ORGANIZING OR ORGANIZATION

MEANING OF ORGANIZATION:

The term 'Organization' can be used in different senses. It can be used as a group of person working together to as a structure of relationships or as a process of management.

When it is used to refer to a group of person working together, it means a concern, an undertaking or as enterprise.

When it is used to refer to a structure of relationships, it means the structural relationships among the positions and jobs and person (i.e., the framework of responsibility and authority) through which the enterprise functions, and it is called organization structure.

DEFINITIONS OF ORGANIZATION:

1. Theo Haimann: "Organizing is the process of defining and grouping the activities; of the enterprise and establishing authority relationships among them".
2. Koontz and O'Donnell: "Organization involves the grouping of activities necessary to accomplish goals and plans, the assignment of these activities to appropriate departments end tl1e provision for authority, delegation and co - ordination.
3. Louis A. Allen: "Organizing is the process of identifying and grouping the work to be performed, defining and delegating responsibility and authority, and establishing relationship the purpose for enabling people to work most efficiently together in accomplishing objectives".

NATURE & CHARACTERISTICS OF ORGANIZA TION:

The main characteristics and nature of organization are:

· Organizing or organization is a management process (i.e., a managerial function)
· Organization is concerned with groups of peop19. An organization cannot be constituted by a single person. It comes into existence only a group of persons come together.
· Organization is, concerned with identification and grouping of activities into logical pattern so as to secure homogeneous groups of activities.
· Division of work of division of labors the basis of organization.
· Integration or-coordination of the various activities of the enterprise is another important feature of organization.
· An organization structure has no meaning unless it can contribute to the accomplishment to the common objectives, i.e., the goal or objectives of the enterprise.
· An organization structure consists of various positions arranged in a hierarchy with clear definition of authority and responsibility associated with each of the positions.

· Organization process involves taking a number to steps, such as the identification of the activities to be performed to attain the objective of the enterprise, the appropriate groping of activities into logical pattern, assignment to activities to appropriate departments and people, delegation of authority, creation of authority -responsibility relationships, etc.

PRINCIPLES OF SOUND ORGANIZATION:

There are many principle of organization. The main principles are:

1. Principle of Objectives: The principle of Objectives stresses the need for setting the objectives of the enterprise. The setting of the objectives of the enterprise is necessary, because the formulation of the organization structure s very much influence by objectives of the enterprises
2. Principle of Unity 'of Objectives: The Principle of unity of objectives implies that / every part of the organization and the organization as a whole should be geared to the basic objectives of the enterprise, in other words the main objectives of the enterprise.
3. Principle of division of work and specialization: Specialization has become the / order of the day. So, sound and effective organization must be built on the principle of specialization

4. Principle of Functional definition: The principle of functional definition implies that / the functions, duties and responsibilities of the different departments and position in the organization their authorities and their relationships with other departments and position must be clearly defined.
5. Principle of balance of various factors: The principle of balance of various factors suggests that there should be popper balance in the formal structure of the organization in regard to various factors; For instance, there should be proper balance among the; different segments or departments' of the undertaking. That ism, the work- load should be properly distributed among the various departments to maintain balance and harmony the working of the organization. There should be balance in authority allocation to different departments.
6. Principle of simplicity: The principle of simplicity means that the organization structure should be simple with a minimum number of managerial levels. If there are a large number of managerial levels in the organization structure, there may raise the problem of effective co-ordination and communication

7. Principle of Span of Control or Span of Management: Span of control or span of management refers 10 'numbers of subordinates a superior can direct, guide and control effectively. The span of control should be minimum, because there is a limit to the number of subordinates that can be effectively supervise by a superior. 
8. The Scalar Principle, the scalar chain, the chain of the command or line of authority: Scalar chain is the chain of superiors. the line of command or the line of authority form the highest rank to the lowest rank in the organization established for the purpose of communication in both the directions, it establishes the channel through" which communications should pass, and also states the superior- subordinate relationships in the organization.

When the strict following of the line of authority becomes detrimental, and there is a need of swift action, the scalar chain can be short-circuited by taking the permission of their immediate superiors. Through this arrangement, the scalar chain principle is safeguarded, and at the same time, the subordinate officers are enabled to take swift action. Such an arrangement is known as Gang Plank. In this context, it must be noted that the short circuiting of the scalar chain is permitted only on routine matters. But matters pertaining to decision -making should be routed through the usual scalar chain.

9. Principle of responsibility: Responsibility is the obligation of performing the duties assigned. Responsibility is fixed with different positions in the organization. Responsibility cannot be shifted to others. The Principles of responsibility implies that the superior cannot avoid responsibility by delegating authority to his subordinates. He (i.e., the superior) must be held responsibi1ity for the acts of his subordinates to whom he has delegate authority.

10. Principles of delegation of authority: With the allocation of duties and responsibilities, u'1ere must logically go the grant of necessary authority to the subordinates so as to enable him to perform his duties efficiently. The Principle of delegation of authority emphasizes that the organization structure should provide for the delegation of authority to the subordinates.

11. Principle of unity of command: The principle of unity of command suggests that each subordinate should have only one superior. In other words there should not be dual subordination. Dual subordination results in undermining of authority, delay, confusion, disorder and indiscipline of subordinates.

12. Principe of unity of direction: The principle of unity of direction suggests that, for a group of activities having the same objective, there should be one plan of action and one objective. This would facilitate co-ordination of activities and the completion of the task as per the schedule. If each person in a department is made to work under a different plan or programme of action, there will be nothing but confusion.

13. Principle of coordination: As the organization is divided into a number of departments, it is necessary that there should be co-ordination between the different departments. The principle of co-ordination emphasizes that co-ordination between the different departments is quite essential to bring unity of action and commonness of purpose in the organization.

14. Principle of communication: The principle of communication suggests that their should be a good communication network in the organization to achieve the objectives of the enterprise. Further, there should be effective two-way communication. i.e., downward communication and upward communication.

15. Principle exception or exceptional matters: The principle of exception implies that the organization should be so designed that only exceptional or complex matters are referred to executives at higher levels for their decision and routine meters are decided by the subordinates themselves.

16. Principle of flexibility or continuity: An organization is built not just for today or tomorrow. It is built to stand and serve for a long time. The principle of flexibility means that the organization structure should be capable of adapting itself to the needs or changing circumstances.

17. Principle of efficiency: The principle of efficiency means that the organization structure formulated should enable the undertaking to function efficiently and achieve the objectives of the enterprises with minimum cost and effort.

18. Principle of facilitation of leadership: the principle of facilitation of leadership implies that the organizational structure should be so designed that there is enough opportunity for the management to give effective leadership to the undertaking.

19. Principle of flexibility: The principle of flexibility suggests that the organization must be flexible so that it can easily adapt itself to the changing environment without changing the basic organisation design.
FORMAL AND INFORMAL ORGANISATION

Introduction:

In the organizational structure of every enterprise, botl1 formal and informal organisations exist. So, it is necessary for us to have some idea about the formal and informal organisations existing in every concern.

FORMAL ORGANISATION

MEANING OF FORMAL ORAGANISATION:

In the words of Chester Barnard, " An organisation is formal when the activities of two or more

persons are consciously co-ordinated towards a common objective".

Features of Formal Organisation:

The main features of formal organisation are:

(a) In a formal organisation, the position, authority, responsibilities, accountability of each level are clearly defined.

(b) It prescribes the relationships amongst the people working in the organisation.

(c) The formal relations in the organisation arise from the pattern of responsibilities that are created by the management.

(d) The structure is consciously designed to enable the people of the organisation to work together for accomplishing the common objectives of the enterprise.

(e) A formal organisation is bound by rules) regulation and procedures.

(f) It is deliberately impersonal.

(g) It is base on ideal relationship arid the common1!yR~thesis of the nature of man.

Advantages of Formal organisation:

Formal organisation has certain-advantages. They are:

(I) It makes everybody responsible for a given task.
(II) It ensures law -and order in the organisation by prescribing rules, regulations and procedures.
(III) It contributes to accomplishment of the common objectives of the enterprise.

Drawbacks or Criticisms of Formal Organisation:

Certain criticisms are leveled against forn1al organisation. They are:

(a) Formal Organisation is impersonal. So, emotions and sentiments of individuals are ignored in determining the interactions, communication and accountability.

(b)  Formal Organisation is deliberately designed to achieve the goals of the enterprise. It does not consider the goals of the individuals.

(c) The rules and regulations prescribed in a formal organisation may be rigid, and so, it may become difficult to achieve goals.

INFORMAL ORGANISATION

Meaning of Informal Organisation:

In the words of Keith Davis, “Informal organisation is a network of personal and social relations not established or required by the formal organisation but arising spontaneously as people associate with one another”.

Features of Informal Organisation:

The chief features of informal organisation are:

(a) Informal Organisation is not established by any formal authority. It arises from the personal and social relations amongst the people working in the organisation.
(b) Informal Organisation arises spontaneously, and not by deliberate or conscious efforts.

(c) It is influenced by the personal attitudes, emotions, whims, likes and dislikes, etc. of the people in the organisation.
(d) It is based on rules, regulations and procedures.
(e) The inter-relations amongst the people in an informal organisation cannot be charted (i.e., cannot be shown in an organisation chart).

Benefits of Informal organisation:

Informal organisation has certain benefits. They are;

(a) It helps the formal organisation to make a workable system to get the work done.
(b) It assists the formal organisation to become humanistic.
(c) It helps the group members to attain specific personal objectives.
(d) It provides social satisfaction to group members.

(e) It acts as a means by which the workers achieve a sense of security and belonging.

(f) It is best means of employee communication.

(g) It serves as an agency for social control of human behaviour.

(h) It acts as a safety valve for the emotional problems and the frustrations of the workers of the enterprise.

(i) It lightens the work-load of the formal managers.

(j) Many things which cannot be achieved through formal organisation can be achieved through informal organisation.

(k) The presence of informal organisation in an enterprise makes the managers plan and act more carefully.

Drawbacks of Informal Organisation:

Informal organisation is not free from drawbacks. It suffers from certain drawbacks. They are:

(a) The communication in informal organisation may, son1etirnes, lead to rumours.

(b) Informal organisation may put resistance to changes and innovations.

(c) It may not effectively contribute to the attachment of the objectives of the enterprise.

Conclusion:

Formal organisation alone is not capable of accomplishing the organizational objectives. It needs the help of informal organisation. Informal organisation supplements the formal organisation in achieving the organizational objectives. In the words of Chester I. Barnard, "Informal organisation brings cohesivencss to a formal organisation. It brings to the members of a formal organisation, a feeling of belonging, of status, of self-respect and of gregarious satisfaction". In the words of Keith Davis, "An informal organisation is 'a powerful influence upon productivity and job satisfaction Both formal and informal system are necessary for group activity, just as two blades are essential to make a pair of scissors workable".

TYPES OF INTERNAL ORGANISATION

The main types of integral organisation are:

(I) Line, military or scalar organisation.
(II) Functional Organisation.
(III) Line and staff organisation.

(IV) Committee form of organisation.

1. LINE ORGANISATION, SCALAR ORGANISATION

OR HIERARCHICAL ORGANISA TION

Introduction:

Line organisation is; a direct type of internal organisation. It is the oldest and the simplest form of integral organisation.

Meaning of Line Organisation:

Line organisation is a type of internal organisation in which there are direct vertical authority relationships (i.e., superior-subordinate relationships), connecting the positions at each level with those above and those below in the hierarchy. In other word, it is a form of organisation in which the relationships between the various levels of management form a hierarchy of authority or chain of command.

Chart showing the line organisation:

The following chart depicts the line organisation:
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Comparative study of Line Organisation, Functional Organisation

and Line and Staff Organisation:

From a comparative study of the line organisation, functional organisation and line and staff
organisation, one can notice following:
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Features of Line Organisation

The chief features of line organisation are:

Responsibility

(I) The line organisation forms a vertical line relationship from the top to the bottom of the organisation.
(II) There is authority relationship or superior-subordinate relationship in the line organisation. Each position in the organisation structure has authority over its subordinate, and is accountable to his superior.

(III) Under this system, authority flows from the top of the structure to its bottom level step by step through downward delegation of authority, while responsibility flows upward from the bottom of the structure to the top step by step.

(IV) There is no provision for staff officers (i.e., experts or specialists) to offer advice to the line officers under this system.

Advantages of Line Organisation:

Line organisation has certain advantages. They are:

1. This system is simple to establish and operate.

2. Under this system, responsibility and authority are clearly defined. Every member of the organisation knows his exact position, to whom he is responsible and who are responsible to him. Because of the clear fixation of responsibility, no person can escape from his liability.

3. There is unity of command and control under this system. That is, a subordinate receives orders from only one superior and is responsible only to one superior.

4. The unified authority and control implicit in this system ensures better discipline among the employees.

5. The unification of authority and responsibility present in this system facilitates quick and prompt decisions.

6. As all the activities relating to one department or division are managed by one executive, there can be effective co-ordination of activities.

7. Under this system, communication is easy and quick.

8. This system is flexible or elastic, in -the sense that, as each executive has sole responsibility in his own position and sphere of work, he can easily adjust the organisation to changing conditions.

9. This system is less expensive, as there are no staff specialist to advise the line authorities

Disadvantages of Line Organisation:

Line organisation is not free from defects. It suffers from several drawbacks. The main drawbacks are:

1.  Under this system, as only one executive manages all the activities in his department, there is no scope for specialization.

2. As only one executive is required to manage all the activities in his department, he is over-burdened, As a result, he may not be able to direct and control the efforts of his subordinates, properly.

3. As all the decisions relating to a department are taken by only one executive, there is unitary administration. Consequently, the successful functioning of the department depends on the abilities of the departmental head.

4. Under this system, only one executive controls all the activities of department and gets undue importance. The importance of the other people in the department is not recognised. As a result, there may be lack of co-operation and team-spirit.

5. Since only one executive controls all the activities in his department, there is much scope for nepotism and favouritism.

6. Under this system, the subordinates should follow the orders of their superior without expressing their opinion on the orders. That means, there" is limited communication.

7. Under this system, the lower level managers lose their initiatives and interest, as they have to merely carry out the orders and instructions of their superiors.

8. When there are too many levels of management, the process of communication may become difficult under this system.

9. There is the danger that the line authorities may become autocratic or dictatorial.

10. Line organisation is rigid and inflexible.

Suitability of Line Organisation:

It is true that line organisation suffers from many limitations. But its importance has not been reduced. It is considered suitable for:

(a) Small concerns, i.e., concern which carry on their operations on a small scale.
(b) Concerns which have a small number of subordinates.
(c) Concerns which are engaged in operations which ate mainly of routine type.

(d) Concerns which has straight and simple methods of machines.
(e) Concerns where activities are performed by automatic machines.
(f) Industries where continuous processes are followed.
2. FUNCTIONAL ORGANISATION

Meaning of Functional Organisation:

Functional organisation is a type of organisation in which the work of the whole enterprise is divided into a number of specialised functions like production, purchasing, marketing, office management, personnel relations, etc. and each of these spcci~11ised functions is entrusted to a functional expert or specialist.

Features of Functional Organisation:

Functional organisation has certain characteristic features. The main features of functional organisation are:

(1) Functional organisation is a complex type of organisation when compared to line organisation and line and staffing organisation.

(2) There is specialization in functional organisation, as the work of the concern as a whole is divided into different specialised functions like production, purchasing, marketing, finance, personnel relations, etc. and each specialised function is entrusted to a functional expert or specialist.

(3) In this type of organisation, the line executive receives instructions not only from his line boss but also from one or more specialists. For instance, a foreman in the production department may receive orders and instructions from the superintendent, who is his line boss, and also from the specialists like the personnel manager, marketing managers, financial manager, etc.

(4)  Under this system, the principle of unity of command is not observed, as a single worker has to get instructions from more than one specialist.

(5) In this type of organisation, more importance is given to staff specialists or functional experts. The functional experts are given even some line authority.

(6) In this type of organisation, ~ere are three type of authority relationships, viz., (i) line authority relationship, (ii) staff authority relationship and (iii) functional authority relationship.

(7) Under this type, the executive have to perform limited number of operations.

Advantages of Functional Organisation:

Functional organisation has certain advantages. They are:

1. This system ensures maximum use of the principle of specialisation at every work point and helps the enterprise to enjoy the benefits of specialisation of functions.
2. As the workers have to perform only a limited number of functions under this type of organisation, this system contributes to higher efficiency of the workers.
3. As there is no scope for one-man control in this form of organisation, this system ensures co-operation and team-work among the workers.
4. Under this system, the line officers are freed from the worries of technical problems faced by the workers, as instruction regarding the technical problems flow to the workers directly from the specialists.

5. This system is flexible, in the sense that any change in the organisation can be introduced without disturbing the whole organisation.

6. This system is quite suitable for training young specialists.

7. This system ensures the separation of mental functions (i.e., planning) from manual functions (i.e., functions at the workshop), and thereby, simplifies managerial control.

Disadvantage of Functional organisation:

Functional organisation suffers from some drawbacks. They are:

1. Under this type of organisation,' there are many supervisory staff of equal rank. This may lead to conflicts among them.
2. As the workers have to work under many bosses under this system, it is difficult to maintain discipline among the workers.
3. As there are several functional experts in the organisation under this system, there may be the difficult or co-ordination.
4. The speed of action may be hampered under this system, as the control is divided among several specialists.
5. As there are several functional experts under this system, the top management may find it difficult to fix responsibility, when there is unsatisfactory progress.
6. As the workers have to carry out the orders of many posses or specialists, there is no unity of command under this system.
7. As a large number of specialists, there experts are required to be appointed under this type organisation, this system is very expensive.
8. It is very difficult to put this system into operation.
9. This system makes relationship more complex.

Suitability of Functional Organisation:

Functional organisation is quite good for division of work at the top. But for the division in the various departments, this system is not very successful, as there is no clear line of authority. 

Chart showing Functional Organisation
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3. LINE AND STAFF ORGANISATION

Introduction:

In line organisation, there is unity of command, hut there is no specialization. In functional organisation, there is extreme specialisation, hut there is no unity of command. To overcome the defects and to take advantage of the merits of both line organisation and functional organisation, line and staff organisation has been evolved. Line and staff organisation is the Usual fonn of organisation found in modern enterprise.

Meaning of Line and Staff Organisation:

Line and staff organisation is a combination of line organisation and functional organisation. It is a type of organisation in which there arc two sets of officers for administration, viz., (1) line officers who have the authority and command over the subordinates and are responsible for the accomplishment of the results, and-(2) staff officers or specialists who render experts advice to the line officers to help them to discharge their functions efficiently.

Features of Line and Staff Organisation:

The main features of line and staff organisation are:

1. Line and Staff organisation is a combination of line organisation and functional (i.e., staff) organisation. Under this system, there are line officers who have authority and command over the subordinates and are accountable for the tasks entrusted to them, and there are staff officers or specialists to offer expert advice to the line officers to perform their tasks efficiently. 

2. Line and staff organisation clear distinction between the two aspects of administration. Viz. planning and execution. The staff personnel prepare the plans and give advice to the line officials, and line officials execute the plans with help of the departmental personnel. 

3. The line and staff organisation is based on the principle of specialization, in the sense that the staff officers specialize in the planning function and the line officers specialisation in the execution or doing function of the administration.

Advantage of Line and Staff Organisation:

Line and staff organisation enjoys certain advantages. They are:

1. Specialisation is ensured under the line and staff organisation2 as the staff officers specialise in the planning function, and the line officers specialise in the execution or doing function.

2. Line and staff organisation has greater flexibility , in the sense that new specialised activities can be added to the line activities without disturbing the line procedure.

3. The expert advice and guidance given by the staff officers to the line officers benefits the entire organisation.

4. As the decisions are made by experts or specialists, there will be sound managerial decisions under this system.

5. As the staff officers look after t11e detailed analysis of each important managerial activity, the line officers get a big relief.

6. Under this system, many varieties of responsible jobs are available. That means, more opportunities are there for the advancement of the workers under this system.

Disadvantage of Line and Staff Organisation:

Line and staff organisation also is not free from drawbacks. It suffers from a number of limitations. They are:

1. If the pattern of authority relationship between the line officers and the staff officers is not clearly indicated, there will be considerable confusion in the organisation. Further, there may be conflicts between the line officers and the staff officers.
2. As the staff officers do not have the authority to put their recommendations into practice, their advice may be ignored by line officers.
3. As the staff officers are not 'concerned with the execution of the plan, they may not take proper care before they advice the line officers. That means, this system may encourage carelessness on the part of the staff officers.
4. This type of organisation requires the appointment of a large number of staff officers or experts in addition to the line officers. As a result, this system becomes quite expensive.
5. As the line system is expensive, small concerns cannot afford
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COMPARATIVE STUDY OF LINE ORGANIZATION, FUNCTIONAL ORGANISATION AND LINE AND STAFF ORGANSIATION
1. Line organisation is a simple form of organisation. But functional organisation and line and staff organisation are complicated.

2. In the case of the line organisation, there is clear-cut line of authority .m the case of functional organisation, there is no clear-cut line of authority .In the case of line and staff organisation, there is clear-cut division of authority for the line officers, but staff officers do not have any authority.

3. In the case of line organisation, there is clear-cut responsibility .In the case of functional organisation and line and staff organisation, there is clear-cut responsibility for the line officers, but staff officers do not have any responsibility.

4. Because of clear-cut line authority, there is unity of command in the case of line organisation. There is no unity of command in the case of functional organisation, as a worker has to take instructions from several authorities. There is unity of command in the case of line and staff organisation because of the existence of the line officers.

5. In the case of line organisation, there is flexibility in the sense that quick decisions and prompt actions can be taken to adjust to changing situations because of the existence of full authority. Functional organisation is rigid and inflexible. In the case of line and staff organisation, flexibility is difficult.

6. Strict discipline is enforced in the case of line organisation. In the case of functional organisation, enforcement of discipline is difficult because of lack of unity of command. In the case of line and staff organisation, there is discipline enforced by line officers.

7. In the case of line organisation, there can be prompt and quick decisions. In the case of functional organisation, there cannot be quick decisions. In the case' of line and staff organisation, there can be better decisions by the line officers with the help of staff advice.

8. There is no specialisation in the case of line organisation. There is maximum specialisation in the case of functional organisation. There is certain amount of specialisation in the case of line and staff organisational because of the presence of staff officers.

9. In the case of line organisation, there is heavy work load on the executive or managers. There is less work load in the case of functional organisation. The work load is not heavy in the case of line and staff organisation.

10. There is a good communication system in the case of line organisation. There is overlapping of communication in the case of functional organisation. There is a good communication system in the case of line and staff organisation.

11. In the case of line organisation, there can be better co-ordination within the department, but inter- department co-ordination becomes difficult. In the case of functional organisation, there is lack of effective co-ordination because of extreme specialisation. In the case of line and staff organisation, there can be co-ordination through staff officers.

12. Efficiency is lacking in the case of line organisation, as one executive is entrusted with many activities in which he is not efficient. In the case of functional organisation, there is greater efficiency, as each executive is entrusted with limited duties. There is maximum efficiency in the case of line and staff organisation because of the clear-cut duties of the line officers and the availability of expert advice from the staff officers.

13. Line organisation is suitable for small enterprises, trading as well as industrial. Functional organisation is suitable for large industrial enterprises. Line and staff organisation is suitable for medium- sized industrial enterprises.

4. Committee Form of Organisation

A number of persons may come together to take decision, decide a course of action, advise line officers on some matters, it is a committee form of organisation. It is a method of collective thinking, corporate judgement and common decision. A committee may be assigned some managerial functions or some advisory or exploratory service may be expected from it.

Need for Committee:

The main reason for committee is to secure common judgement on administrative matters. The committees are set up for the following reasons.

1) The committees provide a forum for exchanging ideas among organisational members.

2) The exchange of ideas among members may generate some suggestions and recommendations which may be useful for the organisation.

3) There can be proper discussion on present problems and efforts are made to find the solutions.

4) The committees may also be needed in establishing and developing organisational policies.

Types of Committee;

Different committees maybe formed with different ideas and purposes. Some committees may be only advisory while some may perform managerial functions. There may be following types of committees:

1) Formal and Informal Committees: If a committees is formed as a part of organisation structure and is delegated some duties and authority, it is a formal committee. An informal committee may be formed to tackle some problem. A manager may call some experts to help him in analyzing a problem and suggesting a suitable solution.

2) Advisory Committee: These are the committees to advice line head on certain issues. Line officers may refer some problems or issues to a committee foe advice.

3) Line Committee: There may be committees with managerial powers. Instead of giving work to one person it may be assigned to a number of executives.

Advantages of committee form of organisation:

The committee form of organisation has the following has the following advantage:

1. Pooling of opinions: the members of committees come from different background and areas or expertise and have different view points and values. When persons with varied abilities sit together and discuss a problem, various aspects of the case are highlighted and pros and cons are assessed. The pooled opinion will help in taking a realistic view of the problems.

2. Better co-ordination: Committee form of organisation brings more co-ordination among different segments of the organisation when representatives of different departments sit together, they understand and appreciate the difficulties faced by others. This type of frank discussions help on fixing the targets of different departments and better co-ordination is achieved through this type of decision making.

3. Balancing of Views: this type of organisation helps in balancing the views expressed by different persons. There is a tendency to over emphasise the aspects of one's own departme!1t by ignoring the inter dependent character of problems of different departments. A committee helps to bring out an agreed view of the problems by taking into account divergent views expresses in such meetings.

4. Motivation: The committees consist of managers as well as subordinates. The views of subordinates are given recognition and importance. It gives them encouragement and makes them feel as an integral part of decision making process. Such committees boost the morale of subordinates and motivate them to improve their performance.

5. Dispersion of power: The concentration of power in few persons may lead to misuse of authority and wrong decisions. By spreading powers among committee members this problem can be solved.

Weakness of Committee Form of Organisation

This form of organisation suffers from the following weakness:

1) Delay: The main drawback of committee form of organisation is delay in taking decisions. A number of persons express their view points in meetings and a lot of time is taken oh reaching a decisions.
2) Compromise: Generally, efforts are made to reach consensus decisions. The view point of the majority is taken as a unanimous decision of the committee. The taking of the majority may be valid but it may not be pursued for being singled out.
3) No Accountability: No individual accountability can be fixed if these decisions are bad. Every member of the committee tries to defend himself by saying that he suggested a different solution. If accountability is not fixed ~hen it is the weakness of the organisation.
4) Domination by some members: .Some members try to dominate in the committee meetings. They try to thrust their view point on -others.
5) Strained Relations: Some times relations among committee members or with others become strained. If some members take divergent stands on certain issues, some may feel offended. It affects relations of employees not only on the job but at personal level also.

CENTRALISATION

Meaning of Centralisation:

In the words of Henry Fayol, "Everything which goes to increase the importance of the subordinate's role is decentralisation, everything which goes to reduce it is centralisation”.

Important Features of centralization:

Centralization has the following features:

1) Concentration and reservation of the decision-making power with regards to various management functions with the top level management.
2) Execution of the decisions taken by the top level management (i.e., performance of operative functions) by with the middle and lower levels of management.
3) Functioning of the lower levels of management under the direct command, direction and control of the top level management.

DECENTRALISATION

Meaning of Decentralisation:

According to Henry Fayol, "Everything which goes to increase the importance of the subordinate's role' is decentralisation, everything which goes to reduce it is centralisation. 
Advantages or Decentralisation:

Decentralisation has several advantages. They are:

1. Decentralisation relieves the top executive from routine works, and enables them to concentrate on more important works.
2. By giving responsibility, authority and initiative to the subordinates, and thereby, widening the scope of their activities, decentralisation contributes to the development of executives or management m the organisation.
3. By giving power, prestige and status to the subordinates, decentralisation increases the morale of the subordinates and motivates them to put forth their best.
4. By giving authority for decision-making to the lower levels where actions take place, decentralisation facilities quick decisions.
5. Under decentralisation, the performance of each unit is judged by the management on the basis of the profitability. This ensures m9f.e, effective control by the management over each unit.
6. In a decentralised enterprise, each of the different divisions or departments is made a separate profit centre. This contributes to healthy competition between the different divisions or departments to improve their performance.
7. In a decentralised enterprise, the division or departments are independent of one another. This is helpful to the management to experiment with new ideas in one division or depa11ment without adversely affecting the functioning of the other divisions or departments.
8. In a decentralised enterprise, the employees have greater opportunity to come into close contact with one another. This contributes to personal intimate relationship between them.

9. Decentralisation contributes to the diversification of activities and products. 

Disadvantages of Decentralisation:

Decentralisation is, no doubt, good .But it is not free from drawbacks or limitations. The various

drawbacks or disadvantages of decentralisation are:

1. Decentralisation requires competent managers to run the various departments independently. But it is difficult to find competent managers.
2. Decentralisation requires the employment of highly-paid managers. The employment of highly-paid managers will increase the administrative costs of the enterprise.
3. In a decentralised enterprise, every unit may try to maximize its performance at cost of the other units. This may lead to unhealthy competition among the different units of the enterprise.
4. In a decentralised enterprise, authority lies dispersed widely throughout the organisation. Each division or department enjoys complete freedom in the formulation of policies. This may increase the problem of co-ordination.
5. Decentralisation may result in duplication of functions and wastage of resources.
6. Decentralisation may, sometimes, become a handicap in the case of quick emergency decisions.
7. Decentralisation is not suitable for the development of specialised services, .such as personnel, accounting, statistical departments, etc.
8. In a decentralised enterprise, establishment of adequate and effective controls over the various divisions or departments becomes difficult.

Conclusion:

Excessive centralisation kills the initiative and enthusiasm of the subordinates. Similarly, excessive decentralisation reduces the importance of the superiors. Against complete centralisation is impossibility, as management will be impossible without some measure of delegation of authority. Similarly, complete decentralisation will amount to virtual decentralisation. So, too munch of centralisation or too much of decentralisation must not be res0rted to. A proper balance must be maintained between excessive centralisation and excessive decentralisation.

Factors Determining the Extent or Degree of Decentralisation:

Decentralisation is not an absolute term. So, the extent or degree of decentralisation varies from concern to concern. The degree of decentralisation in an enterprise is determined by a number of factors. They are:

1. The size of the organisation determines the extent of decentralisation. As the size of the organisation increases. it becomes necessary to decentralise and divide the organisation into a number of semi-autonomous units. In fact the larger is the size of the organisation) the greater is the extent of decentralisation.

2. Decentralisation requires a number of able middle level managers to run the various divisions or departments of the enterprise. That means, the extent of decentralisation is determined by the availability of competent middle level managers. Where such managers are not available, decentralisation is not possible.

3. The extent of decentralisation is also determined by the management philosophy (i.e., the outlook of the top management). If the top management believes in centralisation of authority, there will not be much decentralisation. On the other hand, if the top management believes in greater .autonomy and freedom to the subordinate, the extent of decentralisation will be great.

4. The nature of the growth and expansion of the business also determines the degree of decentralisation. If the enterprise has growth through internal expansion, generally, there will be centralised control, and so, there may not be much decentralisation. On the other hand if the concern has growth through amalgamation or absorption, generally there will be greater decentralisation.

5. The physical dispersion of operations of the enterprise also influences the extent of decentralisation. When the operations of an enterprise are widely dispersed in different territories, generally, there will be greater decentralisation for better results.

6. Government policies and regulations also determine the extent of decentralisation.

7. The product lines of the enterprise influence the extent of decentralisation. Where the product lines of the enterprise are quite different, decentralisation is resorted to.

8. Technological changes also may create conditions favourable for decentralisation.

9. The costliness and the significance of the decisions to be taken also influence the extent of decentralisation. Where the decisions to be taken involve heavy investment or cost, generally, decentralisation is not thought of. Instead, centralisation is thought of.

Difference between Delegation and Decentralisation:

Delegation and Decentralisation seem to be identical terms. But they are not identical terms. They differ from each other in many respects. The main differences between them are:

1. Delegation is a process or act whereas decentralisation is the end result of delegation.

2. Delegation refers to the relati6nship between two individuals, viz., a superior and his immediate subordinate. But decentralisation refers to the relationship between the top management and the various divisions departments of the organisation.
3. Delegation is quite essential in the management process, as no manager can get things done through his subordinates unless he delegates to them the requisite authority for the performance of the work assigned. But decentralisation is optional (i.e., it mayor not be resorted to by the management).

4. In the case of delegation, only authority is delegated, and responsibility is not delegated. But in the case of decentralisation, even the responsibility is delegated (i.e., the superior is relieved of his responsibility for the work decentralised.

5. In the delegation, the control over the subordinate's performance of the job rests entirely with the delegator (i.e., the superior who has delegated the authority). On the other hand, in the case of decentralisation, the top management may exercise the minimum control in a broad way and delegate even the power to control to the divisions or the departments concerned.

Organisation Charts

Organisation charts is a diagrammatical presentation of relationships in an enterprise. The functions and their relationships, the channels of authority and relative authority of different managers etc. are depicted in an organisational chart.

Types of Organisation charts

There are three ways in which organisation charts can be shown: (i) Vertical (ii) Horizontal (iii) Circular.

I. Vertical or Top bottom: In this chart major functions are shown at the top and subordinate functions in successive lower positions. In this chart scalar levels run horizontally and functions run vertically. The supreme authority is shown at the top while lowest authority at the bottom.
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II. Horizontal or Left to Right: In this chart highest positions are put on the left side and those with diminishing authority move towards the right. The organisational levels are represented by vertical columns, the flow of authority from higher to lower levels being represented by movement from left to right.
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III. Circular: In circular chart the centre of the circle represents the position of supreme authority and the functions radiate in all directions from the centre. The higher the positions of authority the nearer they are to the centre and the lesser the positions of authority. more distant they are from the centre. The positions of relative equal importance are located at the same distance from the centre.
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Principles of Organisation Charts:
· The top management should faithfully follow the line of authority while dealing with subordinates. Any attempt to bye pass the organisation chart will make it meaningless.
· The chart should define lines of position. The lines of different individuals should be so defined so that there is no overlapping and no two persons should given the same position.
· The undue concentration of duty at any point should be avoided.
· The organisation chart should not be influenced by personalities. Balance of organisation should be given more importance than the individuals.
· The organisation chart should be simple and flexible.

Advantages of Organisation Charts:
· An organisation chart is a managerial tool. It helps in specifying authority and responsibility of every .position. The relationships among different persons are also established for smooth working of the organisation.
· As organisation chart specifically defines authority and responsibility of people in the enterprise there will be no duplication and overlapping of duties etc. 
· The organisation chart will help in pointing out the faults, deficiencies, dual command etc. in the organisation.
· The organisation chart acts as an information centre to the new entrants and they can easily understand different levels of authority and responsibility.
· The charts are also helpful in decision making process. They ct as a guide to the decision makers.

Limitations of Organisation Charts:

The organisation charts suffer from the following drawbacks.
· The organisation charts show the relationship of different positions and not the degree of authority and responsibility. The size of boxes or circles in the chart cannot show the level of authority etc.
· A chart only depicts formal organisational relationship whereas informal organisation is ignored. Practically informal organisation is an useful as formal organisation. Informal organisation greatly helps management in knowing the reactions of the people and is an important channel of communication.
· A chart shows organisational position and status at different levels. It gives rise to superior-inferior feeling among people and it retards the feeling of team work.
Delegation

· Delegation is an administrative process of getting things done by others by giving them responsibility.
· All important decisions are taken at top level by Board of Directors.
· The execution is entrusted to Chief Executive.
· The Chief Executive assigns to the work to departmental managers who in turn delegate the authority to their subordinates.
· Every superior delegates the authority to subordinates for getting a particular work done.
· The process goes to the level-~here actual work is executed.
· The person who is made responsible for a particular work is given the requisite authority for getting it done.
· There is a limit up to which a person can supervise the subordinates. When the number of subordinates increases beyond it then he will have to delegate his powers to others who perform supervision for him. A manager is not judged by the work he actually performs on his own but the work he gets done through others.
Definitions:

Allen. "The entrustment or a part of the work, or responsibility and authority to another, and the creation of accountability for performances".

Characteristics of Delegation:

Delegation has following Characteristics:

1) Delegation takes place when a manager grants some of his powers to subordinates.
2) Delegation occurs only when the person delegating the authority himself as that authority i.e. a manager must possess what he wants to delegate.
3) Only a part of authority is delegated to subordinates.
4) A manager delegating authority can reduce, enhance or take it back. He exercises full control over the activities of the subordinates even after delegation.
5) It is only the authority which is delegated and not the responsibility. A manager cannot abdicate responsibility by delegating authority to subordinates.

Elements of Delegation

Delegation involves three elements:
1) Assignment of responsibility: the first step in delegation is the assignment of work or duty to the subordinate i.e. delegation of authority.
2) Grant of Authority: the grant authority is the second element of delegation. The delegator grants authority to the subordinates so that the assigned tack is accomplished. The delegation of responsibility with authority is meaningless: The subordinates can only accomplish the work when he has the authority required for completing that task. Authority is derived from responsibility.
3) Creation of Accountability: Accountability is the obligation of a subordinate to perform the duties assigned to accomplish the task assigned to him by the superior. When a work is assigned and authority is delegated then accountability is the by-product of this process. The authority is transferred so that a particular work is completed as desired. The subordinate should be made accountable to only one superior.

Principles of Delegation:

The following are the principles of delegation:
1) Principle of Functional Definition: The related or similar activities should be grouped together according to enterprise function. When the definition of a position is clear then delegation of authority becomes simple.
2) Principle of Unity of Command: the basic management principle is that of unity of command. This principle states that a subordinate should report only single superior. This will give a sense of personal responsibility.

3) Principle of Delegation by Results Expected: The delegation of authority should be based on the basis of results expected. The .authority should be sufficient to achieve the desired results.
4) Principle of Absoluteness of Responsibility: The responsibility of subordinates, once he has accepted the work, is absolute to his superior. The responsibility of the superiors does not decrease once he has delegated authority. A person can delegate authority and not responsibility .He will remain accountable for the work even if it is delegated to the subordinate. So the responsibility of superior and subordinate remains absolute.
5) Authority Level Principle: The managers delegate authority to subordinates but have the temptation to make decisions for them. They should allow the subordinates to take their own decisions as per the authority delegated to them.

Types of delegation:

Delegation may be of the following types:

· General or Specific Delegation: when authority is given to perform general managerial functions like planning. Organising, directing, etc., the subordinate managers perform these functions and enjoy the authority required to carry out these responsibility. The chief executive exercises overall control and guides the subordinates from time to time. The specific delegation may relate to a particular functions or an assigned task. The authority delegated to the productions manager for carrying out these functions will be specific delegation.
· Formal or Informal Delegation: Formal delegation of authority is the part of organisational structure. Whenever a task is assigned to a person then the required authority is also given to him. Informal delegation does not arise due to position but according to circumstances. A person may undertake a pa11icular task not because he has been assigned" it but it is necessary to do his normal work.
· Lateral Delegation: When a person is delegated an authority to accomplish a task, he may need the assistance of a number of persons. It may take time to formally get assistance from these persons. He may indirectly contact the persons to get their help for taking up the work by cutting short time of formal delegation. When the authority is delegated informally it is called lateral delegation.
· Reserved Authority and Delegated Authority: A delegator may not like to delegate every authority to the subordinates. The authority which he keeps with him is called reserved authority and the authority which is assigned to the subordinates is delegated authority.

PRE-REQUISITES FOR DELEGATION

1. Willingness to Delegate: The first prerequisite to delegation is the willingness of the superior to part with his authority .Unless the superior, is psychologically prepared to leave his authority, delegation will not be effective.
2. Climate of Trust and Confidence: There should be a climate of trust and confidence among, superiors and subordinates.
3. Faith in subordinates: Sometimes the superiors do not delegate authority with the fear that subordinates will not be able to handle the job independently. They are not confident of the qualities of subordinates and do not want to take risks.
4. Fear of Supervisors: There is often a fear among superiors that their subordinates may not over take them, once they are given higher responsibility. This is a case of interiority complex. The supervisors may give many logics for delegating authority but this fear is one of the important causes.

DIFFICULTIES INVOLVED IN DELEGATION OF.AUTHORITY

There may be certain defects in organisational structure which hamper proper delegation of authority. Some of the difficulties involved in delegation are as such:
1. Over Confidence of Superior: The feeling in a superior that only he can do certain work effectively than others is the main difficulty in delegation. When a manager is of the opinion that his subordinates will not be able to make proper decisions then he will concentrate all powers with him and will not like to delegate his authority.
2. Lack of Confidence in Subordinates: The superior may be of the view that subordinates are not competent to carry out certain things of their own. He may lack confidence in his subordinates. Under these circumstances superior will hesitate to delegate authority.
3. Lack of Ability in Superior: A superior may lack the ability to delegate authority to subordinates. The manager may not be able to identify the areas where delegation is required. Lack of Proper Controls: There may not be proper controls in the organisation which help the manager to keep in touch with performance of subordinates.
4. Lack of Proper Temperament of Superior: The chief executive may be over-cautious or conservative by nature. An element of risk cannot altogether be ruled out but certain risk will have to be taken.
5. Inability of Subordinates: The fear of committing mistakes or lack of confidence on the part of subordinates may also act as a barrier in delegation of authority.

Importance of Delegation:

Delegation is a universally accepted principle. An industrial undertaking benefits by delegation in the following ways:

1. Relieving Top Executives.
2. Improved Functioning.
3. Use of Specialists.
4. Helps in Employee Development.
5. Helps in Expansion and Diversification.

Factors Influencing Degree of Delegation

A number of factors influence the decision about delegation. Some of these are discussed as follows:

1. Company's History.
2. Availability of Capable Persons.
3. Importance and Costliness of Decisions.
4. Size of the Enterprise.
5. Available Controls.
6. Types of Enterprise.
7. Environmental Factors.

SPAN OF MANAGEMENT

In the words of Spriegal, "Span of control means the number of people reporting directly to an authority. The principle of span of control implies that no single executive should have more people looking to him for guidance and leadership than he can reasonably be expected to serve.
The span of supervision is also known as span of control, span of management, span of responsibility, span of authority and span of direction.

Factors influencing the span of supervision

There are number of factors that influence or determine the span of supervision in a particular organisation, the most important of these are as follows:

1. The capacity and ability of the executive: The characteristics and abilities such as leadership, administrative capabilities; ability to communicate, to judge, to listen, to guide and inspire, physical vigour, etc. differ from person to person. A person having better abilities can manage effectively a large number of subordinates as compared to the one who has lesser capabilities.
2. Competence and training of subordinates: Subordinates who are skilled, efficient, knowledgeable, trained and competent require less supervision, and therefore, the supervisor may have a wider span in such cases as compared to inexperienced and untrained subordinates who requires greater supervision.
3. Nature of Work: Nature and importance of work to be supervised is another factor that influences the span of supervision. The work involving routine, repetitive, unskilled and standardized operations will not call much attention and time on the part of the supervisor.
4. Time available for supervision: The capacity of a person to supervise and control a large number of persons is also limited on account of time available at his disposal to supervise them. The span of control would be generally narrow at the higher level of management because top manager have to spend their major time on planning, organising, directing and controlling and the time available at their disposal for supervision will be less.
5. Degree of Decentralisation and Extent of Delegation: If a manager clearly delegates authority to undertake a well-defined task, a well trained subordinate can do it with a minimum of supervisor's time and attention.
6. Effectiveness of communication system: Faulty communication puts a heavy burden on manager's time and reduces the span of control.
7. Quality of Planning: Effective planning helps to reduce frequent calls on the superior for explanation, instructions and guidance and thereby saves in time available at the disposal of the superior enabling him to have a wider span.
8. Degree of Physical Dispersion: If all persons to be supervised are located at the same place and within the direct supervision of the manager, he can supervise relatively more people as compared to the one who has to supervise people located at different places.
9. Assistance of Experts: the span of supervision may be wide where the services of experts are available to the subordinate on various aspects of work. In case such services are not provided in the organisation, the supervisor has to spend a lot of time in providing assistance to the workers himself and a such the span of control would be narrow.

Type of span of supervision

Broadly speaking there are two types, of span of supervision:

(a)Wider span of supervision (b) Narrow span of supervision.

(a) Wider Span of Supervision: In this type of span, the supervisor controls and guides the activities of subordinates directly under his control. Wider span or supervision is fanoured where workers are competent and trained.
(b) Narrow Span of Supervision: under this type of supervision, there are many levels and more supervisors are required to perform the job of guidance and control for different activities. It increases the efficiency of supervision but the cost of supervision is very high as compared to wider span of supervision. This type of supervision is favoured at higher levels of management where all the other activities of planning, organising, directing, and controlling are also to be performed. But more the levels of supervision, more difficult is the task of coordinating the activities of various groups of people.

MANAGEMENT BY OBJECTIVES, (M.B.O)

Management by objectives is a process in which the manager and his subordinates jointly agree upon a set of activities, targets and goal, keeping in view the overall objectives of the organisation. and use these as the criteria for evaluating the performance of the subordinates.

Features of management by Objectives:

1. Management by objectives is an approach and philosophy to-management, and is not just a technique of management.
2. The basic emphasis of management by objectives is on setting of objectives or goals of an organisation.
3. Management by objectives focuses on the integration of goals It relates the long-range goals of the organisation with the short-range goals, overall systems goals of the enterprise with the goals of the society.
4. MBO Places emphasis not only on the settings of goals but also on their achievement (i.e., effective performance and tangible results).
5. The technique of MBO recognises the fact that the goals setting and achievement process is a co-operative and participative endeavour of the superiors and subordinates.
6. The objectives enshrined in management by objectives provide guidelines for appropriate systems, procedures, delegation of authority, allocation of resources, etc.
7. Management by objectives provides for substantial transfer of authority from a small group of top managers to the large group of subordinate managers.
8. Periodic review of performance is an essential feature of management by objectives. The review of performance is done regularly, generally, once in a year.
9. The philosophy of MBO views organisation as a dynamic entity.

10. Under the technique of MBO, consultation replaces exercise of authority, interaction and communication replaces isolation, and self-control by subordinates replaces imposed control by superiors.

Objectives of Management by objectives:

· To relate individual goals to organisational goals.
· To clarify the jobs to be done aI1d the results expected to be accomplished.
· To evaluate the performance 'of the subordinates.
· To enhance the communication between the superiors and the subordinates.
· To stimulate the subordinates motivation.
· To serve as a device for integration.
· To serve as a device for organisational control.

Steps involved in Management by objectives:

1. Defining the overall specific corporate objectives.
2. Setting of sub-goals for each unit.
3. Setting performance targets for each individual manager.

4. Matching of goals and resources.
5. Evaluation or appraisal of performance, and re-appraisal

Benefits of Management by objectives:

1. It increases the participation and involvement of the subordinates in decision-making.
2. It provides the subordinates with an opportunity to be self-motivating by setting their objectives.
3. As the managers at all levels are involved in setting their objectives, they are more committed to the goals fixes. That means, the chance of accomplishment of objectives are much brighter.

4. Under the MBO approach, the managers at all levels become more aware of the overall objectives. This helps them in understanding their role in the total organisation.
5. MBO implies that the objectives of each department and each individual are consistent with the overall objectives of the organisation. This ensures the integration of individual goals with the goals of the organisation.

Limitations of Management by objectives:

1. The MBO approach is too pressure-oriented and time consuming.
2. Participation of the subordinates in goal-setting is the corner-stone of MBO. But this may not be feasible in every organisation.
3. MBO requires the setting of verifiable goals. But it is difficult to set verifiable goals.
4. MBO will be successful only if the objectives are set in measurable and verifiable terms. If the objectives cannot be set in quantitative terms, it will be difficult to judge the performance of the individuals.
5. The 1vIBO approach over-emphasises quantification. Therefore, it is likely to overlook the qualitative aspects of the performance of the organisation.

Conclusion:

It is true that MBO is subject to certain limitations. But if it is implemented sincerely and seriously, it will yield good dividends.
Supervisory Management

1. Supervisory management level is above the operatives and below the middle management in an organization.
2. This level can be classified into three categories, particularly in a larged-sized organization: senior supervisor, intermediate supervisors, and front –line supervisors.
3. Supervisory Management is concerned with efficiency in using resources of the organization.
4. It is an executor of policies and procedures making a series of decisions with well-defined and specified premises.
5. Generally a supervisor is .called a marginal man is the organization. He concerned with explaining the views of management to workers and the views of workers to management.
6. Because of this reason, the job of a supervisor becomes more complex than other levels of management. Management treats him the man of workers which workers treat him the man of management.
A supervisor specifically performs the following functions.

1. Planning the activities of his section, classifying and assigning jobs to workers.
2. Guiding workers about work procedure
3. Managing and arranging necessary materials, toots, etc., for the workers
4. Ensuring maintenance of machineries, etc.
5. Providing on the: job training to workers
6. Supervision and control of functioning of workers
7. Solving problems of workers relating to jobs
8. Communicating the problems of workers, which are not solved at his level
9. Providing feedback., to management about the nature of work environment in his section
10. Maintaining discipline among workers, developing in them right type of approach, and maintaining good human relations.
Various functions performed by different levels of management suggest that managers at every level have to perform all five functions. However, the relative importance of a function may differ from level to level. For example) planning is the most crucial function at the top level while routine and direct control becomes most important at supervisor level.

Effective Supervision

1. Leadership: Leadership is a process of influencing the activities of an individual or group for goal -achievement in a given situation. Through this process, individual or group contributes willingly to the goal -achievement. Effective supervisors perform functions related to leadership instead of doing the same work as the subordinates do. This style of supervision leads to higher morale and more productivity. The leadership process will be described later in detail.
2. Closeness of Supervision: The degree of closeness of supervision may vary from highly close -supervision to highly free-.supervision. Successful supervisors follow the style of less close supervision. A closed supervision is defined as frequently checking up on .subordination, providing them frequent and detailed instruction, and limiting their freedom to perform the work in their own way. Normally close supervisor causes low morale and motivation because it blocks the gratification of some strongly felt needs of subordinates. Less close supervision, on the other hand produces motivation and morale, which are essential for high productivity.
3.  Employee -orientation or Human Relations: Taking into account both employees and work being performed by them, there can be two style employee-oriented and production-oriented. The employee-oriented style stresses the relationship aspects .of employee's jobs. It emphasizes that every individual is, important and takes interest in every one, accepting their individuality and. personal need. Production-oriented style emphasizes production and .technical aspects of the jobs and employees are taken as tools for accomplishing the jobs. Effective supervisors follow employee-oriented style and take more personal interest in their men, understand their problems, and punish them less frequently when mistakes occur.
4. Group cohesiveness: Effective supervision relates to group cohesiveness. Group cohesiveness is characterized by the group situation in which all members work together for a common goal, or where every one is ready to take responsibility for group chores. Groups with high cohesiveness produce more as compared to groups with less cohesiveness.
5. Delegation: Though delegation of authority is applicable to all types of superior- subordinate relationships and all levels of management, it becomes important at the supervision level because supervision management is considered to be the last level for delegation of authority.
6. Other Factors: There are certain other factors, besides the above, which go to make the supervision effective. Fro example, supervisors who can influence their superiors and satisfy the needs of their Subordinates for promotion recognition, and work-center benefits are considered better by their subordinates. They inspire higher morale in work groups and more satisfaction to the employees. They also perform functions like on-the-job training, informing their subordinates their duties and relevant organization matters, and present model behavior for their subordinates

FACTORS INFLUENCING DEGREE OF DELEGATION

1. Company' s History: The history of the company influences the degree of delegation A company grow-n over a period of time has a tendency to centralize powers. When a concern is small then most of the decision-making is done by the owner. With the growth of business" the tendency to centralize powers remains. On the -other hand if a concern is the outcome of a merger, amalgamation or combination, there may be a great amount of decentralization.
2. Availability of Capable Persons: The element of delegation is linked to the availability of subordinate managers. If sufficient persons are available who can take responsibility then delegation can easily be done. Generally, managers complain that sufficient subordinate managers are not available who can be assigned important, duties. Unless subordinates are delegated the powers they win not learn the art of management.
3. Importance and Costliness of Decision: The importance and costliness of decisions greatly influences the degree of delegation. Generally speaking, the costlier and more important the decision, the greater the probability of its being made at the upper level of the managerial hierarchy. Decision-making also requires various facts and figures about the issue. A manager will ensure that he gets all required information for deciding the issue. This type of information is easily available at higher levels of management.
4. Size of the Enterprise: The ex-tent of delegation is linked to the size of the enterprise. In a large unit more decision making is needed at various levels of management. The problems of communication and co-ordination often arise in such units. If decision making is closer to the place of action it will save time, paper work is reduced, misunderstandings in con-1InUllication can largely be eliminated. 

5. Available controls: A manager delegating authority want to be sure that it is used in accordance with his intentions and the general objectives of the! organization. In order to achieve this there must be control devices. Generally, managers hesitate to delegate due to the reason that they do not know how to control.
6. Types of enterprise: The degree of delegation of authority may also be influenced by the type of enterprise. If the enterprise is in an industry which is rapidly expanding, as in the electronic field, top. management will have to delegate otherwise it will be over burdened with many decisions

If the enterprise operates in a static industry then all decision-making is done at the central level In cage, of banking and insurance the growth is slow and decision-making remains at the top.
7. Environmental factors: In addition to internal factors delegation may be influenced by internal factors too. These factors may be natural unions, government control over business and tax policies. Some large concerns have to deal with workers unions at national level. All the negotiations are done and decisions are taken at national level. In such a situation the things are decided at head quarter level and are applicable at all levels.
Authority
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