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ABSTRACT 
Changes have taken place in the lives of Indian organisations due to globalization and 
developments in information and communication technology revolutions. The present research 
focused on comparative perspectives and conceptual frame work suggested by Daft (1995) to 
study public and private sector organisations relating to culture, structure and strategy on 
organisational effectiveness. 400 front line managers comprising of 200 public and 200 private 
sectors, were taken into consideration. Group t-tests were conducted to assess the similarities and 
dissimilarities among HR personnel. The findings made a modest empirical contribution to 
understanding the fundamental challenges of sectoral perspectives. On one hand, the findings 
confirmed significant differences between public and private sector employees in their 
perceptions of organisational culture, structure and strategy; and on the other hand, examined the 
theoretical model of the relationship between organisational effectiveness as a series of work-
related outcomes stating no significant differences across the sectors. The study provided 
practical implications for organisational development in linking structural variables to 
performance; focused on organisational culture in organisational efforts; addressed 
organisational issues holistically; suggested future studies in the areas of measurement 
improvement; and explored further research questions. 

Keywords: Organisational Diagnosis, Organisational Culture, Structure, Strategy, 
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How to achieve greater organisational effectiveness is a million dollar question for all the time 
to come. From a research perspective, the importance of defining and measuring organisational 
effectiveness remains understandable because organisational effectiveness is a significant 
indicator to show the direction, position, and future of the organization. The continual 
effectiveness of an organisation not only depends on conformity to its role requirements but also 
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on its ability to grow, develops and changes over a period of time. Making organisation effective 
is a major task for the business planners.  To make organisation more effective; a number of 
interrelated factors are responsible for achieving its goals like organisational culture (Hofstede, 
1991; Denison, Haaland & Goelzer, 2004), strategy (Enticott & Walker, 2008 Delery & Gupta, 
2016), and structure (Andrews, Boyne, Law & Walker, 2009) play very significant roles in 
organisations.  
 
Many organisation development (OD) strategies exist for improving an organisation’s 
effectiveness (Beer & Spector, 1993; Cummings & Worley, 1993; Rothwell & Sredl, 1992). One 
of these strategies, organisational diagnosis, involves diagnosing or assessing, an organization’s 
current level of functioning in order to design appropriate change interventions. The concept of 
diagnosis in organisational developmental programme is used in a manner similar to the medical 
model (Tichy, Hornstein, & Nisberg, 1977). Like the physician, the organisational diagnostician 
views the organisation as a total system. In the field of medicine, this is considered to be holistic 
medicine, while in the field of organisation development, the total system view is considered to 
represent open systems theory (Katz & Kahn, 1978). Fischbacher-Smith (2017) advocated that 
relationships between success and failure can be seen to offer some interesting challenges for 
the practice of business continuity. That is, an organisation can be viewed as a total system with 
inputs, throughputs, and outputs.  
 
Organisational culture, structure and strategy encompass both the social and technical systems of 
an organisation. It is noticed that these factors have been studied as key organisational 
determinants impacting organisational effectiveness and other out put variables (Gold, Malhotra 
& Segars, 2001; Lee & Choi, 2004; Walker & Ruekert, 1987). There is no doubt many 
researches were conducted to study organisational effectiveness, but in the light of recent past, a 
comparative diagnosis of organisational effectiveness along with organisational culture-
structure-strategic similarities and differences was not assessed jointly.  
 
Comparative Perspectives: Public and Private Sector Organizations 
Public and private sector organisations play very crucial role in sustaining the economy of any 
country (Costa, Guntupalli, & Trieu, 2006; Wu, 2007). Organisational culture, structure and 
strategy are varied along with the nature of management (public and private). Significant 
differences have been observed between public and private sector organizations with regard to 
organisational culture, structure and strategy (Mathur, Aycan, & Kanungo, 1996; Parker & 
Bradley, 2000; Erakovic, 2006; Agrawal & Tyagi, 2010). In addition to it, significant differences 
have been observed between public and private sector organisations in Indian context and abroad 
with regard to various aspects of organizations viz. planning, policy implementations, strategy, 
leadership, managerial effectiveness (Bains, 2007; Clayton et al., 2008; Rhys, 2008; 
Manolopoulos, 2008; Gupta & Mittal, 2008; Bao, 2009).  
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Rooted in the above findings, it is hypothesised that there are differences between the public and 
private sector organisations in terms of their organisational culture, structure, strategy and 
organisational effectiveness.  
 
HYPOTHESIS 
H1: There are significant difference between the public and private sector organisations in terms 

of organisational culture, organisational structure, organisational strategy and 
organisational effectiveness.  

More specifically: 
H1:1: There are significant differences between the public and private sector organisations in 

terms of organisational culture. 
H1:2: There are significant differences between the public and private sector organizations in 

terms of organizational structure 
H1:3: There are significant differences between the public and private sector organizations in 

terms of organizational strategy. 
H1:4: There are significant differences between the public and private sector organizations in 

terms of organizational effectiveness. 
  
Comparative Perspectives: Manufacturing and Service Sector Organisations 
Manufacturing and service sector organisations play very significant role in our economy (Costa 
et al., 2006; Wu, 2007). Significant differences have been observed between manufacturing 
sector and service sector organisations with regard to the varied nature of organisational culture, 
structure and strategy.  Some studies were under taken to study structural differences in 
manufacturing sector and service sector. Prakash & Gupta (2008) explored the relationship 
between organisational structure and perceived innovation in the manufacturing industry sector 
of India. Structural variables include vertical and horizontal complexity; formalisation; 
centralisation; concentration of authority; and participation in decision-making. Concentration of 
authority and participation in decision-making combine to form centralisation, both the former 
are analysed as separate variables. Innovation, measured by a perceptual variable, is labelled as 
perceived innovation. Gupta & Mittal (2008) studied promotional strategies among public and 
private sector banks in India. It was found that in traditional tools of promotion, both sectors' 
banks are almost same. Private Sector banks are adopting more push strategies to attract and 
catch the customers. They found differences between promotional strategies adopted by Public 
and Private Sector Banks (Gupta & Mittal, 2008). 
 
Rooted in the above studied it is hypothesised that there are significant differences between 
manufacturing and service sector organisations.  
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H2: There are significant difference between the manufacturing and service sector organisations 
in terms of organisational culture, structure, strategy and organisational effectiveness. 

More specifically: 
H2:1: There are significant differences between the manufacturing and service sector 

organisations in terms of organisational culture. 
H2:2: There are significant differences between the manufacturing and service sector 

organisations in terms of organisational structure. 
H2:3: There are significant differences between the manufacturing and service sector 

organisations in terms of organisational strategy. 
H2:4: There are significant differences between the manufacturing and service sector 

organisations in terms of organisational effectiveness.  
 
METHODOLOGY ADOPTED 
Since the prime objective of the study was to find out the similarities and dissimilarities across 
the four sectors with regard to organisational culture, structure and strategy and organisational 
effectiveness, the following methods and procedures were adopted. 
 
Design 
The study followed a comparative paradigm of research, group t-test, mean (M) values and 
standard deviations (SDs) of different factors for each subscale for all the four subgroups were 
taken into consideration.  
 
Population 
The unit of analysis in this study was the organization. Organizations are often differentiated 
based on their cultural (Schein, 1990), structural (Burns & Stalker, 1961), and strategic 
characteristics (Porter, 1980). This study collected people’s perceptions of their organizational 
characteristics, and organizational effectiveness. The population in this study was organizations 
of Northern India, particularly located in Chandigarh, Punjab, Ludhiana, Haryana, Delhi, 
Gurgaon etc. The reason this geographical region was chosen was twofold. First, constraining 
geographical location can eliminate potential influence on study results due to different 
geographical locations. Second, the researcher had easier access to organizations in this region 
than those in other regions or parts of India.  
 
In order to obtain employee perceptions, HR professionals working as Executives/Managers 
were chosen as the respondents. HR professionals were selected because they frequently interact 
with organizational members of other departments and of different job levels (Evans, 2003). 
They have good knowledge of organizational members (Gilley & Maycunich, 2000) and a more 
realistic view of the organization as a whole.  
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Sample 
The sample consisted of 400 executives, 100 in each sub-group such as (i) executives from 
public sector industry, (ii) executives from private sector industry, (iii) executives from public 
sector service organizations, and (iv) executives from private sector service organization. The 
minimum educational qualification of all the respondents was graduation and the age range is 
from 25- 60 years. They belonged to the frontline and middle level in the hierarchy of their 
organizations. 
 
Measures and Instruments Adopted 
Four standardised questionnaires were adopted to collect data on four constructs like 
organisational culture (Fey and Denison, 2003), structure (Caruana, Morris, & Vella 1998), 
strategy (Venkatraman, 1990) and organisational effectiveness (Lee and Choi, 2004). All the 
measures were hiving high reliability and validity tested in various cultural settings. 
 
Method of Study, Procedure & Data Analysis 
After proper selection of the measures and samples, each executive was contacted personally by 
the investigator. He or she was clearly appraised about the design and objectives of the research 
undertaken. Proper instruction for each tool was given with clarity and patience. All the 
measures were administered and the data were collected put into statistical treatment with the 
help of SPSS. 
 
FINDINGS 
The purposes of this study was to find out any similarities and differences across four 
organisational set up viz. public, private, manufacturing and service sector organizations.  
1. Public and Private Sector Analysis: 
(i) Group “t” ratios between public and private sector employees on organizational effectiveness, 
reveals that there were no significant differences between public and private sector employees on 
organizational effectiveness (0.759 >.05 level). 
(ii) Group “t” ratios between public and private sector employees on organizational culture, 
reveals that there were significant differences between public and private sector employees on 
organizational culture (t = 2.804, p<0.05). The total score of mean values of the public and 
private sector employees were 53.34 and 56.81 respectively. With regard to the various 
dimensions of organizational culture, the private sector employees were high on mission (M= 
14.3, t = 3.586, p<0.01) and involvement (M=14.22, t = 2.545, p<0.05). 
(iii) There were significant differences between public and private sector employees on 
organizational structure on both the dimensions viz. centralization and formalization. The private 
sector employees were high on both the dimensions i.e. centralization (t = 2.863, p<0.01) and 
formalization (t = 3.677, p<0.01). 
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(iv) Group‘t’ ratios between public and private sector employees on organizational strategy, 
clearly reveals that there were significant differences between public and private sector 
employees on organizational strategy. The private sector employees were high on analysis and 
defensiveness dimensions of organizational strategy. The means of private sector employees 
were high on analysis and defensiveness dimensions of organizational strategy than public sector 
employees i.e. Analysis (t = 2.911, p<0.01) and Defensiveness (t = 2.953, p<0.01).  Where as no 
significant difference has been found between the public and private sector employees on 
futurity and proactiveness.  
 
2. Manufacturing and Service Sector Analysis: 
(i) Group “t” ratios between manufacturing and service sector employees on organizational 
effectiveness, reveals that significant differences were found between the two sectors. The means 
of the organizational effectiveness score of service and manufacturing sectors were 22.67 and 
21.25 respectively (t = 2.03, p<0.05). 
(ii) Group “t” ratios between service and manufacturing sector organizations on organizational 
culture and its various dimensions clearly indicates that there were significant differences found 
between employees of service and manufacturing sector organizations (Mean of Service Sector = 
56.48, Mean of Manufacturing Sector = 53.67, t = 2.27, p<0.05). More specifically, the mean 
score of service sector employees were higher than manufacturing sector employees on three 
dimensions of organizational culture i.e. Mission (Mean of Service Sector = 14.01, Mean of 
Manufacturing Sector =13.19, t = 2.078, p<0.05); Adaptability (Mean of Service Sector = 13.92, 
Mean of Manufacturing Sector = 13.21, t = 2.04, p<0.05) and Consistency (Mean of Service 
Sector =14.48, Mean of Manufacturing Sector = 13.77, t =2.065, p<0.05). 
(iii) There were significant differences between employees of service and manufacturing sector 
organizations on organizational structure on both the dimensions viz. centralization and 
formalization. The service sector employees were higher than manufacturing sector employees 
on both the dimensions i.e. centralization (Mean of Service Sector = 22.88, Mean of 
Manufacturing Sector =20.87, t =3.377, p<0.01) and formalization (Mean of Service Sector = 
27.01, Mean of Manufacturing Sector =24.81, t = 3.45, p<0.01).   
(iv) There were significant differences between employees of service and manufacturing sector 
organizations on organizational strategy on two dimensions of organizational strategy, viz. 
Analysis and Proactiveness. The service sector employees were higher than manufacturing sector 
employees on both the dimensions i.e. Analysis (Mean of Service Sector = 28.29, Mean of 
Manufacturing Sector =25.92, t =3.171, p<0.01) and Proactiveness (Mean of Service Sector = 
23.46, Mean of Manufacturing Sector =21.98, t = 2.592, p<0.01).  Where as no significant 
difference has been found between the service and manufacturing sector employees on 
Defensiveness and futurity.  
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DISCUSSION 
Public Vs Private Sector Organisations 
The findings of this present study make a modest empirical contribution to understanding one of 
the fundamental challenges of sectoral perspectives.  It documents the relationship and 
differences between the public and private sector organisations in terms of organisational culture, 
organisational structure, organisational strategy and organisational effectiveness.  
 
The most prominent result of this study is the clear variance that was found between private and 
public sector employees in their perceptions of organisational culture. The private sector 
employees were high on mission and involvement. This seems that the private sector employees 
are more goals oriented, having more vision and involvement in organisational activities. It is 
evident that public sector employees are having more ambiguous role in comparison to private 
sector employees. Public sector organisation employees experience more turbulence, 
interruptions, recycles, and conflict in comparison to private sector organisations (Perry and 
Rainey 1988; Rainey, Backoff, and Levine 1976; Ring and Perry 1985). Baldwin (1987) 
identified some of the distinguishing characteristics of public sector organizations. He proposed 
that in comparison to the private sector, public sector organisations have: (a) vague, unclear, or 
ambiguous goals and objectives; (b) more frequent leadership turnover; and (c) relative job 
security for tenured employees. This present finding is very much consistent with the study 
conducted by Srivastava & Krishna (1992) that the private sector employees were observed to be 
comparatively more involved in their job than public sector employees. Schraeder, Tears & 
Jordan (2005) highlighted some interesting similarities and differences between public and 
private sector organisations in terms of organisational culture and its challenges to evoke change 
in the organisations.  
 
With regard to structural differentiation, this present investigation clearly identifies differences 
between public and private sector employees on organisational structure on both the dimensions 
viz. centralisation and formalisation. This clearly implies that in private sector, there is more 
centralisation as well as formalisation. It seems that the private sectors in India are more 
formalised and centralised in their approach, orientation and operation. This might be the reason 
that due to more goals orientated activities and focused vision, the private sector organisations 
are more determined by contextual factors.  It seems very clear that due to contextual factors, the 
structure of organisation changes.  
 
In this study, the perceived dimensions of organisational structure differed among the public and 
private sector organisations. This is quite consistent with earlier studies high lighting public-
private differentiations. A “public-private difference” stream of research, begun by Rainey, 
Backoff, and Levine (1976), initiated a study of the roles that public and private organisations 
exhibit may lead to how they operate. Using this framework, researchers have found that the 
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demands placed on public and private organizations vary to the extent that different practices are 
recommended for each sector (Perry and Rainey 1988; Ring and Perry 1985). A variety of 
factors has been identified to distinguish public and private organizations (e.g., Bozeman 1987; 
Ring and Perry 1985). The most widely accepted classification, developed by Rainey, Backoff, 
and Levine (1976) and updated by Rainey (1989), uses environmental, transactional, and process 
factors to highlight differences among the sectors. It is clearly evident that structural dimensions 
and their conceptual relationships very much affect individual attitudes and behaviour. The 
finding of this present study is very much similar to study conducted by Mark (1985) in private 
service sector organisations. Mark (1985) found high level of centralisation and formalisation 
was associated with administrative effectiveness. An enhancing effect of organisational structure 
is suggested as contributing to organisational effectiveness. Johnson, Leenders & McCue (2000) 
found significant differences between public and private sector organisations with regard to 
organisational structure. Therefore, the significant differences found in this study are more 
congruent with regard to the perceived structure of organisation by the public and private sector 
employees. 
 
Further, it is evident from this present study that significant differences have been found between 
public and private sector employees on organisational strategy. The private sector employees 
were high on analysis and defensiveness dimensions of organisational strategy. Since, analysis 
refers to the overall problem solving posture that indicates the extent of tendency to search 
deeper for the roots of problems and to generate the best possible solution alternatives (Miller & 
Friesen, 1984). Schwenk (1990) examined decisions in public and private organisations and 
reported notable differences. Private, for-profit organizations have smoother decision-making 
processes. Public organizations experience more turbulence, interruptions, recycles, and conflict 
(e.g., Perry and Rainey 1988; Rainey, Backoff, and Levine 1976; Ring and Perry 1985). 
Employees display unique roles in different sectors. These distinct roles suggest vastly different 
kinds of expectations and accountability that may call for different decision-making practices. 
The private sector employees were having high score on analysis which clearly signifies that 
they are more autonomous in taking decisions and arriving at solutions in comparison to public 
sector employees (Hickson et al. 1986).  
 
In addition to analysis, the private sector employees were having high score on defensiveness 
dimension of organisational strategy. Defensive behaviours are demonstrated through cost 
reduction and efficiency seeking methods (Venkatraman, 1989). Becker (2002) has also 
highlighted improvement of organisational performance by exploiting workplace flexibility i.e. 
planning and design that reduce costs and increase flexibility. Nelson (2007) found significant 
differences between public and private sector employees in term of team member competence, 
standards, structure, and leadership. Gupta and Mittal (2008) studied that private sector 
employees adopted more efficient methods and strategies in comparison to public sector 
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employees. Therefore, the present findings confirm the earlier findings that private sector 
employees are better and differed on the two dimensions of organisational strategy i.e. analysis 
and defensiveness in comparison to public sector employees. 
 
Further, in continuation of the observed findings, where as, no sector wise differences were 
found on the other two dimensions of organisational strategy i.e. futurity and proactiveness 
among the public and private sector employees. Futurity refers to temporal considerations 
reflected in key strategic decision, relative emphasis of long term effectiveness versus efficiency 
considerations at the present (Venkatraman, 1989). Proactiveness refers to proactive behaviours 
such as participation in emerging industries, continuous searching for market opportunities and 
experimentation with potential responses to changing environmental trends (Venkatraman, 
1989). Baldwin (1987) and Khan (2009) found no specific difference in public and private sector 
organizations in strategic orientations. It is visualised that due to globalization and overall 
competition among the organization one over another, these two dimensions of organisational 
strategy were perceived similarly by the employees.  
 
This present findings are very much consistency with earlier studies conducted by Schwenk 
(1990) and Nutt (2006) who had identified differences across the sectors. Again, some 
researchers had also suggested that sector differences exist (Child and Smith, 1987; Paget and 
Lau, 1985) among public and private management organisations. In addition to it, the present 
finding was supported by recent findings carried out by Clayton et al. (2008) stating 
significant differences between the sectors with regard to lack of autonomy in public 
organisations as compared to private sector organisations.  
 
In a more similar way, Mathur, Aycan and Kanungo (1996) studied significant difference 
between public and private sector organisations. In comparison to public sector organisations, 

the internal work culture of private enterprises placed greater emphasis on internal locus of 
control, future orientation in planning, participation in decision-making, and obligation towards 

others in the work context. Accordingly, human resource management practices in the private 
sector utilised more effective motivational techniques (that is, feedback, autonomy, task 
significance, empowerment, supervisory control, and performance-reward contingency) 

compared to those in the public sector. Therefore, due to some contextual as well as 
organisational factors, it is obvious that private sector employees exhibited some differences on 
the said dimensions.    
 
This study examined one theoretical model of the relationship between organisational 
effectiveness as a series of work-related outcomes in two separate sectors: the private and the 
public, stating no significant difference across the sectors. The study by Baldwin (1987) 
supported this present finding that no significant differences exist between public and private 
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sector employees on organizational effectiveness. Khan (2009) has also found no specific 
differences between public and private sector organisations. The reasons might be due to 
globalization in economy, knowledge diffusion and transmission, competitive environments etc. 
Both the public and private sector organisations are trying their best to compete with the 
changing environment. Sung (2008) highlighted competitive advantage of information 
technology (CAIT), corporate strategy, organisational structure, and organisational performance 
among the organisations. Information technology provides several traits of strategic advantages 
such as efficiency, threat, functionality, preemptive-ness, and synergy, directs corporate strategy, 
shapes organisational structure, and significantly contributes to corporate performance. This 
might be the reason that no significant difference has been found in this present study. 
 
Service Vs Manufacturing Sector Organisations 
Another major comparison was made between manufacturing and service sector organisations. It 
documented the relationship and differences between the service and manufacturing sector 
employees with regard to the dimensions of, organisational effectiveness, organisational culture, 
organisational structure, and organisational strategy in more systematic manner.  
 
Efforts to delineate the performance implications of organisational culture elements continue. 
The study examined four major organisational culture traits, involvement, consistency, 
adaptability, and mission and compared organisational culture between the service and 
manufacturing sectors and it found significant differences between the employees of both the 
sectors. The perceived organisational culture was more in service sector than in manufacturing 
sector on the three dimensions of organisational culture dimensions i.e. mission, adaptability and 
consistency. There is no doubt that cultural traits may vary depending on the types of 
management (Denison, 1990; Denison & Mishap, 1995; Denison & Neale, 1996; Fey & 
Denison, 2003; Denison, 2009). 
  
The findings of this present study are more consistent with the earlier studies conducted by 
Mathew (2007) and Coffey (2010) in understanding organisational culture in the service sector 
organisations. Mathew (2007) explored the relationship of organisational culture with 
productivity and quality in Indian software organisations. He developed a range of insights into 
the way cultural processes tend to influence productivity and quality in people centric and 
knowledge intensive work contexts such as software. Rodman & Bray (2009) studied the 
influence of organisational culture on members’ behaviour and organisational performance. They 
have documented a variety of performance outcomes related to specific characteristics of 
organisational culture profiles that describe and apply a theory of culture related to behaviour 
and performance from a managerial perspective oriented to the attainment of results which are 
critical for the survival and viability of organisations. Ramadan (2010) in his research provides 
empirical evidence on the links between organisational culture and competitive advantage and 
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studied influence of objective aspects of organisational culture on objective measures of the 
outcomes of a firm's sustainable competitive advantage. 
 
In the line of service and manufacturing sector wise differentiation, this present study has 
investigated differences between employees of service and manufacturing sector organizations 
on organizational structure on both the dimensions viz. centralisation and formalisation. There is 
no doubt that the impact of organisational structure has been highlighted as having both positive 
and negatives effects depending on the nature and type of organisation. In this context, Yu and 
He (2007) and Carney (2009) suggested and analysed various advantages and 
disadvantages/positive benefits and negative consequences of organisational structures. In this 
present investigation, the service sector employees were found to be higher on both the 
dimensions i.e. centralisation and formalisation than manufacturing sector employees. It is very 
clear that there is more perceived centralisation and formalisation in the service sector.  
 
It is quite clear from the review of existing literature that researches are scanty and limited in 
stating the impact of structures on service and manufacturing sectors. It is attributed that the 
service sector employees may be having less autonomy in their functioning and less roles in the 
decision making process of the organisation.  
 
The findings of the present study documented marginal differences between employees of 
service and manufacturing sector organisations on organisational strategy.  The service sector 
employees were higher than manufacturing sector employees on two dimensions organisational 
strategy, viz. analysis and proactiveness. Where as no significant differences have been found 
between the service and manufacturing sector employees on other two dimensions of 
organisational strategy i.e. defensiveness and futurity.  
 
In this research, the importance of measuring organisational effectiveness remained 
understandable because organisational effectiveness is a significant indicator to show the 
direction, position, and future of the organisation (Cameron, 1986; Reds haw, 2000; Tonti & 
Herbs, 2009). It is found that there are significant differences between the service and 
manufacturing sectors on organisational effectiveness. The service sector organisations were 
proved to be more effective in comparison to manufacturing sectors. The reasons may be 
attributed to a number of factors like, motivation, job satisfaction, leadership, compensation, 
organizational justice, communication, intra and inter-team functioning, judgement and decision-
making, organizational development and change. Psychological insights are offered on 
management interventions, organizational theory, organizational productivity, organizational 
culture and climate, strategic management, stress, and job loss and unemployment (Anderson, 
Ones & Sinangil, 2005). 
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 Downey-Ennis and Harrington (2002) found more organisational effectiveness in private sector 
(i.e. Irish health-care organizations). Bao (2009) has also found more managerial effectiveness in 
light of organisational effectiveness in service sector such as identification of specific 
opportunities and appropriate motivation by the managers. Drummond and Al-Anazi (1997) 
studied leadership styles in terms of risk taking behaviour. Hickson (1986) and Schwenk (1990) 
Nutt (2006) organizations have smoother decision-making processes. Public organizations 
experience more turbulence, interruptions, recycles, and conflict (e.g., Perry and Rainey 1988; 
Rainey, Backoff, and Levine 1976; Ring and Perry 1985). Some times, the effectiveness of 
organisation depends on leadership as well as management styles. This might be another reason 
that service sector organisations were proved to be more effective than manufacturing sector. 
According to Pattanayak, Niranjana and Ganguly (2005) leadership is a power function and 
contributes to influence strategies of ingratiation and it is very well associated with 
organisational effectiveness. Wu, (2007) viewed that in India, the service sector has become the 
dominant contributor to the Indian economy, accounting for 54.2 per cent of GDP in 2004. The 
success in this sector is regarded as "India's services revolution". Therefore, in this study the 
service sector organisations proved to be more effective as perceived by the employees.  
Therefore, it is obvious that sector differentials exist in the life of Indian organisations due to 
organisational and contextual factors. There is no doubt that organisational factors are the prime 
factors contribute to, as a result ultimately affecting organisational growth, development as well 
as effectiveness.   
 
IMPLICATIONS AND RECOMMENDATION FOR FUTURE RESEARCH 
Many organisations still view organisational effectiveness as launching some welfare programme 
without adequate consideration of their organisational characteristics to ensure the success of 
their organisational development initiatives. Through analyzing the relevance of organisational 
characteristics to organisational success enhancement, this study brings to attention the 
importance of focusing on creating a harmonious culture-friendly environment that is made up of 
appropriate cultural, structural, and strategic features. This study also provides empirical 
evidence for the positive contribution of organisational factors that leads to organisational 
success. The following specific conclusions were derived. 
 
Further studies are needed to extend the current research in the areas of measurement and further 
research questions. This study employed measurements from different instruments, and 
measurement problems came up and should be addressed in future research that the items 
measuring organisational effectiveness could be improved and increased by adopting other 
factors of organisational effectiveness at individual level, group level as well as organisational 
level. For informants to give accurate perceptions of their whole organisation is not a realistic 
expectation, especially in large organisations. Future research could focus the level of analysis 
on the business unit or even department.  
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CONCLUSION 
In conclusion, the study results established that differences and similarities across the four 
organisational sectors were identified and discussed. Contingency theory offers a theoretical 
justification for the relationships among these constructs. The contingency approach (Galbraith 
1977; Ruekert, Walker, and Roering 1985) holds that there are no universal principles that apply 
to all organisations and that not all available approaches are equally effective. Contingency 
theory argues that for an organisation to survive and perform in a given context, it must exhibit 
congruence between its internal elements and its external environment (Galbraith 1977). The 
results of the analysis carried out on the organisational culture, structure and strategy of 
organisations indicated very significant importance as part of its organisational growth leading to 
organisational effectiveness. Brewster, Gooderham, & Mayrhofeg (2016) and Fischbacher-
Smith (2017) linked human resource management strategy with performance, and 
organisational effectiveness. Therefore, necessary strategic approach should be undertaken 
how to enhance the efficiency and effectiveness on the part of organizations. Therefore, on the 
basis of obtained findings as perceived by the respondents, it can be concluded that having 
efficient and effective organisational culture, structure and strategy is an important aspect of an 
organisation to ensure organisational effectiveness. The congruence between its internal 
elements and its external changing and challenging environments is to be taken care of greater 
effectiveness and efficient functioning of organisations.  
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