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#.28. g 3 ufsn yAAs
AHAST UA<t
us a: 2.1 3fuar : 37. gesl3 AT

HJ'd
(Communication)

Hass €t agt & fgur 3w It AgEa J AaEt 7 AT feo Rafus fenast 3a uder fEst At 31 fen
®el Ho9 fex Haos €t d€ & 938 Juz &Et »ifs »ierd J1 HeW Haes € gfect, Bu gfeed,
TIqr At ARt § wiyR few »i3 wB-gnm®@ € 9 Haos' &% AFs € fea yfgur I w3 fea gq
fegarg nurt ArEamt e fea HfonH 31 »iHd AR € <3 FAdeeT € J9dT § AYTY B4l 5% 96 BT
fea ygemst 3 wAsau Ao9 feerar €t rawvs € wif3 &3 Jet 71 fern us few vy 39 3 fen
e nIgi, fedri, Yyt Tgdflags rHfmiret w3 fer § fa?’ ygrer#t gefenr &7 Ager J, 93 =t
feg agfarl

Hee (W) aHEalars B3lat mae fH@feA (Communis) 3° fenr famr 3 far & »i9e A
3| fer 3g' AUFE 37 3 HuYW T nEE nuR feu fewst & e yEs J1 HeW AEE € 3E! »JE
J5 U9 yafe3 37 3 feo fea fenast 3° en fenast § 7 fea g 3° g+t & 3 gos 37T &
SY-TY AUST Af HonHT &% HEfg3 I61 3'A 3 ®9AG (Dance and Larsen) & AT
festrt ufgsmret Hagfas it g5 fa Ag9 &t agt fea sta ufgsmr @3t gg3 ot afes J1 fer
33" AeW ¥ naE feg Hem & uA9, Yy, 3 9w fage w3 8R § mwse 3 J ot =93
HJ3=YIs J fafa feg Hadt aHt & fant & yust €5 feae €t Ag<sr § Tu@e J »3 fen
39" HI6s § TUT YSTAE gEREt I niHdias fagenat € frumtet € gAfedt (The American
Society of Training Directors) € »gHAY AeW fegwt At gua= ¥ ecieq’ J 3t f& Haos
feg nrurt AHs 3 ferem w3 dd Wast Adu der i3 7 AaEl AEHG ¢ feugt fev AW @
Buwax gu few dgt & yfgur faar 77 Ager I AR &% Haos @ fea 99 I7dt gAd § fags @
y33’ € gu feg Her frmr Afer J1 692 25 € nigAT HYW Auas I, fAA feg AH® J g =
Bz v, fAus T nigge fAr few gs yfesstrt fomrs w3 a& &t 3uEi®t Jet J, A9 Hduz
fenaZnt gnrar AEs & dfan fest € AlTsHs Bz € fan € &3t <n €% won &t g3 A3
8er U g¢ ua| faBfa fea HAaos & AE®3 9¢3 J€ 34 fer € A9 y=&t w3 fer & Aadt
&t fex g 5% ygerst 391a 5% AUSE d96 € AHIE™ 3 fag99 a9t J fer & fea ferr g3
mm%ﬁwﬁ»@aﬁw@nmﬁ%faww@ goleafaent Afea »i3 YAt
nife @ niftits oz famr 3

A99 d© dJonfedl-gAHt w3 did-gAMl (Lines of Communication Formal &
Informal)

Ae9 < Igafedt 8g wiftmpy I fAr It fea fenast 3 gn fenast § fediysea a1 a% meart
fast At I Hm@ﬁwmh—ﬁwsﬁﬁww(mﬁéﬁamﬁ)ﬂéaéaﬁménm
enaT nuHt Heg JfeH Jue J61 fer 377 5% Haos feg AYT € € THI® Je I ImHt 3 di9



#1.8. gvar 3T 2 ufsn yAEs

IAHt A99 ATt €91 5% J AA fer & g9t Wfoedt &t <937 &t 3 gt I
IAHt A9 feeRg™ (Formal Network)
It Ao9 feere dAssT AY9 © WifunH 3 fAR ©uia Aaes feg Aue € <d1 ferfos 13 A
J5| feg AR’ fAT sla @<t 3 fe3 Aeawt § ude8z § wdlat sz feu Foet de g&l feg
feery fea 39<t A gU-39<t  Aawt J1 feo U3t feery @ fAUis 3 niofas T 3 wiTH a9a fer
& @1 y=&t g7t (Through Proper channel) faam &7 Aaer J1 war yfgr & yz&t 33
AY6T € AU AfeRS 3t g9t I U9 FAifHs B0 & J J9s feg »H a9a dH few et a9 Aae!
J 3 afearet Uer &9 Aaet J1 HIW € gguHt feerar enar fed nige § FAdss € gal 99 migfent
5% AAfuz aga fer mifAnm T AOs 13T A" AdeT 91 U9 fer B9 &% ag €%ss v J
AGE 96 M3 JE ya9 € B8 U Aae J5| fer st fer &t e93° AfHs »i3 aes wif3 33t An
1 &3t At It 9

dg-gAHt Ao feenar
fa@fa Aarses fenasint gnmar 98 Je s fer et e 89 fexa g & di9-gmt 39 3 Hudx a3e
I 3t HES Yfm iy wiry It der 3 At 31 vindlar @ fafes gu 96 Aart 2Htest dnf 3t
vigat € ¥ T9anr TIUST 3 Beaem e AG fAA I9d AER YA S& Aer @ H3T 8%c use
J AeT Al T »igd €t ¥ FET € YUd d9-IAH AUTR § EIA8T B &3 AfeT I »H F9d
fer & yfgst ggudt It I noEs Hass € 993 AT HESl § Aes @ fea fenast oda a3
fATT Auga 8T J1 feg o3t go3tal, 37 3 Tt YIerA® »3 ANTAA HIACST YT'G 96 I8!
yfgnr 31 Ao & yfgurm 8 § fegat & e yes a9 feg 3 vyt aifret € fege
Tcied it Bt v I% ¥z feu AUl et J1 Aass feu 93 AQ fer wifnd Is fAgh e Buswa
gy feg AT &dt J Aaerl fa@fa ferm e Hadt Asmr 5% Hey der J, €t °9 Aew AN’ g5 9183
nIE F yaee A € AFws Iet I
Aug few 3gdt J= € gege fer & HI33T § »id’ GUB &t a3 a7 Axel fen et HamH<e
& wfAd 3da dae a96 vt g5 fagh It fer € y3ias ygret § we i3 a7 Adl dig-ImHt
o9 feergr v €fu3 ferdrs w3 AURStadT Haes ©f fousst su@s few Aot § Aae Ia|
HY9 YAY (Dimensions of Communications)
AY9 € # TU3 fenadtnt feg 13T Afer J1 feg I&° @8, 8 ug €8 AF AH3® Je JI
1. 951 €% A99 : feg »H 39 3 €9 vifuast 3 H3foz fegag Jer J1 feg »rew, gaH, TG,
A%g, fager nife 3 Aaer 31 feg »H 39 3 8eR 219, ureet, dii, famt w3 wifafewnt nife
&% AEU3 e 1 fegt €t fame3g 368 Uug @ aoHg gnrar fems &ist At 7 3 He 32
AT J5| fen &% HIfuz AHfmet I6 I®HS € wie, 3937 HIZ 3 J58 TId © JgHII M emmaT
fedu agar nrfel
2. §'ug <% Auw : feu yfenr u3fast 8 8u wifuaani €% J&t 91 »mi 39 3 fen feu Aw,
fegg, AURStags, Aea<t Halt At J & faR dia &Lt 883t i3t At d1 feg A9 y==t €
nifgadintt § gfmit dhrf mifret 5gast 3 uifort &% A q98F feg AuTet et J1 dadt e
yzwt far & Ados € ASB3YIR I90 J96 B MRAK J &d1 3t foHs UU9 € aoHadt 183
3dtfemit AR o33 It HAAAT § wiusint Hart e & dfer a9e Ia)
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3. 9999 € g9 fe¥ A9 (Horizontal Communication) : feg 43t feerear vigAw Ju-
2y fegmar @ fEd nige A g9n € wifgadint eafinrs i3 Afer 31 -y fegmr fex gn 3 fagsa
Je Js, fer set wifrdt y=&t gt feu 3BH® Uer a9s feg ATl Jget J1 Begds € 39 '3 Uy
fegmar, f€3t feumar, Hadiféar 3 83umes fegmr nife nur fev Adfus 3 fea ga 8uv fogsg I€
J51 fer yaw € He9 gnar 83t feu 3@H® AEfuz i3 AT T 37 # Haes »ue Sifent €t
umﬁwﬁﬁﬁummﬁaaﬂal gl 39¢ Aaq fea fegmar &t a3t 3 argrgH gr fesmar §
Frmaﬁémwfwﬁwazrwéarﬁumﬂ gﬁﬁémﬁuﬁumeﬁﬂﬁﬁtﬁwwééw
f2 g wesr fegmar Herg Yzt vt 3 fegman § fagas o3 Az @@ »id & fasdt w3 Saum
A3% € Aeadt g<dr des 3t dt 3 fegmar JFtet vt ydu ags € 391’ 8Fla Aaar feg
fouassT 3 ysers! ga a5 fags &= few A=t der JI

A99 € ¥ 3 3I91& (Techniques and Methods of Communication)

AeT € fei Tz € yA9 yust 3 AHS B8t YyHfeas' faaues a9 @@ fdg agt yaw € J Aae
Js fAs’ fa Afux gt A feust niifua yast, ferfaont @ o= 3 wifel

1. #fua A9 : fex gn &% dBa3 a9 &1 mget § fdgt € 39 '3 yuar &Iz Afer J)
781 HYW : AT TB 3 YUT J96 T8 edtHs fer aH sEt Ager il A fedacgfox w3at
gat &z AT J1 fer 39t € Hew fex ga &t gea=l, fegm, feprsts 3 Mt @ e
uwaaﬁﬁgeuﬂnrr)-rwﬁ@ﬁﬁfenam?n@m@a‘o’émménmwzwﬁﬁfezr
A9 © fea aStH® Hfond 31 »md AN 993 A9 3 ot mufed 3asiat 3 796! AT 943
AuS 3 Afeursa g3 fo3r @ feg & agt @t feo a3 a=@ Afgs der 7 3 AR AURe &dt
Jder i3 fer 3 fewer 2¥ies nife € fere yIea fegg-vetes gg3 Hidar d'er J)

feust Aew : fen few U39, Aens, fa8ar yRsal, »iyear, IA® 3 IAST U3T nife w8 Ts)
feg g9 €93 Ifa 99 Bat 37t udus feg »3 et et <oz w2 & & faws A fan I9 A0 &7
fea Aarss € A HEat § fedfont HEfus a9 A< &dt de, fer &t amst usat gt o9 Adus
gfes &3 77 Aaer J1 fen 3 feder wifad Aer »i3 g w8z @ AN’ feu o= Bt foaws
TH 9 AT 5| wifAd Her feq T ude AT 3 Y3 3937 § ARIST 396 U'e I »i3 89 AR
e BR ¢ fegu ot Aw J=, 8y ferm & yust 3° Haaw adt J Age"| feust Agw &t Az 3° <5t
g3 feg 7 fa A9t 3 yds Aeadt fawas olx 391 &% 2t 993 HAfas J1 feg fea gas
J far &t 99 3 oS3 &t a9 AFET w3 fer 37T 5% wfAd Hem »iAUrRe JT 493 9183 AHS
7 AGE I&|

2. miiifux A9 : fen feerer v feam J foar T fer & oA nEgfex Hawt yf3fquet nga=s
fea mae @t 93" i3 a9, ﬁwﬁwwwm@ﬁn@ﬂ@maﬂ—&wﬁl »iftie o9
T 0T g9 Afent ugten gu fArd & A 3 nieEms 8asi, niuf w3 nud Adlea yarefentt
€t Hee &% B9z a9eT J1 uT AuW € fegt €ar e yge fex fenast € g9 #f 83 = 3 AW 3
yrfasht fragt few feg a3 Afer T 3 fagsg a9 J1 fer €1 &t vy AvgusT feo I fa fegt
ferfonit & wigg gfit gna oix 37T ANS A Tdle 6 adt 3t feg sl yaw € g8y »i3
B3 nigHs UeT &9 ASE I61 AR, e, {939 nife fdg det Afast yae@z #f far <Az @
fefommus &t @t fer3H™® 13 A AGe &1 HY 39 '3 fen <q v fersHs fAusel 3 fefenx
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8er ®et &Izt Aer J1 ug fen § fawrer yseR¥t g8z BEt 92 muel &% HF B Irdter J|
nizg fenast AT faR Ados € JEle € niftrs a8 <t I8 3 AEfuz J1 vt <319 few
gt fonmBs et AW § fex HI3<YIs ATUs AHfSwr mer J w3 fer few wafefamrs
yfgmret fae’ (frustet, UsAas) m3 AT AfHS I&|
AeH gAT T fenadt HI3TYds J U9 Y3 96 % <t 834 It HI3<yds J1 Y3t goar 3 €R
&t U3<t 3rE @B § Hen € TR3fed n9g <t Afg few Aofes aadt 31 33/, nrAel, S 3 I3T
33 fenast Ut § et Ie 37 yafes ager 91 mfAd Hew @ yg=e Bfes <a o5 83ia Hu
g ¥Ta »gE™3 JgAfeUt e IgEnT AT ASET J1
HY9 Yfgnm (Communication Process)
Ao € yfgnr feg Aer 3ac o # fa AR 3T J, MuE my feg HER € yA9s, Her
yust nEEs yuz &93" fern & Has v 7 fer § AsE, uIst gae fen § Agse A TuHr
A<t nife BfH® g5 HE9 €t yfgnm § I5 &3 ua gdt fewrfenr 7 Aaer J1

Her 3re T%-feg T AgHE="

(Sender-conceiving the idea)

I
fegat § meet o7t yae@z A HIAZTU AIa"
(Putting the idea into words or encoding it)

AR © A9 (Transmitting the message)
I
Y3 FII-HeR § YU JI6 TH (Receiver)
I
fer <t Has=mer A fer § ngg@s A AHSE
(Decoding i.e. understanding or interpreting)
I
uIst goer At YUz 93T g fEsT ARty
(Feedback of responses shown by the reiver)

Ao fea © Wl yfgnr noEs ugAug wes yes @@t yfgem J1 fer yfgur =

w98 3 1z gAT nif3 &fes I fa@fa ferm yuz &3 Aer & A<g far & far 3d1d gwrar
fésr Afer § w3 @R € ey few J9 yf3fgnret der a9 Aaer J1 far & Haos few sgHdt
3 fad39 T®s <@t A9 feerar gt d w3 FAdes € Bert &t yust st fer € Aggt & gvr ot
&t wsfa Haat & Hofefamrs wierer &t fer & ATt »igw e few HIS<YTs ghHa fas@et JI
mwﬁﬂmsﬁwﬁvwﬁw@ﬁgeammmmﬁf&ﬂﬁvwm
s grdter I
HY9 € 88" (Purposes of Communication)
IBAS fAUTS nigAT A<® IaT ¥% AT, HY 39 '3 wier, fagert nife 3 It #9 &3 AT J)
feg feazger AW Y&l d= ads Haee! fgrdtds & Jof €% 3 QU <% How €df Bug dg
fesT n3 fer 377 foHs Tan € qonaTont § & Haes feu Bz & yfqur few fdmr 8 e Har féer
of
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Hy gu few He9 2 8en forafaus I6 :

- Haes € Bert & yust ®et Bt § A9 Haos few Aufos ags et

- Bt & yust ®Ft dreet T B

- mmeﬁmaeugeuumémeammmwl

- Framéﬁweﬁa&feamrrmmm

- naeEl, fageRs 3 Y3ATS BN

- ifAgr @3egds g8z %t fAR fev A9 HI9 RE-f¥far &% nus waes

ygz Ige Ta
a9d Yyodras © feuzds e

mﬁaaﬁm@mﬁﬂwwﬁéﬂﬁwéqmmﬁl
Ao feenar @ sHd A He9 Y&l

feR & Foos € ARS3YIRA T9H JI6 BT AOG € GHG' EWE 96’ Agdl J1 fen
g9 ¥g3 AN 3HE HSE d2 Usl fegt few #<®w, &fce »3 A9 g9 €R a® SHB
HJ3<YIs J5l fegt § et 37T € sufent »i3 AT € I97 yeans 3 I<ee fewag AdTf
g HH® <5 ael fors fEzr J)

feazaer Auw feene fadan, g3 € HTEd T&t w3 fagx Bz &t yfgnr few smr
8z & ofomr &t féeh Ae° fg -yt Ao feerw, FAoos € A HES' § foger Bz
yfgnr feg a1 = &t fed fAor vigAg yes aodt d »3 far & fer &8 AT9 a9 &t
AIEt get I

fea Hass fAR 3 de® AU9E 39 3 dH dJ6 de J6 87 niaedt © HIe ‘@g famy
T AW T GHS »yE Aaer J1 feg fads 3 37 AHfswr Afer § w3 g I9A IESBIT &
YE9Hs J9€ J Ud AZ 3 W J9d HAIAST YTs goo' J1 faBfa feu FAaes & foger &=
g yfgnr feg g1 8= & wrfanr &dt e

Y X

fea fea'edifgzs #f diwag faAH & Ag9 nusBst

Afe® I9A 96 B HIGH
grdet T

[(fe7 )



1.8, svar St

6 ufsn yAEs

Y O

AS HfomH Idt He diwag faAH (Circle) Barred Circle Type
AU9E 3 Afes €71 371 € I9H 396 B AHASG A= (& MUfex Haes »iH 39 '3 &9 39
I, BE Au feenar u-d9 sufenit & I3 fer 391 5% AT € ays & ¥ aH &t yfgst

Yy3ATgs € g,

TTSHUIT, WarsT, fanedt & @t feer afag 96 »ife 3 fagza Jer J1 ug niHst

gy feg Au € sufent €@ wifmis wifs Avrgus=t @ faaS J51

1.
2.

83t @ fAe feddt 3 yfsg® Tsl

fegt wiforis few et 33T few a=ew &5 33 fAR J9A, Ma9 »ife & yda
3T famm I w3 I3 AT IWTET € HIZIT TB 3T YTt 39T &% nid’ €T3
3 e Is|

fern few y=&t femdns feretds & we 7 w3 »EAg yuIAs 3 TA3e feg
Hies € J<eie fega et nizg ufenr afer 31 fer wdws € g=ge fen
€@ Hu €= feg 7 fa qAet &t 33 Ho9 € syd feu IaEidt fenr Aaer J

Ao9 Agul mifrret

Adg Ag9 € far <t geH 3= Hew € AcH, Ad3He! 96 3 & d YU J93T 3& et
AHfrmr 835 det J 3t Hass & Ao feera @us W ys= U'e J1 ASS AYW § YI=s3
a6 BT HY AHfAMe 7@ gaeet do fedhi o5 .

1.

far & Aer & Inc &t muet A fdgt & 93" i3t At I1 AeR § nigggs
feg &t mifiret Ur »r@Et o551 &t »ifAd mae o5 fAgt @ wEa »iw
de T8 YU a9z @M’ Aed feg 93 I° mifAd FAael @ %3 n»ig" &2
7z € Ages gt gfdet JI

fex AR § Su-du oSt 3 udes &t Bt &t 3 few R = nigee
&3 7w J1 ACH € IH T A viegew e 8y fenwst It &9 Aawr I
frog Sy-y It & a9l JUT JI° M3 NETT IS T aB' fed Hfdd
J<| A5d ACH © J%3 MJE &9 €37 A< 3 393 HI3 FAEH © HIW 37
3t feg Aoes 3 AYus fonaldtt €9 @ AW, Us w3 393 © F9gwt fHU
Jear|

vig A 3ol HEE, »iuE 3 HIRY & 93T 9T YIS F93T § HeH € A
vJE AMSE feg HAE® U" wrBTl JI
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4. aet @79 FAen feu %3 A7 383 FEel € Yudl J13T e d »IEsS mifAd Hee 93
I I5 fAgt & Hem &% et fAar Ay adt der

5. e 9 HeR AuRe Jde' 3 U3 @R feu fofaz g= § mHsT & nhur 7 Afw
Jl

6. fer <t Aem @ »9E B8R § IAT TB M3 YU 96 B € Hafefommax
Afest 8T agt de 37 ygw u@er J1 fen ags agt €9 IAs €@ 3 YU
3T T AR § niIE8E few mHis wiAHG T wizg I A JI

7. et fenast Aer § AWS =i BF Addl fege 8 &% J51 Gfes fege 3t o
fenm 77 Fer I Aa9 AeR § a1 &% Afenr 3 AHfser AR 3 feg I ara=ret
it ARl

8. FE T9 YU 937 ASNR 39 '3 3t Aer § AT foor Je I u9 TH3< feu
89 33 Jv It A fogr Jur JI wifAgr fammer €< Quz § fese T A¢° &
fauget & 9= A dF g¥e fA<’ wuad' »ife A IJ dT I3

9. HEs § ®Uded! a8 3 fex gy T A I aFl 37T € niftmist 3F uz
% J f& 993 AN oHe< fEst ot g fed' wAf »itt &t oe Jus ©
AHIE Je¢ I&I

10. Aad Hass & 313, foun w3 nifufemyt Su-dy feret few gos yAdz fes
A & dT 3T gEe € yAWE ydt 39T 3 At 5% adt I Addrm 39t
»x nefontt feg fouHt mifafsaHt &t I gt &% uss digts Ao mifmret
Uer gaet 91 fa@fa feg mH aga @9t w3 Aent 8 @& fomadt & feer
fedu &H a9t JI

11. 89 nifgardt & gaaT yYfs €®c I€M »H 91 fer A9 a9 Jder I fa
8gt € v3foz ' § A¥T €T € & AT "oz 3 AHIE &dt Jue A IAH
nUSt dU9 IT2 JUST 9 < J AaE! I

12. €t ¥9 89 wifgast gear § Su-<u feret few gAT 3° I B HIST n3
w3 5% Tfae adt g 3 fen 377 &% gus yAde feu gaee der get JI

13.  H3fo3 wifadt gest €% wfoadnt § 3az @ fegx adt de fam & yuar €3
8U3 d2I® T3 &3 AR 3 A9 wifAdt AEE IAS weEx d A< 3 @R

fess 93 gew fée Js fAm & € € fd3 mIfumz Ifoz)

g1 2% feu yYsAos & we & w3fozi § §uv % gee= 3AT 3I° YuA
96 © gdE gIdt J|

Budaz oAt et AHfAve § €9 9] FAEW § YI<H®! sTRT BT AW

14.

wX udfo ¢

J5 .
. dd Ae9 BT #gdt 9% I fa Age9x 37 AT T HER yIt »u AURS J2
2. Aad 3AE TH YU T3 € ardie 3 AHfAmr § nigse &9 3t gg3 A

B3 ToHnt 3 Ffenr 7 AEET J)
3. J9 HIes few Wt Aew feers Jat vdiet J1 yus 93 w3 37 @8 €
e3fims gest © fad39 wes yes TH3T feu Hass & yIwH®3T §
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TgRE JI
4. frg*® 3g AT Jd° Hem €= AW 37T ¥ foR @a3 § T9as’ It Hoew
gT8z BTt AfAH J9d 3 ye & €A 9% 3 »H® a9 # 8T gAT § Ifde
31 feg Au9 few <TUI AHS w3 HAlwdl AfsAfEs @<t JI
5. 8% nifga<t § nmust oz 3 J9 It It feo serBE wdter J fa €9
IIAT II5 € Wal I&I H3fa3st gnrgr @R <t far & wrfomr &t uws 3 €R
T fug a9o fer 39 w3 y3iz 3 wofes JI
6. YFTAH ATT T HISTYTH 33 3T T »3 Y3 JI3T € dar AIST I
J1 sfen 3 &% ASQ €3 us fAg & gAd <t dis Azs AN use SiSt At
gt JI
- A6 @@ & 8% d¢ g9 &% Idier J|
- % ¥ § BF © % AEs y3t €3mas feust wditet 9, fours Ja
95 TENt § UR I9d EBS B § HISIT TF! wIrEl I, AfIeHI®
dJzr gdter I, »yE A QuT ag JuT IWler J, 39 m3
n¥gaet § Afg AR B Idler § m3 YAs Y= Idie Il 3fer
3 A6 T8 © wy §% d¢ a9 °F Quv feRm #A9 fézr I faBfx
fex fenast 89" 37 gAF § AT &dt AaEr A< 37 8T my g8 g
& d9 <
7. faR € Hass feuw Auw @ Aust fAe’ Hifdam, aeedH, ASE uer, fAafes
us’, AHTAX 3 Afgwaaa feds nife & ydgu gz ¥dler 7 3T A A99
YsTHS gIfen 7 Adl 3B Ba< AW A9, Aume, A9w It fem

O o>

AHE3T YyT's &Ie" d|
fiier : fea Haos few Bx wmue A G &t ywust &=t feds J¢ Isl fem ads
feg A3 fenast fex gr &% A¥us de dal fegt Agul § d=® Ae9 gdt It afen Jfunr
A AgeT J1 fAIz g € wies yee 3 fega Teied € Wy A3 J1 fer &2 foafews Hea
fer &t Aoos & AE®3T YIIX AH IH IT6 B Mif3 weER I



B.A. III (Semester- V) Police Admininstration

LESSON NO. 2.2

Communication Modes in Indian Police

Introduction

Police administrators have specific duties when managing their departments. In
essence, an organization is a collective that is brought together to accomplish a
mission. Formal rules, division of labor, authority relationships, and limited or
controlled membership distinguish organizations from other groups of people.
Generally, the functions associated with administering police departments can be
categorized as organization or management. Sometimes people use the terms
“administration,” “organization,” and “management” synonymously.

Police, the major law enforcement agency, have been recognized as an important
part of the state administration. Police is the major player to give greatest
security to the public by controlling the crimes and maintenance of law and
order. In the ancient times, the major job of the police personnel was to maintain
law and order and establish the sovereignty of the state.

Police is the state subject. State governments have responsibility for maintaining
law and order and preventing crime. In modern times, due to the process of
liberalisation, privatization and globalization, the police force is facing the new
challenges.
There is a large police set-up in every Indian state, which is divided for the
smooth functioning in to the various levels namely police stations, police chowki
and police posts. Police station works as the key interface with the public and
also performs its duties as the main supplier of information to the police chowki
and police posts which are under the department.

The major issues such as fast growth of population, rapid process of
urbanisation, increasing disparities between the rich and poor, illiteracy, human
rights, Right to Information, natural and unnatural calamities, human
trafficking, exploitation of female children, corruption in public life, cyber crime,
terrorism, will increase the pressure on the policing.

POLICE ADMINISTRATION: POSDCORB

An early student of administration, Gulick (1937), gave concept of POSDCORB
for organizational system. These activities form the acronym POSDCORD consists
in :
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1. Planning—Development of a broad outline of what needs to be done and
how the organization will accomplish the recognized purposes or
objectives

2. Organizing—Establishment of a formal structure of units and people
through which work is coordinated and accomplished

3. Staffing—The personnel function, including the recruitment, selection,
training, and placement of people within the organization

4. Directing—The continuous process of making decisions; developing
policies, procedures, and rules of conduct; and generally leading the
organization toward the accomplishment of its designated mission.

5. Coordinating—An organization creates an increasing number of
specialized units as the organization becomes larger, and it is important
that units work together toward common objectives

6. Reporting—The process of ensuring that everyone in the organization is
aware of all other activities, generally accomplished through
communications and record keeping

7. Budgeting—The task of fiscal planning for the organization to ensure that
resources are available to implement programs necessary for the
fulfillment of the organization’s missio

DUTIES OF INDIAN POLICE FORCE

The head of the police force in every state police will be responsible to the State
Government for the administration of the police force throughout the state and
also for giving advice on security matters. The primary duties of the Indian police
force can be listed as under these points:

* Case investigation

* Prevention and detection of crime

* Maintenance of law and order

* Traffic management

* Resolve the cases

These are the major functions of the police personnel which are being performed
by the police right from the beginning. But, with the passage of time the activities
of the police are also increasing day by day. Indian police is also performing other
activities which can be discussed as under:

* Police Station Management

* VIP bandobust and crowd handling

* Crime Handling and all Citizen Interface Activities

* Crime/Intelligence Analysis

* Grievances and Complaints Handling
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* Human Resource Administration

* Technology Management

In a county like India, district police is expected to run day to day work related to
the criminal activities and maintenance of law and order and also to meet minor
emergencies. Police forces also provide services to give help in cases of disasters
like aircraft and train accidents, bus accidents, earthquakes and floods, etc.
Policemen provide every service to the society whatever is expected.

ICT is an umbrella that includes any electronic tool or communication device
comprising of; radio, television, cellular phones, video camera, calculator,
computer network, hardware and software, satellite systems and so on, as well as
the various services and applications are liked with them, such as
videoconferencing, online lectures and distance learning. Police can use number
of methods to trace a person to control the crime and maintain the law and order.
Whatever method of electronic communication is used by a person it becomes
important means of electronic identification.

* Digital signature of a person

* Bank account number

* Telephone /mobile number

* Driving license number

* Passport number

* Permanent Account Number (PAN)

Police can find any person quickly to maintain security in the society with above
mentioned sources. These sources provide the detail information about the
person.

Electronic Transport (E-Transport)

The major activities related with the transport system can be handled easily with
the electronic devices. E-Transport aspect covers number of activities such as:
registration of all types of motor vehicles, Issue of driving licenses, Issue of
Permits for the light and heavy vehicles, Tax and fee collection through cash and
bank challans and control of pollution through checking etc. Thus, electronically
saved data will be useful for the effective traffic management.

Biometric technologies and fingerprint reader are also helping in law enforcement
and to improve the operations of the police. Biometric technology helps in online
verification and recognition of people across different geographical locations. It
provides accurate information of the suspected person and provides a scope for
quick decision-making on related security issues.

CCTV systems can continuously do this work for gathering information. This
equipment can be used to see and observe different parts of a process from a
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central control room; it can be placed at public places that enable the police to
collect large volumes of video for the analysis of a particular event of any
incident. Collected information from the video can be transmitted to the mobiles
of police officers so that they can control the every situation and arrest the
suspected persons from locations of large population gatherings.
Human Resource Management is very important activity to manage the
available human resources for the achievement of goals. The strength of a police
force is distributed, according to requirements of the department, divisions, sub-
divisions, districts. ICT has the full potential to bring economy in the police
recruitment, selection, training, promotions and to make the records of
personnel, their salaries and allowances. In the recruitment process of the police,
use of ICT starts from the advertisement, forms filling, written test information,
date of interview of the eligible candidates and finally selected candidates etc.
With this, police department should ensure that personnel are properly trained in
working with the latest technology.
E-Police will help to built citizen confidence. The first step to using ICTs would be
in the interface of police with the public. Police is the body to secure the life and
property of the public. Through ICT public will be able to view information
regarding status of their can be performed online such as: online foreigner
registration, stolen vehicle database, passport verification and live updates and
alternative routes to control the traffic etc. This will bring reduction in paper
work and reduce the duplication in the working of police. With this, transparency
will be increased and services will be provided between the limited time period.
Crime Analysis
Police departments have been conducting crime analysis. Police departments
began using computers to automate their records and dispatch information. This
created a large paperless database that could provide considerable information
about crimes, calls for service, and police activities. Over time, the costs of
computers have continued to decline, and today there is ample software to allow
departments to maintain robust databases. Such software allows officers to map
activities by geography, time, and type of activity. There are several types of data
collected:

1. Specific types of calls, across the jurisdiction or within a specific area for a

given time period

2. Activities for a particular shift or watch
3. Activities for a particular beat or police district
4. Activities around a “hot spot” or concentration of crime and disorder
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5. Concentrations of activities in an area over time 6. Police activities in
relation to social and ecological characteristiion

Centralized Information Storehouse

Police holds and maintain a large volume of data in a standardized manner for
the efficient retrieval and analysis of the data. There may be two data basis, one
of police personnel and other of criminals. Personnel database hold records of
their current and previous postings, service record, family background, posting
and promotion etc. which can be accessed within a second. For the criminals,
police personnel analyze the data and identify important information by just
typing the name of a criminal, it can be very useful for the maintenance of law &
order. Such type of analysis may helps in identifying and forecasting crime,
decision making for the future and to prevent the society from the further attacks
and manmade calamities. Today, policing requires greater analytical skills to use
information in an effective way.

Challenges before the Police
Criminals remain one step forward from the police in making use of the latest
technology including ICT. Indian police force in facing number problems in the
maintenance of law and order such as:
e Lack of adequate and proper techniques in policing, very poor in service
conditions, lack of career progress facility for the large number of the
constabulary despite the recommendations of several commissions committees.
* Lack of integrated information systems for the smooth functioning of the police.
* Lack of ability to share information with other related state level and national
level agencies.
e Multiple entries of the same data and limited ability to analyse information
because of different locations and analytical skills. This makes it necessary that
the Indian police should also prepare its personnel to keep pace with the
changing times and to deal with the day today problems. These problems
demands for some suggestions which can be discussed as below:
Suggestions for the Improvement
Some suggestions can be listed for the improvement in the functioning of the
police force.
The society may become a peaceful place where each and every citizen can live
without fear.

e Most of police activities require processing information so police need to

invest in ICTs to increase their capacity to store and process large
volumes of data.
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e In the new era the main emphasis are on customer service and
performance measures. Thus, ICT in policing should design to meet the
requirements for information under the new system of management.

e For the accountability purpose, police department should regularly pass
crime and accident data to the road traffic authorities and insurance
companies so that they can act in a proactive manner rather than a
reactive manner.

e On-line integration of all the required information for police service also
saves the time of the police, so the technical skills and knowledge is
required for the police personnel to put the information online.

These suggestions can be proved helpful in controlling the crime and
maintenance of law and order in the society. To meet the problems of the coming
years it is important to have a police force which is up-to-date with the
knowledge of ICTs in routine work.

Conclusion

The main emphasis on accountability and transparency in the police functioning
increased the work load on the police force. Indian police force is one of the most
important force which tries to build the confidence of the public and it is trying to
bring effectiveness and efficiency in the maintenance of law and order in the
community. This will help to bring more crime to justice for the fair judgements
with the help of a modern and efficient policing process. ICT not only promise to
improve effectiveness and efficiency of the police force in controlling and detecting
crime, this may also increase their professional qualifications, status and
organisational legitimacy.
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LESSON NO. 2.3

DECISION- MAKING THEORY

Introduction

The decision-making as a process of administration has a wide range of
application mainly in public administration and at the beginning of the fifties of
last century it came to the limelight. Decision-making in law enforcement is as
active as the profession. There is no single process that will work in all situations.
The course of action undertaken by an officer involved in a critical incident must
be made quickly, under pressure, and often in isolation.

Line-level decisions are based on the individual’s training and experience.
Decisions made by command-level officers are more apt to be made in a
collaborative environment, after extensive research, and under flexible deadlines.
These decisions are contemplative and draw upon the individual’s education and
experience. Whether the decision is made to quell a crisis or serve an
administrative function, the immediate and long-term repercussions of these
decisions can reverberate throughout the community the officer serves, as well as
the agency in which he or she works. Law enforcement professionals have a huge
responsibility and obligation to make ethical, legal and knowledgeable choices
that safeguard the public’s trust in our abilities to establish law and order in our
communities.

Police officers and administrators are called upon to make myriad decisions each
and every day of their careers. Whether made individually or collaboratively, the
best decisions often start in the heart, process through the mind, and fulfill a
vision. Education, training, ethical motivations, liability, precedent all these
aspects are consciously or unconsciously considered during the decision-making
process. Open communication, trusted advisors and knowing that even an honest
mistake can be defended and changed leads to an environment where people feel
comfortable deviating from the “Yes Man” mentality and offer true and valuable
input into a decision-making process.
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Definitions of Decision Making

e According to P. F. Drucker — “Whatever a manager does he does through
making decisions.”

o George Terry defines decision-making “as the selection of one behaviour
alternative from two or more possible alternatives.”

e D. E. Mcfarland, “A decision is an act of choice wherein an executive
forms a conclusion about what must be done in a given situation. A
decision represents behaviour chosen from a number of alternatives.”

The Father of Decision- Making Theory is H. A. Simon. His renowned work—
Administrative Behaviour; A Study of Decision-Making Process in Administrative
Organisation was published in 1948. Herbert Simon divided the concept into two
main parts

e one is decision— being arrived at and
e Process of action.

Mere making of decision is not enough and therefore its implementation. So both
these sections are interconnected and important. Herbert Simon once said that a
theory of administration should be concerned with the processes of decision as
well as the processes of action. Simon pointed out that, for the proper
management of an organization, a policy of comprehensive in nature is required
to be adopted.

So decision-making is a very important part of an organisation. Herbert Simon, in
fact, is the pioneer in the field of decision-making concept because he felt that if
decision were not taken properly and timely that may spoil the objective of the
business organisation and keeping this in mind it is essential that an
organisation will resort to utmost caution as to the adoption of decision and at
the same time will focus on the implementation of the decision. So both taking
and implementing decision are important.

So, decision-making denotes the formulation of general policy for the
management of an organisation which may be business organisation or admin-
istrative organisation. The point to note is that the nature and implementation of
decision-making may be different in both places but it remains that in every case
the importance of decision-making remains intact. To sum up, the decision-
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making means the adoption and application of rational choice for the
management of private, business or governmental organisation in an efficient
manner.

Nature:

According to Herbert Simon, “ decision or decision making “is a matter of
compromise”. Why it is called so? There are number of alternatives, before a
policy/decision maker and while making decision he is to select one or more
alternatives which will be suitable for him or which will serve his purpose.

While pursuing this policy or technique the decision-maker is forced to make
compromises and the main aim of compromise is to fulfill the objective of the
organisation or management. The compromise becomes inevitable on another
ground. The policy maker must see that the policy is not divorced from real
situation and the real situation chiefly relates to the declared policy of the
management or government organ.

There must be rationality in decision making process. The compromise and
decision making both is linked with each other. The policy maker makes
compromises on the ground that this policy/decision will be a realistic one.
Similarly, while a decision is being made the decision maker must demonstrate
utmost rationality.

He must consider all the aspects of policy such as elements entering into the
policy making process, implication of implementation or feasibility of application
etc. While the decision-maker considers actively all these aspects it will be found
that he is rational. A decision should be both subjectively and objectively
rational.

A decision would be “objectively” rational if it maximised the given values in a
given situation, “subjectively” rational if it maximised attainment relative to the
actual knowledge of the subject.

An important characteristic of decision-making is that it is never a product of a
single man. It does not originate from a single brain; it is always the product of
several men or brains who work together. In any governmental organisation
several bureaucrats or officers work together and after considering all the aspects
a decision is taken.
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Different agencies or organisations or institutions overtly or covertly participate
in the decision-making process. As for example, in liberal democracies pressure
groups, political parties and various non-governmental organisations participate,
though not in a formal way, in the decision-making activities.

This is because the liberal democracies treat all these as part of the political
system and since the decision of the government affects all, their opinion should
form a part of the decision making process. Even in autocracies the decision can
reasonably be called the outcome of joint ventures. Different persons act as
advisers to the autocrat and their suggestions influence the decision-making.

Decision-Making and Pure Science of Politics:

It has been claimed by many, specifically by Robert Dahl (Modern Political
Analysis, Fifth edition) that decision-making processes constitute the pure
science of politics. Now, the question is what is meant by pure science of politics?
Dahl says that in earlier time’s pure science of politics denoted evaluation and
normative analysis of politics because in those days’ normative approaches to the
study of politics was considered scientific political phenomena and concepts were
evaluated in the background of norms or normative values and the norms which
could win the test were considered scientific.

But this outlook underwent sea changes in course of time and political scientists
began to show indifference to normative aspects of political science. Modern
approach such as behaviouralism of Easton or structural-functionalism of
Almond heavily relied upon empirical analysis and the decision-making theory
could not keep itself away from this type of approach. For arriving at decision, it
was thought, facts, data, information etc. are essential as well as their
interpretation and application appeared to be a must.

Robert Dahl says: “the term ‘science’ has increasingly come to mean an empirical
science of politics. According to this view, ah empirical science of politics would
be concerned exclusively with the validity of the factual or empirical elements”.
The implication of this contention is that without the help of data, facts and
information the policy maker cannot make any decision. Rationality along with
the data is the most important element of decision-making process.

In order to arrive at an acceptable and viable decision the application of
rationality is not all, in order to be the decision rational empirical analysis is also
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essential which demands that the policy maker must test his decision
empirically. Here several conceptual processes are mingled together. For example,
decision-making process is inextricably associated with rationality, empiricism,
application of other scientific methods.

The amalgamation of all these methods or streams of analysis has become
inevitable because of the fact that decision-making, nowadays, is increasingly
being considered very important part of the management of government business.

Naturally it is asserted that decision, as far as practicable, should be rational and
scientific. That is why it has been found that the decision maker of the present
epoch has become dependent on the empirical data and scientific methods.

Advent of scientific methods has become crucial because of the reason that
modern age and the management of governmental agencies is becoming complex
and in such circumstances speculation and inept handling will make any
decision inchoate.

The interference of the scientific methods thus seems to be ineluctable.
Application of sophisticated technology in management and globalisation has not
adversely affected the importance of management in organisation. Rather all
these have made management and politics more scientific.

Factors Influencing Decision-making:

Decision-making differs from society to society. A decision suitable for a
developed, industrialised and highly educated society may not be equally suitable
for a very backward agricultural society or a tribal area. For this situation the
decision or the decision-making process is not at all responsible. A decision is
made not for the decision itself but for the inhabitants of society.

Naturally the crux of the issue is how to be aware of the situation or material
environment suitable for decision making and the chief exponent of the concept
was aware of it’. Snyder has said that there are mainly three factors which in one
way or other influence the decision-making process.

Broadly, they are three in number:
1. The first is internal setting of the society:
Internal setting includes many elements some of which are:
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The nature and functioning of the social organisation such as political parties,
pressure groups, non-governmental organisations, public opinion, agencies
helping the formation of public opinion, nature of the political system etc. All
these elements enter into the domain of decision-making process. In a democratic
society social, political and other types of organisations enjoy freedom in their
day to day activities.

A good rapport exists between the authority on the one hand and numerous
organisations on the other hand. But in an autocratic regime such a situation
cannot be thought. Naturally the content and type of decision in both regimes
need not be identical. Again, the process of socialisation in all systems is not
same. When the policy maker proceeds to decide a policy it is his duty to bring all
these factors into his active consideration.

Especially the socialisation has an important part in the entire process. This is
due to the fact that for an effective decision cooperation between the decision-
makers and common people is necessary. Cooperation means people’s
participation. Again, for the implementation of decision people’s cooperation is
also required. All these are made easy by a high degree of socialisation.

2. There is external set up or setting. This condition is especially important for
the policy maker who makes decisions for the external relations of the state. It is
known to all the students of international politics that today the term
international society has earned wide publicity and all the nation-states are the
members of this society.

When the decision-maker of a state makes a policy/decision he must be aware of
the fact that his decision must be in conformity with the policies and objectives of
other nations and this should not lead to conflict among nations. If this were the
objective of the decision-maker he cannot make policy according to his personal
preferences or sweet will.

Moreover, in this age of globalisation the nation-states have come closer to each
other and the interdependence among them has surpassed all the past records. It
is absolutely unimaginable for a state; whatever may the extent of power (in
military sense) and wealth be, to decide alone, to go alone and to live alone.
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So, while making any policy, it is obligatory on the part of every state to think
deeply about the impact of its policy upon other states. A failure in this respect
will invite complexities and animosity among the states. It is generally observed
that in the present day world system domestic policy cannot be separated from
world politics and a policy maker must keep this in mind.

3. The decision-making is a process and passes through a number of stages.
Many persons organisations, institutions etc. are involved in the decision-making
process and even an ordinary decision cannot be taken abruptly. Serious and
considerable thought is invested for a proper decision.

Snyder says that the communication and information network is closely
associated with the decision-making process. Because for a decision various
information and data are necessary and this can be provided by an efficient
communication network. The psychological factor is also involved in the
formulation of a policy.

For what purpose the authority is going to formulate a decision which means the
motive of the policy maker. When all the materials are at the disposal of the
policy maker he starts to formulate a policy. Moreover, there are different
structures of a political system and these structures have their allotted functions.

The purpose of policy making is to embrace all these structures and their
functions. Not only this, the purpose of all decisions is to make suitable all the
structures and their functions for changed situations.

If so the decision-maker must see that the structures and organisations are doing
their duties and he must consider what changes are required (if changes are at
all necessary) to bring about improvement upon the organisational and functional
aspects of political and other institutions. Viewed in this light Snyder claims that
his approach may be applied in political science in general.

Stages of Decision-Making

It is various stages of decision-making. The decision-making can be divided into
several stages. For example, at the very rudimentary stage it is to be
decided that time is quite ripe for taking a decision because a problem has
arisen and in order to cope with it a decision is to be adopted. Again the
problem is not to be allowed to aggravate.
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Taking of a decision is not all it is to be properly formulated. Then the issues of
implementation and evaluation arise. Researchers have divided all these into four
different categories which are: Policy initiation, policy formulation, policy
implementation and policy evaluation.

Policy Initiation:

Policy initiation is the crucial stage of decision-making. A policy is initiated,
generally, in the background of problems or critical issues. As for instance, there
is pollution of different types and their harmfulness is quite known to all. But
policies are not taken as soon as problems arise and this generally happens.
There is a gap between the emergence of problem and the taking of a decision or
clusters of decisions.

The problem of pollution started to arise in the fifties and sixties and the
authorities began to think about it in the eighties. Similarly, there are the
problems of unemployment and terrorist activities which are particularly crucial
in some parts of the globe. Though the problems are quite old taking of action
had actually started in the last decade of the twentieth century. This we call
policy initiation.

Policy may originate from two sources. The first is the government or the
authority of the political system can take action. This may be called policy from
the above. In democracy very often the political parties, pressure groups, public
opinion, mass media, political agitation etc. create pressure on the authority to
take a decision in order to give relief to the people or to meet their demands. The
authority knows that if demands are not met that will open the door to
complications.

Number of factors play important role in the initiation of decisions. Some of them
are stated briefly. Scholars, writers and academics are very important factors.
These persons are not directly associated with the political activities and
government but their writings and opinions initiate the decision-making process.
J. M. Keynes, observations influenced the British government to adopt anti-
unemployment measures.

Similarly, many liberal thinkers expressed their anti-state views in unequivocal
terms. However, the chief originators or initiators of decisions are government,
parties, groups, ‘people themselves. People sometime create such situation or
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events that force the government to take policy on the eve of election parties
declare schemes through manifestos and after victory implement them.

Formulation of Decision:
Once it has been decided that in order to cope with the situation or problem a
decision is to be prepared, policy-makers then proceed to adopt decision and this
is called policy/decision formulation which is the second stage. Making of
decision is also highly complex because the persons associated with this task
cannot do the job at a stroke.

Various proposals and alternatives are placed before the policy-makers and they
are to select only the necessary ones. This is a tough job because the quality and
efficacy of the decision depends to a large extent on the elements with the help of
which it has been made. Again the policy/decision-making is a composite which
means number of persons is involved in the preparation. Differences of opinion
there may be and these must be settled before a policy is finally made.

Policy formulation also has a stage. The policy must be stated in clear terms and
the objectives shall be stated clearly. It is the duty of the decision-makers to say
that the decision has been formulated in the background of certain problems and
issues and it is designed to perform such and such tasks.

In the decision it will also be stated that priority to some issues has been given. A
decision is not a permanent matter, with the change of time and circumstances
the policy must be able to adjust and there shall be provisions.

There is another aspect of policy formulation. A policy may be formulated on the
basis of consultation which means that only few decision-makers are not involved
in the formulation works. They do the job in deep consultation with others who
are supposed to be associated with it.

Sometimes we see that few persons formulate a policy without taking into
consideration of others’ views and finally it is imposed on others. The former can
conveniently be called democratic procedure and the latter an autocratic method.

The formulation of policy may aim either at short-term or long-term objectives.
Whatever be the case the formulators must proceed taking into consideration of
the nature of the objectives. It has been found that the nature of policy depends
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on the attitude, outlook and belief of the persons who provides the leadership in
the formulation. Margaret Thatcher was the P.M. of Britain during the period
1979-1990.

She formulated a number of policies whose core elements constitute deregulation
and privatization combined with authoritarian social policy. In economic and
social policies she wanted to reduce the importance and role of the state but once
the state has adopted a policy of privatization that must be implemented by it
with authoritarian power.

The Marxists also formulate policy for radical changes of society. But the final
decision is taken by few top brass of party or bureaucracy. Even in the USA, top
industrialists are found taking important part in the policy formulation.

Implementation of Policy:

Implementation of decision is the third stage of policy. In conventional analysis
there is a dichotomy between policy-making and policy implementation. The
political leaders or the government formulate decision and then it is left for the
bureaucrats to implement it. In this way there is a clear dichotomy between
formulation and implementation. But in recent analysis this dichotomy has been
kept aside.

The formulators of the decision decide the aspects of implementation. They will
not formulate such policies as well face problems in the period of implementation.
If the formulators could not predict these problems implementation will face not
only troubles, the very objective will remain unrealized. In a democratic state if
the persons in charge of implementation do not do the job properly the political
leaders must be prepared to give explanations to the electorate.

There is another aspect of implementation. Once a decision has been
implemented the formulators will have to study the impact of the decision. This is
necessary because of the reason that if the policy fails to reach the goal its
revision or reformulation will be required. Of course, hundred percent successes
in implementation can never be expected.

But there is moderate range and if it is not achieved the persons will review the
policy. So we find that implementation of policy is a stage which can warn the
formulators. In democratic systems the impact of the implementation of policy is
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highly considered because the persons want to know the effects of policy. This
they did taking account of the forth-coming elections.

Evaluation:

The final stage of the decision-making process is the evaluation. The policy
makers or the authority after the implementation sits to ponder over the pros and
cons of the policy. The chief objective is to study the success and failure of the
policy.

This is called evaluation. On what basis the authority starts to evaluate the
decision which has been implemented? It collects facts, data or information about
the decision and on the basis of all these the evaluation task is done. Needless to
say that here, the communication network function and the political system fully
utilises this for its purpose. What are the consequences of evaluation?

(1) If the activities of the decision are fully unsatisfactory that is the decision has
squarely failed then the authority/policy makers may think of abandoning the
policy. Of course this is not a very usual procedure because if the decisions were
made after applying a good deal of rationality the question of abandoning it does
not arise. If it is abandoned a new policy is being imitated to replace the old one.

(2) If the decision is partly successful, the decision-makers start to investigate the
causes of such results and if they feel that there are reasonable grounds of
partial success and partial failure, then in that situation they seriously think
about revising the decision keeping the causes of failure in mind.

(3) In the cases of complete and partial failure the authority orders a thorough
enquiry. It wants to know whether the decision itself is defective or ill-timed or in-
appropriate.

(4) If the cause of the failure is the defective or ineffective communication net-
work, then the policy makers will make an attempt to rectify the communication
system.

(5) The failure may be caused by the people’s unwillingness to accept the
decision. If the people feel that the decision implemented by the political
authority of the state cannot meet their needs, they will not co-operate with the
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authority in this regard. Or the people may object to the policy or ideological or
political grounds the implementation may cause problems.

(6) The success of a policy/decision largely depends upon people’s acceptability
and this again depends on the answer to the question—who gets? What? And at
what cost? In the operative aspects of the decision this questions are of vital
importance.

If a policy is rejected root and branch, a new policy is initiated by the authority
and the stages start anew. A decision is initiated, formulated, implemented and
finally evaluated. One point is the whole process of decision making along with its
implementation are very complex and almost all the segments of society are
interlinked with each other. In democracy there is no question of imposing a
decision on the public. People always view decision from the standpoint of
teleology.

Conclusion:

In conclusion few more words may be stated. The decision-making approach is
not without any limitations. But the mere fact is that it has immense importance
in the present day structure of administration and relation between authority and
public. The state must do some works for the welfare of the people, and that
requires policy formulation.

The state cannot move in an uncharted sea and if it tries to do so that will be a
fruitless venture. Hence for the proper and effective performance and
administration decision/policy is essential and if so there must be a logical and
scientific method of policy making. Decision-making is an important part of state
administration and we should not have any hesitation in admitting that Snyder
has done a seminal job by initiating and popularising the decision-making
approach to politics.
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B39ty : naw, faadt w3 gfHar
(Leadership-Meaning, Types and Role)

Hdes € a9 3 BeH AE®3YId faa8T &t »i3 Haos € 8ert & yIst &et Haes €
A9 HEg' € Afoda € 83 get 31 fer Adu feu Aaes € Hag 8er yIst &2t G3fas J9s ni3
IH 96 € YyJor €T BTl BIsd fea HIzeyse gfHar fas@er 91 8T Hast few Afgddr <t s=ea
Uer g9 J, m3 Hies € 8en €t yIdt et Haet few myfoa gu few oW a9 &t gazr fder J1
fer us feg wirt dtzafau e »wi9w, fruis, fardt w3 fer <t gfvar 79 g9 9t
N9y

v 3 UT WIS Addl feq fegw yaee o’ I5 w3 niftiis i3 7 g3 I8 U9
feg <t fer far fea ufeswr ot At ATt nee@s # feret fex ufgsm et wf3 vAfa®
dH d ®Igd A yafes ufggmet feg dew fed dis Aist utet Aiet J fa #safay Hart
ST ¥ TOA-gABIT Jel d€ IF YyIfes FIEl I IIA M3 FBAHTS (Herse &
Blakshard) »aA< ®139 8R fen@st faor Afer 7 fAgs Sat @ Jei? yzfes aga Buat
& nErerEt q9er 31 fart & et ugrfast few forfes 8ent &t yust &t fenast aya &
fguret ygfes a9s & yfgst #tsafmy faor Aer 71 feo fea fenasios ferms d fAR It
fea fenast ga fenast yafes a9 wue W3faa v@e &t dfr s9er J1 feg Adu A3
gem & yuz BT dH IJ € A TUJ TIHs wuE iy It B3ds J A J1 gt @9
sizafAy w3 “A3mafAy” < noy fea It fenr Afer J1 yg T9f fegaa fea »izg I fa HaA9
@ d€ foesg gAHt Aosst few ot uet At 7 A fa ®is9 far & yag € Hoos feu
Jd Aer 7 I QT Imt 97 n3 I’ U fewadhnt v fea Ayg &t IR <9t few gAIT Wy
nizg feg 7 fa H3AT & FgHHl a9n ags d¢ Us fAe unsdet ydu, fsgems nrfel fem
g9a 8y far & fea a9n Bug gg3 fmmer »3 Swe feg wuz € wiAHIE Jder § w3 &3
TR IIHIOMT € TOAIGHSIT MAS A AUYs €94 ©f d1 [uT fHEEl 71 ug fex dizg =
HYy a33< gfmit &9 Afodar, »meves, funma, dW yfs AagasT 3 y3Ads der a9 Jer 3
?H@U»mﬁmﬂmweﬁéawumaamlfeﬂwﬁaﬂaﬂmﬁfw
dar ®39 fea dar AdAT & Az 92 7 fere @®c fex dar HdAT Agg ¢t dar &izg <
<l

fea Wy wifga<t e safmu € g od1e 96 3 a=® nifugs 3 33 7 Grd
Hoos feg wuE nige ags yu3 det d, 83 fedfont fagsg &dt a9 sdler s&fa da=r
funrg 3 Afgddr &% FgHTT IH Y3t B3Ffoz &t mgEr & J3t sdist Ji

y. 291 vigA9 d& muAt BERT & yust BTt AR fEE 5% yuss 96 Hudl yIfes
ags <t fafour It &safmuy J1 In the words of Terry, “It is the activity of
influencing people to strive willingly for mutual objectives.” SACT HI6TS WEHAT
#izafAy © 3w forash @ IS8l € B8R g 3° 7 fAr It 8o &a At Buat et fmret &
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Harfez afArt gt ferr fegers &I€ T8I (Chester Bernard defines leadership as a
quality of the behaviour of individuals where by they guide people of the
activities in an organised effort) AG®J ISAG WGHT I3 Hdoo feu Fzafmy 3 3=
Haes € 8er yust &et Adss € Hadt myfoa gu few W ags Bt ygfes »3 €3mfas
&36" J1 (According to Sekler Hudson, leadership in large organisation may be
defined as common effort to achieve the purpose of the enterprise) fer 39T vy

gu feu faor A Aaer I fa iz9 wfAd fenast afde I8 A wusT yse Agat & fern s=ar
3 yuz g9er J fa v Gast & 33t yInt a9 feg Aot J=:am, &3t @7 Qo AR few
&% ud g3 forfuz Aivet S ATl wae™t J5 aH ads BTt f3ng J AR Ts|
Sisa9fau @ fAT3 (Theories of Leadership)

zafru Agul wifrst feg® Wy viftmis J=m 696 w3 fHrles Fes &% J1 &
nifonts 3l9R d= &96 I3 ysIfss adt ug feg & fegst &t vy ferms d fa feost fem
ufgdt T feeaax fefamaa AUst gnmar dtsafay & wiftils i3 famrr 3, w3 ga feg &
AURe &3 famr 3 fa fed YT du-du 397 & SisafAu-fadan, Badsdt At ASST nrfe I
fg5-fds yfsfouret som@er 71 &6 A2z wifois & wug E-Ut ferdtds It FAass ©
gert yst fgrdlds #f agnt w3 fewadt & fft mgest w3 Adut yfs femm famrs
feafent »3 ST T3fimrs et ygs @ dfer 15t ot J1 fHAles wiftiis 3 ®tsafmy &
mmwmﬁmuémmsmlfwmséaﬁzaﬂ 391,
yIrfasint wife 331 Afgg Hs & <03 83u™s 396 o8 gfect € foammat & nuE IIHTEM
gﬁmweﬁwﬁm@@am@wqﬁnmw@w@mmﬁwz@ammw
gfeet € faaes soHa & & 83ues 0T HIST™ fEe As n3 BTst Qua AUz foammat
39e Al Y-y fAU3 fegst nifmis’ 3 nofds J6 fAR ®=c 3 nmofas fAUS, ugrRfaSte
3 wofazs fAOiE wifel
1. B8t 3 morfa3 fATis

g € g A7 Beg' € iftmis 3 wrorfes feg fAos 1930 3° 8 & 1950 3 =TI
yufes " woemet Addl yI8e % © “Hos fenasl” @ fAu’s gowhi 3 dHs 3a €
fer femem Tar@er J fa »rg =@ &t A, U g2 I61 ud I¥-I& fer feww fem
et fenfet ot 3 feg Wfenr AE ®a funr fa #isafmu Addt gz A s feafont meg
It aat I° s®fa famrs 3 nigset gt IfA® 3 A7 ASE 61 ASlEK, AHTAR, fuzas,
gufHzr, QeH, ufawaeHt, BafywsT nife ¥g3 AW Bz TR I I61 YT J<® gat ot mifAar
Bes J fAarRe ®azd A mifoiist feg faag &13T fomr J1 dar Fis9 g6 ®T niedna d=c
@ AURC Ju feu 95 ager nifs afss 1 3= dsafau e feg frufs wras =t ysfes 7
ug g oirg @ fenadize dest &t g v AUt st 3 0T d9 fe3T famr I

Fed 3 FAS (Katz & Yukl) »igAe fex dar ydux Afes dz & fenst feu
frarE=Ha mast dt sdiet 9, 91 ydu 3 33’ »r8E wdte s, €mé mast, gfem,
mﬁﬁ@ﬁ@zﬁvhaa&eﬁvﬁﬁ%wﬁummﬁaﬁmﬁﬁlm
frais 3fos s feai%mas?wéfeauweﬁwwx&?wsn@meﬁa@am
fenfnuwe‘rﬁ#lﬁ?fwwaegaséiﬁf—orﬁ!ﬂ?;mmﬁm@mmmﬁ&mmﬂa@
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T
2. nes Yye's @ fAUS (Exchange Theory)

fes mufax wafefamrs @ fAoist 3 nmorfes 91 faR & myo feu fea A'eT ga HEe
g3 &7 g3 YT's a9e’ J 3 IEs feu g3 ¥9 Quat 3 yuz agwr J1 faBfa feg wew yvs
@ yfgur g9t &t sd<e fAg get 71 ferm Tt feo fad3g o®et afdet J1 Ssafmu Hdgt
13 a2 I3 g niftmis feg eaA@e Is fa g It »uE wigurent € fegm yafes adt ager
Al nigurEl @ nuE fegwt €@ IRElR IOt @RG yIes I9e TsI e yEs 3 wues
feg froiz feg & wor@e I fa faR & Ayo @ AT Had Y3t wg e I8Er Su-Tu I
JI I3 HeEg B € &t 33 nm A Is 3 B8R © feren TA% a9 BT I6 w3 TUI faHeT
TH IH TTA® 9 € I6 M3 MUS IIAGHSBIT € TUJ YTIAG &de I3l
3. Afast 7 wigd®3T 3 MUfa3 nTE™S HISBHA ndieTel e AU (Situational or
Contingency Theory of Leadership)

feg fras B8R yrfEst 3 d9 féer J fAr feu @sefmu = yuar &3 Ae J1 feg
ToA@T J fa fex Afgst few fex »ig yger® § Aae § U9 TAl fev ygedizl Geass
n gd fene du AW’ fSRes 93few féads @ fea ¥93 Ae® yuw H3dt At ug go &t
st Hee' At & Afest e 8o ygedts Afazs dfenm

fewsg wuE It <a 2 IeIfmy fAozs gt feg o8z wdger T fa Fesefmu
YIS nigierEl, € 3da »3 @R &% g3t AfEst 3 wofez gt 91 oA muEe 3 forfes
J2, vy B3 393 TTA® J2 3 B8R wigwEt gnrar @REY nifamr &1 ysE &3 Afer 92
3t feg faor 7 Aaer I fa AfEst @AC U3 »iga® J UT AT @A € Al [T YU &
J=, »rg yus 33 A nifuaest & €t ot 97 3 BAT nipuEt Gret wifomr & @Rwz
gIe dT 3t mf3 yfsgs Afest It J1 feswa ngAe nifowua nigas A yfsas Afest feo
yar 3 oH TUJ HIST e T FI3T U YI<AS! ATE3 Jer 7 Aa9 Afest & negsst A
yf3gs3s™ viAg J2 31 Qeafes w3 Heus™ TUJ HIST ¥ IW ®I3J € w93 It I IR
fewsg 3 R niawrel Tt vifumiat Iat fer fAO3 feegwa 39 3 ATt AfE3 ags feu A
I3 I5 U9 feg & fer fAu3 & I Uyt 3° wdge A3t dEt JI

(1) Afest &t neag®sT suz B 93 AT W H39 I fedin &t €fd33T 3 dazr B
@ faorg &® M #@E JI

(2) fewsg & nue fRU3 feu ATt AURe ufssmr &dt fE3t fAmr oo Sizafmu
yseasT fanms di3T 7 Al

(3) fe®sg & yas=sl 3 mofaxs fex agngH feafAz i3 far feg noee € 391
3 Y-y AfgStnit &ttt aridhel fer adt fAus @ ®iz9fmy € 39@ 3 8F &% Ta=!
Afest 9 Aeadt ofAs &9 AaeT § 3 oig »uE 3918 wighe Afest e 33T seu<
feur Aeer 91 feg agngH S3IfAu &t yIrfEst @ femdas emar SisafAy € ysw=
TuBz fdg aet ®gadt Afgs dfenm fego ufgw wifmor fAOz § fArs ®issfAu @ gwast
fgrn ata 337 famrfenr & »3 #zafhy & ygeaz fsauas a9s st ugnAfEst @ &=t daf
g =93’ 3 #Ha fE3T JI
4. fena3tars feeow &% HIU3 nEeEl o fAuis
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fer froiz Idt wigwret Y3Afas, AZrEe 3 @R en9T J93T USET It wigr € JLEE ©
yge & fonrfumr ags & afar a1t aret 91 fer fAufs wigAe 7 fe®sa € fAos 3° widar
TA3< feu BR 39 wnior fu-<y AfEShit feu nEeTdt @ -y 3913 fer3H™ &3 AR I3
ndTrEt gt B3t AN A, fEEs ynuSet €% feost 831 o ferr fogers a9a, 356 € J9a
ded® add, BUst &% H3T 3 T B HIU IfeH a9a 3 femasias Agres € dfenr feg
T 33, fed i Mg wigtreft BEt fRE’ 3] AT J<° Ay 3 UudT 99 ge8E &t IfAm ager
d 3t 7 8o nuz GTF YUz a9 AT UT ®I39 fonrs &% nEretet T 84t 39l nus@ dter
J frags fige Afest »i3 J9 33T € niggs d°1 I feg fruis Qua #isafmy &t Afess=t mse
m3 fanrs ads few et Aot AfEs  AGeET JI

fea J9 fru’s ®t39 et fort daset 3 d9 féer  fa@fa nra & muz fenafsse
At GAel muAz Bret H3fost aet de 3a yzfes adet d1 Aa9 &9 fea a9H few fesAs
J7, nUE nigwEmt @t 7gIst @8 fous 8 T 3 Bust dif Ieewl € JIET T TH
de 3t mfAd Hay & nEeTEl vidls viswEt dar 3 AR fAT oW fewB%er J1 ug fere €®c
39 < ATYEl d° U9 a4 oA feu wef3a Za nuss @ A’ fa Qust 39 ovar &
3 TSI M3 AUt &% IH BT T aAfFR a9 3t feg fAus 8%e fRu Jd<eam fem 3 feg fAu
Jder J fa fAuiz 3t ot ®3a<t J§ A9 g I9 3F &® AEENR 9=

nA] AR feg wrg 3 @RE wigwEnt TafHnrs ae® »iurt nres-yes & g, quizds
0T HI3= fe3r & fagr T wiug wiguent Enff 831 nigAT »rg Yusas AF gtet fegrat
H® 3 daf T ASgU seEBe ©f dfFE agwr J 3t A fegst Qust & AgIst wafax wfenr &
e 3 feg fegst & yadt few wdde Afazs d=1 »im € AR fem o8 3 & #9 &3 & foor
fa #z9 »uE ngweht @ IER fHE J2 Genf H3faa T®c € a%-a® »uUT Jeoie <t
AHS 3 Br feu &3T seww fonr@z &t 3fAr agst gaiet d 3t & Afor ¢ fonastos 3
A3 Sfent & yust At 7 AR

g3 fegmat wighg wig 3= fodar & dar 92 U aet <t Afgst & aon arss 3
Her yge U Afer § A u3H J Afer J1 nifdor Arawge ugAfashrt feg &t de 7 3 fammersg
Budazs Th a2 fRUist y3faa fex ®lsg »us nigwet dH Yyt argt de 39 yfes, ysafas
3 yzfes &9 AaE" JI
B39 @ &N 96 € <a

far <t Hass feu, BI3T oM@ wUT vigwet & nEeEl B niusfenr famr ast
gt 391, 8A € Haes € dH W 3 Tt MAT UBT T 3 HIZT wUT IH dae AN BT
THEMT HAGH &% sines feg & ol ATEt der J1 Y-?y feggat 3 Y-y a1 UF i3
J5 1 I5 fou wigAg IsI
1. ygadt afas :

fer 3dta 3foz, ¥8x 3 HBSs & Fa Y3t B 3 G3uws yst Bk € Az gt
naeEl € 391a w9EBe & dfpm Jist J1 fex oy few Bat yIt =03 3 €3uws yIt ue
B8 J Aaer d 7 feAe @®%c & Aze 7 A Bu Tut y3It fea fAgr s<E wius Faer I
wiIE3 g9t I We At U A7 niA3 HI3T ©°F ¥8d& 3 H'8Es MgAW fAgs HaAg €af y3It
fed frgr 89 w9d & ®ar€ guer J Q9 fex Au wrq I fAR W foans fagr & AT I
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IES # A9 HEd TafHus A8 39 3 &H JJ6 €1 < UTT J96 € 8RS &Ie' J1 YBud! difas
3foz feg 893 39t a9 fesr famr g
2. nareTel fadgm A7 YyeHU39l €d1 (Autocratic Style of Leadership)

fer <o feg nmgr gder J f& @A wem Ha AEl THsT fev AWl A3 w3 fogm
Aa3t nrgr few efes It 31 8 AS AT © &1 faor BREt AwT € o s=@e J w3
@z T8 AR’ & a9n get fenfgs g a4t féen fem <1 feu feazqaer Aew der 7 w3
g H3fast iy BuT y3e uBE & ug adt foen fadam nioeet saw=Ha d AaeE! d
fa@fa fer few Bx nmEfe3, nEdftmz I8 I6 w3 JisT & A3 3° 53¢ Jo| wifFar &ls9 339
3 fadgr afgw@er Jd fem a1 v fea &3 feo 7 fa fon &% fagx 393 four 7 AxET
J m3 gt & 37 IfdEt T uv gA uA feam, Bt HaE®, 337 3 faggasy, safsut nife
a3 fer dar &t aZt wdger @t i3t arEt I
3. Ba3i3fga Af Fditedl @8 Ta (Democratic or Participative Style of
Leadership)

fern gar 3fgz HW3fost fagx ag6 &t yfgur feg 3mar 8= & nrfomr fE31 At 7 w3
gert &t yst ®et Quat v Afotiar yuz i3 wer J1 feg fer femem 3 mofes J fa Adg
Headt foger 8z <t yfgnr feg mfus o3 A<, fAr s 8t € aH A 83ues few T Jer
J1 fer 33t ®i39 fegg-Teiegr a9a fager e I, AT fogzr Bz <t wrfamr @ & ARSIt
feg safleat a9er J1 fen €a & HIS<yds 3u feg I fa fer feu disg Gre fogo Bz @
83gufese 3° Haz &3 AT 7 »3 & It w3fost Quo @R &t mast 3 fem <ar ydudt
feggt & AfoHst m3 aoHTa @ Hag® €3FT fodt J1 fer &% a9t & AZAS3T feg w3
H®& 3 agHgaMi € Aggt feg AU der J1 ael-adt g5 Jomt @ demt J5 fae’ fegx
Bz feg Afonit & Idftedt 9s fammer AHT YUz Jer § w3 IE 9 nigrs feae <t %2
AT g6 m3 B3uws few at, nifel
EIEHHB"EI"TH**_IQT ¥d1 (Laissez-Fair or Free-Rein Style)

fer famn & #zafau widfls g fogzr 8= @ wifuse nug wi3fast Ay 68 gw1 fer
feg 337 593 JIT 37 WU nigwEMt 3 9 JuT W3 AUW feer I fa@fa aes uw fowH
Tt &3 ge s fem &g w3fost €9 ddt € agsm3 »3 Wa=T @8 JF Idier J des 3¢
dt Aasst € @eRT AE®3T yI=d Y3 13T A Aaer J1 UT fer 39t @ <ar feu sz mastEEt
7 AHIE &dt der AR a9s et @t Hadt feu foom Sudt I fAm &% @er & usst 3
yfsgs yge de JI

ufgst ufos Qudaz <ar fed” far fea a1 musBz &% ot 3 & yust Ase
Jet i feg & wiad AR S far fea Sa ydt 377 »uz@z & @ nErret @ daf nuz@s
w3 TI3° feu BUdt® Uz HI33T fEst AEt J1 Tr3e 9 A9 H3fost @t Su-3y &3t »3
Gaset get 95, 89 wifuadteit € niur feud fuurst 3 39dtat feg wizg ufenm et 3
n3 JFY-IY Haos €@ Y-y W w3 8en d° gs fem 39T o FisIfAy € dar
ygHB3T Hger yafast awst 3 fagga J1 #lsafpu e €71 fegst g A 337 nigAe J&
gIdter J »9E'3 Hdos AYUl J9T A fogsr BT, A9 feemg wife #139 &% AdU a9
8rTT I, fas & UTug w3 J9 GRS, nigWEnt &% AYU3 J9E A< 88 &% nert
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yBET YyAfashit 5% HEU3 9T JH €1 farH, ferd AYTs 96 &t AT, I97 JASIT TURE BEL
J9 AYB3t nrfel
dd 3 ys<Hdl B39 € gz 7 feRns=i 3 @rel gfvar :

1.

AN LN B~ W

0 =

B39 nUE nigaEt Mg fegg UF a96 € Aar @ gdler d n3 HISeyds feds,
u'H &9a 8T fadges A 8Ia' &% RO A¥U3 JF, &z few Gust < Afgzga 3 A &=
gdter JI

H3fast &t AHfRnet ANST Tor8s w3 fAg' 3a HAse d° frust A%SE8z T u3s
&3l

nigaEt 4fes 3 yzfes ags & AHgEr guet d<|

Astest @3mfos a3 w3 Bust yIt waet ferdlds a9

aH 96 feu a3 forBs e w3 ufow IeHl ads @& J<|

METTEMT M3fHE 3 HSfAX 39 3 o &8 39 951 W RIS w3 IEHIAT
sfAss % d<|

FIST w3 IIR Wdr I<|

I & yIT FAEadt Juer 97 3t A nigwEt 8RG I35 Hedt Bt frusEt @ A
MITEM MUST &H g9 feg Afed AS393T yTs a9 m3 fAgst AR fadhuz @ Ha
yes a9 3T A YT muShit gsSheit AO9 AdE 3 dH 9039 a1 &% &9s € afAA
II5|

feg sta ot faar famr 3 fa fex Haos HAg3 T8 B disg € nuE yg= »3

Uy3Ags Idt AeEd gfHar fesr Aaer J1 wiig Hass & Js fednt fanret ardt Aess 3
HJdl €9HG d9er d

~N N kW N~

WH® € YHU J9&T WMAHM & dazr feguas agsr m3 Bust ®E 9T F9sl
Hies € 218 »i3 88F m3 Gus' &t ysst 3 Bum w3 FAUs foguds &Wdl
FoHgII € wazT few Tur J9% ®et Gfez fAumel, aogHt & wds J9aT
fsgsr Bz 3= Busay Tu-Iy feawut feg' far fea =&

3 ydu yzit, fouset feushi, Joat Aaost &% U39 fegw agsr nifel
FIHTIMT & 90 IABIT T MUT AHIE! A fort fagtus IOT Halas 9o
gIgHIt feaH Idt 7 €ost @ aH T FEW F9ad frust @ JA% wEAEl a9s,
Bust Engr €3 AQ Qua diT ags| IIAHTE aogHTMT TUT fdHe<! 3 nifgaasT
AUt nrfel

&fert, Aery 3B, o8 nige 3 a9 e w3 7 YT nife It nigEHE Fq
FI&T|

ggeHE &% dig IAHt ydu mEfus a9d w3 €5t TuE m3 fenifadt mImi
Eruseall

w3 few feg faor 7 Aaer J f& fex Haos € Aes3sT ®et ddt &3afay wifs #gdt

J faBfa feg Haes & Huat Sifent & ywust st a0 a95 & Yoz feéet 71 feo fem Az
TH mast J 7 fex €% feds A3 w3 da € feuw Afgdar &€ < A8t J1 TA3< fevu
fea Aass M3 fer € 8a 3% frat AaSt et 7 B8R Ae® =8z € feg nmydt fanr J1 yrAfss,
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IHGI3X m3 AT AW Harss' feg fer @ HI3<T € gege, ydt oM @ feamHts Imedt feg

Hasat A ferr 8= & 941 ¥i39 &1 9T © &t 9u3 We At it ardintt g8 393 feg nma

A" fex dar disT B3z & mifrr 31 7 ydt s, AITr 3 faer yuus € foger € A
Adfas yrsat €t Aet

Afog fAw Af<eg fAw : FIHTII-T9d1 YAAS »i3 €3 yAAs

Hans Raj : Indian Administration.

Maheshwari : Indian Administration.

M.P. Sharma : Public Administration-Theory and Practice
L.M. Prasad : Organisational Behaviour.

Fred Luthans : Organisational Behaviour.

Koontz, O'Donell : Management.



B.A. III (Semester- V) Police Administration

LESSON NO. 2.5

Organizational Change :- Concept, Resistance to Change

Definition and Concept of change:

The Oxford Dictionary defines the word change “as 'the action or an instance of
changing' and change as 'make or become different’, or 'move from one system
or situation to another'. In management terminology, 'change' is more
accurately understood as "an alteration to the existing situation which tends to
affect the equilibrium".

Organization change may be defined as the adoption of a new idea or a
behavior. It is process of altering the existing with new for the betterment.
Change is generally referred to the innovation. So all innovation involve change
but all change do not involve innovation.

What is Organizational Change:

Organizations exist in a large external atmosphere that includes the local,
national and international environments as well as political, social,
economic and cultural factors. Organisations have an internal environment
also in terms of organisational culture, value systems, hierarchies, use of
technology, and social and economic variables. Coghlan points out that the
forces of change might as well be coming from the internal environment,
such as budget over-runs, low morale among staff, excessive political inter-
group rivalry. The internal variables and the external environment are in
active interaction with each other and an equilibrium gets evolved which
enables effective functioning. As this equilibrium is dynamic and not static,
every organisation has to modify and change itself constantly to adapt to the
changing internal and external environments. The diagnosis of these forces
identifies their source, their potency and the nature of the demands that
they are making on the system.

Changes can be complex, involving the structure, system, processes and
new norms of behaviour and may require continuous monitoring. All the
same, change is inevitable in the histoiy of any organisation. If nothing
changes, the old structures, institutions and concepts become virtually
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immortal as "the continuity of time sequence" in Edward De Bono's words.
On meeting the challenge of change, Robert B. Tucker '(Tucker, 2001) says
that the future is managed by riding the forces of change in the direction in
which they're headed. It means paying

attention to change of all types - social, cultural, economic, demographic,
regulatory, lifestyle, technological and global - and trying to see patterns in
that change. Thus managing the future also means responding to change
through constant innovation, constant improvement. It involves exploiting
changes in their customers' lives, in their markets and in the larger society,
rather than simply reacting to them or waiting to see what others do.
Change has to be consciously balanced with innovation and stability.
Organisations that are unable to gauge the speed and directions of change
and keep pace with the changing environment suffer from entropy and
become defunct. Ever increasingly, businesses are devastated by changes
they failed to duly notice, failed to truly understand, and failed to creatively
respond to, points out Tucker and lists a few examples to prove the point.
Montgomery Ward and Wool worth failed to respond to a superior value
proposition from competitors such as Target and Wal-Mart, and were forced
to close stores. Avon failed to recognize that women were entering the work
force in record numbers and that their distribution system would have to
change to keep pace. Microsoft, by its own admission, failed to anticipate
the rapidly exploding impact of the Internet.
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Forces for change

37

Police Administration

External Forces

Internal Forces

Competition laws and regulations

Strategy modifications

New technologies

New equipment

Labor market shifts

New processes

Business cycles

Workforce composition

Social change

Job restructuring

Compensation and benefits

Labor surpluses and shortages

Employee attitude

Three Categories of Change
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Ghoshal & Bartlett View on change process

Old Values: New Values:

Discipline , support,

Compliance, Control,
trust, and stretch

Contract, constraint

Difficulty with Organization:

Major challenge for the organization is to mange change.
e If fail to change, cost of failure is high.

e [t is important to understand & reflect the nature of change, which is
sweeping & sustain them.

e Strategies should be building to handle change.

Resistance to Change

Nelson & Quick (Nelson & Quick;2000 :609-610) state that people often resist
change in a rational response on self-interest, while acknowledging that there are
countless other reasons for people to resist change. Many of these, centre around
the notion of resistance - that is, a negative reaction that occurs when individuals
feel that their personal freedom is threatened. They list out major reasons for
resisting change as:
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Why People Resist Change

Fear of
the unknown \

Belief that change
is not good for the
organization

Preace Bl 202

fear of the unknown (usually associated with technological change),
fear of loss (of expertise/status usually due to better technology),
fear of failure (ability to perform well after the change),

disruption of interpersonal relationships (threat to job relationships)
personality conflict (usually friction with insensitive change agent)
politics (shift in balance of power/losing political advantage) and

cultural assumptions and values (depending on culture of the group)
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Nelson & Quick point out that the reasons for resistance are as diverse
as the workforce itself and vary with individuals and organisations. The
challenge for managers is introducing change in a positive manner and
managing employee resistance. In cases where interest groups try to thwart
changes, the change manager should be ready with his counter strategies.

Types of Resistance

Functional Resistance: Dysfunctional Resistance
e Critically assessing e Avoiding dealin with urgent
whether change will lead to and pressing issues
improvements e Declining to work on what really
e Exploring the personal needs to be done
consequences of change. e Blaming and criticizing
e Feelings of regret, anxiety or] without proposing alternatives
fear e Non-collaboration with others.
e To a previous history of
non-disclosure and poor
working relations.

Sources of Resistance to Change:

e Ignorance: A failure to understand the situation or the problem

e Mistrust: Motives for change are considered suspicious

e Disbelief: A feeling that the way forward will not work

e Power-cut: A fear that sources of influence and control will be eroded.
e Loss-change has unacceptable personal costs

e Inadequacy: The benefits from the change are not seen as sufficient

e Anxiety: Fear of being unable to cope with the new situation

e Comparison: The way forward is disliked because an alternative is
preferred

e Demolition: Change threatens the destruction of existing social
networks
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Managing Resistance to Change

The traditional view of resistance to change treated it as something to be
overcome, and many organisational attempts to reduce resistance have only
served to intensify it, state Nelson and Quick (Ibid :611). They explain that
the contemporary view holds that resistance is simply a form of feedback
that can be used very productively to manage the change process. One key
to managing resistance is to plan for it and to be ready with a variety of
strategies for using the resistance as feedback and helping employees
negotiate the transition. The strategies for managing resistance to change
are communication, participation, and empathy and support.

Communication about impending change is essential if employees are to
adjust effectively. The details of the change, the rationale behind the
change, accurate and timely information on why change is needed,
educating employees on new work procedures etc. need to be understood by
employees. Open communication in a culture of trust is a key ingredient for
successful change (Ibid: 611). Delaying the announcement of change and
secretive handling of information can fuel a rumour mill, cause fears and
undermine trust and goodwill.

Nelson point out that participation can move change further along.
Participation helps employees become involved in the change and establish
a feeling of ownership in the process. When employees are allowed to
participate, they become more committed to the change.

Providing empathy and support to employees who have trouble dealing
with change is another strategy for dealing with resistance. Emotional
support and encouragement can help an employee deal with the anxiety
that is a natural response to change (lbid: 613). A counsellor can help in the
process. 'Active listening' is an excellent tool for uncovering fears of
employees and for getting important feedback, that managers can use to
improve the change process.

Negotiation: By having discussion with the staffs, the change leaders are
able to discover the potential resister. They are the person or groupwith
considerable power to resist and win clearly spoil the whole process of
change. Therefore, the change leaders should have to take negative with
them and even soliciting written letters of understanding. Once people were
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convincing, the level of resistance will be reduced . This will help to smooth
the process of change. However, this can be very expensive if it alerts others
to negotiate for compliance.

Manupulation and Co-operation: To effectively achieve change, to assign
the key persons a desirable role in designing or implementing the change
process is important. As people participate, they develop a sense of
ownership. If someone is imposing the change upon them, they derive a
sense of messing it up. In contrast, they get a sense of accomplishment from
making it work. This method is relatively quick and inexpensive solution to
resist problems. However, it can lead to future problems, if people
manipulated.

Creation of a positive environment: To gets to a more desiable work
situation, the change leaders have to know the importance of the
environment. By allowing the employees having enough times to adjust to
new procedures, therefore they will understand the importance of the
change and how they will benefit from it, will usually be more co-operative
in accepting change. The change leaders have to encourage the individuals
or groups to try new ideas or be innovative. Obviously, mistakes will be
made by going through new ideas, therefore the change leaders should give
tolerance to the individuals or groups. Atmospheres in which employees feel
safe expressing their negative emotional response openly.

Having job loss threatening, transferor lack of promotioncan also help to
overcome resistance to change. Especially during bad economic situation,
people tend to stay on the job instead of going for a new one. Therefore, the
employees will have to accept the change at low level resistance. This is an
effective metod in term of speed and can almost overcome any kind of
resistance. HOWEVER, it can be very risky if people are angery feeling
threatened with the change leaders.

Reward acceptance and be fair: Robert evans said “if you consistently
deny people confirmation that their efforts are adequate, you are actually
demotivate them”. So it is important to reward behavior in support of
change. Because people may show resistance to change if they are not
satisfied in the way they are treated. People are more likely to accept the
change if they receive positive rewards in the form of pay, promotion,
recognition and advancement.
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Furthermore, it is important for the change leaders to develop a good
reputation of fairness in order to gain the individuals or groups’ trust. By
doing this, it will help the change leaders become effective in implementing
and managing change. Normally, people feel uncertain during the periods of
change because they are told to start doing their job differently, yet the
reward system lags behind and sometimes, the new objectives were being
undermined by the old reward system. Therefore, the change leaders have to
be fair to gain people’s confidence.
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LESSON NO. 2.6

Organization Development (0.D.)

Introduction

Organizational development has a number of meanings. It may refer to a
planned and systematic approach to improving the effectiveness of a company,
government department or any organization - one that aligns strategy,
individuals and processes. It includes the practice of planned, systematic change
in the values, attitudes and beliefs of a company’s employees through the
creation and reinforcement of medium- or long-term training programs.

ORGANIZATIONAL DEVELOPMENT

INTERVENpLL,

o
=
S r—

Individual, team,
organization
;pmany ways

Interviews, focus groups,

®WONTRACT \surveys...many ways

Who is responsible for what?



B.A. Part- lll (Sem. V) 34 Police Administration

Definitions of OD:
e According to R. Beckhard defines O.D. as a change strategy which is:

(i) Planned.
(i) (ii) Organization-wide.
(iii) (iii) Managed from the top to increase organization effectiveness and

health through planned interventions in the organization’s processes,
using behavioural science knowledge.

e According to J I Porras and P J Robertson, Organisational Development,
“is a term used to encompass a collection of planned change interventions,
built on humanistic democratic values, that seek to improve
organisational effectiveness and employee well being.”

The three Waves of OD’s Evolution

Organization Development has gone through three waves of methodology and
practice focus as the field matures and the world context in which we operate
continues to evolve:

Wave 1 (first generation OD): Diagnostic Organization Development refers to
traditional Organization Development practice in which a formal investigation is
conducted so that objective data are collected and analyzed to make a diagnosis
and to make recommendations for problem-solving. Examples of Diagnostic OD
methodologies are the classic action research and survey feedback processes and
any approach grounded in the Kurt Lewin model of change: “unfreeze-change-
refreeze”

Wave 2 (second generation OD): Action Learning/Learning
Organization refers to the developmental methodologies that built on action
research in Organization Development’s first wave to create action science and
learning organizations. The core tenet of second-generation methodologies is to
work with observable data to identify discrepancies between desired and actual
behaviors and outcomes. It involved a commitment to reflection and public
analysis of attitudes, commitments, and behaviors that get in the way of desired
outcomes, so that system learning can occur alongside desired outcomes.
Examples of OD focused on action learning/learning organization are reflection-



B.A. Part- lll (Sem. V) 34 Police Administration

in-action, process consulting and developmental facilitation focused on mutual
learning mental models .

Wave 3 (third generation OD): Dialogic Organization Development refers to OD
practices and mindset, anchored in an understanding of human systems as
socially constructed; every interaction and conversation is part and parcel of
creating the change. Dialogic OD is characterized by the change processes of
emergence, generativity, and new narratives, which contribute to the desired
transformational change outcomes. Dialogic OD is a response to the increased
complexity of our world and the need to practice in a context where ‘planned
change’ is not always feasible but great inquiry questions, intelligent design
methodologies and skilled facilitation can always move a group forward as they
design, construct and discern the adaptive, experiential and agile ways forward
together. Examples of Dialogic OD methodologies are Appreciative
Inquiry, Liberating Structures, Human Systems Dynamics
Methodologies and World Cafe Technologies and all the structured large-scale
collaborative change methodologies.

Characteristics of Organisation Development:

Organisation development has the following characteristics:
1. Programme is planned involving all the departments and subsystems

seeking their coordination.

2. The top management is committed to the programmes for organisation

development.

It is related to organisational objective.

4. OD is based on research. Continuous research goes on because
interventions are based on findings.

S. It utilises change agents to motivate the group of people to accept the

changes within the organisation as a part of OD.

OD lays stress on changing the behaviour of people.

. It seeks interaction between various groups to cope up with the changes

that OD will incorporate.

8. Propagation is made so that people should know about the developments.
Feedback is taken.

9. OD through discussions solutions to the problems is sought. All problem
solving research constitute action research.

10. OD takes pretty long time to implement.

w

N o



B.A. Part- lll (Sem. V) 34 Police Administration
Organisational Development: Important Objectives:

Its objectives is a higher quality of work-life, productivity, adaptability and
effectiveness. It accomplishes this by changing attitudes, behaviors, values,
strategies, procedures and structures so that the organization can adapt to
competitive actions, technological advances and the fast pace of change within
the environment.

1. To increase openness of communication among people.

2. To increase commitment, self-direction and self-control.

3. To encourage the people who are at the helm of affairs or close to the
point of actual action to make the decisions regarding their issues through
collaborative effort.

4. To involve the members in the process of analysis and implementation.

To encourage confrontation regarding organisational problems with a view
to arriving at effective decisions.

To enhance personal enthusiasm and satisfaction levels.

To increase the level of trust and support among employees.

To develop strategic solutions to problems with higher frequency.

To increase the level of individual and group responsibility in planning
and execution.

o

O ® N o

Organizational development: an ongoing process

Organizational development is an ongoing process of implementing effective
change in how an organization operates
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Organizational
Development

Situation
Awareness

Organisation Development Values:

Organisation development constitutes various people, professionals, technocrats,
researchers, managers and a host of other employees working in the organisation
contributing to the accomplishment of organisational objectives. They behave
differently. Authority and power, conflicts, control takes backseat during OD
process.
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The following are the values in OD efforts:

1. Respect People:

People are the raison d’etre of organisation and they are responsible for creating
opportunities for growth. They must, therefore, be treated with respect and
dignified manners.

2. Confidence and Support:

Organisations are made up of people and they are to be believed and supported
in order to have effective organisation. The healthy environment prevails when
people are trusted and taken into confidence and a necessary support is extended
to them as and when needed.

3. Confrontation:

Any conflict on any issue should not be suppressed. It should be dealt with
openness. Suppression leads to dampening of morale. Identifying the problem
and its causes, discussing it openly and finding out feasible solution leads to
boosting up morale of the employees and creating good environment.

4. Employee Participation:

The participation of employees who will be affected by the OD should be sought
in decision-making.

5. Expression:

Human beings differ in experience, maturity, ideas, opinions, and outlook. The
organisation is at the receiving end. It gains from the differences in quality, ideas,
opinions and experiences of its people. Human beings are social animals; they
have feelings, emotions, anger and sentiments etc. They should be allowed to
express their feelings and sentiments. This will result in building up high morale
and the people will be motivated towards hard work ultimately resulting in
increased efficiency.

6. Seeking Cooperation:

Managers should learn to seek cooperation from each of the employees working
under him in his department. This will develop in creating the atmosphere of
cooperation leading to organisational effectiveness and willingness to accept
change in the event of organisation development process.

Organisational Development: Importance

With the changing and turbulent environment the risks and uncertainly prevails.
It has become very risky for the organisation to carry-out its business and
achieve the objectives effectively and efficiently. In business a huge capital is
involved. There is no certainly that the organisation would stay in competition
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and business in future. With the changing time the requirements and existing
competencies are different. A gap is created between these two. It has become
necessary to bridge this gap by bringing suitable changes at individual, group
and organisational level in processes, systems, management, products, services
and competencies of manpower. The organisation where management has paid
proper attention to the changing requirements could bring suitable changes in
time. The performance of the organisation as a whole has improved. They are
doing the things better and before others and maintaining their position in the
markets.

Conclusion

Organizational development is a technique used for bring about planned change.
Organization Development is a system wise application and transfer of behavioral
science knowledge to the planned development, improvement, and reinforcement of
the strategies, structures, and processes that lead to organization effectiveness.
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