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Abstract
An organisation comes into existence when two or more people come
together for a purpose. Individuals relate to each other for the purpose
of achieving a pre-determined group objective. There are three
conditions that must be satisfied before an organisation is said to be in
existence. There must be people; these people must be interacting
among one another in some form or pattern. This interaction must be
geared towards the realization of a predetermined group objective. We
can therefore define organisation as a structured process in which
people interact for objectives.
Membership of organisation will enhance the achievement of goals.
Organisation members work towards the achievement of joint
organisational objectives only if they are sure that in doing so they
will also achieve their personal objectives. This necessary condition
for an organisation is therefore interaction for individual and group
objectives. The quality of this interaction determines the effectiveness
and sometimes efficiency of the organisation. This paper focuses on
organisational dynamics and innovations.

Introduction
When two or more people come together for a purpose what happens? Individual relates to each
other for the purpose of achieving pre-determined group objective.
There are three conditions to be satisfied before an organisation is said to be in existence.
1. There must be people
2. These people must be interacting among themselves in some form or pattern.
3. This interaction must be geared towards the realization of a pre-determined group objective.

Organisation as it stands is a structured process in which people interact for objectives. Each
member of organisation expects that membership will enhance the achievement of his personal goals.

Organisational members work towards the achievement of joint organisational objectives, only
if they are sure that in doing so they will also achieve their personal objectives.

Different Types of Organisations
There are different types of organisations. We have formal and informal organisations
depending on the extent or degree to which they are structured. The formal organisation has a well-
defined structure that may describe its authority, power, accountability and responsibility relationships.
In formal organisation channels of communication are clearly defined and every member has a clearly
specified job.
Organisations can also be classified according to their primary objectives. From the above
information, we have the following organisational types:-
1. Religious organisations, which cater for the spiritual needs of members, like churches etc.
2. Social organisations that see to the social needs of individuals in the society.
3. Economic organisations that provide goods and services in return for a fee.

Leadership and Motivation
Leadership and motivation are two important and closely related to management concepts. The
leadership functions of the manager involve the responsibility of directing the activities of
subordinates towards the achievement of the pre-determined goals of the group. According to Louis A.
Allen (1986) leadership is the work a manager performs to cause people to take effective action.
Managerial leadership involves the following:
i. A common goal towards which the group is working.
ii. The presence of a leader or supervisor who is accountable to the group.
iii. The existence of a group of followers or subordinates.
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The effeﬁgve @ég isational leader should exhibit the following essential characteristics.

a. "o g\ s i staff. He knows his subordinates. His daily interaction with them increases
their motivation and improves the working relationship.

b. He promotes the satisfaction of subordinates. He recognizes that the motives of his subordinates
for working in the organisation are about as self-centred as his own. He knows each of them
needs much satisfaction as his own. He knows that each of his subordinates is concerned with
getting as much need satisfaction as he can from the work situation.

c. He sets an example for his staff. This is the fundamental basis for the practice of delegation,
coaching and other forms of functional sharing.

d. He is a resource expert. He makes it clear that he is willing to help his subordinates, but only
after they have exhausted their own resources in solving their problems.

e. He is a change agent. He effects profitable, productive change. He does not expect dramatic
breakthrough.

f. He is a prime mover. He determines exactly where the organisation is to go and he is vigorous
in his efforts to ensure that he gets there.

g. He add values to the resources of the organisation by securing the greatest possible return on the
assets of the organisation by expertly planning, organising, integrating and measuring activities
with maximum efficiently and minimum waste or talent, time, money, and action.

Leadership and motivation are related. Thus the desire that precedes an act and determines it is
to be called it’s moving force, stimulus or motive. According to Dunnette (1976), motivation is a label
for:

(a) The choice to initiate effort;

(b) The choice to expand a certain amount of effort; and

(c) The choice to persist in expending effort over a period of time to achieve a given performance
objective.

A crucial characteristic of motivated behaviour is “goal” directed choice.

As managers of organisations, what should bother us on the subject of motivation is how to get
workers to put maximum efforts towards the achievement of corporate objectives. | am indeed
concerned with three key questions.

1. What is it within the individual or his environment that initiates and sustains his behaviour?
2. How is behaviour initiated, directed, sustained and stopped?
3. What are the motivational determinants of effective performance?

Organisational Authority
Authority is the right to command; the right a manager has to influence the behaviour of those
working under him and to ensure that such behaviour is compatible with the organisational objectives. It
is indeed the right that a manager has to require a subordinate to do something to accomplish
organisational goals. Final authority must reside in one position in the organisational structure and must
flow from that position to other subordinate positions in the organisation. Every manager occupying a
position must find in it, adequate authority to carry out his assigned duties.
This means that every manager must:
1. Have the right to make decisions within the scope of the assigned tasks to subordinates.
2. Expect and require satisfactory performance from subordinates.
3. Impose sanctions for non-performance and reward, or be able to influence reward, for those of
his subordinates who have done well.

It is important to note that organisational authority is inherent in the position and not in the
individual manager occupying the position though the personality of the manager can influence the way
he uses authority.

Authority Delegation

Delegation of authority refers to the process by which a manager gives a subordinate the
authority to carry out an assigned task. It is important to note that without delegation, formal
organisation cannot exist.

Ensuring that Delegation is Effective
A manager who wants to delegate authority effectively must adopt certain strategies. Some of



which are listed below: . .

i, EsRERHREP AN HBLE A MIBBKAESAL, and challenging climate. Delegation does not work
where there is a heavy focus on the past, secrecy, distrust or frequent attempts to blame
subordinates.

ii.  There must be a clear definition of results expected from the subordinate.

iii.  There must be regular and commensurate rewards for achievement of results.

iv.  Establishment of effective warning signals to tip off the boss when deviations take place

v.  Establishment of margins of “allowable” error

vi. Insistence on the fact that responsibility cannot be delegated.

Vii. Clear identification of the amount of authority required carrying out an assigned task.

viii.  Resistance to upward delegation. In other words, no manager should accept a situation where a
subordinate keeps coming back to him with a job that was earlier assigned to him (the
subordinate).

ix. Involve subordinates in the early stages of planning and policy-making.

Monetary Rewards

Most people work to earn a living. It is however important to note that what is important in all
types of employment reward is not the absolute reward, but what an employee gets in relation to his
contributions relative to other employees.

Participation

It motivates employees, if they are involved and their views taken seriously on matters that
concern them. A manager gets his employees more committed if he establishes a process of joint goal
setting in his unit. This eliminates the “we and they” mentality, which tends to exist in most
organisations. It will be the best thing to happen to an organisation if workers begin to talk about “our
goals” "our organisations” and so on instead of seeing themselves as outsiders.

Job Enrichment
Jobs can be enriched by letting subordinates function at a level a little higher than they would
usually function.

Fair Treatment

Employees must be convinced that it is performance rather than any other consideration that
brings reward. This is important because human beings are rational and they are bound to repeat only
those behaviours that are rewarded.

Recognition

Individuals in the organisation like being recognized for their contributions. This may be in the
form of awards, merits, long service performance awards etc. This shows him he is being credited for his
achievements, which will boost his ego, and gives him a sense of pride and achievement. Recognition
can also be in the form of some status-related facilities that employees enjoy when they reach a
particular grade in the organisation.

Innovation and Organisational Effectiveness
Under the type of competition which companies face these days, it is becoming increasingly
risky not to innovate. Innovations is, therefore, essential for the survival of any organisation. According
to Drucker (1986), there are two kinds of innovation in the various skills and activities needed to supply
them in Drucker’s view, the following are the innovation goals for a typical business.
1. New products or services that are needed to attain marketing objectives.
2. New products or services that will be needed because of technological changes that may make
present products obsolete.
3. Product improvements needed both to attain market objectives and to anticipate expected
technological changes.
4. New processes and improvements in old processes needed to satisfy market goals for instance,
manufacturing improvements to make possible the attainment of pricing objectives.
5. Innovations and improvements in all major areas of activity in accounting or design, office
management or labour relations so as to keep up with the advances in knowledge and of course
changes in the level of competition.



FBrT%p 0 gg‘gié‘?tion to be innovative, it must have a structure which supports innovations. It
must have & arn%% ehtBhtitude that encourages the recruitment of people with innovative ideas. These
people, like innovative organisations tend to have certain common characteristics.

Recommendations

The organisational members work towards the achievement of joint organisational objectives.
The necessary conditions for an organization is, therefore interaction for individual and group objectives.
There must be regular and commensurate rewards for achievement of results. There must also be a
relationship between employee contributions to goal accomplishment and employee rewards.

Employees must be convinced that it is performance rather than any other consideration that
brings reward. For an organisation to be innovative, it must have a structure which supports motivation.

Conclusion

As managers of organisation what should bother us on the subject of motivation is how to get
workers to put maximum efforts towards the achievement of corporate objectives. A manager could get
his employees more committed, if he establishes a process of joint goal setting in his unit.

The organisation can be classified according to their primary objectives. A manager could adopt
certain strategies to delegate authority effectively such as establishing of an open, development and
challenging climate.

References
Clark, P. (1972): Small Business: How to Succeed. David and Charles Publication U. S. A.

Davis, K.C. (1980): Human Behaviour at Work Organisation. New York: McGraw Hill Publication
Company.

Drucker, F. P. (1980): Managing in Turbulent Times. London: Heinemann Press.
Mcgregor, D. (1966): Leadership and Motivation. Boston: MCT Press.

McHeath, M. (1990): Management: Historical Perspective. New York: Press.



