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Abstract 

The primary purpose of this research paper is to present an empirical study framed by the theory that task-oriented and 
relations-oriented leadership behaviors are positively related to the employees’ perceptions of organizational climate. The study 
examines the relevant literature that supports the significance of leadership behavior and organizational climate. The methodology for 
collecting the data was through the questionnaire aimed at determining the relative contribution that the independent variables. The 
following control variables were collected from the sample and were statistically controlled in the data analysis: age, educational level, 
gender, job rank, and job tenure. The results of the study show that certain leadership behaviors do have an impact on a few 
dimensions of organizational climate. 
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INTRODUCTION 

Organizational climate is a highly important concept for the organization, because it is an established concept of considerable 
interest within the field of organizational behavior research, mainly as a result of its influence on organizational effectiveness as well 
as its relationship to individual motivation and behavior.  Reactions on the changing environment and the subsequent decisions that 
are made by the organization have an impact on the development of an organization and lead to a change of strategies, structures, 
climates and culture. 

 

To plan, co-ordinate and control its various activities, an organization requires managers who, in their day-to-day 
interactions, reflect a variety of leadership styles and skills in dealing with their subordinates. The sum total of these and many other 
such activities creates an internal environment within each organization, which accounts for its uniqueness and identify members of an 
organization who work within and are continuously influenced by this internal environment which is also called organizational culture 
or organizational climate. The management of an organization must satisfy various needs of the employees, through actions such as 
allocation of resources, rewards and punishment, pattern of communication, mode of decision making, style of leadership, and so on. 

 
Effective leaders possess both a concern for the task while establishing an individual relationship with their employees. Since 

there is a relative direct connection between employees, their productivity, and the organization’s performance, it is essential for 
leaders to maintain a positive work environment to maximize and enhance their employees’ efforts to reach organizational efficacy. 
Kouzes and Posner (2010) found that a leader’s behavior explains nearly 25 percent of the reason that people feel productive, 
motivated, energized, effective, and committed in their workplaces. A leader’s behavior is a powerful display of mannerisms that 
convey the expectations and values of the organization that sets the tone for the organizational climate. Every organization operates in 
terms of policies, procedures and programmes dealing with wage fixation, reward system, welfare schemes, recruitment and 
promotion, decision making, grievance redressal and individual responsibility. These structural policies and procedures together with 
leadership style and communication practices create an internal environment within each organization. Members of the organization, 
who work within that interval environment, are continuously influenced by it and in the course of time develop a perception, positive 
or negative, about such environment. This perception of the members about the structural characteristics of the organization, which 
determine the internal environment, is called organizational climate.  

 
REVIEW OF LITERATURE 
Rakhee Mairal Renapurkar, in his study, stated that organization could try to make the HRD Climate more conducive to develop 
potential and competencies of the employees and provide opportunities for fulfillment for building a positive, motivating work culture 
which would ensure optimum utilization of the capabilities of the team members leading to self and organization effectiveness.  
Nawab Ali Khan & Sheema Tarab, in their study emphasize that the need for every organization is to continuously develop its 
employees’ competencies in a planned way and brings into sharp focus the importance of roles, which employee play in their 
respective organization. 
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Birajit Mohanty, etal. in their study, stated that a congenial HRD Climate is essential for sharpening competencies as well as 
motivating employees to perform exceptionally and the impact of HRD climate on job performance can further be strengthened by 
augmenting the attention of management on employees development and having more effective reward management system and a 
better psychological climate. 

 
OBJECTIVES OF THE STUDY 

The main objective of the study is to enquire into the leadership behaviors and organizational climate with a specific focus on 
APSPDCL. The other objectives are: 

1. to study the satisfaction level of employees about leadership programmes in the select divisions of APSPDCL; 
2. to study the impact of organizational climate on employee role satisfaction in the select divisions of APSPDCL; and 
3. to suggest policy prescriptions for that deem fit to further improve the organizational climate based on the findings of the study. 

 
DATA BASE AND METHODOLOGY 

Both primary and secondary data have been exclusively used for the study. Primary data have been collected from the sample 
employees in the respective division by campaigning a structured questionnaire. 

 
The secondary data have been collected from the sources of Management Review, Journal of Organizational Behaviour, 

Indian Journal of Industrial Relations, Vikalpa, Personnel, Decision, etc, and from the records of the Office of Ongole and Markapur 
divisions.  

 
SIZE OF THE SAMPLE 

In the first stage, out of 6 APSPDCL divisions operating in Prakasam District two divisions constituting 35 per cent have 
been selected for the study. Further, out of a total employee of Operating and Maintenance Staff of 372 about 130 accounting for 35 
per cent have been chosen as sample. Similarly, in Markapur division, out of total Operating and Maintenance Staff of 302, about 105 
accounting for 35 per cent have been chosen as the sample. The simple random sampling technique has been employed to select the 
sample respondents. 
 

TABLE 1: MANAGEMENT PROVIDES RECOGNITION FOR ACHIEVEMENT OF LEADER 
                                                                                                             (Figures in Number) 

S.No Level of Agreement 
Ongole Division Markapur Division 
No. of 
respondents 

% to 
Total 

No. of 
respondents 

% to 
total 

1 Strongly Agree 28 21.54 28 26.67 
2 Agree 46 35.39 27 25.71 
3 Neutral 20 15.39 16 15.24 
4 Disagree 22 16.92 21 20 
5 Strongly Disagree 14 10.76 13 12.38 
Total 130 100 105 100 
Chi-square Value = 2.82 df=4, Table Value = 9.49 
 

Source: survey 
 

Recognition for achievement: Honouring and awarding employee performance and behavior is an important part of HRD 
Climate. Appropriate honors and awards not only recognize and motivate employees, but also communicate the organization’s values 
to the employers. As evident from the table the proportion of employees that agree and strongly agree with the assertion stood major at 
35.39 per cent and 21.54 per cent in Ongole division and 25.71 per cent and 26.67 per cent respectively in Markapur division. 
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TABLE -2:  MANAGEMENT USUALLY REWARDS BEST PERFORMANCE 
                                                                                                                                (Figures in Numbers) 

S.No Level of Agreement 
Ongole Division Markapur Division 
No. of 
respondents 

% to 
Total 

No. of 
respondents 

% to Total 

1 Strongly Agree 8 6.15 22 20.95 
2 Agree 32 24.62 40 38.09 
3 Neutral 45 34.62 24 22.86 
4 Disagree 21 16.15 15 14.29 
5 Strongly Disagree 24 18.46 4 3.81 
Total 130 100 105 100 

Chi-square Value = 26.74** df=4, Table Value = 13.3 

Source: survey 
 

Management rewards best performance: An incentive or reward system can be anything that attracts the worker’s attention 
and stimulates him to work. The use of incentives assumes that people’s actions are related to their skills and ability to achieve 
important long-term goal. The chi-square value of 26.78 stands significant at 1 per cent level because it is more than the table value 
(13.3). This indicates that there is a significant difference in the opinion of employees between Ongole and Markapur divisions 
regarding the rewards from the management for best performance. Further, employees in Markapur division felt more satisfied for the 
rewards given by the management for the best performance when compared to the employees in Ongole division.  

 
TABLE -3: WORK ENVIRONMENT GIVES A SENSE OF PERSONAL ACCOMPLISHMENT 

                                                       (Figures in Numbers) 

S.No 
Level of 
Agreement 

Ongole Division Markapur Division 
No. of 
respondents 

% to 
Total 

No. of 
respondents 

% to 
Total 

1 Strongly Agree 50 38.46 47 44.76 
2 Agree 46 35.39 34 32.38 
3 Neutral 16 12.31 11 10.48 
4 Disagree 8 6.15 13 12.38 
5 Strongly Disagree 10 7.69 -- -- 
Total 130 100 105 100 
Chi-square Value = 11.48* df=4, Table Value = 9.49 
 

Source: survey 
 

Work environment and personal accomplishment: Motivation is goal directed. A goal is specific result that the individual 
wants to achieve. As employees’ goals are often driving forces and accomplishing these goals can significantly reduce needs. 

 
It is evident from the fact that 44.76 per cent of the employees of Markapur division strongly agree that their work gives a 

sense of personal accomplishment and it is as compared to 38.46 per cent of Ongole division. Similarly, 35.39 per cent of the 
employees in Ongole division agrees to the statement as against 32.38 per cent of those Markapur division. In between the two 
divisions the opinion is a mixed bag.  

 
LIMITATIONS 

The limitation to this study is the potential threat to the internal validity through repeated testing. Some of the employees of 
the organization participated in an organizational climate survey in October 2019, and although the instruments and the intent of the 
study were different than initially used, there is the possibility of the participants developing a bias of taking numerous surveys 
without the organization’s leaders taking appropriate actions to improve the employees’ perceptions of the organizational climate.  
 

Organizational climate is impacted by numerous factors and dimensions and as a result, future research can study the impact 
that task-oriented and relations-oriented leadership behaviors might have on other dimensions of organizational climate. 
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CONCLUSION  

The purpose of this empirical study was to examine the relationship between task-oriented leadership behaviors and the 
organizational climate dimension’s structure, responsibility, and identity, and the relationship between relations-oriented leadership 
behaviors and the organizational climate dimensions reward, warmth, and conflict. The research results revealed that relations-
oriented leadership behaviors have a positive and significant relationship with the organizational climate dimensions reward and 
warmth. The research also revealed that task-oriented leadership behaviors have a positive and significant relationship with the 
warmth organizational climate dimension. 
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