper, 2002) and fewer turnoversnlémberg et al., 1999).
Shadur et al., (1999) found that perceptions ofolvement were strongly
related to employees’ organizational commitmentaddition participation in
organizations occurs in many forms. Some of theenemmmon structural or
programmatic examples include self directed workantg, total quality
management, and continuous improvement programsp@Ep2002).

Employee involvementCooper has reviewed Cotton (1993) and defined,
employee involvement as a participative processst® the entire capacity of
workers, designed to encourage employee commitnteniorganizational
success. Self directed work teams and gain shhawng there strongest effect on
both “productivity and employee attitudes” (Cood002). Shadur et al., (1999)
presented three types of involvement. First, sugyes involvement,
fundamentally involves the communication of idda®tigh formal programs in
which, decision-making control remains with managetn Second, job
involvement emphasizes teamwork in the form of atarroles and
responsibilities. Finally, high involvement placgscision-making authority in
the hand of workers where the decisions are dyreetated to their work tasks.
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Research has mentioned that employee perceptiopsra€ipative climate
were better predictors of job satisfaction and quenbnce than actual
participation in specific decisions. Participativdecision making was
conceptualized as a socially constructed phenomedefined through
superior/subordinate interaction. For subordinates,nature of communication
with the superior is an important characteristichad participative environment
(Harrison, 1985). Both quality and quantity of st@mmunication had strongly
associated with participation in decision makingaiitson, 1985; Cooper,
2002). Motivating employee participation is the keya successful team, and
higher profits. Although every individual is mottea by different needs,
reviewers have showed that the most important ¢hipgople look for in
organizations are mutual respect and personalveweént. When workers feel
good about themselves, the work they do, and thgaay or organization they
work for, it is much easier to gain their coopemati(motivating-employees,
online).

3.6.3 Employee trust in their leaders

The way defines trust as, "the state of readinesuumguarded interaction
with someone or something" (Susan, 2008). Trustn$othe foundation for
effective communication, employee retention, andoleyee motivation and
contribution of discretionary energy, the extraodffthat people voluntarily
invest in work. When trust exists in an organizato in a relationship, almost
everything else is easier and more comfortablectoeae. Lack of trust exists
within an organization for numerous reasons. A laCkespect shown by upper
level employees, too little information shared witie lower level employees,
small amount of employee freedom, and low orgaiumat moral/motivation
are few of the many reasons that will be exploRakt research has shown that
employee trust is definitely a must (Boe, 2002)arlf organization wants to a
good thing happen in its future, if an organizatiwants a future at all, it must
understand the need for high level of employeet @nsl it must work daily to
maintain that trust. Employee trust on leadersrseti@ the trust an employee has
in their leaders at the work environment. Orgamiretl trust assumes that the
daily business routines of an organization areie@drout with the best of
intentions toward those who work for it. For thewe be employee trust,
however, there must first be organizational trust.

The consequences for lack of employee trust inrtHeaders are,
organizational culture of insecurity, high employkenover, low employee
morale, damaged customer relations, high organizattistress level, and reduce
employee productivity. “Trust influences communicaf and communication
influence trust. When leaders readily and consisteshare information and
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involve employees in the running of business, gtimdgs results for both
parties” (Lee, 2007). Allowing employees to be “tp speed” on their
organizations status not only makes for better fass, it makes for better
employees. Making organizational information pubtideaves less room for
rumours. Also, the more information an employee &bsut the place they
work, the more interested they are in its futurecess. When a company or an
organization shares information with its employehs,employees are naturally
more willing to trust in their leaders and surrouwngd because they genuinely
feel that they are important. “When informationnst shared, or there is a
perception that information is not shared, emplsyfeel betrayed”.

Employees who are valued for their work, well teninspired to take on
new responsibilities, and treated with respect allmore fully engaged in their
jobs and happier at work. Investing in employeasing is a sound way of a
company to increase employee efficiency, corponateal, employee loyalty,
and ultimately profit margins. Employee feels respd and valued when
employer invest in their professional growth, whittey give back to the
company in terms of productivity, commitment, amtheisiasm, for their work
(Human Resource, www.hr.com). Acrement, 2008 hastiovged that building a
successful management system demands that leatt@yssacreates a strong
sense of employee trust. Trust can be build in re¢verays within the
organizational setting by keeping predictabilitpngruity, reliability, integrity,
openness, acceptance, and sensitivity (Acreme808)2 It is now an
international concern about the building of trusthim the organization. The
most important leadership quality is credibilityhish means that, above all
else. Competence, caring, fairness, candour, atingrticity form the essential
mix for leader trust. Employee trust in the firmop management seems to be
critical to the firm's performance (Robert et 2004).

Summary

This chapter argued critique of the selected cascapd logical reasoning for
the research. According to this literature surveyclearly explains that
development of leadership theories from beginnimgotesent time and how
leader affects on employee performance. And alsoliterature explains how
person-organization value fit affects on employegfggmance. Based on this
review, conceptual framework is depicted in the [itéa4.
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CHAPTER 4

RESEARCH DESIGN AND DEVELOPMENT OF THE
CONCEPTUAL FRAME WORK

4.1 Chapter introduction

In the previous chapter the review of literatureesded that how leadership
behavioural styles and person-organization valdeaffect on employees’
performance (employee outcome) in organizationscofding to the past
theories and empirical findings of leader behaviatins one of the factors
affecting on employee performance. Many behaviothiabries of leadership
have supported to this phenomenon. Also many ecapinesearches have
proven that person-organization value fit affect employee performance in
organizations. As both factors; i.e., leadershiphaveour and person-
organization value fit affect on employee perforo@nthere is a theoretical
rational for describing an interaction effect betwethese two factors on
employee performance as well. The objective of thapter is to elaborate
ontological and epistemological overview for thesaarch, to propose a
conceptual framework and to build up hypotheseshferstudy.

Hence, the chapter is divided into three majorisest The first section
emphasizes the research philosophy and restateshergnificance of the key
concepts in brief. In the second chapter, a come¢pramework for this
research is proposed and the third section preskatsesearch questions and
hypotheses generated for the study.

4.2 Ontological and Epistemological overview

The idea of this research came with my experienctavorking in several
organizations and environments. | felt that if dedpel as they are a part of the
organization, then they really work hard towards gioal of the organization. In
this situation leadership is the critical role miodéthe organization that can
create an environment which employees feel to bk kayd to meet its goals.
This can create by making an environment that postense of effective
leadership consisting of good listening, team wagkiempowering, employee
development, empathy and managerial competencies.

Thus, the ontological approach of this thesis veaside my experience as the
starting point to formulate and attempt to answer questions. From an

ontological perspective, | began the journey whk goal in mind and went

through a deep literature survey, in order to fimelresearch gap existing for my
research area.
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From an epistemological perspective the questios, wl@es my research
embrace enough of the published literature? Howlavbtest the hypotheses in
the most unbiased way possible? The answers te thesstions lie in the basic
approach to the research. At the beginning, | weet literature in many
disciplines as possible on leadership behaviourattepms and person-
organization value fit studies.

Once after | found the point of lack of existinggsearch | moved on these
disciplines and then | found the critical reseapcint for the study, and also
connected different possible paths to differentiate research from earlier
researches. This study connected person-orgamzatsdue fit model and
culturally endorsed implicit theory of leadershipL{) together to develop a
new model for the current study.

4.3 Significance of the selected concepts

In the following sections the significance of théosen concepts are
emphasized and the relationships between theseptsnare identified. This in
turn leads to the development of the conceptuaidxaork.

Leader behavioural theories and employee performarec

Many academic scholars and theorists of leadeisighies have empirically
tested the concept of leadership based on theiavi@lral patterns on
effectiveness and ineffectiveness in leadershipcge®. All those leadership
theories have addressed leader behaviour effeetsgewith relation to personal
attributes of leadership. Although there are mdmoties on effectiveness of
leadership, the interactive effect of leader betxaviand person-organization
value fit on employee performance is a new condegt has been tested very
rarely empirically in the available literature. [Rascher found only from the
most recent study in China (Li, 2006). Drucker @P%as pointed out the
importance of taking into account the differenceswieen people in different
nations when studying management and leadershgause management deals
with people who are deeply embedded in cultureedciby Hedges, 1995).
Laurent (1986) has researched managers of margretiff types of companies
in nine West European countries and he found that most powerful
determinant of their success was by far their nality (Hedges, 1995).

Some non western theorists even talked about néwavimural models of
leadership based on their cultural bases and thneerists stood out in
importance, i.e., Misumi’s theory in Japan, SinitAsory in India and GLOBE
culturally endorsed implicit theory of leadershipG2 countries including East
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and West regions. All these theories have providsights in to the concept of
effectiveness of culture based leadership and neament. Culturally endorsed
implicit theory of leadership (CLT) says that lead#ectiveness is a function of
the interaction between strategic organizationahtingencies and leader
attributes and behaviours. In this critique redsarcargues that there is a
necessity of own research in leadership and orgaaimal culture in relation to

Sri Lanka and Czech Republic, in order to undedstdwe ways of enhancing
employee performance in organizations.

Sri Lankans expect group loyalty at work, teamis@nd obedience to elders
in their work place and also less autonomous anck mependent on their place
in the surrounding social system. Especially inl%mka people are respecting
for the common social acceptance, values and laésofear for isolation. Under
the authoritarian and paternalistic behaviour @facand organizational cultural
system in South Asia (House et al, 2004), reseasaifgosed that leaders in Sri
Lankan organizations must possess an additionahctea that “administratively
competent” in order to be truly effective. Refegio the available literature, the
researcher assumes that “administratively competeam-oriented leader
behaviour” and “human-oriented leader behaviouré #@ne most effective
leadership styles for Sri Lanka in order to enhaes®loyee performance in
organizations.

Also team-oriented leader behaviour is the moseadtiffe behaviour of
leadership even in Eastern Europe including CzeepuBlic (House et al.,
2004). Hence, researcher supposes that thesedbaalbehaviours are the most
effective styles of leadership even in Czech Rapuldultural context.
Administratively competent team-oriented Ileader dwsbur possesses
characteristics of “team spirit, group loyalty, erlihess, administrative
competencies, and organized” mostly. Human-orientedder behaviour
possesses that “kind enough to listen for suboté#apinions, clear future
direction, opportunity for involvement, soft appcban dealing with employees,
and considering of everybody winning”.

Organizational culture and person-organization vale fit

As in the literature, organizational culture ha®rbean important theme in
management and business research for some twoedecade reason for this is
that organizational culture has the potential tecfa range of organizationally
and individually desired outcomes (Chow et al., DO0OChatman (1991),
Meglino et al. (1989), and O'Reilly et al., (199Mhyestigated individual and
organizational value congruence by examining proBimilarities between
individual and organizational value profiles. Alhrée studies reported
significant positive relationship between indivithoaganizational value
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congruence and both job satisfaction and orgaoizakicommitment, even after
the effects of several control variables were stiatlly removed.

Many recent researches have suggested that pemganization value fit
affects employee performance (Li, 2006). Chatm&91) has rightly noted that
future research on person-organization value fioukh be more explicitly
interactional. By going along this existing reséagap Li (2006) has done his
interaction research between person-organizatituevi and leader behaviour
in Chinese cultural context. Further he has giverew research clue based on
his research findings that future research shauwldhér test the effectiveness of
leader behaviour in different cultures or societigs logical reasoning at this
point of view present researcher predicts that Batiministratively competent
team-oriented leader behaviour” and “human-orierleadier behaviour” will
interact with person-organization value fit to irope employee performance in
Sri Lankan cultural context and Czech Republicuraltcontext.

Based on the preceding literature review, the coet framework
(Figure 3) depicts the measured variables and te&ationships in the present
study.

4.3.1 New theoretical development of the current stly

Matching of *“organizational values” and “personahklues” (person-
organization value fit) is a critical identified mnibutor to enhance employee
performance (here, employee commitment; partiaypatior group decision
making; and employee trust on their leaders) irapizations. Another critical
factor for enhancing employee performance is “lestip behaviour” in the
organization. As both, person-organization valueafid leader behaviour are
critical factors in enhancing employee performandemate performance will
be decided by the interaction effect of leadersimg person-organization value
fit.

Each society or culture itself decides the effectiwodel of leadership based
on their social and cultural values. More apprdprieadership styles for Sri
Lanka and Czech Republic are “human-oriented |éaaied “administratively
competent team-oriented leader” behaviours at keaghe organizations in the
research territories. If leaders can adapt onbaedd two leader behaviours, they
can enhance employee performance in their orgammsaby improving person-
organization value fit.
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4.4 Proposed Conceptual Framework

To give direction to the investigation, the resbarcdeveloped a conceptual
framework based on insights gain from the literatwview. While a number of
theories and issues pertinent to the study werislsed in the previous chapter,
the following three concepts were chosen as thesfas analysis of the
research problem. These were leadership styldseobiiganizations, employee-
organization value fit, and employee performancedmmitment, participation
for group decision making, and trust in their leade

Organization
characteristics:
(Values, Norms)
Performance orientation

Future orientation
Gender egalitarianism

Individualism and CLT Leadership
collectivism behaviour
Power distance . .
Human orientation — 1. Administratively
Uncertainty avoidance Person-organization »| competent team-
value fit < oriented leader
behaviour
Individual 2. Human-oriented
characteristics: leader behaviour
(Values)
Performance orientation
Future orientation
Gender egalitarianism
Individualism and
collectivism
Power distance
Human orientation Y
Uncertainty avoidance Employees’
performance/outcome
| * Commitment

A

* Participation for group
decision making
* Trust in their leaders

Figure 3 Conceptual framework of research variables anda thei
relationships
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4.4.1 Research questions and hypotheses development
Three main researchable questions were identifiethe study as follows:

(1) Whether there is a significant effect of leathgp behaviour on employee
commitment, participation for group decision makiagd trust in their leaders

(2) Whether there is a significant effect of persoganization value fit on
employee commitment, participation for group dexismaking, and trust in
their leaders.

(3) Whether there is a significant interactive uiefhce of leadership behaviour
and person-organization value fit on employee, cament, participation for
group decision making, and trust in their leaders.

Hypotheses

Based on the above research questions and thergsesarch findings,
hypotheses were developed as follows:

Leadership styles and person-organization value fit

As cited in the literature, charismatic leadersbighaviour and feminine
leadership behaviour have positive and signifiedfgct on person-organization
value fit (Huang et al., 2005; Li, 2006). Hencereheesearcher suppose if
leaders adopt team-oriented and human-orientedvimehia in dealing with
employees in organizations, with greater affecaiod communication, he or she
has more opportunity to influence his or her sulmaigs effectively. Also
person-organization value fit is influenced by setan and socialization. Leader
can enhance the socialization process in the argaoin by formal and informal
associations with subordinates (Chatman, 1989, )19@4hen organization
members work as a team for organizational ovefgjiaive, they have more
opportunities in influencing each other in adaptitoy the culture of the
organization and thus, improving the person-orgation value fit. Based on
these following hypotheses were developed:

Hl.a: Human-oriented leader behaviour may have positiwgelation on
person-organization value fit

H1.b: Administratively competent team-oriented leadehaweour may have
positive correlation on person-organization valitie f
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Direct effect of leadership styles on employee p@&nfmance

According to the literature, past behavioural tieorof leadership have
mentioned that how leadership affects on employedopnance. In human
resource management, power equalization througticipation is a tool for
enhancing employee performance (Heller, 1958; 006&). McGregor's Theory
X and Theory Y explains that if people are happgntithey will be optimally
motivated to do the work they are given. Li (200&)s reviewed “Cleland
(1994); Hoffarth (1993); and Stanford et al., (1P9&nd has argued that
feminine leader behaviours will affect employeestivation and commitment
(cited by Li, 2006). Also he has mentioned that ifene leadership is not
limited to women managers, anyone can develomd, oth men and women
can engage in this kind of leadership. Team-ortetgaders are consistent with
the recent trend towards participation and empowatntaking place in
organizations, hence we supposed if leader is manted with administrative
capabilities or human-oriented, it may be able ngprove communication
between leader and subordinates, participation, iamdlvement. Based on
these, researcher proposed following hypotheses:

H2. a Human-oriented leader behaviour will enhance eyg#ocommitment,
employee participation for group decision makingg &mployee trust in their
leaders in organizations.

H2. b Administratively competent team-oriented leaddradseour will enhance
employee commitment, employee participation forugralecision making, and
employee trust in their leaders in organizations.

Direct effect of person-organization value fit on mployee performance

H3. a Person-organization value fit will enhance empB®ycommitment,
employee participation for group decision makingg &mployee trust in their
leaders under human-oriented leader behaviour.

H3.b Person-organization value fit will enhance empoyeommitment,
employee participation for group decision makingg @mployee trust in their
leaders under administratively competent team-tgtkleader behaviour.

Interactive effect of leadership styles and personrganization value fit
Locke (1976) has stated that employees will besBadi with agent in the
work situation; supervisors, co-workers, suborcddeatand management to the

degree that these agents are perceived as havpmtant values in common
with  him or her (cited by Li, 2006). If personahlues and organizational
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values are matching, people will be happier and mament will be higher.

Chatman (1989) has mentioned that leader can mfkieselection and
socialization that will leads to higher person-argation value fit. And also if

individuals who hold similar values with the orgaation would share common
aspects of cognitive processing that should leadcdaaimon method of
interpreting events. Common interpretations reduneertainty and improve
interpersonal relationships presumably, in part, degucing conflict and

misunderstanding (Meglino, 1989; Kalliath et aP99). These conditions will
enhance employee participation for group decisiaking in organizations.
Further, previous findings suggest that person+omgdion value fit has a
positive effect on the communication between lesadard their subordinates
(e.g. Silverhart and Hinch., 1996). The greater momication is likely to result
in to the greater understanding and trust betwéenleéader and his or her
subordinates (Meglino, 1991, Li, 2006). Hence redear proposed:

H4.a: Interaction between human-oriented leader behaviaond person-
organization value fit will have positive influen@m employee commitment,
participation for group decision making and trumstheir leaders.

H4.b: Interaction between administratively competentnteaiented leader
behaviour and person-organization value fit will hance employee
commitment, participation for group decision makargl trust in their leaders.

Employee behaviour under low person-organization Mae fit and low
leadership

Though person-organization value fit is so impadrtgghenomenon in
organizational management, an organization hasép khose employees whose
values do not fit its organizational culture, besmof labour shortage or because
of the need to remain creative and innovative hunesources (Li, 2006). As
such, it is worthwhile to find whether leader cahance value fit of employees
and organizations by adapting a suitable styleeafiérship. Hence researcher
proposed:

H5. a: Human oriented leader behaviour will influence@ualnates even under
low person-organization value fit to improve emm@eycommitment, employee
participation for group decision making, and empleyrust in their leaders.

H5. b: Administratively competent team-oriented leaderndweour will
influence subordinates even under low person-orgdion value fit to improve
employee commitment, employee participation forugralecision making, and
employee trust in their leaders.
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CHAPTER 5
RESEARCH METHODS

Previous chapter outlined the relevant researchtouns and hypotheses to be
tested. The objective of this chapter is to descthe methods by which the
stated research questions and hypotheses werée tbsteigh a questionnaire
presented to the Plantation Sector employees in Lanka and “EX”
Organization in Czech Republic. Research variaklese derived from the
literature review discussed in the chapter 3 aneorigtical reformulation
presented in the chapter 4.

5.1 Ethical approach to research

The privacy and confidentiality concerns in theadedllection were carefully
considered before embarking on the collection ¢& dand analysis phases. As
researcher required primary data to investigaterésearch problems in the
country, the questionnaire was developed and uBed.guestionnaire was a
useful method to collect data from employees fer fibllowing reasons. First,
employees might feel reluctant to discuss theseess$ace to face, as this study
was measured about the employee’s feelings on @ajgonal management
system in the work place. In such a situation, @stjannaire is the best choice
for the survey as it ensures anonymity (Jahandi3®2 Second reason is
employees had scattered over a number of orgammzaéind areas. To interview
such a large sample of employees, would be more tonsuming for both
parties and also it is not cost effective as williis was another reason for why
the researcher chose the questionnaire method@oglata collection. Further,
from the ethical point of the social research, tjoasaire methodology is the
best way of keeping face confidentiality betweedmractive parties.

Researcher maintained an effective communicatiostesy with branch
managers and some selected employees who were givanthority to aware
the employees to fill these questionnaires acclyratea given time. The study
was conducted in Sri Lanka and Czech Republic tterstand similarities and
dissimilarities of results in cultural basis.

5.2 Developing research variables and research imgment

A structured questionnaire was used in this resesttady to collect data from
the employees. The questionnaire was divided ithtee main sections; i.e.
measurements of leadership styles in the orgaaizagmployee performance
and person-organization value fit.
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Independent variables

Two leadership characters; i.e., “human-orientechdée behaviour”,
“administratively competent team-oriented leademhdwsour” and person-
organization value fit were considered as independariables for the current
study.

» Leadership measurements

Questions, 1-5 under the human-oriented leadershgasurement (see
Appendix A), asked employees about the extent techwihey felt as their
leaders were human oriented along the given aitgffuman-oriented
leadership dimensions). These items have previdusén derived by GLOBE
study (2004) and Li (2006) study. A 7-points Likéype scale was used to
assess these variables. Higher score indicatetegneaerceived human oriented
leadership behaviour and lower score indicatedpesseived human orientation
in leadership. Satisfactory reliability of the itenvas analyzed by the researcher
and it was Cronbach’s alpha ranging from 0.73-0.82.

Questions, 1-6 under the administratively competiesun-oriented leadership
measurement (Appendix A), asked employees abowedemt to which they felt
as their leaders were team oriented and adminiaghatcompetent along the
given criteria. First three questions were drawnLby2006) study. Last three
guestions were self constructed by referring ttegdiure of the GLOBE (2004)
study. A 7-point Likert scale was used to assessetlvariables in which higher
score indicated greater perceived team orientetktelip behaviour and lower
score indicated less perceived team orientatiothefleadership. Satisfactory
reliability of the items was measured as Cronbaelpha ranging from 0.90-
0.91.

» Person-organization value fit measurements
Origins of the culture dimensions

The first five culture dimensions have their orgim the dimensions of
culture identified by Hofstede (1980). But in tlsisidy researcher followed the
scales developed by GLOBE project (House et alQ4pQhat has been
elaborated more than Hofstede, dimensions. Thestalmeasure the following
three dimensions have been designed to refledaime construct as Hofstede’s
(2001) dimensions labelled; uncertainty avoidancpower distance,
individualism and collectivism. On the basis of Btefle’s discussion on
masculinity dimension, GLOBE team has developed divoensions labelled
gender egalitarianism and assertiveness. In tbdystesearcher used only one
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item that is gender egalitarianism. Because aseedss is not much related to
Sri Lankan cultural context and also needed to cedthe length of the
guestionnaire.

Future orientation has been derived from Kluchhahd Strodtbeck’s (1961)
past, present, and future orientation dimensiomsghlwfocuses on the temporal
orientation of most people in the society. Perfaroga orientation has been
derived from McClelland’s (1961) work on need focheevement. Human
orientation has been derived from Kluckhohn andodieck’'s (1961)
dimensions entitled human nature as good versusihurature as bad, as well
as Putnam’s (1993) work on the civic society andChMdand’'s (1985)
conceptualization of the affinitive motive (citeg House et al. 2004).

Uncertainty avoidance has a long history of discuss the organizational
behaviour literature but has been most recentlyceptualized by Cyber and
March (1963) and Hofstede (1980) as an organizatiaitribute. Power
distance has been initially conceived of by Mull71) as a measure of power
differential between superiors and subordinatedstdde (1980) has elevated
the dimension of power distance and uncertaintydance to the societal level
of analysis (cited by House et al., 2004).

For the present study person-organization valueds tested by 19 pairs (38
Questions) of items selected from an instrumeneliged by House and his
team in 2004. These items measured individual'stucall values and
organizational practices along these dimensions.

Measuring instrument of person-organization value i

Questions under person-organization value fit (8gpendix A), asked
employees about the extent to which they felt thraiues and organizational
practices were fit together. Fit was measured usimgy seven categories of
measurements developed in the GLOBE project (Hetiak, 2004).

In “As Is” scale asked, respondents to indicatev hescriptive each
statement was regarding their current organizatiengironment and “Should
Be” scale asked, respondents to indicate how veelh estatement describe them
personally for each measurement.

The first category was operformance orientatioomeasurements and there
were three scales to assess organizational pradcie at the same time they
were asked about their values along the same sddlessecond category was
on future orientation and there were three scales developed to assess
organizational practices and values for the sarakescThe third category was
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on gender egalitarianismand there were two scales developed to assess
organizational practices and values along the sstates. The fourth category
wason individualism and collectivisnThere were two scales, asked employees
to mention their organizational practices and walualong the same
measurements. The fifth category waspanver distanceand there were three
scales, asked employees to mention their orgaarrtipractices and values
along the same scales. The sixth category wasuaman orientatiorand there
were three scales, asked employees to mentiondtganizational practices and
values. The seventh category wasumertainty avoidancand there were two
scales, asked employees to mention their orgaaimdtpractices and values in
the same way as above (Appendix A).

Respondents were rated all items on a 7- pointrsedescale other than
gender egalitarianism. A higher score indicatedelowagreement and lower
score indicated higher agreement in each scale.irBtlhe scales of gender
egalitarianism, it was in vice versa and higheterandicated higher agreement
and lowest value indicated lower agreement. Fit é@rationalized as the sum
of the differences between responses to correspgiidms on the two scales in
“As Is” and “Should Be”. The discrepancy betweea Htores from these two
sentences reflected the level of person-organizatadue fit. The smaller the
score showed higher the value fit (Bretz and J@862; Li, 2006). All items in
the scale addressed organizational practices amdogees’ values that have
been identified as potentially important determisanf person-organization
value fit. Li (2006) had used the same instrumemt His study in Chinese
cultural context. He has mentioned that reliabibtyalysis (Cronbach’s alpha
ranging from 0.83 to 0.98) and group correlatiorfioients ranging from 0.78
to 0.97 for the same instrument. For the presenlysthe same instrument was
used by the researcher.

Dependent variables
* Employee performance measurements

Questions, 1-4 under the employee commitment to dhganization
(Appendix A), asked employees about the extent lichvthey felt as they
committed to the organization. Satisfactory relibiwas calculated as
(Cronbach’s alpha ranging from 0.82 to .85).

Questions, 1-4 under the employee trust on thattdes (Appendix A), asked
employees about the extent to which they felt ay #ept trust on their leaders.
Satisfactory reliability for the scales was (Crocitta alpha ranging from 0.74 to
0.85).
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Questions, 1-4 under the employee participationgfmup decision making
(Appendix A), asked employees about the extenthichvthey felt as they were
participating in decision making process in theamigation. This was a self
constructed questionnaire by reviewing the GLOBEeaech findings on
participation. Satisfactory reliability for the $ea was Cronbach’s alpha ranging
from 0.89-0.90.

All those questions were anchored on 7 points ltikeale. A higher score
indicated greater perceived value and vice versa.

Here researcher would like to mention that tesialdity above 0.95 is
considered as statistically excellent. Reliabildyer 0.85 is considered as
sufficient to make a decision, and above 0.65 ctwldised as a test of one of
the bases for a decision.

Control variables

Four demographic variables; age, gender, job tetmutbe current company
and years of total work experience were used adralonariables. Past
researches have suggested that these demografitnates may moderate the
results of the effects of leadership and persomsumgtion value fit (Chatman,
1991, Li, 2006). As a result these were considasedovariates in the study.

5.3 Pilot study for the questionnaire

The first step in the data collection was distridmutof the questionnaire for
the pilot study. The questionnaire was pre-testiéd peer groups in the Tomas
Bata University in Zlin, Czech Republic and withreemployees in the sample
population in Sri Lanka. Especially with people wihave sound knowledge in
guestionnaire development and human resource maneggeBurns and Bush
(1998) have suggested that a pre-test of 5-10 geptative respondents is
usually sufficient to identify problems with a qtieanaire (Jahangir, 2003).

The participants were asked to evaluate the quewstice for clarity, bias,
ambiguous questions, and relevance to the orgamzadtsetting in general. The
participants were also asked to comment on theums&nt with regard to
wording and timing. The pre-test study indicateat gparticipants had problems
with the questionnaire being in English and timedes for answering as the
guestionnaire was too long. In response to suchnwmnts, the format of the
guestionnaire was later redesigned by translatirtg Sinhala (mother language
of Sri Lanka) and Czech language (mother langudg€zech Republic). To
make the questionnaire short, some of the questere deleted which were
not much related and even which would not makedamage to the meaning.
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Choosing a person to translate the questionnaiam isnportant and critical
process in the research. First, a person who m@akeslation must possess a
good understanding of both languages and more tapdy, a person must be
capable of writing high-standard official SinhaladaCzech language in this
case that is proper for questionnaire preparatiothis study, the questionnaire
was translated in to Sinhala by a person who waentl in official Sinhala
language and even with a sound knowledge in acadeistipline. In the same
way the questionnaire was translated in to Czeoguage by a Czech native
who was fluent in both English and Czech language.

5.4 Research approach

In the month of October 2008, the researcher @ftSri Lanka, in order to
collect data from Sri Lankan organizations, aftetaming the approval from the
Tomas Bata University in Zlin, Czech Republic (Appgx B). Second step of
the research approach was to get permission frensefected organizations in
Sri Lanka in order to carry out the study in puipesections. For this purpose,
researcher contacted an authoritative person in Mimastry of Plantation
Industry in Sri Lanka and received a letter of pesmon to conduct the survey
in selected organizations in the Plantation Ingugi&ppendix C). With this
letter researcher met the Chief Executive Officeea@ach organization and got
approval to collect data in respective sections.

5.4.1 Sampling method

Purposive sampling and simple random sampling wdopted for the current
study. Purposive sampling was accomplished to saaganizations in the
Coconut Plantation sector in Sri Lanka and simatelom sampling was applied
to select respondents from the populations for dallaction.

Sampling frame of Sri Lanka was as follows: The istiy of Coconut
Development, Coconut Development Authority, CocoRdsearch Institute,
Kurunegala Plantation Limited, and BCC Lanka Put.lCoconut Cultivation
Board was not included to this sample frame in otd@void reaching of biased
information for the analysis as the researcherasking in the organization. All
other organizations cover almost all the areab@énGoconut Plantation sector in
Sri Lanka other than the “extension service” comedcby the Coconut
Cultivation Board.

Sampling frame of Czech Republic was consistedmof institutions in the
financial sector in Zlin known as “EX organizatioriistitutions were selected
purposively and employees were selected randomly.
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Distribution of the questionnaire: First, researchellected the list of the
names of employees in middle managerial level,ojumanagerial level, and
clerical staff members in these organizations \egistry records. Simple
random sampling was accomplished by drawing lotshimose elements from
the population. As simple random sampling is a abiily sampling method,
where every member (unite) of the population hassa@umal chance of being
included in the sample (Thattil, 1999).

5.4.2 Data collection procedures

After getting permission from the authoritative gmrs in prospected
institutions, 250 questionnaires were distributedoag employees in middle
managerial level, junior managerial level and cl@rstaff of these organizations
in Sri Lanka. Two hundred and eleven filled quest@res were returned from
this population.

Sample size was above the level of 35% of the spumpulation in each
organization in which researcher required to colldasta while some samples
were over 50% in some organizations. Questionnaie® distributed among
the participants by the researcher personally.h&sd Sri Lankan organizations
were not equipped with computers and internetifaes| electronic data survey
was impossible.

Accordingly, 33 employees from middle categoriesensurveyed from the
“EX" organization in Czech Republic. Quantitativetta were subjected to
statistical analysis to find out correlations andwers for hypotheses.

5.5 Data analysis procedures

In order to elaborate more on data distributioaftec diagram and box plots
were prepared to each dependent variable with ndependent variable at a
time. In descriptive statistics, a box plot (alsmWwn as a box-and-whisker plot)
Is a convenient way of graphically depicting grogbshumerical data through
their distributions. To obtain answers from coléttdata for the identified
research questions and to test the hypotheseglatoyn analysis, Analysis of
Covariate and Least Square Means (t-test) weretsédl@as appropriate tools for
this study.

Summary

In this chapter, ethical approach to research,csete of variables and
development of the survey instrument, pilot studg alata collection process
have been discussed in detail. In the next chaptelysis of quantitative data
and findings are presented.
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CHAPTER 6
FINDINGS FROM QUESTIONNAIRE

6.1 Findings from the questionnaires gathered fronsri Lanka

In the previous chapter, the research methodolagy the study was
discussed. This chapter presents about the miskitaytreatments, descriptive
statistical analysis, scatter diagram and box piot] correlation analysis of the
data distribution in the present study.

6.1.1 Missing data

Missing data is a very common problem in empirieegearch (Mallinckrodt
et al., 2001). The problem is especially prevalergurvey research because it
usually involves a large number of responses dadya number of respondents.
The precise way in which these missing values r@a&dd should be based on
two factors. First, the extent to which missingadaeatments are available and
accessible must be considered. This depends on speaific procedure has
been developed and which procedures are accessitiie individual researcher
with his or her data, using existing computer safevprocedures or relatively
simple operations within these. Second, the effengss of specific procedure
within the practical context of the research muestbnsidered (Jahangir, 2003).

Much of the research into the effectiveness of mgsslata treatment relates
to situations in which certain single-element Maleaor entire scale scores are
missing. In survey research using Likert-type scat®res, however, the
principal cause of missing scale scores is the ¢tdakata on one or more of the
items that make up the scale. Some have takeni¢hethat it is more natural
and more accurate to address the absence of tie®ses¢cores by substituting
item means for missing item scores rather thanstonate the missing scores
using other variables (Jahangir, 2003). Howevemmeting views of how to
treat missing data have not been definitely resballinckrodt et al., 2001).
In survey research using Likert-type scales, mggsiata is a general occurrence
because each scale is made up of several items, ihalso a real possibility
that several items per scale will be missing.

For the present study, 250 questionnaires wererildigtd within the
following organizations, i.e. Ministry of Coconut elelopment, Coconut
Development Authority, Coconut Research Instituteirunegala Plantation
limited, and BCC Lanka Limited in Sri Lanka. Twordred and eleven (211)
filled questionnaires were returned out of 250 amé questionnaires were with
missing data. When it is taken in to percentage vidue is 4.2 percent and this
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value is not fairly high in percentage. Bearingnind these limitations and
taking into account that there were only a smathber of cases with missing
values, it was concluded that the most satisfacpproach irhandling missing
values for this study was to use the “list wiseetleh” method.

But in case of list wise deletion method, a seriptblem with missing items
on Likert-type scale is the risk that these missiadues will not occur in a
random fashion. Certain subgroups of the populatimid be more inclined to
give no response to specific questions (Jahan@d3R Even though use of list
wise deletion in a study where more cases with ingssalues will result in
deletion of more cases. This will not provide aeterresults. However,
competing views of how to treat missing data hasehbeen definitely resolved
(Mallinckrodt et al., 2001). Certain response catexs within this type of
research have to be rated as “missing”; these declany “don’t know”
categories (Raymond, 1986) and also, in some cdsesnidpoint “neutral”
responses (Jahangir, 2003).

When an experiment has one or more observationsingisthe standard
computational procedure of the analysis of variafarethe various designs
except CRD, no longer apply. In such cases, eitfermissing data formula
technique or thé\nalysis of Covariancéechnique should be applied (Gomez
and Gomaez, 1984). An estimate of the missing datained through the
missing data formula technique does not supply additional information to
the incomplete set of data — once the data is lwstamount of statistical
manipulation can retrieve it. What the procedureusth attempt to do is to allow
the researcher to complete the analysis of variantiee usual manner without
resorting to the more complex procedures needednimsmplete data sets
(Gomez and Gomez, 1984).

However, in the present context, use of list wisketlon will not result in loss
of many cases as only 7 cases had missing valugghi8 reason of small
number of cases with missing values, these 7 oases deleted from further
analysis. The deleted cases represented (4.2 $hedbtal sample (211). As a
result the researcher used the sample size asumdrdd and two (202) in total
in Sri Lanka. For the present study, Covariate psialwas used to remove, any
other type of missing value errors such as “michfyadr any disagreements in
the scales.

In the sample of Czech Republic, there were noingssalues at all. All
guestions were answered completely.
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6.1.2 Reliability of the instruments

Past researchers have mentioned that there arebdsic requirements of
measurement, i.e. first, measurement must be aratop®ally definable process,
and second, the outcome of the measurement prouess be repeatable
(reliability). Jahangir (2003) has mentioned in f@search thesis that, Gregory
(1996) has defined “reliability” as the extent tdieh measurements of the
particular test are repeatable. In other words,nieasuring procedure should
yield consistent results on repeat tests. The roonsistent the results given by
repeated measurements, the higher the reliabflittyeomeasurement procedure.

Nunnally (1970) suggested that there are at lemasthethods of estimating
the reliability coefficient: test-retest methodteahative form, subdivided- test
method (referred to as the split-half method), emedhod of concerning internal
consistency. However there are methods for estigateliability that do not
require splitting or repeating of items. Instedtese techniques require only a
single test administration and provide a reliab&tineate of the coefficient
reliability. As a group, these methods are refet@ds measures of internal
consistency (cited by Jahangir, 2003). In the nwthgoncerning internal
consistency, the reliability is calculated by aggng correlations between items
(Nunnally, 1987). The most highly recommended mesmsof internal
consistency is provided by coefficient alpha or ritrach’s alpha (1951) as it
provides a good reliability estimate in most sitorag. The value of an alpha is
ranging from O to 1. The closer the value of alph4, the better the reliability
is. If the value is low, either there are too fems or there is very little
commonality among the items (Churchill, 1979).

Reliability values of the present instrument

For the early stage of any research, Nunnally (198®ygested that the
reliability of 0.50-0.60 is sufficient, although amefficient of 0.7 or above is
desirable. For the present study the researched usmh predefined
guestionnaires and self constructed questionndasreliability analyses were
constructed by researcher again for all items offfs@n for person-organization
value fit (see Appendix D).

For the person-organization value fit measuregameher used the instrument
developed by GLOBE project (House et al., 2004ktRhey have calculated the
internal consistency of these scales at the orgaaiml level of analysis to
assess the degree to which these scales wererdm@eefror caused by item
variability. To calculate these internal consisterstimates, they have first
aggregated the items comprising each scale to thanizational level of
analysis and have computed Cronbatch’s alpha orpdlkes of these averaged
item responses. The average internal consisten&rambach’s alpha for the
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organizational cultural practices (As Is scale) d@hé organizational cultural
values (Should Be scale) scales were 0.61 and &8pectively.

Secondly they have explored the extent to whichr teeales exhibited
interrater reliability. The average Intra Class @tation (ICC) for the
organizational cultural practices (As Is) and adtwalues (Should Be) scales
were 0.93 and 0.95, respectively. Li (2006) haslikes same instrument for his
study in China. He has mentioned that the religbdnalysis were Cronbach’s
alpha ranging from 0.83 to 0.98 and group corretatoefficients ranging from
0.78 to 0.97 for the same instrument. For the mtesteidy, the same instrument
was used by the researcher.

According to the findings of GLOBE study internabnsistency for the
human-oriented leadership behaviour scales showedb@ch'’s alpha 0.76 and
interrater reliability was 0.93. For the team-otexh leadership behaviour,
internal consistency was 0.93 and interrater raiiplwas 0.96 (House et al.,
2004). According to the present researcher’s figslirsatisfactory reliability of
the items of human-oriented leader was (Cronbaalpka ranging from 0.73-
0.82), and satisfactory reliability of the items adfiministratively competent
team-oriented leader was (Cronbach’s alpha ran@iam 0.90-0.91). This
clearly shows the similarity of the values in earliesearch and present research
in correlation analysis.

The scales for the measurement of employee commitere& employee trust
in their leaders were adapted from the instrumentbbped by Li (2006) study.
It has shown that a good reliability coefficieriplea in these two scales
(Cronbach’s alpha) ranging from 0.74 to 0.85 andhiwi group correlation
coefficient ranging from 0.70 to 0.82 (Li, 200&ccording to the present
research findings, reliability analysis for empleyecommitment, and
participation for group decision making were Crartida alpha 0.82 to 0.85 and
0.89 to 0.90 respectively.

6.1.3 Descriptive statistics of the study

The means and standard deviations of all the aaetstin the current study
are displayed in the Table 1, with relation to ISathka. Mean scores have been
computed by equally weighing the mean scores oitahs. For example, the
mean score of human-oriented behaviour is comployeeiqually weighing the
mean scores of “my superior kind enough to listgnapinions, the leaders of
my organization provide a clear picture of the clien in which the
organization is headed, people in my organizatemegally have an appropriate
involvement in decision that affects their worke tleaders of my organization
have empathy and soft approach towards employedeahng with task, and
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leaders of my organization always consider on amryebody winning”.
Completed 202 questionnaires were consisted in egends 119 female
employees and 83 male employees.

Human-oriented leader behaviour

According to these statistics, (Table 1) the mealuer for human-oriented
leadership behaviour in the sample population oL.&nka is 4.75 from the total
of 7 points in the scale. This value is above the point of the 7 points scale.
The mid point was considered as 3.5 out of 7 amdd@ can be concluded that
the leadership behaviour of these organizations@mewhat human oriented. It
Is closer to the point 5 in the 7 points scaleha ¢juestionnaire (appendix A).
Descriptive data explain that sample mean of huor@anted leadership
behaviour can be varied withir 0.83 from the population mean in 95%
confident. It is known as Standard Deviation (SDD.83). Total number of
population is 202 employees from all organizations.

Table 1 Descriptive statistics in Sri Lankan study

Variables Mean SD
Independent variables
1. Human-oriented leader 4.75 0.83
2. Ad. team-oriented leader 5.57 1.09
3. Person-organization value fit 3.02 0.95
Dependent variables
4. Employee commitment 5.26 0.95
5. Employee participation for groug 4.84 1.09
decision making
6. Employee trust in their leaders 5.44 0.91
Covariates
7. Age 41.01 6.41
8. Company tenure 10.01 4.28
9. Total work experience 13.04 5.57
10. Sex 1.4 0.38

Sample size (N) = 202
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Administratively competent team-oriented leader belour

The mean value for administratively competent tesimnted leadership
behaviour in the population is 5.57 from the ta&l/ points in the scale. This
value is also above the mid point of the 7 poiges But this value is mostly
closer to point 6 out of the total points of 7.clin be concluded that the
leadership behaviour of these organizations is reae oriented than human-
oriented. These data explain that sample mean ah-taiented leadership
behaviour can be varied withira1.09 from the population mean at 95%
confident (SD = 1.09).

Employee commitment

The mean value for employee commitment to the argéion is 5.26 from
the total of 7 points in the scale. This valuelis\ee the mid point of the 7 points
scale. The mid point was considered as 3.5 outasf &arlier. Researcher can be
concluded that employee’s commitment to the orgdiums is fairly high. It is
in the “somewhat committed” position in the scaé#andard deviation of the
mean value is 0.95.

Employee participation for group decision making

The mean value for employee participation for grdepision making is 4.85
out of 7 points in the scale. It is above the nathpof the scale and it is in the
“somewhat participative” position of the scale. Butmparatively this mean
value is lower than the mean value of employee comemt to the
organization. Standard deviation of the mean vedde09.

Employee trust in their leaders

The mean value for employee trust in their lead®es44 out of 7 points in
the scale. It can be concluded that employee frugheir leaders in these
organizations is above the mid point in the scatandard deviation of the mean
value is 0.91.

Person-organization value fit

The mean value for person-organization value fi8.32 of the population.
Here respondents were rated the all items on th@oirt reversed scale other
than gender egalitarianism. A higher score inditéwever agreement and lower
score indicated higher agreement in each scale.irBtihe scales of gender
egalitarianism, it was in vice versa that highestug shows in 7 and lowest
value in 1.
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According to this interpretation, the maximum deggancy value that can be
achieved is 6 and minimum value is O (zero) in fihescale. As a result the
researcher found the middle point is as 3 in thesdale. According to these
results it can be concluded that employee-orgabpizavalue fit of these
organizations is in the middle level. Not so highveell as not so low. Standard
deviation is 0.95.

Demographic variables

Mean value of the age is 41.01 years and standasidtebn is 6.41 (minimum
age was 25 years and maximum age was 53 in thg sardple). Mean value
for company tenure is 10.01 and standard deviaisod.28 in the sample
population (The minimum experience in the preseghoization was 5 years
and maximum was 21 years). Mean value for totakvexperience is 13.04 and
standard deviation is 5.57 (The minimum experiemas 5 years and maximum
experience was 25 years).

Demographic variables had more scattered than otlaeiables in the
measurements. Distribution of other variables otthemn these demographic
variables was more similar in pattern with rarewfdeviated values.

6.1.4 Scatter diagrams, box plots and correlationralysis with relation to
human-oriented leader behaviour

In order to elaborate more on data distributiohthed variables were plotted
using box plot and scatter diagrams (LEISCH, R gumbjmethod) in order to
understand their relations.

A box plot (also known as a box-and-whisker plagphically explained the
way of numerical data distribution of variables.xBadots are useful to display
differences between populations without making assumptions of the
underlying statistical distribution and the spachejween the different parts of
the box help to indicate the degree of dispersggiefad) and skewness in the
data, and identify outliers. For the X axis of tip@ph independent variables
(human-oriented leader behaviour, administrativebmpetent tam-oriented
leader behaviour, and person-organization valyendre assigned always and
dependent variables (employee commitment, empl@getcipation for group
decision making, and employee trust in leadersevwassigned to Y axis always.
The outliers were not computed by some statisnoelhods based on normal
distribution (normally, outliers are 1.96 SD + meaue = 95% bound). Hence
data observations which are laid more than 1.51Q&ef than the first quartile
or 1.5IQR higher than the third quartile are coased as outlier.
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After studying of relationships of variables in thex plot, the correlation
analysis was conducted to describe the degree ichwame variable is linearly
related to another or in otherwise to measure dgga of association between
two variables. In this study, the Pearson's caioglawas used to find the
correlation between two continuous variables atinae.t The value for a
Pearson's can fall between 0.00 (no correlatiod) A0 (perfect correlation).
Generally, correlations above 0.80 are considerettyphigh (SPSS Tutorial -
Pearson's Correlation, on line). If there is a dinelationship between two
variables in negative direction, the correlatioef@oient is within the range of
0 to -1. If it is a complete association in a pwsitdirection, correlation
coefficient is +1 (Levin and Rubin, 1994). Aftero@lot study, Pearson’s
correlations were calculated as in the Table 2.
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Table 2

Correlations among all variables in Srikamstudy

Factors 1 2 3 4 5 6 7 8 9 10
1.Human-oriented | Correlation 1
leader
2. Ad. team- Correlation 759** 1
oriented leader
Significance| .000
3. Employee Correlation S73*%* | 753** 1
Commitment
Sig. .000 .000
4. Employee Correlation B578** | 727 | .826** 1
Participation
Sig. .000 .000 .000
5. Employee trust | Correlatior 124*F .816*T .607*F .569** 1
Sig. .000 .000 .000 .000
6. Person-orga. Correlation | -.356*| -516**| -.637*| -.649**| -.470** 1
value fit
Sig. .000 .000 .000 .000 .00(
7. Age Correlation -.067 -.146*  -.209*F -.204*F 0¥ 276** 1
Sig. 347 .038 .003 .004 .13( .00(
8. Company tenure Correlation .008 -.038 -.100 7.11 .015 A87* | . 733** 1
Sig. .907 591 155 .097 .837 .00§ .000
9. Total experience Correlation .039 -.00p -109 117 .039 A70(%) | .798*% .851* 1
Sig. .586 979 124 .096 583 .015 .000 .0P0
10. Sex Correlation -.049 .005 .006 041 -.087 6.10 -.057 .002 | -.026 1
Sig. 489 942 933 561 .604 133 422 92 714

** Correlation is significant at the 0.01 level {@1ed), * Correlation is significant at the 0.@%él (2-tailed), N=202
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Elaboration of box plots and correlations with refence to each
combination of variables under human-oriented leade

Figure 4, elaborates the relationship between huon@nted leader
behaviour and employee commitment. Data of the ImJongented leader
behaviour were skewed to right. Median has beah dhiove the mean of the
data. Also the data of the employee commitment w8kesved to right. Median
of the commitment has been laid above five. Botialdes have lower outliers,
lower fence and upper fence in the data distriloutio

The correlation coefficient between human-orienteader behaviour and
employee commitment was significant and positive= (0.573, p<0.01 in 2-
tailed).

oooooo
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Figure 4  Scatter diagram and box plot for dataibistion of human-
oriented leader behaviour vs. commitment in Srikeamdata

Figure 5, explains that the data of employee pp#imn were skewed to
right slightly. And also there are data distribut@thin lower and upper fence.
Correlation coefficient between human-oriented ézdzehaviour and employee
participation for group decision making was sigrafit and positive (r = 0.578,
p<0.01 in 2-tailed).
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Human vs. Participation
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Figure 5  Scatter diagram and box plot for the data distidsubf human-
oriented leader behaviour vs. employee participatncSri Lankan data

According to Figure 6, data of employee trust mdiers were skewed to right
more. There are lower outliers, lower fence andeupfence in the data
distribution of employee trust in their leadersri@tion coefficient of human-
oriented leader behaviour and employee trust wagip® and significant (r =
0.724, p< 0.01 in 2-tailed).

Human vs. Trust
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Figure 6  Scatter diagram and box plot for the data distidsubf human-
oriented leader behaviour vs. employee trust inL&nkan data
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Human-oriented leader behaviour and person-orgartioa value fit

Correlation coefficient between human-oriented éedzehaviour and person-
organization value fit was negative and significant -0.356, p<0.01 in 2-
tailed). Here researcher would like to note that #gtale testing person-
organization value fit was actually the differermstween personal values and
the perceived organizational values. The smallentimber, the higher the level
of person-organization value fit. Therefore, negatorrelation between leader
behaviour and person-organization values fit shopesdlitive effects of the
leader behaviour on person-organization value fit.

6.1.5 Scatter diagrams box plots and correlation alysis with relation to
administratively competent team-oriented leader beaviour

Figure 7 elaborates, both of the data distributionglation to team-oriented
leader and employee commitment. They were skewemlid more. Also there
were lower outliers, lower fences and upper fencég. correlation coefficient
between team-oriented leader behaviour and emplag@amitment was
positive and significant (r = 0.753, p<0.01 in ed).

Team vs. Commitments

T T T T
3 4 5 B

Figure 7  Scatter diagram and box plot for the data distidsuof ad. team-
oriented leader behaviour vs. employee commitmefri Lankan data

Figure 8, explains that the data of employee pp#imn were skewed to
right. Correlation coefficient between administvaty competent team-oriented
leader behaviour and employee participation forugraecision making was
positive and significant (r = 0.727, p<0.01 in 2ed).
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Team vs. Participation
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Figure 8  Scatter diagram and box plot for the data distrdsubf ad. team-
oriented leader behaviour vs. employee participandSri Lankan data

Figure 9, explains that the data of employee iruktaders were skewed to right
more. Correlation coefficient between ad.team-deéneader behaviour and
employee trust in their leaders was positive agdicant (r =0.816, p<0.01 in
2-tailed).

Team vs. Trust
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Figure 9  Scatter diagram and box plot for the data distidsubf ad. team-
oriented leader vs. employee trust in Sri Lankaa da
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Administratively competent team-oriented leader bglour and person-
organization value fit

Correlation coefficient between ad.team-oriente@dér behaviour and
person-organization value fit was negative andisagmt (r = -0.516, p<0.01 in
2-tailed). As in the interpretation, the smallemmer gives a higher level of
person-organization value fit. Therefore, negatbeerelation between leader
behaviour and person-organization value fit shop@sitive effects of the leader
behaviour on person-organization value fit.

According to the correlation analysis, it can benaoded that ad.team-
oriented leader behaviour shows higher correlattbaa human-oriented leader
behaviour with employee commitment, employee padicon for group
decision making, employee trust in their leaderd parson-organization value
fit.

6.1.6 Scatter diagrams, box plots and correlationsf person-organization
(P-O) value fit vs. employee commitment, participabn and trust

As in the Figure 10, data related to person-orgdiog value fit were skewed
to left more. Mean is higher than median and IQRiger. No outliers exist in
the data of person-organization value fit in thpydation.

Correlation coefficient between person-organizatratue fit and employee
commitment was positive and significant (r = -0.63&0.01 in 2-tailed).
Though it was in negative result, an exact effecpasitive because of lower
value gives higher fit as mentioned in the methoggpl

PO vs, Commitments

oooooo
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2 3 4 5

Figure 10 Scatter diagram and box plot for the data distrdsuof P-O fit vs.
employee commitment in Sri Lankan data
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Figure 11, elaborates the relationship betweenopeosganization value fit
and employee participation for group decision mgki@orrelations coefficient
between these two variables was positive and sigmif (according to
definition) (r = -0.649, p<0.01 in 2-tailed).

PO vs, Participation

oooooooo
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Figure 11 Scatter diagram and box plot for the data distroubf P-O fit vs.
employee participation in Sri Lankan data

Correlation coefficient between person-organizatiafue fit and employee
trust in their leaders was positive and significarnt -0.470 p<0.01 in 2-tailed)
as above (Figure 12).

PO vs. Trust
o o oooce

ooooo
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Figure 12 Scatter diagram and box plot for the data distrsubf P-O fit vs.
employee trust in Sri Lankan data
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The effect of demographic variable

Correlation between age and employee commitment sugsificant but
negative (r =-0.209, p<0.01 in 2-tailed).

Correlation between age and employee participafmm group decision
making was negative and significant (r = -0.2040.04 in 2-tailed). There was
no correlation between age and employee trustein kkaders.

As well as there were no correlations between comganure, total work
experience and sex with employee commitment, engelogarticipation for
group decision making and employee trust in treaders.

The correlation between age and person-organizatdure fit was positive
and significant (r = -0.276, p<0.01 in 2-tailed)orlation between company
tenure and person-organization value fit was wepklsitively significant (r = -
0.170, p<0.05 in 2-tailed). Sex didn't show any retation with person-
organization value fit.

6.2 Findings from the questionnaire in Czech Repuid
6.2.1 Descriptive statistics

Means and standard deviations of all the constrincthie current study in
Czech Republic are displayed in the Table 3. Meames have been computed
by equally weighing the mean scores of all itemsaase as in Sri Lankan study.
Total population was 33 employees and indicatedigeras 26 female and 7
male.

Human-oriented leader behaviour

According to these statistics (Table 3), the mealues for human-oriented
leadership behaviour in the study population ofcbzeepublic is 4.76 from the
total of 7 points in the scale. This value is abtdwe mid point of the 7 points
scale and hence, it can be concluded that the rn&agebehaviour of these
organizations is somewhat human oriented. Thisadhar is more equal to the
value of Sri Lankan population (4.75). Even theawdxplain that mean value
of human-oriented leadership behaviour can be #¢amghin +0.95 from the
population mean in 95% confident. Therefore stashdaviation is 0.95.
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Administratively competent team-oriented leader bglour

The mean value for “administratively competent temmented leadership
behaviour” is 4 from the total of 7 points in treake. According to the scale, 4 =
undecided. This is lower than Sri Lankan value {p.AlIso these data explain
that sample mean of administratively competent teaented leadership
behaviour can be varied withir 0.46 from the population mean in 95%
confident. The standard deviation is 0.46 (Table 3)

Employee commitment

The mean value for employee commitment is 5.42 ftentotal of 7 points
In the scale. This value is more or less similaBtoLankan value (5.26). It can
be concluded that employee commitment of this patpart is somewhat high.
Standard deviation is 0.82 (Table 3).

Employee participation for group decision making

The mean value for employee participation for grdepision making is 4.77
out of 7 points in the scale. It is also above riiid point of the scale. This is
more or less similar to Sri Lankan value (4.84an8ard deviation of the mean
value is 1.09 (Table 3).

Employee trust in their leaders

The mean value for employee trust in their leader.94 out of 7 points in
the scale. It can be concluded that employee irugheir leaders in these
organizations is above the mid point and also ihisomewhat high position.
Standard deviation is 0.89 (Table 3).

Person-organization value fit

The mean value for person-organization value fiL.#6 of the population.
Here respondents were rated the all items on aiit peversed scale other than
gender egalitarianism. A higher score indicatedelowagreement and lower
score indicated higher agreement in each scale é&iSri Lankan sample. But
in the scales of gender egalitarianism, it was ioe wersa that highest value
showed in 7 and lowest value in 1.

According to this result, researcher can conclindg ¢mployee-organization

fit of Czech Republic organizations is very highidTis higher than the value of
Sri Lankan organizations (3.02). Standard deviasdh61 (Table 3).
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Demographic variables

Mean value of the age is 32 years and standarat@viis 5.62 (The minimum
age was 25 years and maximum was 50 years). Mdae i@ company tenure
Is 2.65 and standard deviation is 1.63 in the samppulation. Mean value for
total work experience is 7 and standard deviatdn 98 (Table 3).

Table 3 Descriptive statistics in Czech Republic study

Variables Mean Standard
Deviation
Independent variables
1. Human-oriented leader 4.76 0.95
2. Ad. team-oriented leader 4.00 0.46
3. Person-organization value fit 1.46 0.61
Dependent variables
4. Employee commitment to the| 5.42 0.82
organization
5. Employee participation for 4.77 1.23
group decision making
6. Employee trust in their leaders 4.94 0.89
Covariates
7. Age 32.00 5.62
8. Company tenure 2.65 1.63
9. Total work experience 7.00 5.98

Sample size (N) = 33

6.2.2 Scatter diagrams, box plots and correlationralysis of Czech
Republic data

According to the box plot distributions and tablecorrelation, significant
relationships can be explained as follows:

There are only two combinations that have showmitgnt and positive
correlations of the data collected from Czech Répurganizations (Figure 13
and 14). These figures clearly exhibit these twmlzimations graphically. Both
sets of data for the human-oriented leader behawidh employee participation
and employee trust have skewed to right (Figure 13)
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Correlation coefficient between human-oriented égdmbhaviour and employee
participation for group decision making was positand significant (r =0.61)
(Table 4).

Human vs. Participation
s

3.0 40 50 B0

Figure 13 Scatter diagram and box plot for the data distrsubf human-
oriented leader behaviour vs. employee participaioCzech Republic data

Human vs. Trust
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Figure 14 Scatter diagram and box plot for the data distrsubf human-
oriented leader behaviour vs. employee trust inc@&epublic data

92



Figure 14, elaborates the scatter diagram and boixrplated to human-
oriented leader behaviour and employee trust iddesa Data of the employee
trust were skewed to right. Data of human-oriehéadier behaviour were closer
to symmetric. The length of the box (IQR) relatedetnployee trust in leaders
was wider in the data of Czech Republic than Snikaa

Correlation between human-oriented leader behawaodr employee trust in
their leaders was positive and significant (r =50.8able 4).

Leader behaviour and person-organization value fit

Correlation coefficient between human-oriented égdzehaviour and person-
organization value fit was negative (r = -0.71) mgt significant at 0.05
probability. According to the interpretation, nagatcorrelation between leader
behaviour and person-organization values fit shopasitive effect of the leader
behaviour on person-organization value fit (Table 4

Correlation coefficient between administrativelyngmetent team-oriented
leader behaviour and person-organization valugvdis not significant at 0.05
probability (Table 4).

Person-organization value fit

The correlation coefficients between person-orgation value fit and
employee commitment, employee participation forugraecision making, and
employee trust in their leaders were not signifiair0.05 probability (Table 4).

The effect of demographic variable

Age, company tenure, and total work experience rditd show significant

correlations with employee commitment, participatifor group decision
making, and trust in their leaders in 0.05 probigbjlrable 4).
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Table 4

Correlations among all variables in the Czech Repshudy

Factors 1 2 3 4 5 6 7 8
1.Human- Correlation 1
oriented leader
Significance
2. Ad. team- Correlation 0.29 1
oriented leader
Significance 0
3. Employee Correlation 0.09 -0.07 1
Commitment
Significance 0 0
4. Employee Correlation 0.61 -0.17 0.29 1
Participation
Significance * 0 0
5. Employee Correlation 0.55 -0.06 0.44 0.76 1
Trust
Significance * 0 * 0
6. Person-orga. | Correlation -0.71 -0.30 -0.06 -0.45 -0.3 1
value fit
Significance 0 0 0 0 0
7. Age Correlation 0.05 0.02 0.05 0.08 0.0 -0.19 1
Significance 0 0 0 0 0 0
8. Company Correlation -0.16 -3.3 -0.08 -0.08 -0.0 0.16 0.27 1
tenure
Significance 0 0 0 0 0 0 0
9. Total work Correlation 0.13 -0.04 0.04 0.12 0.17 -0.16 0.88 0.39
experience
Significance 0 0 0 0 0 0 * *

* = Correlation is significant at 0.05,
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CHAPTER 7
ANALYSIS OF DATA, RESULTS AND DISCUSSION

7.1 Analysis of quantitative data in Sri Lanka

The objective of this chapter is to present theltef this study relating to
the direct effect and interactive effect of leadmehaviour and person-
organization value fit on employee commitment, esyipeé participation for
group decision making and employee trust in theaders in the Plantation
Sector organizations in Sri Lanka and “EX” orgatiain Czech Republic.

This chapter is divided in to two sections: thestfisection begins with
explaining the statistical techniques that weredusethis study, the second
section reports the findings of data analysis fbe tpresent study, and
assessment of the relevant hypotheses followedatgtscal analysis. One way
Analysis of Variance (ANOVA), Analysis of Covariam@ANCOVA) using
General Linear Model (GLM) procedure in SAS anddte€gquare Means (t-test)
are the primary analytical methods employed in llypges testing in this study
(Appendix E).

7.1.1 Analysis of Variance (ANOVA) and Analysis o€ovariance
(ANCOVA)

Analysis of Variance (ANOVA)

A procedure for partitioning the total variation abserved data into various
components and assigning them in to respectiveesasscalled the Analysis of
Variance (ANOVA) (Samitha, 2006). The sources afhreaomponent variation
is identified and tested for its significance asoarce of variation of data. The
variability is taken in to account by means of uantity sum of squares (SS).
SS depends on number of observations, thus thets8B is not a realistic
measure of variability. The SS corrected for numbleobservations is called
mean sum of square or mean square (MS) which &raat by dividing the SS
by the corresponding degree of freedom (DF). Thamsguare is usually taken
as the estimate of variability.

According to the null hypothesis there is no diéfere between performances
of treatments. Hence the expected variance betiveatments is equal to that
of within treatments (i.e. error). The estimate ¥ariance with treatment and
without treatments from ANOVA is MStreatment and &li®r. Thus testing
ratio of MStreatment and MSerror against unity wlobk a test for the null
hypothesis (F value) (Samitha, 2006).
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The Analysis of Variance (ANOVA) is a powerful asdmmon statistical
procedure in the social science. One-Way Analysis/ariance (One-Way
ANOVA) measures whether one or more components cahudtiple level
independent variable predict the value of a dependariable. One-Way
Analysis of Variance is obtained through the SP8&way ANOVA command
and also could be accomplished using the Genenadati Models (GLM)
command. As well One-Way ANOVA procedure addressaactly one
dependent variable (always continuous) and exawmtly independent variable
(always categorical) at a time.

One way model can be two different types dependimghe objective of the
study (hypothesis to be tested) and sampling metiidde objective is to test
difference among some specific levels of the faetod only those, then the
model of analysis must be fixed effect model (Tiha®99). Under this model,
the levels of the factor considered are purposebsen and a random sample of
many from population. However in certain studieg tbbjective is not to
determine the exact differences among a few spelefiels of a factor, but to
find out if there exists a significance variatianthe population in terms of the
effect. These data are analyzed under the Randf@tt ehodel. In the present
study researcher wanted to observe both effecelation to variables. The
effect of the whole factor and as well as the ¢ftdcsome levels of the same
factor. ANOVA table provides the step-wise procediar conduct the statistical
test of significance which is common to both fixeffiects and random effects
models. In these tests, if the F-value obtainednger than the value given in
the F-table under relevant degree of freedom aaduler specified probability
level (e.g. 95%), then the null hypothesis is regdc Many statistical packages
such as MINTAB or SAS can be used to perform thadysis (Thattil, 1999).

When there are two factors affecting a responsablar, the two factors may
affect the response variable directly (indepenggrdft they may interact with
each other in deciding the final outcome of thepoase variable. If they interact
then the difference in the effect between two Ieadlfactor A on the response
variable will depend on the level of factor B. Tham additional term
(interaction term) has to be added in to the mddehccount for the non
additivity. Thus the Two-Way ANOVA table consiststeo new rows; one for
main effect of factor B and the other for the iattion effect. Three separate F
test are performed to find out whether or not eaeln effect or the interaction
effect is significant.
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Interactions between factors

As mentioned above, interaction effect can’'t bedisth in single factor
experiments. For instance, in order to study theraction between two factors,
both factors need to be studied together in a siegperiment. An experiment
that is used to study interaction is called a faat@xperiment. When several
factors are involved, often, effect of one factande seen vary depending on
the level of the other factor; i.e., effect of diaetor is influenced by the other
factor. This phenomenon is called interaction. Tfaotor interaction being
present implies that effect of one factor vary dejieg on the level of other
factor. Then the information on effect of one faamoring the other factor is
meaningless. In fact the results of main effects aften misleading when
interaction is present.

Analysis of Covariance

Blocking increase the precision of an experimenéenvthere is a directional
variability among experimental unites. However éhare circumstances such
that variability exists among experimental unitad direction of variability can
not be identified. The analysis of covariate (ANC&\provides solutions to
above problems and often leads to increase in goeciof experiments. In
covariate analysis, factors which do not have tweal variability are
considered as covariates. The covariate is usuagsured in a ratio scale and
the covariate is assumed to have a linear reldtipngith the response variable.
Thus the situation can be described as severdhtesds are tested with respect
to a response variable in the presence of a liredationship between response
variable and a covariate. Hence, ANCOVA can descils ANOVA and
Regression together (Samitha, 2006). The prinaijsied in ANCOVA is that
treatment means are adjusted to the mean levelowdriate and only the
adjusted means are compared in order to studyahtntent effect.

Analysis of Variance (ANOVA) and Analysis of Covamnce (ANCOVA)
procedures in SAS were used to test the hypotlodgas study. The researcher
found that, the data for the demographic variahbes scattered without having
a directional variation in the blocks. As the reshar wanted to study the effect
of the treatments on the response variables, ith@asssary to remove the effect
of unwanted effect on the response variables. Thierd&NCOVA was used for
the present study and age, company tenure, totdl @gerience and sex were
taken as the covariates. ANCOVA has been used ain@mn in her study on
personality, organizational culture, and cooperatio measure effects of
different levels of factors and interactions (Chatm 1995). Analysis of
covariance requires measurement of the characterimfary interest plus the
measurement of one or more variables known as iedgar Covariance analysis
can be applied to any number of covariates andnip tgpe of functional
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relationship between variables. Uses of CovariaAoalysis are to control
experimental error and to adjust treatment meansstimate missing data, and
to aid in the interpretation of experimental result

Least Significant Difference (LSD)

Under the LSMEANS command, SAS program providespecial set of
means under the different levels of the factordedalLeast Square Means.
Unbalanced data structures are very common in gudata analysis. When the
data are unbalanced, the arithmetic mean of aicdewel of a factor (a row
mean or a column mean) becomes biased towards¢ha tombination (cell)
with more observations. Least Square Means proeethowever, calculate the
means of each cell under each row (or column) heset cell means are used to
obtain the row means (or column means). Thus thestL8quare Means are
adjusted for the differences in the number of olke@yns per cell (Thattil,
1999). In the SAS model mean comparisons (by meéaasljusted means) can
get performed by inserting the statement: LSMeamstrinent/pdiff. Then
researcher could be able to receive necessary cagaparisons in SAS format.
To test the effect of interactions in the differdavels of the independent
variables and dependent variables, the researarer used the Least Square
Means in the SAS program.

Least Significant Different test (LSD) was descdliy Fisher (1960) and this
method was used to compare the means in diffe@nbmations of variables.
For the means to be significantly different, th&edence needs to exceed a
fixed quantity. This fixed quantity; i.e., the mmum value of any mean
difference need to exceed also referred to as tL&agmificant Difference”
(LSD). SAS program can be extended to perform L&Reguired mean levels
in the variables. LSD test must be used only whenR test for treatment effect
Is significant and the number of treatments istootlarge: better less than six
(Gomez and Gomez, 1984).

7.2 Results, assessment of hypotheses and discussio

The study was focused to evaluate the relationdgpween human-oriented
leader behaviour and administratively competenntedented leader behaviour
with person-organization value fit on employee perfance.

Hypothesis 1.a: Human-oriented leader behaviour may have positive
correlation on person-organization value fit

Hypothesis 1.b: Team-oriented leader behaviour may have positorestation
on person-organization value fit
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Assessment of hypothesis 1.a

Correlation coefficient (Table 5) between “humarented leader behaviour”
and person-organization value fit was negativaiyisicant (r = -0.356, p<0.01
in 2-tailed). Here researcher would like to notattthe scale testing person-
organization value fit is actually the differencetweeen personal values and the
perceived organizational values. The smaller thabear, the higher the level of
person-organization value fit is (Li, 2006). Theref, negative correlation
between human-oriented leader behaviour and pensgamization value fit
shows positive effect of the leader behaviour ors@eorganization value fit.
Therefore, correlation was significant at 1% praokligi(P) value in 2 tailed test.

Assessment of hypothesis 1.b

Correlation coefficient (Table 5) between “admirastvely competent team-
oriented leader behaviour” and person-organizatialue fit was negatively
significant (r = -0.516, p<0.01 in 2-tailed). Astime above example, the smaller
number gives a higher level of person-organizat@ine fit. Therefore, negative
correlation between administratively competent temiented leader and
person-organization value fit shows positive effetthe leader behaviour on
person-organization value fit. Therefore correlatizvas significant at 1%
probability (P) in 2 tailed test.

As a result, hypotheses 1.a and 1.b were suppbytéae correlation analysis.

Table 5 Correlations among selected variables in Sri Lardtady

1 2 3
1. Human-oriented leader 1
2. Ad. team-oriented leader 0.759 |1
3. Employee commitment 0.5 |0.753*) |1
4. Employee participation 0.5¢8 |[0.7271*) |0.82*)
5. Employee trust in their leaders 0.7%24 |0.816*) |0.6071*)
6. Person-organization value fit -0.386 |-0.516*) |-0.6371*)
7. Age -0.067 -0.146 | -0.209*)
8. Company tenure 0.008 -0.038 -0.100
9. Total work experience 0.039 -0.002 -0.109
10. Sex -0.049 0.005 0.006

= Correlation is significant at the 0.01 level (#4d).
* Correlation is significant at the 0.05 level (2ed)
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7.2.1 Assessment of hypotheses by ANOVA and ANCOVWA relation to
human-oriented leader behaviour

In this section, effects of the human-oriented égdoehaviour and person-
organization value fit on employee commitment, ipgrétion for group decision
making and trust in their leaders are summarizedwAll as interactive effect of
human-oriented leader behaviour and person-org@mizavalue fit is
summarized. Employee’s age, company tenure, totalk vexperience and
gender were considered as covariates.

Hypotheses under human-oriented leader behaviour

Hypothesis 2. aHuman-oriented leader behaviour will enhance epg#o
commitment, employee participation for group dexismaking, and employee
trust in their leaders in the organizations.

Hypothesis 3. a Person-organization value fit will enhance emp&ye
commitment, employee participation for group decismaking, and employee
trust in their leaders under human-oriented leadehaviour in the
organizations.

The resulted model (Table 6) was significant at d8abability level and it
described 48.73% (R-square) of commitment level evhployees. The
ANCOVA results indicate that human-oriented ledakeinaviour is significant at
1% probability and person-organization value fit net significant at 5%
probability on employee commitment to the organaa{Table 6).

Assessment of the hypotheses under employee comngim

According to the results of the Table 6, hypothe2ia was supported.
Hypothesis 3. a was not supported under humanteddaader behaviour.

Therefore researcher can asses that human-oriéeéekr behaviour can
enhance employee commitment to the organization @erdon-organization
value fit can not enhance employee commitment ® dlganization at 5%
probability under the human-oriented leadershipaleiur.
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Table 6 Results of ANCOVA with relation to employsammitment
under human-oriented leader behaviour

Variable F value P value
Human-oriented leader (HL) 53.58 0.0001***
Person-organization value fit (PO) 01.55 0.2140
HL*PO fit 24.77 0.0001***
Sex 0.12 0.73

Age 2.83 0.09
Company tenure 0.09 0.77
Total work experience 1.90 0.17

Notes: * p<.05, ** p<.01, *** p<.001
HL*PO = Interaction between human leader andgersganization value fit

Model ofCommitment = HL+PO+HL*PO+Sex+ Age+Com.tenure+Te@tal
Model: R-Square = 0.4873, F = 26.21, Pr>F = 01000

The resulted ANCOVA model in the Table 7 was sigaifit at 1%
probability level and it described 46.84% of emg@eyparticipation for group
decision making in the organization. The ANCOVAuks indicate that human-
oriented leader behaviour is significant in 1% m@wobty and person-
organization value fit is significant at 5% prolddapion employee participation
for group decision making (Table 7).

Assessment of the hypotheses under employee parp@iion

According to these results, hypotheses 2.a, andwge supported, on
employee participation for group decision making.

Hence, researcher can assess that human-orierdeer Idehaviour can
enhance employee participation for group decisiaking in the organizations.
Also person-organization value fit can enhance egyg# participation for group
decision making under human-oriented leader bebavio
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Table 7 Results of ANCOVA with relation to employee panpiation
under human-oriented leader behaviour

Variable F value P value
Human-oriented leader (HL) 41.71 0.0001***
Person-organization value fit (PO) 6.17 0.0¥39*
HL*PO fit 13.16 0.0004***
Sex 0.79 0.38

Age 1.25 0.26
Company tenure 0.11 0.74
Total work experience 0.86 0.35

Notes: * p<.05, ** p<.01, *** p<.001
HL*PO = Interaction between human leader and pewsganization value fit

Model of Participation = HL+PO+HL*PO+Sex+ Age+ Com.tenuretal @x.
Model: R-Square = 0.468403, F = 24.29, Pr>F 6010

The ANCOVA model in the Table 8 was significantl8b probability level
and the model described 51.48% of contribution dorployee trust in their
leaders. The ANCOVA results indicate that humamted leader behaviour is
significant at 1% probability and person-organzatvalue fit is not significant
on employee trust in leaders at 5% probability unodeman oriented leader
behaviour.

Assessment of the hypotheses under employee trusttheir leaders

According to these results (Table 8), hypothesis was supported on
employee trust in their leaders. But hypothesis \8as not supported under
human-oriented leadership behaviour.

Therefore researcher can assess that human-oriezaddr behaviour can
enhance employee trust in their leaders. But peosganization value fit can
not enhance employee trust in their leaders at $8bgbility under human-
oriented leadership behaviour.
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Table 8 Results of ANCOVA with relation to employee trust i
leaders under human-oriented leader behaviour

Variable F value P value
Human-oriented leader (HL) 110.63 0.0001***
Person-organization value fit (PO) 1.76 0.1863
HL*PO fit 2.76 0.09

Sex 1.02 0.31

Age 4.45 0.04
Company tenure 141 0.24

Total work experience 0.72 0.39

Notes: * p<.05, ** p<.01, *** p<.001

HL*PO = Interaction between human oriented leadt p-o value fit

Model of Trust in Leaders = HL+PO+HL*PO+Sex+Age+ttenure+Total ex.
Model: R-Square = 0.514892, F = 29.26, Pr>F =@100

Hypotheses under two way interaction

Hypothesis 4.a: Interaction effect between human-oriented leadsvaliour
and person-organization value fit will have postinfluence on employees’
commitment, participation for group decision makargl trust in their leaders.

Assessment of the hypothesis 4.a on interactions

Findings of the Tables 6, 7, and 8 provide the amgw hypothesis 4.a. Two
way interactions between human-oriented leader \betia and person-
organization value fit on employee commitment ardtipipation for group
decision making were significant at 1% probabiliBut two-way interaction
was not significant on employee trust in leader&%t probability. Therefore
hypothesis 4.a was partially supported.

7.2.2 lLeast Squares Means procedure for means sepon to test
hypothesis under human-oriented leader behaviour

Hypothesis 5. a:Human-oriented leader behaviour will influence adlinates
even under low person-organization value fit tonowe employee commitment,
employee participation for group decision makingg @mployee trust in their
leaders.

According to the ANCOVA analysis, interaction effexf human-oriented
leader behaviour and person-organization valuerdg significant on employee
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commitment and participation for group decision mgk But interaction was
not significant on employee trust in their leaderberefore LSMeans were
calculated only for employee commitment and paétion for group decision
making, under the different levels of leader bebaviand person-organization
value fit (Table 9).

First, researcher divided the data of human-oreeté@der behaviour in to
two parts based on the mid value of the rank (85}high” and “low” human
oriented groups. As well as, data of person-orgdiug value fit also divided in
to two parts based on mid value of the fit scalea® “high fit” and “low fit”
groups. Under the LSMeans command, SAS progranpitmasded a special set
of means under each level of the factors callecst&guares Means as in the
Table 9. These means were compared by Least SigmifDifferent Test (t-test)
In order to compare their significance at alph&0.0

Table 9 Least Squares Means for mean separation under Ruman
oriented leader behaviour (GLM procedure)

Person- Human- Employee Employee participation
organization oriented commitment for decision making
value fit leader (LS Mean) (LS Mean)
1 (High) 1 (Low) 3.64 3.39
1 (High) 2 (High) 5.76 5.42
2 (Low) 2 (High) 4.69 4.19
LSD = 0.1989 LSD = 0.233

t-test (LSD) = Least Significant Difference

1 = High person-organization value fit group

2 = Low person-organization value fit group

1 = Low human-oriented leader behaviour group
2 = High human-oriented leader behaviour group

According to these results (Table 9) highest mealues for the employee
commitment was shown by the combination of high &nnoriented leader
behaviour and high person-organization value fi&8NL for commitment was
5.76). The second highest value was shown by th#&@ation of high human
oriented leader behaviour and low person orgawizatialue fit (4.69). The
lowest commitment was shown by the combination af Ihuman-oriented
leader behaviour and high person-organization vélué3.64). According to
these results researcher can assess that emplegeang under high human-
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oriented behaviour practice highest value of commarit. As a result the most
important factor for commitment is leadership bebawrin the organization.

As well as highest mean value for the employeeigyaation for group
decision making was shown by the combination ohthgman oriented leader
behaviour and high person-organization value fidZh The second highest
value was shown by the combination of high humaanted leader behaviour
and low person organization value fit (4.19). Tloevést participation was
shown by the combination of low human-oriented é&ablehaviour and high
person-organization value fit (3.39). As in the ocoitment, the most important
factor for improving employee participation for gppdecision making is leader
behaviour in these organizations.

Interaction effect between leader behaviour andgeprganization value fit
on employee trust in leaders was not significar@% probability. Even though
this effect was not significant, it can not be metgd as it has some effect on
employee trust in their leaders at least at a laxeeain.

Assessment of the hypotheses 5.a

According to the above results, researcher ashashitiman-oriented leader
behaviour can influence subordinates even undemplenson-organization value
fit to improve employee commitment and participatitor group decision
making in organizations. Therefore hypothesis Saa partially supported.

Demographic variables: age, gender, company terameé total work
experience did not show any significant effect anpkyee commitment,
participation for group decision making and trusttheir leaders other than
moderate effect of age on employee trust in tleaidérs. By covariate analysis,
effects of the covariates were treated by adjudtiegtment means to the mean
levels of covariates.

7.2.3 Assessment of the hypotheses by ANOVA and ARFA in relation to
administratively competent team-oriented leader beaviour

This section summarize the direct effect and intitra effect of
“administratively competent team-oriented leadehéviour and person-
organization value fit on employee commitment, ewypé participation for
group decision making and employee trust in treaders.

Hypothesis 2. b Administratively competent team-oriented leadehdwsour
will enhance employee commitment, employee padicim for group decision
making, and employee trust in their leaders incttganization.
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Hypothesis 3. b Person-organization value fit will enhance empy
commitment, employee participation for group desismaking, and employee
trust in their leaders under administratively cotepé team-oriented leader
behaviour.

Table 10, explains the effect of the individual téac for employee
commitment and levels of significance. The ressltiew that the tested model
was significant at 1% probability level and it exipled 54.59% of contribution
to employee commitment.

The ANCOVA results indicate that administrativelyngpetent team-oriented
leader behaviour and person-organization valueafg significant at 1%
probability on employee commitment (Table 10). Dgnaphic variables: sex,
age, company tenure and total work experience @rsignificant on employee
commitment.

Assessment of the hypotheses

Hypotheses 2.b and 3.b were supported by thesdtsesn employee
commitment. Therefore administratively competerdnieoriented leader can
enhance employee commitment. As well as persomagidon value fit can
enhance employee commitment under ad.team-oriézae@rship.

Table 10 Results of ANCOVA with relation to empleysommitment
under ad.team-oriented leader behaviour

Variable F value P value

Ad. team-oriented leader (ATL) 84.08 <0.0001***
Person-organization value fit (PO) 11.57 0.0008***
ATL*PO fit 14.81 0.0002***
Sex 0.07 0.79

Age 1.38 0.24
Company tenure 1.9 0.17

Total work experience 0.24 0.62

Notes: * p<.05, ** p<.01, ** p<.001, PO*TL = Intaction
Model of Commitment =ATL+PO+ATL*PO+Sex+ Age+Com.tenure+Tatal
Model: R-Square 0.5459, F=32.98, Pr>F=0.0001

3 Ad. team-oriented leader = Administratively congmeteam-oriented leader (ATL)
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Table 11, shows the effect of the individual fadtwremployee participation
for group decision making and levels of significan®he results show that the
tested model was significant at 1% probability leared the model explained
56.80% of contribution to employee participation gooup decision making.

According to the results in the Table 11, main @H8eof person-organization
value fit and administratively competent team-amehnleader behaviour are
significant at 1% probability on employee parti¢cipa for group decision
making. Demographic variables (sex, age, compamnyrée and total work
experience) are not significant on employee padtwon for group decision
making.

Assessment of the hypotheses

According to these results, hypotheses 2.b, andwibe supported on
employee participation. Therefore administrativelgmpetent team-oriented
leader can enhance employee participation for grdegision making. Also
person-organization value fit can enhance emplqgyaeicipation for group
decision making in their organizations under adnt@siented leadership.

Table 11  Results of ANCOVA with relation to empleygarticipation
under ad.team-oriented leader behaviour

Variable F value P value

Ad. team-oriented leader (ATL) 89.96 <0.0001**}
Person-organization value f it (PO) 11.64 0.0008***
ATL*PO fit 19.23 <0.0001***
Sex 0.28 0.59

Age 0.46 0.49
Company tenure 0.25 0.62

Total work experience 0.92 0.34

Notes: * p<.05, ** p<.01, ** p<.001
Model of ParticipationATL+PO+ATL*PO+Sex+ Age+Com.tenure+Total ex.
Model: R-Square 0.5680, F=36.07, Pr>F=0.0001

ANCOVA model (Table 12) was significant at 1% prbligy level. These
results described 58.74% of employee trust in theaders. The ANCOVA
results indicate that administratively competeaimeoriented leader behaviour
and person-organization value fit are significani® probability in employee
trust in their leaders.
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Assessment of the hypotheses

According to the results, hypotheses 2.b and 31#e wepported on employee
trust in their leaders (Table 12).

Hence researcher assess that administratively demtpieam-oriented leader
behaviour can enhance employee trust in leaderso pkrson-organization
value fit can enhance employee trust in their leade the organization under
ad.team-oriented leadership.

Table 12 Results of ANCOVA with relation to empleyteust in  their
leaders under ad.team-oriented leader behaviour

Variable F value P value

Ad. team-oriented leader (ATL) 171.1 <0.0001**4
Person-organization value f it (PO) 10.02 0.0018***
ATL*PO fit 1.12 0.29

Sex 0.22 0.64

Age 3.05 0.08
Company tenure 1.63 0.20

Total work experience 0.53 0.47

Notes: * p<.05, ** p<.01, *** p<.001
Model of Trust in Leaders=ATL+PO+ATL*PO+Sex+Age+Cdemu.+Total ex.
Model: R-Square 0.5874, F=39.05, Pr>F=0.0001

Hypotheses under two way interaction

Hypothesis 4.b:Interaction between administratively competentrteaiented
leader behaviour and person-organization valuewflt enhance employee
commitment, participation for group decision makargl trust in their leaders.

Assessment of the hypothesis 4.b

Two way interactions between administratively cotepe team-oriented
leader behaviour and person-organization valu@rfitemployee commitment
and participation for group decision making wegngicant at 1% probability.
Hence interaction effect can influence the levekofployee commitment and
participation in the work place. But two-way intetian was not significant on
employee trust in leaders at 5% probability. Themrefhypothesis 4.b was
partially supported.
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7.2.4 Least Squares Means procedure for means sepfon to test
hypothesis under administratively competent team-dented leader
behaviour

Table 13, elaborates the results of employee comemt and participation for
group decision making under different levels ofderabehaviours and person-
organization value fit. It provides the answer tgpdthesis 5.b. Under the
LSMeans command, SAS program has provided a spseiabf means under
each level of the factors called Least Squares Bl@ann the Table 13. These
means were compared by Least Significant Diffefieggt in order to compare
their significance at alpha 0.05.

Hypothesis 5. b: Administratively competent team-oriented leadehaweour
will influence subordinates even under low persogaaization value fit to
improve employee commitment, employee participation group decision
making, and employee trust in their leaders.

Table 13 Least Squares Means for mean separataer ad.team-
oriented leader behaviour (GLM procedure)

Person- Ad. team Employee Employee participation
organization oriented leadef commitment for group decision
value fit (LS Mean) making
(LS Mean)

1 (High) 1 (Low) 3.86 3.2

1 (High) 2 (High) 5.80 5.5

2 (Low) 2 (High) 4.7 4.2

LSD = 0.1882 LSD =0.2111

t-test (LSD) = Least Significant Difference

1 = High person-organization value fit group

2 = Low person-organization value fit group

1 = Low ad. team-oriented leader behaviour group
2 = High ad. team-oriented leader behaviour group

According to these results, highest mean valuessfoployee commitment
and participation for group decision making werevsh by the combination of
high team oriented leader behaviour and high peosganization value fit. The
second highest values were shown by the combinatidmgh team oriented
leader behaviour and low person organization vétudf team-oriented leader
behaviour was low, the mean values of employee atment and participation
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were low even under high person-organization vdiueAccording to these

results, researcher can asses that employees wheoaking under high team-
oriented leader behaviour show highest value ofradment and participation

for group decision making. Further it can be sutgpeshat the most important
factor for commitment and participation for grougcision making is the leader
behaviour (here “administratively competent teamrded”’ leader). Interactive
effect between administratively competent teamrntei@ leader behaviour and
person-organization value fit on employee trudeaders was not significant in
5% probability. As a result, it was not included ke®ast Square Mean
comparison.

Assessment of the hypotheses 5.b

Team-oriented leader behaviour can influence subates even under low
person-organization value fit to improve employeemmitment and
participation for group decision making. But nolugihces on employee trust in
their leaders in 0.05 probability. Therefore hymsis 5.b was partially
supported.

7.3 Analysis of quantitative data in the Czech Repalic study

Assessment of the hypotheses 1.a, and 1.b by theretion analysis

According to the correlation analysis of the valeshbin the study population
of Czech Republic (Table 14), there are only catiehs between human-
oriented leader behaviour and employee particip&to group decision making
and employee trust in their leaders. There are oreelations between other
variables at 5% probability in this population.

As there are not correlations between other vagbho use of testing
hypotheses further, because these variables arerehmted to each other.
Therefore hypotheses testing were not accomplishgld the data of this
population.
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Table 14 Correlation matrix among selected variables inGlzech
Republic study

Variables 1 2 3
1.Human-oriented leader 1
2. Team-oriented leader 0.29 1
3. Employee commitment 0.09 -0.07 1
4. Employee participation 0.61* -0.17 0.29
5. Employee trust in their leaders 0.55* -0.06 0.44*
6. Person-organization value fit -0.71 -0.30 -0.06
7. Age 0.05 0.02 0.05
8. Company tenure -0.16 -3.3 -0.08
9. Total work experience 0.13 -0.04 0.04

Pearson Correlations
* = Correlation is significant at 0.05, N=33

7.4 Discussion

Unlike much of the previous works looking at separstudies of leadership
and person-organization value fit on employee au&xy current research was
able to examine the interaction effect betweendestdp and value congruence
of person and organization and also, the main iton of each independent
variable to each dependent variable. According hiesé findings, there are
similarities and dissimilarities with the results lHduang et al. (2005) and Li
(2006) studies.

Findings in Sri Lanka

As in the results, the models with the highest Rasg values are given under
“administratively competent team-oriented leadehawsour” than human-
oriented leader behaviour. Therefore the best msodmime under the
administratively competent team-oriented leadersimpemployee commitment
(Table 10), participation for group decision makifitpble 11) and trust in
leaders (Table 12) in Sri Lanka.

Under administratively competent team-oriented éesloip, direct effect of
person-organization value fit and interaction afspa-organization value fit and
leader behaviour were significant on employee camemt and participation.
But employee trust is decided mainly by direct efeof leadership.

Under human-oriented leader behaviour, person-argton value fit was
significant only on employee participation for gpodecision making. Even
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though there is no significant direct effects ofspm-organization values fit on
employee commitment and trust in leaders, intavactivas significant on
employee commitment.

According to the results of these two models, eygxotrust is mainly
depending on the model of leader behaviour in tigamzations of Sri Lanka.
Because an interaction effect is not significaneamployee trust in their leaders
under both leadership styles.

Second, interestingly, this study has shown thapleyees who are working
under high administratively competent team-orierstlers and high human-
oriented leaders show higher performance in comemntmand participation for
group decision making even under low person-orgdioz value fit. But here
researcher would like to mention that the highesamvalues are given under
“administratively competent team-oriented leadgrshihan human-oriented
leadership. According to the results, organizatimas be managed most
effectively even with those employees who have p@sson-organization value
fit by adapting team-oriented leadership with adstrative competencies.

And also interaction effect can influence employeemmitment and
participation in the work place under both leadgr&ehaviors. Here researcher
would like to mention that Li (2006) study on irdetional research in China,
did not find any positive results on interaction tbése factors. Huang et al.
(2005) in Taiwan had shown that CEO charismaticdéeship has mediating
effect of person-organization value fit to havefpumd influence on employee
outcomes. Present research has considered theisilatively competent team-
oriented leadership and human-oriented leadershgt twould be more
practicable in the society. Even though Charisnataders perform well, it is an
extra ordinary power that possess by only someelsad

Findings in Czech Republic

According to the available literature, human omehtleaders and team
oriented leaders are more suitable than othersStarth Asian and Eastern
European cultures (House et al., 2004). But comparthe results, these two
leadership behaviours did not show expected result€Czech Republic.
Therefore it was not able to analyze the hypothesethe data of Czech
Republic organizations. According to past literatut has been mentioned that
autocratic leaders are mostly accepting by Europe#ares. In one exploratory
study, Jago and colleagues (1993) found that GerrAastrian, and Swiss
managers were the most participative, Polish andciCznanagers the most
autocratic, and the U.S. and French managers betiheeextremes (House et
al.,, 2004 pg 61). Subsequently, researchers hksee rted that the Czech
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Republic is more collectivistic than the U.S. (ast al., 1999). In conclusion,
when compare to individualistic West cultures, CeBepublic comes under the
collectivistic East. But, compare collectivisticiAs cultures; Czech Republic is
included to individualistic West cultures in otheay. Probably Czech Republic
organizations might be in the transitional stagéwben collectivistic and

individualistic cultures. This would be the reasimn these results in Czech
Republic.

In this point researcher would like to elaborateneadescriptive statistics of
the data analysis of Czech Republic and Sri LaiM@an values for human-
oriented leadership in both countries are more@ss similar and mean values of
team-oriented leadership are comparatively highe3ri Lanka. When compare
to mean values of person-organization fit, it isxgsiderably higher in Czech
Republic than Sri Lanka. Mean values of employemradment, participation
and trust in leaders are more or less similar i lcountries (Table 1 and Table
3). But according to the results of the analysesd¢hare no correlations between
these variable in the study population of CzechuRép. Here it is important to
note that the sample size was smaller in Czech IRtieppopulation than Sri
Lanka. As a result it is important to study furthbis phenomenon in Czech
Republic cultural context by taking a larger samatel also by considering
other possible leadership behaviours, in ordernetstand whether there is a
possibility to improve employee performance, undeme other leadership
behaviours.
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CHAPTER 8

CONTRIBUTION OF THE THESIS TO SCIENCE AND
PRACTICE

This study enhanced the very limited research athmuinteractions between
leadership styles (here, administratively competeam-oriented and human-
oriented leaders) and person-organization valuerfitmployee performance.
The survey of different cultures relating to lead@p and person organization
value fit will contribute to differentiate effecev management decisions in
different nations and also in cross cultural lealdgr.

The study has provided a model with an empiric@psut in Sri Lanka to
show that, leader behaviour has a significant eféecemployee performance
through improved person-organization value fit. Wwall as this study offers a
bridge to link the culturally endorsed implicit tivg of leadership (House et al.,
2004) and person-organization value fit model dgyedl by Chatman (1989), in
order to build a new theory in interactional pecdpe. Our empirical findings
support that organizational culture and employemoization value fit play an
important role in the organizational management.

According to the results of Sri Lankan study, leag behaviour can
enhance employee performance in commitment, paaticin for group decision
making and trust in their leaders in the work plake well as leader behaviour
can enhance person-organization value fit. Alssg®iorganization value fit
affect on employee commitment, participation foougy decision making and
trust in their leaders under administratively cotepéteam-oriented leadership
mostly. Results showed that the most significantdef® are given under
“administratively competent team-oriented leadgyshiTherefore, the most
effective leadership style for improving personamigation value fit and
employee performance is administratively competeam-oriented leadership
than human-oriented leadership in Sri Lankan omgmns. These findings
provide important guidance for leaders/managebcy makers in Sri Lankan
organizations to understand necessary changesstivadd implement in the
work place, in order to improve value congruence esfiployees and
organizations.

Further, results revealed that interaction of pefs@anization value fit and
leader behaviour can influence employee commitnaard participation for
group decision making under both leadership behasidcmployee trust mainly
depends on the style of leadership. Because, revartion was found on
employee trust in their leaders under both leaderbehaviours. Therefore,
ultimate levels of employee commitment and parétign are decided by the
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effect of interaction between leadership behaviand person-organization
value fit in Sri Lankan organizations. When these an interaction effect
between these two factors the main effects arenofissleading. Therefore no
use of predicting employee performance based anghesfactor as there is an
interaction. But many of the prior research havenbeonducted in single factor
evaluations rather than considering an alternathygact of leader behaviour on
person-organization value fit. Hence; these redudige provided a theoretical
advancement in interactional perspective. As wellarrent study has proven
that, organizations can be managed effectively eviéimthose employees who
have low person-organization value fit by adapsogable styles of leadership
(here, team-oriented and human-oriented behaviaumd@r Sri Lankan cultural
context. Findings provide facts that both, leadehdviour and person-
organization value fit are better predictors fopmwving employee performance
in Sri Lankan organizations.

According to the finding of Czech Republic studyppftation, there are only
two combinations that have shown significant pwsiticorrelations among
variables; i.e., human-oriented leader behaviotin employee participation for
group decision making and employee trust in treaders. Both sets of data for
the human-oriented leader behaviour with employséqgipation and trust have
skewed to right. This explains that these employe&esid prefer human-
oriented approach of leadership in the work pladed also, employee
participation and trust would be able to enhancdd wie approach of human-
orientation in dealing with employees. Other thiaese two correlations, there
are no any other correlations between other vasainl Czech Republic study.

Even though hypotheses were not supported by teelCRepublic study, it has
higher person-organization value fit than the stpdgulation of Sri Lanka. This
IS a very important point to think by managerseader in the work place and as
well by researchers, to study further that whettresir employees’ performance
are enhanced by some other factors mostly othartttealeadership and person-
organization value fit. Also it is very importand study that which type of
leader behaviours can enhance their employeesonpesihce and person-
organization value fit. Therefore this should bedstd further by considering
other possible leadership behaviours in Czech Repeldtural context, in order
to clarify this phenomenon.

According to the GLOBE study, team-oriented and aowariented leaders are
more effective in both Eastern Europe and Southa.Akiterature says when
compare to individualistic West cultures, Czech djc comes under the
collectivistic East. But, compare collectivisticiAs cultures; Czech Republic is
included to individualistic West. Therefore, prohabCzech Republic
organizations might be in the transitional stagéwben collectivistic and
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individualistic cultures. This would be the reasion these results in Czech
Republic study population. As well as this studylais the importance of
studying cultural similarities and differences imyacontext as management is
dealing with the integration of people who are laeah with cultural values and
norms. These findings provide facts that; effectess of leadership depends on
the culture. Therefore the knowledge acquired imaAscountries especially
about Sri Lanka will enable to Europeans partiduldor Czech natives to
understand the importance of different culturalrealin cross cultural relations.
This study would be a catalyst for further reseamchother countries to
determine whether the results are context spewmifizhether the results may be
common to other countries as well.

Implementation of the findings

- Contribution of the model of person-organizatfdns that we can identify
what are the initial fit and discrepancies in valuef employees and
organizations. Once larger discrepancies of importaalues have been
identified, the model would then help to determwigat kind of behaviours and
normative changes should occur in the firm. Themagament can make
necessary changes along the criteria of the orgaoial culture profile; i.e.,
performance orientation, future orientation, geregalitarianism, individualism
and collectivism, power distance, human orientateord uncertainty avoidance
to meet the level of employees satisfaction. Ad aglleader can moderate the
way of leading subordinates, in order to build ghler fit between person and
organization.

-Incorporating the concept of person-organizatiatu® fit into recruitment
process of the organization. Selecting employessdan the value-fit criterion
rather than considering only on knowledge, skitld attitude.

-Improving socialization process of the organizatio aware employees; on
organizational cultural values, norms, rules andddwmns, hierarchy of the
management system, and organizational vision toifmerporated those
employees in to its organizational culture quickly.

-Improving and providing organizational trainingdadevelopment programs
for all employees. It makes them more fit to thgamization by improving their
psyche and confidence. Because, when employeesi@mgorated to training
and development, it improves employee performanteprepares their
employees for future challenges, it provides magppootunities for collective
approach, it can reduce power distance by makiemtimore capable for future
responsibilities, and it reduces uncertainty byaliemng their competencies to
face for possible threats in future job role.
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CHAPTER 9
CONCLUSION

Person-organization value fit provides an initiaflex that can signal what
specific values and practices we should investif@atdurther improvement in
the organization. Contribution of the model of per®rganization fit is that we
can identify what are the initial fit and discrepes in values of employees and
organizations. Once larger discrepancies of importaalues have been
identified, the model would then help to determiviegat kind of behaviours and
normative changes should occur. Employees can ehdhgir values or
organizational value changes or new recruitment lmarperformed in these
organizations.

Most importantly this study has provided facts thedder behaviour can
enhance person-organization value fit. Accordingthe results, the most
significant leadership style for improving persaganization value fit is
“administratively competent tem-oriented leader dabur” than “human-
oriented leader behaviour” in Sri Lankan culturahiext.

As well as this study has provided evidence thedder behaviour can
enhance employee commitment, participation for grdecision making, and
trust in their leaders in the work place. The nsghificant models with highest
R-square values for employee commitment, partimpaand trust are given
under the administratively competent team-oriereatlership in Sri Lankan
organizations.

Results reveal that there is an interaction etietiveen leader behaviour and
person-organization value fit on employee commitimemd participation for
group decision making. Therefore ultimate level®wiployee commitment and
participation depend upon the effect of interactetween leader behaviour and
person-organization value fit in Sri Lankan orgatians. When there is an
interaction between these two factors the mainceffare often misleading.
Therefore no use of predicting employee performdnras®d on a single factor as
there is an interaction.

Researcher would like to mention here that manyhef past studies have
been conducted on direct effect of leadership ardgm-organization value fit
on employee outcomes. Present research has prosashee insights into a new
aspect; that is their alternative impact in de@demployee performance. As
well as this study provides a theoretical advancgnmeinteractional perspective
of leadership and person-organization value fitthr, interestingly this study
has shown that leader behaviour can enhance engplogenmitment and



participation even under low person-organizatioluedit. But employee trust
mainly depends on the style of leadership.

Furthermore, the results of the present study Uingethe fact that an
effectiveness of leadership and system of managenserculture bound.
Therefore it is necessary to aware on cultural lamties and dissimilarities in
any context as management is dealing with peopteavl embedded in culture.

According to the analysis of Czech Republic studpyation, it shows
higher person-organization value fit than the stgpdypulation of Sri Lanka
though hypotheses were not supported by theirrfgsliBut as in the correlation
analysis, it reveals that leader can enhance emplpgrticipation and trust in
the work place by adapting human-oriented leadéaweur, at least in the
research territory. For future research, this gthobé studied further by
considering other possible leader behaviours irc&Eepublic cultural context
and also it is necessary to increase the sammeo$ithe population, in order to
make a concrete conclusion in this phenomenon.
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APPENDICES

Appendix A Questionnaire Survey on Person Organizabn
Values Fit, Leadership and Employees Performance

To your attention: You have enough freedom to reply for all questions
according to how you feel in each statement. As tilsi my own study,
confidentiality of individual responses is highlgsared. Every question has
seven answers. According to your feeling or viewarkrthe number in front of
the question which is most closely represents yamswer along the scale.
Please study this scale well and mark your placairately. Final decision
depends on your marking place. So marking yourtexaw is very important.

Strongly disagree =1, Disagree =2, Disagreeeschat =3,
Undecided =4, Agree somewhat =5, Agree Sérongly agree =7

Leadership and Employees Performance

1. Leadership measurements

1. Human oriented leadership measurements

1. My superiors are kind enough to listen to mynagns

2. The leaders of my organization provide a cléetupe of the direction in
which the  organization is headed

3. People in my organization generally have an@mpate involvement in

decision that affects their work

4. The leaders of my organization have empathysaftcapproach towards
employees in dealing with task

5. Leaders of my organization always consider oevaary body winning

Team - oriented leadership measurements

There is a team spirit around here

People at my level work well together

People with whom | work function very effectiyels a team
Everything orderly in my organization

Our leaders are administratively competent

Everything well organized

OhRWNEN
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2. Employee performance measurements

1. Employee commitments to the organization

1. | feel committed to the mission and directiomuf organization
2. | expect to be with this organization for atstethree more years
3. | feel hopeful about the future of my organiaati

4. | like to perform above and beyond the call gfdauty

2. Employee participation for group decision making

1. | have opportunities to present my views in argational decision making
process

2. My superior makes me encourage presenting mgraxpre and decisions on
existing problems.

3. My superior listens to my opinion without anyticrsm

4. | can express my opinion to my superior withany hesitation

3. Employee trust on their leaders

1. All things considered

2. | have confidence in the top management of rygmization
3. I have confidence in the leaders of my orgaronat

4. | can open my views to my leaders as they keefidentiality:

3. Person — organization value fit measurements

Instructions:Person — organization value fit is measured byrse@ensions as
below. Every question has seven answers alongctile.dMark the number in
front of the each question which is relevant to ryamswer by using the
following scoring system. These are Reverse scoiiRed

Strongly agree neither nor strongly disagree

1 2 3 4 5 6 7

As is = Current organization practicess in exact
Should be = The way you expect that how your ozgimn should be
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1. Performance orientation

This organization practice as is

1. In this organization, employees are encouragetrive for continuously
improved performance [R]

2. In this organization, reward systems are baseehaployee’s performance
[R]

3. This organization is always considering on irat@mns to meet competition
[R]

This organization values_should be

1. In this organization employees should be engrddo strive for
continuously improved performance [R]

2. In this organization, reward systems shoulddsz=d on employee’s
performance [R]

3. This organization should be considered on inhiona to meet competition
[R]

2. Future orientation
This organization practice as is
1. The way to be successful in this organizatido:i$R]
. Plan ahead
. Somewhat plan ahead
. Little plan ahead
. No plan
. Take events as they occur little
. Take events as they occur somewhat
. Take events as they occur
2. This organization gives higher priority on longeerm success [R]
3. In this organization leaders are flexible andmive [R]

\ICDU'I-POOI\JI—‘

This organization values should be
1. In this organization accepted norms should bR
. Plan for the future
. Somewhat plan for the future
. Little plan for the future
. No plan
. Little accept the status quo
. Somewhat accept the status quo
. Accept the status quo
2. This organization higher priority should be given longer- term success [R]
3. In this organization leaders should be flexdotel adaptive [R]

\ICDU'I-POOI\JI—‘



3. Gender egalitarianism

Organization practice, as is

1. In this organization, men are encourage to @péie in professional
development activities more than women

2. In this organization men are encouraged mone \Wmnen to attain a higher
education

3. In this organization men are more likely to geirva position of high office

Organizational values_should be

1. In this organization men should be encouraggmattcipate in professional
development activities more than women

2. Our organization believes that men should bewaged more to attain
higher education than women.

3. In this organization men should be more likelgérve in a position of high
office

4. Individualism and collectivism

Organizational - level Institutional collectivism practices as is

1. In this organization, managers encourage groygity even if individual
goals suffer: [R]

2. The pay and bonus system in this organizatialessgned to maximize
Individual interest

Somewhat individual interest

Little individual interest

Neither individual nor collective interest

Little collective interest

Somewhat collective interest

Collective interest

NogARWNE

Organizational- level institutional collectivism vdues should be

1. | believe that in this organization, manageust generally encourage group
loyalty even if individual goals suffer: [R]

2. In this organization, the pay and bonus systeonlsl be designed to
maximize:

1. Individual interest

2. Somewhat individual interest

Little individual interest

Neither individual nor collective interest

Little collective interest

Somewhat collective interest

Collective interest

No koW
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5. Power distance
Organizational practice as is
1. In this organization, subordinates are expectefRip:
1. Obey their boss without questions
2. Somewhat obey their boss without questions
3. Little obey their boss without questions
4. Neither obey nor question
5. Little question their boss when in disagreetn
6. Somewhat question their boss when in disageaem
7. Question their boss when in disagreement
2. In this organization, rank and position in theréirchy is based primarily on,
one’s ability rather than authority of one’s pamiti
3. In this organization some representatives atatkkgories are allowed to
participate in organizational decision making pssce

Organizational values_should be

1. In this organization, subordinates should: [R]

Obey their boss without questions

Somewhat obey their boss without questions

Little obey their boss without questions

Neither obey nor question

Little question their boss when in disagreement

Somewhat question their boss when in disagreement

. Question their boss when in disagreement

2.1n thIS organization, rank and position in theréirchy should be based
primarily on, one’s ability rather than authoritiyane’s position

3. In this organization some representatives afatkbgories should be allowed
to participate in organizational decision makingqass

NoobhwNhE

6. Human orientation

Organization practices as is

1. In this organization, people are generally \aagcerned about others [R]
2. In this organization, people are generally \s&ysitive towards others [R]
3. In this organization, people are very generoustds others [R]

Organization values_should be

1. In this organization, people should be encowtdgde very concerned about
others [R]

2. In this organization, people should be encowtdgde very sensitive towards
others. [R]

3. In this organization, people should be very geu®towards others [R]



7. Uncertainty avoidance

Organizational practices as is

1. In this organization, orderliness and consistenmeys&ressed, even at the
expense of experimentation and innovation [R]

2. In this organization, job requirements and ungions are spelled out in
detail, so employees know what they are expecteldifR]

Organizational values_should be

1. In this organization, orderliness and consistatould be stressed, even at
the expense of experimentations and innovation. [R]

2. In this organization, job requirements and ungions should be spelled out in
detail so employees know what they are expecteldifR]

4. Individual information [This is also an essentipart]

1. Male/ female ()

2. Age ()

3. Years of work experience in the current job ()
4. Whole work experience ()
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Appendix B Permission letter from the Tomas Bata Uiversity

Tomas Bata University in Zlin
Faculty of Management and Economics

Letter from the Supervisor

Tomas Bata University in Zlin

Date
TO WHOM IT MAY CONCERN

Mrs. A.G.K.Wijesinghe is a Ph D student in the Tomas Bata University in Zlin, Faculty
of Management and Economics, Czech Republic. Her area of research is organizational
management. The title of this study is the “interactions between person-organization
value fit and leadership styles in organizational management” with relation to Sri Lanka.
For her research purposes she needs to collect data from your institution.

She would be grateful to carry out research by questionnaires in your institution. In
giving her your permission to do this your support and co-operation to complete her
studies would also be appreciated.

If you have any enquiries, please contact me, Mrs. A.G.K.Wijesinghe’s principal
supervisor, at the address given below.

Sincerely ) ;
(o te—

doc. Ing. Josef Hurta, CSc.
Associate Professor
Tomas Bata University

hurta@fame.utb.cz
+420 576 03 25 11
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Appendix C

Permission letter from the Ministry of Plantation

Industry in SriLanka

Boc) qotaa
edn® Telephone: g:ﬁ%gg;, A rhvdm;,gvn g}m.
Sroweat Fax : 2438031 " E)LB@ @ eden Q@I)D?ZS:)O@(D
Sectetary E-mal: jabey@euraka. @u@rj‘;@gjm'_L.dS 611)655@5”@6\) gs;”"_oécg'
goom oded - Ministry of Plantation Industries 0D qord
Qunpa Oovenmh g o
Adn('imonnl Secretary @)@ DT ?""mw Your Ref.
BNt ety @simer T Qprue DIlallapdait LG
X s sitnet,
. E-Mail Tedmedia@sitnet ik Coconut Deveiopment Division

oom. . 088 o, BOIB. SSBY OS> LV, DSDOYS®. § @oms T
Apei. a_poth } s, 80/S. PR L b, it ntmn Date

, Secret: “Dmratiggon oddier”, e Bup . f Lanks 9
ifﬁ'f}',ﬁ:;ﬂ:ﬁ::fﬁ%g,o ncovﬂ::\a Mandtraya”, 80/5; Avenue, . Srl Lanka  Ggf)

: 5™ December 2007
MCD/M/2007/1
To Whom It May Concern

Mrs. A. G. K Wijesinha BSc, MSc, Training Specialist attached to the Coconut Cultivation
Board (CCB), currently a research student reading for a PhD at the Faculty of Management and
Economics at the Tomas Bata University in Zlin, Czech Republic,

She is now in Sri Lanka doivng aresearch for her PhD, on INTERACTIVE EFFECT IN
BETWEEN PERSON- ORGANIZATION VALUE FIT, LEADERSHIP AND EMPLOYEE
PERFORMANCE in human resource management.

[ kindly request you to assist Mrs, Wijesinha to carry out her research, [ assure you that the
information obtained from your organization will be used solely for Mrs. Wijesinha’s academic
putpose, and would be kept strictly confidential.

‘N;\\Lj [
. e
Dr. Newton Peiris . )}

Advisor, Ministry of Plantation Industries/ Coconut Development

Email- newpet@sltnet.lk

Mob- 0714310510

Ce. doc.Ing. Josef Hurta, CSc.
Associatr Professor
Tomas Bata Universtiy

hurta@fame.utb.cz

+420 576 03 25 11
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Appendix D Confirmation letter of data collection

oga® Telephone: 2380587, 006 Godis
Gt | 257 I, ol

i Fax : 9 My Re
Secretary; E-Mail: jabey@eureka.kk az. @ @ ’@3 &@3@2530@65.

i QUBBBHTL L& HBHHOBTINL DieOI0FaH
R cEnS s . .
Gonfs Gevanair Ministry of Plantation Industries 268 qoms
Additional Secretary
Tele-0602186318 Fax-2869696 @NE WoDED® Fows et0gl Go

. B-Mail: medsry@slinet.lk QEniEn Dilealaprdaslls LI as Your Ref.
medmedia@@sltnetlk - PRI
Coconut Development Division

s, 6, oEel
NegeadL. 2.geNG HIFwICOMETT "@e@iBcim BHYCE". 80/5., O&0E D HQO®, DFHOVESE. B @) faoln]
Senior Asst. Secretary “@mrstiggar wiou’’, 80/5, @urgpiodmibens @agiens, USsrapdm, wf o Date
Tele-2866846 Fax-2866840 “Govijana Mandiraya”, 80/5, Rajamalwatte Avenuc, Battaramulla, Sti Lanka  Ggg) 2008.02.27

Doc . Ing. Josef Hurta, Csc
Associate Professor,
Tomas Bata University,
Zlin ,

Czech Repablic.

Dear Sir

This is to certify that Mrs A..G. K Wijesinhe, PhD student at the Tomas Bata University Zlin

Czech Republic has collected her research data from the following organizations.

Ministry of Coconut Development - Sri Lanka
Coconut Research Institute - Sri Lanka
Coconut Development Authority - Sri Lanka
Chilaw Plantations Limited - Sri Lanka
Kurunegala Plantations Limited - Sri Lanka
BCC (Lanka) Limited

S A W

Yours Sincerely

3)
N R N )
— ..
Dr.Newton Peiris

Advisor, Ministry of Plantation Industries / Coconut Developmant
E mail - newpet@sltnet.lk
Mobil- 0714310510
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Appendix E  Reliability analysis of the instrument
Human-oriented leadership

Omitted Item Statistics

Ad;. Squared
Omitted Adj. Total Total ltem-Adj. Multiple Cronbach's
Variable  Mean S.D. Total Corre Corre. Alpha
Cl 19.581 3.349 0.7114 0.6266 0.7590
C2 19.034 3.142 0.7734 0.6590 0.7350
C3 19.064 3.581 0.4618 0.3404 0.8293
C4 18.640 3.528 0.5566 0.4963 0.8035
C5 18.537 3.479 05892 0.4677 0.7946
Team-oriented
Omitted Item Statistics

Adj. Squared
Omitted Adj. Total Total Item-Adj. Multiple Cronbach's
Variable Mean S.D. Total CorreCorre. Alpha
Cl 28.251 5616 0.7515 0.6628 0.9126
C2 27.768 5456 0.8282 0.7495 0.9021
C3 27.823 5.399 0.8002 0.7019 0.9059
C4 28.300 5.566 0.7458 0.5685 0.9130
C5 27.675 5361 0.8060 0.7137 0.9053
C6 28.138 5544 0.7446 0.6246 0.9132

Here consider: Adj.= Adjusted
S.D.= Standard Deviation
Total Corre.= Total Corteda
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Employee commitment

Omitted Item Statistics

Ad;. Squared
Omitted Ad|. Total Total Item-Adj. Multiple  Cronbach's
Variable Mean S.D. Total Corre Corre. Alpha
C1l 15.693 2.856 0.7258 0.5651 0.8550
C2 15.861 2956 0.7182 0.5870 0.8563
C3 15.703 2966 0.7397 0.5748 0.8489
C4 15.832 2.839 0.7898 0.6587 0.8281
Employee participation
Omitted Item Statistics

Ad;. Squared

Omitted Adj]. Total Total ltemdA Multiple Cronbach's
Variable Mean S.D. Totalr.  Corre. Alpha
C1l 14.734 4.254 81m9 0.6591 0.9041
C2 14.527 4.303 8486 0.7350 0.8920
C3 14.985 4.366 799 0.6344 0.9093
C4 14.645 4169 8331 0.7256 0.8949
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Appendix F Analysis of Covariate in GLM procedure

1. Results of ANCOVA with relation to human-orientad leader and
commitment

Source DF  Sumofsquares MeamByg F Value pr>F
Model 7 88.2058543 8363 26.21 0.0001
Error 193 92.7891706 QA9

Corrected

Total 200  180.9950249

R- Square Coeffi. Var. Root MSE Commitment Mean

0. 487339 13.19469 0.693378 5.254975

Source DF Typelll SS Mean Square  F value p>F
HL 1 25.760544 25.760544 53.58 0 .0001*
PO fit 1 0.7473911 0.74739111 1.55 0.2140
PO*HL 1 11.909828 11.90982841 24.77 0 .0001***
Sex 1 0.0576022 0.05760225 0.12 0.7296
Age 1 1.3595119 1.35951190 2.83 0.0943
Com.Ten. 1 0.9141444 0.91414442 1.90 0.7677
Total ex. 1 0.0420647 0.04206472 0.09 0.1695

Notes: * p<.05, ** p<.01, *** p<.001
HL*PO = Interaction between human leader and pewsganization value fit
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2. Results of ANCOVA with relation to human-oriental leader and
employee participation

Source DF Sum of squares Meaumare F Value pr>F
Model 7 112.1966893 6.0R80985 24.29  0.0001
Error 193 127.3337834 6597605

Corrected

Total 200 239.53.4726

R- Square Coeff. Var.  Root MSE rtiegation Mean

0. 468403 16.77940 0.812256 4.840796

Source DF Typelll SS Mean Square  F value p>F

HL 1 27.51834542 27.51834542 41.71 0.0001**
PO fit 1 4.07001668 4.07001668 6.17 0.0139*
PO*HL 1 8.68255233 8.68255233 13.16 0 .000474**
Sex 1 0.52154462 0.52154462 0.79 0.3751
Age 1 0.82309256 0.82309256 1.25 0.2654
Com.Ten. 1 0.56847854 0.56847854 0.86 0.7383
Total ex. 1 0.07384292 0.07384292 0.11 0.3544

Notes: * p<.05, ** p<.01, ** p<.001
HL*PO = Interaction between human leader and pecsganization value fit



3. Results of ANCOVA with relation to human-orienteal leader and
employee Trust intheir leaders

Source DF Sum of squares Meaumare F Value pr>F
Model 7 84.927 12.133 29.26 0.0001
Error 193 80.014 0.415

Corrected

Total 200 164.941

R- Square Coeff. Var. Root MSE Participation Mean

0. 514892 11.838 0.644 5.439

Source DF Typelll SS Mean Square  F value p>F
HL 1 45.8662380 45.866238 110.63 0.0001***
PO fit 1 0.7291584 0.7291584 1.76 0.1863
PO*HL 1 1.1426353 1.1426353 2.76 0.0985
Sex 1 0.4236133 0.4236133 1.02 0.3134
Age 1 1.8447330 1.8447430 4.45 0.0362
Com.Ten. 1 0.3001890 0.3001890 0.72 0.2360
Total ex. 1 0.5858391 0.5858391 1.41 0.3959

Notes: * p<.05, ** p<.01, *** p<.001
HL*PO = Interaction between human oriented |leadek @erson-organization
value fit
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4. Results of ANCOVA with relation to ad.team-oriened leader and
employee commitment

Source Sum of squares MeamaBq F Value pr>F
Model 98.5058162 72P595 32.98 0.0001
Error 192  81.9313713 ®.4259

Corrected

Total 199  180.4371875

R- Square Coeff. Var. Root MSE  n@aitment Mean

0. 545929 12.43975 0.653243 5.251250

Source DF Typelll SS Mean Square  F value p>F
TL 1 35.87904584 3587904584 84.08 0.0001***
PO fit 1 4.93554611 493554611  11.57 0.0008***
PO*TL 1 6.31881007 6.31881007 14.81 0 .0002***
Sex 1 0.02879724  0.02879724  0.07 0.7953
Age 1 0.59092059  0.59092059 1.38 0.2407
Com.Ten. 1 0.79464460  0.79464460 1.86 0.1740
Total ex. 1 (010033802 0.10033802 0.24 0.6283

Notes: * p<.05, ** p<.01, ** p<.001, PO*TL = Intaxction
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5. Results of ANCOVA with relation to ad.team-oriened leader and
employee participation

Source DF  Sum of squares Meagm& F Value pr>F
Model 7 135.5854191 3883456 36.07 0.0001
Error 192 103.1142684 5370535

Corrected

Total 199 238.6996875

R- Square Coeff. Var. Root MSE Patrticipation Mean

0. 568017 15.15305 0.732839 4.836250

Source DF Typelll SS Mean Square  F value p>F
TL 1 48.31168127 48.31168127 89.96 0.0001***
PO fit 1 6.24892994  6.24892994 11.64 0.0008***
PO*TL 1 10.32723012 10.32723012 19.23 < .0004***
Sex 1 0.15002197  0.15002197 0.28 0.5977
Age 1 0.24687976  0.24687976 0.46 0.4986
Com. Ten. 1 0.4957555  0.495555 0.92 0.3379
Total ex. 1 0.13511593 0.13511593 0.25 0.6165

Notes: * p<.05, ** p<.01, ** p<.001
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6. Results of ANCOVA with relation to ad.team-oriened leader and
employee trust

Source DF Sum of squares rMeguare F Value pr>F
Model 7 96.8881303 13.8411615 39.05 0.0001
Error 192 68.0490572 0.3544222

Corrected Total 199 164.9371875
R- Square Coeff. Var. Root MSE  Rgmation Mean

0. 587424 10.94615 0.595334 5.438750

Source DF Typelll SS Mean Square  F value p>F
TL 1 60.64241677 60.64241677 171.10 0.0001***
PO fit 1 3.55264437  3.55264437  10.02 0.0018***
PO*TL 1 0.39642629  0.39642629 1.12 0.2916
Sex 1 0.07811501 0.07811501 0.22 0.22

Age 1 1.08052280 1.08052280 3.05 0.0824
Com.Ten. 1 0.18651898  0.18651898 0.53 0.2038
Total ex. 1 0.57637196 0.57637196 1.63 0.4691

Notes: * p<.05, ** p<.01, ** p<.001
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Appendix G

Least Square Means Procedure for mean
separation (LSM)

Least Square Means for Mean separation under huwmeanted leader

behaviour

Person- Human-oriented | Employee Employee

organization leader commitment participation

value fit LSMean LSMean
1 1 3.64725350 3.39040065
1 2 5.76222208 5.42318406
2 1 4.28505791 3.61779967
2 2 4.69573024 4.19540535

t-Test (LSD) for commitment

Error Mean Square 0.480773

Least Significant Difference 0.1989

T Grouping Mean N P-O fit

A 5.6660 125 1

B 4.5789 76 2

t-Test (LSD) for employee participation

Error Mean Square 0.659761

Least Significant Difference 0.233

T Grouping Mean N P-O fit

A 5.3300 125 1

B 4.0362 76 2
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Least Square Means Procedure for Mean separatoier aadministratively
competent team-oriented leader behaviour

Level of Person-| Level of ad.teamt Employee Employee

organization oriented leader | commitment participation

value fit LSMean LSMean
1 1 3.86111111 3.19444444
1 2 5.80603448 5.49568966
2 1 3.92187500 3.34375000
2 2 4.73305085 4.19491525

t-Test (LSD) for commitment

Least Significant Difference 0.1882

T Grouping Mean N P-O fit

A 5.66600 125 1

B 4.56000 75 2

t-Test (LSD) for employee participation

Least Significant Difference 0.2111

T Grouping Mean N P-O fit

A 5.3300 125 1

B 4.0133 75 2
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