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EXPERIMENTAL STU?IES OF THE INFLUENCE OF ORGANIZATIONAL EFFECTIVENESS

AND SUCCESSION ON THE ADMINISTRATIVE PROCESS

‘A considerable research literature has documented the existence of
siéﬁificant relationships between organizatioﬁal effectiveness and manage-
rial behavior, between succession and managerial behavior, and between
effectiveness and succession.

For example, Lowin and Craig (1968) have shown that worker perfor-
mance, as A& measure of organizationél effectiveness, affects managers'
closeness of supervision, initiating structure, aﬂd his consideration of
subordinates. Carey's (1967) éritique of the Hawthorne studies also pro-
poses to show the importance of effectiveness as a determinant of super-
visory style.

Numerous studies have demonstrated the effects of succession on the
. administrative process in a wide variety of contexts, such as business.firms
{Gouldner, 1954 and Guest, 1962}, prisons (McCleery, 1?57 and Grusky, 1959),
and even sport; organizations (Grusky, 1964).

The clouse relationship between effectiveness and succession has been
shown both in field studies {Carlson, 1962 end Grusky, 1963) aud in a labo-
ratory environment (Hamblin, 1958). '

The present study, part of a larger investigation, was designed to
examine the separate and the joint effects of succession and effectiveness
on administrative processes in laborutory-created three-level formal organi-
zations. Specifically, we were concerned with the impact of these two ele-
nents on communication relationships that take place between managers and
subordinates. We sought to assess as precisely as we could how these key

organizational. variables influenced the manner in which and the extent to
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which information end affect are transmitted between executives and lover-
level subordinates, and among subordinates themselves.
METHOD

A detailed description of the program of experiments of which the .
present study is part is presented elsewhere (Grusky & Churchill, 1970).
The basic method consicsted of setting up in the laboratory two simulated
three-level business organizations having identical formal structures
(Divisions I and II). Each formal organization consisted of seveﬁ coord.i.- / ‘
nated positions, & manager, two assistant managers, and four workers. The -
organizations were designed to resemble actual business firms. For example,
there was an official orgéniza.tiona.l goal, a hierarchy of authority, task
specialization, a reward system, and differential communication control. //.
Rank in the formal structure was tied to type of work, authority, experﬁise ’

access to information, freedom of communication, salary (Ss were paid accord-

- ing to positicn held and the unit's actual output), and various status Sy

bols such as size of deék and type of sign on desk signifying title. The

organization was designed to produce,technical menuals. The workers (osten-

I
sibly) assembled the manuals, the assistant managers checked their output,

|
- and the managers were responsible for the administration of the ‘total unit.

/Ea.ch organization's effectiveness was manipulated by predstermining the num-
ber and type of errors produced by the workers, who were confederé.tes..

Only the assistant managers and managers were na.ive'Ss. The tasks of the
assistant managers involved analysis of the workers' output. The‘y transmitted
written and oral reports to the manager. Specifically, their job wus to
assess the outpuf to see if it confdrmed to specifications .concerning neat-

ness of as;sembly, stapling location, page sequence, and the like. The

manager held ultimé.te a.dm‘lnistrative responsibility for the organization.

3
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He directly, in face-to-face fashion, supervised the assistant managers

and indirectly, through written orders, supervised the workers. He held
authority to reorgenize the production process by changing the workers'
jobs, and could sanction his subordinates by withholding rest periods a.nd
by applying other pressures.

The manager iea.rned his job during his period in the first organi-
zation an& was then transferred to the second as new manager of the
organization. In this way, succession was manipulated. In the .ho-suc-
~cession condition the manager simply remeined on his job. The organizu-
tions were in operation for eight 6-min, periods called Preperiod 1,
Periods 1, 2, 3, Preperiod 4, and Periods b4, 5, 6. The period-by-period
effectiveness of the organization was manipulated by using confederates
as workers. Hence, only the'ma.nag,ers and their assistants were naive Ss.

At the conclusion of the third period, each manager was taken to
- another room, tested, and interviewed. For Experiment 1, fhe managers yefe
brought together and told: "It is common practice in large business
organizations t.o rotate ma.na.gers S0 as to broaden their expefience. There-
fore, you will now be managz=r of Division ____ and you manager of Division

." Each manager was then taken to his new unit and the reason stated
a.bove‘for the rotation wa.s'expla.ined to the a.ssista@t managers, In
Experiment II, after the interview, the manager was brought to thé same
unit as before. |

All Ss were male volunteers, predominantly undergra.dué.tes from the
College of Letters and Science, University of California, Los Angeles.
There were a toté.l of 117 naive Ss, 8L in the first experiment and 36 in

the second. '.I.‘hir,ty-niné formal organizations were esta.blished,l 27 for

the first and twelve for the second exﬁeriment. When recruited, Ss were
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told only that they would be members of simulated business firms. All
Ss were strangers to one another. FEach experimental -Session was con-
cluded by discussing the general hypotheses of the research,‘answering
the subjects' questions, and rFquesting that the& maintain secrecy about..

the experiment.

Measures of Dependent Variables., Communication between members of formal

orgenizations can véry both in directionality and conteant. Directionally,
we distinguisied between: downward communication in the hierarchy (from
the manager to assistant manager), upward (from assistant manager to
manager ), and lateral (between assistant managers).

In terms of content, Bales' (1950) twelve category system of Inter-
action Process Analysis was modified by reducing it to four categories
labeled by Bales "A" (Observation éategories 1, 2, 3) EkpressivefIntegrative,
Social-Emotional Area, Positive Reactions; "B" (Categories ki, 5, 6), Instru-

mental-Adaptive, Task Area; Solutions {Categories 7, 8, 9), Instrumentdl-

: Adaptive,'TaskﬁArea; Questions; and "D" (Categories 10, 11, 12), Expressive-

Integrative, Social-Emotional Area, NEgative Reactions,
Three indexes concerned with the quality of the acts exchanged were

formulated, as follows: (1) Index of Socisl Support. This index was

operationally defined as Bales' A Acts which included three types: of

reactions: .
{

1. Shows solidarity, raises other's status, gives help, reward.

2. Shows tension release, jokes, laughs, shows satisfaction.

l
3. Agrees, sh?ws passive acceptance, understands, concurs, complies.

(2) Index of Advice-Seeking. This index was based on Bales® C Acts which

included these types of acts:

Ll. Asks for orientation, information, repetitibn, confirmation.

| 5
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2. Asks for opinion, evaluation, analysis, expression of feeling.

3. Asks for suggestion, direction, possible ways of action.

(3) Index of Advice-Giving. This final measure was based on Bales' B Acts
which also included three types of acts:

1., Gives suggestion, direction, implying autonomy for others.

2. Gives opinion, evaluation, =ralysis, expresses feeling, wish.

3. Gives orientation, information, repeats, clarifies, confirms.
|
- A fourth index of hostility, D acts, was discarded because of the

small number of coded acts and low reliability.

Interrater reliability was assessed at four separate sessions during
the experimental runs. The reliability across all acts for the four tects
was .98, .97, .97, and .98. However, when interrater relisbility was
determined separately for each category of act, A, B, C, and D, the averages
across the four types of ects were reduced to: .83, .74, .73, and .77 for
each test session. By far the lowest reliability was dbtéined for the D
acts which included three types of behaviors: disagreement, including |
passive rejection; tension and withdrawal; and antegonism. Interrater
reliability for D acts considered separately in the four test sessions
averaged .504.

FINDINGS

The Effects of Organizational Effectiveness: From the First Phase to the

-

Transition

The general pattern of behavior in the laboratory organizations
had three distinct phases: In the first phase, periods 1, 2, and 3, the
manager and assiétants were under Fxtreme time pressure aﬁd were therefore

compelled:to focus their attention entirely on work-related affairs. The

second phase or transition period was spent under more relaxing conditions.



During this time tPe staff enjoyed a brief respite from their ordinary

tasks.' Those subjects under the no-succession condition differed from th;se
under succession in tha; only the latter group were confronted with the
intrusion of a new méngger into the staff organiza%ion. Both conditions h
were exposed to either high or low organizational effectiveness. (For the
sake of convenience, we excluded all organizations under the stable effec-
tiveness manipulation from this analysis).

Hence, we had four types of organizations to compare: High effcc-
tiveness (Per. 1-3) - Succession; High Effectiveness {Per. 1-3) - No-
Succession; Low Effectiveness (Per. 1-3) - Succession; end Low Effectiveness
(Per. 1-3) - No Succession. |

Tebles 1, 2, and 3 present the findings separately for each of the
three dimensional types of communication. These tables focus on changes
in the percentage of each type of communication from Periods 1-3 to the
" transition period that transpired in each organization undér the two copdi-

tions of succession and two of organizational effectiveness.

Tables 1, 2 and 3 about here

We found that effectiveness ﬁid.ggg produce significant changes in
the communication patterns of those organizations undergoing the succession
manipulation, although it did affect'those under No-Succession. .

| These findings provide support for the hypothesis that the change in
the task routine that occurred during the transition period led to generally
closer inter-level relationships and weaker intra-level relationéhips under
High Effectiveness than under Low Efféctiveness. Apparently High Effective-
ness provided the manager w;th sufficient assurance of his competence and

a generally favorable orientation toward him by the assistant menagers. As
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& result hierarchical barriers did not isolate the manager from the sub-
ordinate stéff members and jinter-level communications increased when per-
mitted to do so by changes occurring in the transition period. Both upward
and downward totel interaction increased while total interaction of a latefal
nature declined significantly. Moreover, while downward requests for

advice and the giving of advice increased the same types of lateral com-
munications declined. In addition, while support by the assistants for the
manager increased, the proportion of support exchanged between assistants
over this period went down.

On the other hand, under Low Effectiveness, the hierarchical barriers
between the manager and his subordinates became more rigid and this in turn
led to a situation of isolation for the executive. Inter-level coixmunications
decreased when the break in task routine took place. Both upward and down-

ward total interaction decreased while total interaction of the lateral. type

increased. While downward requests for advice and giving of advice decreased,

the same types of lateral communications increased. Moreover, while support

for the manager by the assistant managers declined, the amount of supporf
exchanged between the assistants over this period rose. Thus, under the

stable leadership, or No-Succession condition, Low Effectiveness produced
a situation for the manager of social distance from his subordinates while

the situation of High Effectiveness led to closer ties with them.

The Effects of Succession: From the First Phase to the Transition

We turn now to an examination of the specific consequences of suces-

sion in this time period when organizational effectiveness was held con-

stent. Returning to Tables 1, 2, and 3, we find that succession signifi-

cantly affected organizational communication under Low Effectiveness but

not under the High Effectiveness manipulation.
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It was found that succession, in a situation of low organizational
performance, led to a series of significent changes in *he structure of
cormunication in the organization during the transition period. On the
vhole, these changes involved a greater degreé of communication between
thev meniagz2r and his assistants and a iesser degree of exchange between the
assistants themselves.. Succession, not surprisingly, resulted in the
manager bécoming a central focué of communication among the staff. No
doubt this occurred because the new manager found it necessary to initiate
new policies as well as learp about the past performance and policies of
the organization., Hence, Succession lled to an increase in total inter-
action bofh downward and upward in- the structure. That the new executive
did initiate new policies was shown by the increase in advice given to his
subordinutes. The increase in the m'a.nagezj's requests for advice revealed
concern for the views of s bordinates, especially those having to do with
past organizational policies. All of the communication iné.exes pointed'-
toward a decline in lateral communication following succession. The
assistants not 'only exchanged less advice and requests for advice among
themselves, but less support as well.

' .The question arises as %o why the effects of succession described
took place under Iow but not High organizational effect,iveness. We bhelieve
it wae because of the differential effect of past organizational perfor-
mance on expectations of changes in policy: in the orgenization. If ‘the
organization had been highly effective in the recent past, a change of
leadership would be looked upon by the subordinates as not necess.urily
meaning that numerous policy and procedural chaasges were to follow. On
the other hand, when the organization's performance had been poor a.pd.a.n

executive succession took place, the subordinates and the new executive

9
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anticipated a series of profound policy changes. In some org:nizations
the staff' s' perception of ?;he effectiveness of the system may not be the
same as that of senior eiecutives or even of other organization officials.
In the present situation‘,: there was found to be a nigh and significant
position correlation betj;Ween the objective measure of effectiveness and
perceived effectivenee':s (Pearson r = + .90). .

In the sitvation of low effeétiveness, the staff anticipated that
succession was merely a prelude to key changes in the operation of the
organization. Thus inter-level communication increased sharply when the
nev map. took ovef in anticipation of these cha.ngesf High effectiveness,
on the other hand, since it did not lead to anticipation of policy changas,
was less likely to produce proncunced changes in the communication struc-

ture. The staff simply did not cxpect radical change.

The Effects of a Change in Organizational Effectiveness: Communication

Changes from the Transition Period to the Final Phase

Ye found that a change in organizational effectiveness from the first
to the final phase produced a mumter of overall changes in the communication

structure of the oréa.nization. These are shown in Tables I, 5 and €,

Tebles 4, 5 end 6 about here

»

These Afindings support the general lhypothesis that increased organi-
" zational effectiveness facilitated greater inter-level. communication in the
final phase while decreased orgenizational effectiveness led to g.n increase
in intra-level comvmicatioq. The Increased Effectiveness of the organiza-
tion led %o greater downwa.rd..comunication.' It also led to more advice by

1he rianager for his subordinates as well as more expressions of suppart for

L Ne
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them. The rise in effectiveness caused a rise in the manager's self-esteem
which led him to feel he could express his opinions more freely (Grusky &
Churchill; 1966). Moreover, it also encoursged him to express more posi-
tive feeling .for his assistantg. At the same time, increased effectivenes-s
led to a decline in the rate of communicatica among assistant managers. They
interacted less frequently with one another, and, specifically, exchanged'
less adviée » sought each other's advice less often, and were less supportive
of one another.

While increased organizationai effectiveness caused. thc meneger to
beccimz the communication focus of the organization, decreased effectiveness
did precisely the opposite and furthered his isolation. Decreased effective-
ness caused a decline in downward communication. The manager not only com-
municated less often with his subordinates, but he'was prone to give them

less advice and less support as well, At the same time, the total a.mount’

“of lateral communication jacreased. The ass’stant managers not only gave

each other more advice and solicited more advice from each other, but in

eddition, they exchanged more support. + may be that since decreased
orgar:izational effectiwveness produced low self-esteem and lower evaluations
of the manager by the subordinates the decline in inter-level communication
reflected the concomitant loss of executive status. The response ,of the
subordinates to the manager's decline was to turn to each other hoth for
support and for cqnsultai.tion on task metters.. Hence, there may be a snow-
bal.i effect created by decreasing ef;‘ectiveness. A loss of executive status
leads to a decline in intra-levrlel commmication and makes it difficult for
the manager to régain Lhis former position of respect vis-a-vis his subordi-

nates.

el
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The Effects of Succession: Communication Changes from the Transition Period

to the Final Phase '

We found that succession had significant effects on changes in
organizational communication from the transition period to the final phase
under Increased Effectiveness but not under Decreased Effectiveness.

It should be noted that the organizations under Increased Effective-
ness in the final phase were the same-as- those under Low Effectiveness in
the first phase. We found that under Low Effectiveness succession.caused
an increase in inter-level communication in-the transition period over that
found in the first phase.. The present findings revealed that under Increased
Effectiveness succession also caused significant changes in organizationai
communication. |

Under Increased Effectiveness succession produced an increase in
supportive acts on the part of the manager. The new leader sought to obtain

the approval of his new subordinates by transmitting positive comunications

to them. That these overtures were rebuffed was shown by the fact that sub-

ordinates decreased significantly their supportive acts directed toward the
manager. They gave the new man significantly less support than that accorded
his predecessor. One of the most striking effects of succession was its
impact on communication between the two subordinates themselves. Succession
caused & significant increase in intra-level communication of both. the task
and the affective j:ypes. Total interactiog between subordinates increased

as did the lateral exchange of social support. Moreover, both advice-seeking

"and advice-giving acts between the two assistant managers increased signif-

icantly. In sum, succession caused the subordinates to depend more heavily
upon each other, and at the same time, led to the relative isolation of

the exe cutive,




DISCUSSION AND CONCLUS IONS |

Blau and Scott (1962) have described formel orgenizations as sys-
tems confronted with several crucial dilemmas. One such dilemma lies in
the conflicting requirements of coordination and communication. In oxder’

to attain high levels of effectiveness, organizations must coordinate the

various acﬁivi.ties of their members. However, hierarchical differentiation
is essential to accomplish this, and diffex;entiation leads to the inhibition
of communication flow. The limitation of communication, in turny functions
" to decrease effectiveness. As Blau and Sc.'ot’c note: "This dilemma appesars
+to be inherent in the.' cénflicting requirements of coordination and problen-
solving." (p. 24k}, Price (1968) also has observed the importance of com-

munication to organizational effectiveness, proposing a positive relation-

' ship between the two variables., However, where he has treated effectiveness
as a dependent variable, we have treated it as an independent one, In

general, our research supports the findings of Rosen (19%9), who has shom

. the strategic 'importance of treating effectiveness and managerial variables:
in a processwal, interdependent fashion,
The laboratory organizations we established went through a sexries of .

stages and we hawve shown that the response of these systems to changes in

effectiveness were related to a set of communication variables. Specifically,

two findings stood out: (1.) organizational effectiveness atfects both

type and direction of communication flow, (2.) chenge in organizational

g s 4R San

effectiveness mediates the influence of succession on type and direction

of communication flow.
The large bulk of the literature on style of supervision has sought
to relate this va:i‘iable or set of variables causally to worker satisfaction

and productivity (Katz and Kehn, 1952). Productivity as a measure of

A
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organizational effectiveness was the main dependent varisble and varicus
components of supervisory style the independent ones. However, as B'.i.a.u
and Scott noted: "...this attitude of the supervisor might be a result
of the group's low productivity as well as a determinant of it (1952, p.
50)1." Likewise, Carey (1967) has suggested in his reinterpretation of
the famed Hawthorne studies that the causal direction might be the reverse
of that indicated by the investigators. As Lowin and Craig (1968) have
recently shown experimentally, worker performance itself shapes closeness
of supervision, initiating structure, and the superior's consideration for
the subordinate. Organizations typically experience cycles of effective-
ness and establish traditions which guide the expectations both of |
superiors and subordinates. Moreover since they are hiera.rqhica.l struc-
tures, the executive is treated as responsible for the organization's
progress or lack of progress. The evaluation of the executive is closely

tied to the system's overall effectiveness (Grusky, 1963; Gouldner, 1954;

Gamson and Scotch, 1964; Grusky, 1964). Evaluations of effectiveness tend

to be a relative matter, involving a contrast of the performance of the
system under the present administrator with its performance at an earlier
time. Therefore, change in effectiveness is a key verieble. In addition,
to revealing'that effectiveness functioned to reduce hierarchicalization
and thereby facilitated vertica]‘. communication, our study indicated that
change in effectivenesls had an influentia].? effect on connnunica.tion‘flbw.
When the new manager was successful compa.red-to.his predecessor, he
transmitted significantly more support downward. He also transmi.tted
simmificantly less advice. Increaset?. effectiveness functioned to bolster
the self-image of the menager and epparently eneabled him to initiate a

de-bureaucratizing process.

4
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! Table 1. THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN DOWNWARD COMMUNICA~

TION (MANAGER TO ASSISTANT MANAGERS) FROM PERIODS 1-3 TO TRANSITION PERIOD . * '
‘. Direction of percentage High Effectiveness . Low Effectiveness
, change from periods 1-3 : (N = 6) (N = 13) (N = 6) (W = 14)
| to transition period:*#* No Succession Succession No Succession  Succegsion

l. Total Interaction

Increased : 5 8 1 11
Decreased ’ 1 5 5 3
P = 0005
1 ) .
?
P = .07
2. A Acts (Support)
[
Increased 5" ‘ 9 5 6
Decreased 1 4 1 8
3. B Acts (Giving Advice)
Increased 5 8 1 10
Decreased - 1 I 5 5 "l
1
Pm 0L
(} ]
[
| P = 07
4, C Acts (Seeking Advice)
Increased ' 4 7 : 1 8
" Decreased 2 6 | 5 6
*A1l1 p levels by Fisher's Exact Test, 2 tails, unless otherwise noted.
Comparisons not noted were not significant, p> .20. ’
**N was number of organiza.tions{
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k " Table 2, THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN UPWARD COMMUNICA-
TION (ASSISTANT MANAGERS TO MANAGER) FROM PERIODS 1-3 TO TRANSITION PERIOD.¥
Direction of percentage High Effectiveness | Iow Effectiveness
change from periods 1-3 (N = 6) (v=13) (=06} (W= 14)
to transition period.¥* No Succession Succession No Succession  Succession
1. Total Interaction» |
Increased : | 6 ' 10 5 10
Lecreased . f _ ¢ 3 5 L
I P b oOl
L ] .
L
P =, 0L
2. A Acts (Support) ‘
Increased 5 10 1 8
Decreased ' 1 | 3 5 .5
i 1 .
' .

Lo
.

)

~3

3. B Acts (Giving Advice) |

Increased : ‘ 3 9 » 2 9
Decreased 3 L b 5

L, C Acts (Seeking Advice)

Increased ' 5 7 L 10
» Decreased 1 6 2 L
i ' :

*11 P levels by Fisher's Exact Test, 2 tails. Comparisons not noted were not
significant, p ) .20.

, "N was number of organizations. One case under Low Effectiveness, Succession, A Acts,
: was a tie and was omitted.
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Table 3., THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN IATERAL COMMUNICA-
TION (AMONG ASSISTANT MANAGERS) FROM PERICDS 1-3 TO TRANSITION I:ERIOD.*

Direction of percentage . High Effectiveness low Effectiveness
change from periods 1-3 (N = 6) N = 13) (N'= 6) (W = 1h)
to transition pericd*# No Succession Succession No Succession Succession

1. Total Interaction

Increased : ¢ L 5 3
Decreased . I é 9. 1 11l
> ) P= ,005
! L 'y .
L

P = 0l

2. A Acts (Support)

Increased 0 5 ' 5 4

i
Decreased 6 _ 8 1 | 10
P= ,0L
L . 1 -

! Pw 0L

3. B Acts (Giving Advice)

i Increased ' 0 . L 5 3
Decreased ' 6 9 . 1 10
Yo P - ool"6
' ‘_‘ .
I [}
P = .0l

4, CActs (Seeking Advice)

Increased 0 L - 5. 1
Decreased - 6 9 1 13
i _ . P~ 004
L . 4 :

P = .01l

¥All p levels by Fisher's Exact Test, 2 tails. Comparisons not noted were not
significant, p> .20. v

O %%\ was number of organizations, !
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L-6,*%
Direction of percentage Decreased Effectiveness¥¥* Increased Effectiveness
change from transition (N = 6) (N =13) .. (N =6) (v = 14)
period to period 4-63%% No Succession Succession No Succession Succession

l. Total Interaction

Increased : 1 2 5 7

Decreased ' 5. 11 1l 7

K ,
P = 007 l
" Chi Square = 2.27, p<.20, dfsl
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Table k. THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN DOWNWARD COMMUNICA-
TION (MANAGER TO ASSISTANT MANAGERS) FROM THE TRANSITION PERIOD TO P:HRIOD ~i

2. A Acts (Support)

Increased 1 3 -2 11
Decreased _ 5 : | 10 L .3
| Pw= .1k
\ st

P = 0L

3. B Acts (Giving Advice)

Increased 1 3 g 6 6
Decreased . 5 I 10 ; 0 8
1 ' : , P = .046

P = 0L
E L, C Acts (Seeking Advice) l )
; Increased 3 ' L 3 5
1 Decreased ' 3\ 9 | 3 9

*¥ALl p levels by Fisher's Exact Test, 2 tails, unless otherwise noted. Comparisons not
noted were not significant, pQ.ZO.

¥\ was number of organizations.

¥#¥%Chi Squares for Decreased vs. Increased Effectiveness combining Succession and No-Succes-
sion were 1) Total Interaction, 6.29, p <.02; 2) A Acts, 5.97, p<.02; 3) B Acts, 4.60,
p< .05; 4) C Acts, not significant,p > o,
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’ Table 5. THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN UPWARD COMMUNICA-
TION (ASSISTANT MANAGERS TO MANAGER) FROM THE TRANSITION PERIOD TO FERIODS
? u"6 .* .
| .
; Direction of percentage Decreased Effectiveness®¥* Increased Effectiveness
| change from transition - (N=06) (N = 13) . (N =.6) (N = 14)
period to periods L-6%% No Succession Succession No Succession Succession

1, Total Interaction |

Increased , 1 .3 5 4
Decreased ' 5 : 10 1 11

» ) . . P = ,005 "
. : ] .

P = .07

2. A Acts (Support)

Increased ‘ 3 8 5 3

Decreased 3 5 1 11

~—_ P = ,005,
| )
Chi Square = 3,08, P< .10

3. B Acts (Giving Advice) ;
Increased | 5 3 3 5
Decreased ‘ Y 1 10 3 9

4, C Acts(Seeking Advice)

Increased 0 5 : 3 7
Decreased 6 8 3 7
L : i

P=.18

#\11 p levels by Fisher's Exact Test, 2 tails, unless otherwise noted. Comparisons not
noted were not significant, p)> .20.

*¥ was number of organizations.

#%*Chi Squares for Decreased vs. Increased Effectiveness combining Succession and No Suc-
cession were not significant, p> .20,




Table 6. THE EFFECTS OF SUCCESSION AND EFFECTIVENESS ON CHANGES IN LATERAL COMMUNICA-
TION (AMONG ASSISTANT MANAGERS) FROM THE TRANSITION PERIOD .20 EERIODS U-6.%

Direction of percentage Decreased Effectiveness*¥* Increased Effectiveness
change from transition (N = 6) (N=13) . (N=6) (N = 14)
period to periods 4-o%* No Succession  Succession No Succession Succession

1. Total Interé:"b ion

Increased ' 6 | 12 1 8
Decreased , 0 1 5 6
1 1
T
Pm 0l N\ /
) |

2. A Acts (Support) '

Increased - 5 ‘ 9 1 | 5

Decreased ! i 5
‘ i 1 P = oll“

AN ' /

P - 007 -
. Chi Square = 1.83, p <.20, df=1

3. B Acts (Giving Advice)

Increased 6 12 1 8

Decreased’ . lO 1 5
] . 1 P = 018

P-r.Ol\ ' -/

Chi Square = 1.95, p < .20, dfm=l

4. ¢ Acts (Seeking Advice)

Increased ' 6 12 1 10

Decreased 0 1 l 5 '

y
Pm= .0l

*¥A1l p levels by Fisher's Exact Test, 2 tails, unless otherwise noted. Comparisons not
noted were not significant, p> .20.
~~ %¥N was number of organizations. One case, under Increased Effectiveness,’Succession, B
Acts, was a tie and was omitted.
*#%Chi Squares for Decreased vs. Increased Effectiveness combining Succession and No Suc-
cession were: 1) Total Interaction, 5.87, p<.02; 2) A Acts, 5.79, p<.02; 3) B Acts,

Q / .




