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ABSTRACT

Managerial effectiveness has recently gained attention, as it is crucial to stakeholders’ well-being and employee
performance. The managers engage with a broad spectrum of stakeholders to understand their concerns and priorities. The
study attempts to explore some actual correlates which are concerned with the effectiveness of managers. More specifically,
this research tries to develop and proposed a conceptual model to measure managerial effectiveness in an organisation.
Further, 40 studies were reviewed and assessed to put forward potential correlates. A brief perspective view on managerial
effectiveness and close insight towards their key correlates (action orientation, self-disclosure, receptivity to feedback and
perceptiveness) have been analyzed. This model will help practitioners, decision-makers, and managers to plan and
implement the various HRM programme and policies.
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INTRODUCTION

In today’s business environment, companies face intense competitive pressure and rapidly changing market
dynamics. The managers increasingly view the global sourcing model as a key to their efforts to operate cost-
effectively. Managers must evaluate certain factors, such as action orientation, output maximization,
communication, self-disclosure, receptivity to feedback decision-making and perceptiveness analytics, in their
business operations for organisation enhancement. The managers need skills to work often in less than
satisfactory working conditions, focus on producing results, yet accommodate the needs of colleagues, friends,
and subordinates (Das, 1991). Action-oriented managers are confronting secular industry shifts, changing
customer requirements and new technologies. All these changes compel managers to innovate by building
new and different capabilities with emerging technologies to ensure that their businesses stay competitive.
Whereas managers, who fail in self-disclosure, lead to a loss of engagement and motivation of staff in the
organisation. So, self-disclosure helps managers to generate trust and motivation among employees. The
factors such as trust, shared values, and benevolence strengthens the relationship between the employer and
employee whichlead to success in the organisation (Ladyshewsky, 2009).

At the same time, Receptivity to feedback improves efficiencies and enhances effectiveness while also driving
innovation which impacts employees' performance. The managers required a mix of skills for different levels
in the organisation. At the lower level of management technical skill is most important; at the middle
management level process skills (directing, coordinating, planning and controlling) are most essential; and at
the senior level conceptual skill is most relevant (Nwachuku, 1989). The perceptiveness in managers can
successfully leverage the benefits and address the challenges in using a global talent pool. The perceptive
manager’s steadily expanding business by analyzing emerging markets environment and staying at cutting
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edge by grabbing opportunities. The factors which represent the effectiveness of managers are continues to
transform the way companies associate with their customers, engage with employees, and bring innovative
products and services to market. The effective managers are more stable in their jobs, professionally qualified
and satisfied with their careers (Joshi, 1995).

The global business world demands an understanding team who can lead to success in different paradigms.
The team works under the supervision of managers who require appropriate skills for organisation strategic
development. So, an employer needs to have the most recommended managers with a robust team who are
passionate about their work and strive to take their organisation to greater heights. The study is an attempt to
conceptualize a research model on managerial effectiveness with intervening correlates which are observed
and drawn out with the help of a review of the literature. The conceptual research model may also be helpful for
practitioners, decision-makers and managers for widespread awareness regarding managerial resources.
Specifically, the finding will be used to explore and identify the most important correlates and their
relationship with the managers.

Managerial Effectiveness

Today companies are seeking effective managers to meet a dual mandate of achieving more efficient and
effective operations. By including cost reductions, while developing technology-based innovation and
business transformation in a comprehensive, integrated manner. Organisations are tending towards a new
paradigm of management and the changes occurring in the younger generation of managers (Ravichandran
and Nagabrahmam, 2000). Achieving objectives presents major challenges and requires companies to have
highly skilled professionals trained in many diverse areas and new technologies combined with industry-
specific expertise. Moreover, companies are relying on managers to operate global delivery models and their
subordinates help them to meet all the ever-changing objectives. The "more effective" and "less effective"
managers differed in terms of the degree to which they displayed communication behaviour, participative
behaviour, supportive behaviour, positive behaviour and responsive behaviour (Amsa, and Aithal, 1989).
Globalisation demand for highly effective and decision-making managers to provide the effective use of
personnel from across the globe. So, an organisation can offer a variety of benefits, including deep industry
expertise, innovative in industry-specific solutions, processes and technologies. All companies have large
talent pools of highly qualified technical professionals for innovation and growth. However, evolving
customer demands have led to the increasing acceptance and use of offshore resources for higher value-added
services. These services include application design, development, testing and systems integration, technology
and industry-specific consulting and infrastructure management leadership competencies associated with the
innovator, director and mentor roles found to contribute most to managerial effectiveness, thus specific
directions for managerial action have been derived (Trivellasa, and Reklitisb, 2014).

Correlates of Managerial Effectiveness

Action-oriented managers not only make and implement good business decisions but also get things done,
whether on their own or through others. However, it is very critical to manage employees who are not highly
self-motivated. So, managers must have a strong sense of immediacy, focus on the task at hand and seeing it
through to fruition for less motivated employees.

For managers, self-disclosure can be a simple approach to communication that involves sharing information,
history, present, emotions and thoughts. Self-disclosure helps managers to overcome the depersonalization
barriers in employee communication. This simple approach can help managers to improve intimacy, face-to-
face communication and group connection.

33



VIMARSH - A Bi-Annual Peer-Reviewed Refereed Journal =~ ISSN 0976 - 5174 Volume 13/ Issue 2 July - December 2022

Feedback can be positive, inspiring, constructive, or even disciplinary for employees. Enforcing discipline and
persuasiveness emerged as important influence strategies as these were positively related to personal
effectiveness and satisfaction with work and support (Shailendra Singh, 2000). Effective feedback helps
managers to a rich culture and align positive business outcomes. Receptivity to feedback enhance employees
with an immediately actionable skillset to share and take feedback in ways that improve performance, build a
sound relationship, and increase commitment.

Managers must have the ability to understand (perceptiveness) their subordinates and the situation around the
business. If leaders perceived their business environment effectively, they consider as effective leaders
(Saiyadain, 2003). The most valuable characteristic of perceiving things that happen around business and
acting upon them to make a better outcome than what would have been.

REVIEW OF LITERATURE

Bursk (1955) has defined managerial effectiveness as an achievement of a victorious record. Effective managers
work and strive for status consciousness (Sinha, 1982). Reddin (1970) determines managerial effectiveness
from output conditions regarding their job. At the same time, Drucker (1967) described effectiveness as a set of
skills essential to develop the accuracy and completeness of jobs. The consideration of managerial effectiveness
defines amanager's competence as the expertise of an intricate set of performs which contain time specification,
result-orientation, strengthening, focused on a few significant capacities and making several effective
assessments (Drucker, 1970; Kassem & Moursi, 1971). According to Mintzberg (1973), an effective manager
identifies the requirement and understands the content of the task and utilises the existing possessions to
perform various operations.

The managers working in the middle and higher level of the organisation need values of capacity building,
achievement and personal development (Padaki 1988, Sinha & Sinha 1994). Robbins (1997) discusses that
effectiveness is choosing the appropriate goals and achieving them. However, managers have to be effective in
their job (Drucker, 1967 & Reddin 1970). According to Reddin (1970), perceptiveness makes a manager
effective, they handled situations suitably and create results from it. He also specified that effectiveness is
about enactment and not about their specificbehaviour.

The "more or less effective” managers differed in terms of the degree to which they displayed their behaviour
including communication, participation, supportand work responsibility (Amsa, and Aithal, 1989). According
to Kassem and Moursi, (1971) managers play an essential role in the organisation, his effectiveness is primarily
associated with other characters and behaviour. An effective manager works as a role model and other
individuals follow what he contributes (Drucker, 1970), therefore managerial effectiveness is very much reliant
on other members nearby him/her.

To be fully effective, managers need to be disciplinarian and interactive with employees and use their vision
and energy to inspire their followers (Bass, et. al, 1990). On the other hand, Tonidandel, Braddy and Fleenor
(2012) found that human skills are more important than practical skills and citizenship behavior. Interestingly,
management skills were maximum significant as a whole.

The Proposed Conceptual Framework

The extensive study of the review of literature discussed in the previous section mention that managerial
effectiveness is an important concept for every organisation to get an edge over competitors. The analysis of the
study proposes that effective managers have some important correlates namely, action-orientation, self-
disclosure, receptivity to feedback and perceptiveness which ought to formulate and implement for
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management strategic development. This model gives a clear direction for identifying appropriate skills which
are required for managers to embark on work practices in the organisation. The previous model of managerial
effectiveness and its correlates (Gupta, 1996; Joshi, 1995) have examined a number of dimensions which is so
vast. As aresult, it has become difficult to integrate the skills of managers in one-fold. Thus, the model shown in
Fig. 1 summarizes and demonstrates the relationship in an integrated manner.

Action-Orientation

Managerial Effectiveness -—— = Self-Disclosure

Receptivity to Feedback

Perceptiveness

Figure 1: Managerial effectiveness and its correlates

RESEARCHMETHODOLOGY

Although, plentiful literature is available on managers and their effectiveness but only a few discuss correlates
that are related to managers in the real scenario. This conceptual study analyses more than 40 papers to explore
correlates of managerial effectiveness; the investigation helps to integrate the individual studies to find their
relationship. Further, the study presented in tabular form provides more detailed results.

FINDINGS OFTHESTUDY

Table 1. Studies Based on managerial effectiveness and action-orientation (1991-2020)

S.No. | Author (Year) Study Finding
1. Stewart (1991) | Summaries the study of a The manager has to deal with the action, and
six-country he/she can neither ignore them nor delegate
it.
2. Mathew and 123 managers from 18 public The managerial action significantly influences
Poduval (1994) | and 8 private sector enterprises | their effectiveness.
in Kerala.
3. Farhad 217 senior managers and The results point to the presence of
Analoui (1999) | executives were interviewed meaningful actions which constitute
from the ministry of managers' effectiveness at work.
environment, science and
technology.
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S.No. | Author (Year) | Study Finding
4. Sen and 200 respondents from public | The effective managers were focused “do the
Saxena (1999) | and private organisations in | rightthings”.
India
5. Allen et al A survey of higher education | The author introduced a conceptual model for
(2005) institutions indicates how the | managers into nine broad action categories
competencies possessed by their | (directing productive tasks, directing the work
graduates measure up to | of others, planning, coordination, control,
graduates from other |innovation, information management,
institutions. maintaining relations with personnel, and
maintaining relations with clients) relevant to
work situations.
6. Drucker (2006) | Attempting a catchall summary | The effective managers recognize what needs
of 15 articles tobe done (actions).
7. Daley and 2,533 first-line supervisors from | The result indicated a strong positive
Lovrich (2007) | the U.S. Merit Systems | correlation (r= .62) between managerial
Protection Board effectiveness and action-orientation.
8. Sacher, and 112 executives from four | The authors found that action- orientation is a
Dangwal, pharmaceutical companies significant dimension to measuring managers
(2007) effectiveness.
9. Vilkinas, Shen | 49 managers of Chinain Xi'an | The effective managers were focused mostly
and Cartan City on getting thejob done (deliverer).
(2008)
10. Negi and Sample of 467 managers Action-orientation is considered as an
Dangwal (2020) important aspect of managerial effectiveness.
Table 2. Studies Based on managerial effectiveness and self-disclosure (1992-2020)
S.No. | Author (Year) Study Finding
1. Linda Marsh | Eight managers and 22 sales | Effective managers always demonstrating
(1992) consultants from a computer | personal interest and involvement among
company. employees.
2. Seeta Gupta The 20 senior managers in the | Informal communication promotes self-
(1999) field of management and | disclosure. Hence it is an important factor for
industrial behaviour all over the | managerial effectiveness.
country
3. Sacher, A., and | 112 executives from four The authors found that self-disclosure is a

Dangwal, R. C.
(2007)

pharmaceutical companies

significant dimension of measuring managers'
effectiveness.
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S.No. | Author (Year) | Study Finding

4. Robert G. Developed a generic model of | Genuine concern for people/looks after the
Hamlin, Alf managerial and leadership | interests and development needs of staff
Hatton (2004) | effectiveness communicates and consults widely/Keeps

people informed promote effectiveness.

5. Robert J. 166 employee questionnaires | The leadership behaviors were differentially
Taormina from working adults of Chinese | associated with the socialization content
(2007) ethnicity domains.

6. Jia Wang (2011)| Critical incident interview from | The effectiveness of managerial behaviors
35 managers in suggests a clear shift to participative
telecommunication management.

7. Carlos E. Ruiz | 35 participants from six | The manager took the time to listen to the

Jia Wang different companies located in | employee’s concerns and addressed the issue.
Robert G. Yucatan, Mexico The manager always listens to the employees
Hamlin, (2013) and tries to help them whenever possible.

8. Panagiotis 132 male and female managers | Effective managers always manage teams and
Trivellasa and | in Greek firms enquired through | interpersonal relationships significantly.
Panagiotis astructured questionnaire
Reklitisb (2014)

9. Torres, Ruiz, | Sample of 27 managersand non- | The effective managers are those who are
Hamlin, Velez | managerial in Medellin and | participative and communicative with their
and Calle Bogota, Colombia employees.

(2014)

10. Negi and Sample of 467 managers Self-disclosure is considered an important
Dangwal (2020) aspect of managerial effectiveness.

Table 3. Studies Based on managerial effectiveness and receptivity to feedback (1978-2020)

S.No. | Author (Year) Study Finding

1. Morse and 115 managers in six different | Proper information handling helps the
Wagner (1978) | companies manager to identify the problems, provides for

the understanding as an effective manager.

2. Nemeroff and | 35 managers from life insurance | Feedback significantly influences effectiveness
Cosentino sales, controller department, | of managers.

(1979) actuarial department and group
life insurance sales.

3. Luthans etal | Mushrooming service industry | The effective manager spent much of their time
(1988) inmiddle America. on communication and making employees

innovative.
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S.No. | Author (Year) | Study Finding
4. Ashford and 345 superiors, 1056 peers and | The active feedback seeking is a central part of
Tsui (1991) 1046 subordinates were | atotal process of self-regulation for managerial
enquired from the public service | effectiveness.
agency.
5. David A. Latif | A survey of 428 personnelinthe | The Verbal communication (including
(2002) fields of business, healthcare, | listening) most frequently cited managerial
education, and state | skillstomeasureeffectiveness.
government.
6. T. V. Rao, Raju | Book Review Feedback offers promise for the development
Rao and Bansal of managers.
(2005)
7. Abraham 93 questionnaires from Israel | Receptivity (fluency in speaking) to feedback is
Carmeli and industrial firms one of the important managerial effectiveness
Asher Tishler, skills.
(2006)
8. Kacmar, 84 students' universities in the | Feedback had a significant influence on the
Wayne and Southwest. perceptions of the supervisors.
Wright (2009)
9. Michael K. 177 respondents from nine local | The research considered feedback as an
Muchiri, Ray councils important variable and found it significant for
W. Cooksey, managers’ effectiveness.
Lee V. Di Milia
Fred O.
Walumbwa
(2011)
10. Negi and Sample of 467 managers Receptivity to feedback is considered an
Dangwal (2020) important aspect of managerial effectiveness.
Table 4. Studies based on managerial effectiveness and perceptiveness (1970- 2020)
S. No. | Author (Year) Study Finding
1. Reddin (1970) | Abookreview The managers become effective by managing a
situation appropriately and producing results
fromit.
2. Hersay and Abookreview Managerial effectiveness is dependent upon a
Blanchard manager’s ability to deal with different
(1977) situations thathe faces from time to time.
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S.No. | Author (Year) | Study Finding

3. Margerison Abookreview The managerial effectiveness implied the
(1981) extent to which a manager behaves

appropriately to the needs of the situation.

4. Kotter (1982) Abookreview Despite the situational demands and
pressures, managers have a choice in what
aspects of the jobs to emphasize, how to
allocate time and with whom to interact.

5. Analoui (1999) | The survey was carried out in | The author identifies perceptiveness as an
the Ministry of Environment | important parameter of managerial
and Science and Technology in | effectiveness.

Ghana

6. Ireland and Identify major events that have | The author identifies that effective leadership

Hitt (2005) already happened, irrevocably, | facing the challenges and opportunities and
and that will have predictable | alwaysready to face them.
effects

7. Analoui (2007) | JordantelecomasacaseStudy. | The constraints, choices and opportunities
confronted by managers constitute one of the
eight parameters responsible for the
Effectiveness of managers.

8. Vilkinas, Shen | 49 managers of Chinain Xi'an | The effective managers were creative,

and Cartan City envisions and facilitates change in every
(2008) situation.

9. Analoui, 16 senior managers interviewed | The study explores that perceptiveness is an
Ahmed and from Muscat Municipality important factor and related to managerial
Kakabadse effectiveness.

(2009)

10. Torres, Ruiz, | Sample of 27 managers and non- | The effective managers in Colombia are those
Hamlin, managerial in Medellin and | whoare good problemsolvers.

Velez and Calle| Bogota, Colombia
(2014)

11. Negi and Sample of 467 managers Perceptiveness is considered an important
Dangwal aspect for managerial effectiveness.

(2020)

An extensive literature review depicts that action-orientation, self-disclosure, receptivity to feedback and
perceptiveness are significant correlates of managerial effectiveness. Drucker (1999) highlighted that
managers should possess intelligence, innovation, and awareness as crucial resources, but the presence of
effectiveness transforms all of these into results. Retention of knowledge and expertise does not indicate that
the manager is effective in his /herjob (Reddin, 1970).
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CONCLUSION AND IMPLICATIONS

In the nutshell, the review of the existing literature depicts that managerial effectiveness is related to action-
orientation, self- disclosure, receptivity to feedback and perceptiveness which is considered in the present
study. Further, the review also demonstrates that all these correlates affect the effectiveness of managers. In the
last, a conceptual research model of managerial effectiveness and its correlates is proposed. This model is
extrapolated on the basis of above-discussed relationships among all the variables. The consideration and
adoption of such a conceptual model on managerial effectiveness would surely help managers, decision-
makers and practitioners in a better understanding of managerial effectiveness and its direct or inverse
relationship to action-orientation, self-disclosure, receptivity to feedback and perceptiveness. Human
resources professionals can use this conceptual model to develop programs and policies for leadership as well
asmanagement development.

LIMITATIONS OF THE RESEARCH

The major limitation of the study is that the proposed conceptual model of managerial effectiveness is derived
from existing literature and still needs to be tested and validated practically. Secondly, the proposed model
considered only the prevalent correlates of managerial effectiveness i.e., action-orientation, self-disclosure,
receptivity to feedback and perceptiveness cannot be ruled out.

The possible further research should consider the following suggestions in order to overcome the limitations of
the study. A first suggestion is that the proposed model can be empirically tested among various organisations
by using different approaches; one of them is “canonical” approach. Second, the future research should
consider other variables of managerial effectiveness such as rewards, decision-making, communication,
motivation etc. At last, further research needs to consider the comparison of organisations on various
dimensions of managerial effectiveness and its correlates.
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