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Abstract

This study investigates strategies for optimizing departmental performance in
organizational contexts characterized by inefficient management practices. The primary
objective of the research is to examine how leadership effectiveness, communication and
coordination, and employee motivation and engagement influence departmental performance,
and to identify practical measures for enhancing productivity despite managerial
inefficiencies. Employing a quantitative research methodology, the study collected data from
a sample of 277 participants, including both managerial and non-managerial staff, through a
structured questionnaire. Statistical analyses were conducted to evaluate the relationships
between independent variables and departmental performance, providing empirical evidence
of the factors that most significantly affect operational outcomes. The key findings indicate
that leadership effectiveness, effective communication and coordination, and high levels of
employee motivation and engagement each have a significant positive impact on departmental
performance. Departments with managers who demonstrate clear guidance, supportive
leadership, and consistent decision-making were found to achieve higher productivity and
efficiency. Similarly, well-structured communication channels and coordinated workflows
were shown to reduce operational delays and enhance task execution. Furthermore, motivated
and engaged employees were observed to contribute more actively to departmental objectives,
mitigating some of the adverse effects of inefficient management practices. Based on these
findings, the study recommends that organizations implement comprehensive leadership
development programs, establish clear communication and coordination mechanisms, and
promote employee engagement through recognition, participation, and professional
development opportunities. Additionally, regular performance monitoring and feedback
systems are advised to ensure accountability and continuous improvement. By addressing
both structural and behavioral aspects of management, these recommendations aim to
optimize departmental performance and create a more efficient, motivated, and productive

organizational environment, even in the presence of existing managerial inefficiencies.

Keywords: Departmental Performance, Inefficient Management, Leadership

Effectiveness, Communication and Coordination, Employee Motivation, Quantitative

Research, Organizational Productivity.




Chapter One



Introduction

Organizational performance is increasingly recognized as a critical determinant of
institutional sustainability, competitiveness, and long-term strategic success. Within modern
organizations, departments function as the operational units through which institutional goals,
policies, and strategies are translated into practical outcomes. However, the effectiveness of
these departments is often undermined by inefficient management practices that limit
productivity, distort decision-making processes, and weaken coordination among employees.
Inefficiencies in management may manifest in several forms, including inadequate planning,
poor communication, lack of accountability, ineffective resource allocation, and limited
leadership capability. These challenges can significantly hinder the ability of departments to
achieve their intended objectives and may ultimately affect the overall performance of the
organization. Therefore, examining mechanisms for optimizing departmental performance in
environments characterized by inefficient management practices has become an essential area
of inquiry in contemporary management studies (Gutterman, 2023).

In many organizations, particularly those experiencing rapid growth or institutional
restructuring, managerial inefficiencies tend to emerge due to the absence of structured
governance frameworks and evidence-based leadership approaches. Managers may rely on
outdated administrative methods, informal decision-making processes, or hierarchical control
systems that fail to respond effectively to the dynamic nature of modern organizational
environments. Such practices often create operational bottlenecks, reduce employee

motivation, and weaken collaboration among departmental units. Consequently, departments

may struggle to deliver services efficiently, meet performance targets, or adapt to evolving

organizational demands. Understanding how these inefficiencies develop and how they affect
departmental performance is essential for designing effective strategies that can mitigate their
impact (Duarte, 2025).

The concept of departmental performance encompasses multiple dimensions, including
productivity, service quality, operational efficiency, employee engagement, and the ability to
achieve strategic objectives within a given timeframe. When management practices are
inefficient, these dimensions are frequently compromised. Employees may experience unclear
role definitions, inconsistent supervision, and limited access to necessary resources or
training. Additionally, poor managerial oversight may result in delays in decision-making,

duplication of tasks, and the misalignment of departmental activities with broader




organizational goals. Over time, these challenges can contribute to declining morale, reduced
innovation, and a deterioration in organizational effectiveness (Valcozzena, 2025).

Optimizing departmental performance under such circumstances requires a
comprehensive and systematic approach that addresses both structural and behavioral aspects
of management. Structural interventions may involve the redesign of organizational
processes, the implementation of performance measurement systems, and the development of
transparent communication channels that enhance coordination across departmental units.
Behavioral interventions, on the other hand, focus on improving leadership competencies,
strengthening managerial accountability, and fostering a culture of collaboration and
continuous improvement. By integrating these approaches, organizations can gradually
overcome the limitations imposed by inefficient management practices and create conditions
that enable departments to function more effectively (Farahmand, 2025).

Contemporary management literature emphasizes the importance of adopting strategic
management tools, data-driven decision-making processes, and participatory leadership
models to enhance departmental performance. These frameworks encourage managers to
move beyond traditional administrative roles and adopt more proactive and adaptive
leadership styles that prioritize employee empowerment, innovation, and organizational
learning. When applied effectively, such practices can transform departments into dynamic
units capable of responding to complex operational challenges and contributing meaningfully
to organizational growth (Wijayanto, 2025).

This study is therefore situated within the broader discourse on organizational

performance improvement and management reform. It seeks to explore how departmental

performance can be optimized even when management practices are initially inefficient or
inadequately structured. By examining the relationship between managerial practices and
departmental outcomes, the study aims to identify practical strategies that can enhance
efficiency, improve coordination, and strengthen institutional performance. Ultimately, the
findings of this research are expected to contribute to the development of more effective
management frameworks that support sustainable organizational success and improved

departmental functionality.




Study Problem

In many contemporary organizations, departmental performance is often constrained not only
by limited resources or external pressures but also by the presence of inefficient management
practices that undermine operational effectiveness. Inefficient management may arise from
weak leadership competencies, unclear strategic direction, inadequate planning mechanisms,
poor communication structures, and the absence of systematic performance monitoring. Such
deficiencies create an environment in which departmental activities are poorly coordinated,
decision-making processes become slow or inconsistent, and employees lack clear guidance
regarding their roles and responsibilities. As a result, departments may struggle to meet
organizational objectives, maintain productivity, or deliver services with the expected level of
quality and efficiency. The persistence of these challenges can lead to reduced employee
morale, increased operational costs, duplication of efforts, and an overall decline in
institutional effectiveness. Despite the growing recognition of the importance of effective
management in driving organizational performance, many departments continue to operate
under managerial systems that fail to support optimal productivity or foster a culture of
accountability and continuous improvement. Consequently, there is a critical need to examine
how departmental performance can be optimized in environments where management
practices are inefficient, and to identify strategies that can mitigate the negative impacts of
such inefficiencies while enhancing the overall effectiveness of departmental operations.
Problems Arising from the Main Research Problem
Several interrelated problems emerge from the presence of inefficient management practices
within departments, including:
1. Lack of clear strategic direction, which leads to misalignment between departmental

activities and organizational goals.

Poor communication channels between management and employees, resulting in

misunderstandings, delays in task completion, and reduced collaboration.

Ineffective resource allocation, which may cause certain tasks to be underfunded while

others receive unnecessary attention or duplication.

Weak performance evaluation systems, limiting the organization’s ability to measure

productivity and identify areas requiring improvement.

Low employee motivation and engagement, often caused by inconsistent supervision,

lack of recognition, and limited opportunities for professional development.




6. Inefficient decision-making processes, where delays and bureaucratic procedures
hinder timely responses to operational challenges.
Reduced innovation and adaptability, as departments operating under ineffective
management structures may struggle to implement new ideas or respond to changing
organizational demands (Kolk, 2019).
Based on the identified research problem, the central question guiding this study can be
formulated as follows: How can departmental performance be optimized in

organizational environments characterized by inefficient management practices?

Study Questions

Main Research Question
How can departmental performance be optimized in organizations where management
practices are inefficient?

Sub-Questions

1. What are the most common forms of inefficient management practices that affect

departmental operations in organizations?
How do inefficient management practices influence departmental performance,
including productivity, efficiency, and employee engagement?
What organizational and managerial factors contribute to or intensify management
inefficiencies within departments?
What strategies and management interventions can help reduce the negative effects of
inefficient management practices on departmental performance?
How can organizations implement sustainable performance improvement mechanisms

to enhance departmental effectiveness despite managerial challenges?




Study Importance

The scientific importance of this study lies in its contribution to the growing body of
knowledge within the field of organizational and management studies, particularly in relation
to departmental performance and managerial effectiveness. Contemporary organizations
operate in increasingly complex and dynamic environments that require efficient management
practices to ensure optimal performance and sustainability. However, many departments
continue to face challenges associated with inefficient managerial structures, weak leadership
practices, and ineffective operational strategies. By examining the relationship between
management inefficiencies and departmental performance, this study contributes to the
theoretical understanding of how managerial practices influence productivity, employee
engagement, and operational efficiency. Furthermore, the study aims to expand existing
academic discourse by exploring mechanisms through which organizations can enhance
departmental outcomes even when management systems are not functioning optimally.
Through the integration of relevant management theories, performance optimization
frameworks, and empirical analysis, the research seeks to provide a comprehensive
conceptual perspective that can support future scholarly investigations in the areas of
leadership effectiveness, organizational behavior, and institutional performance
improvement.

From a practical perspective, the study holds significant value for organizations seeking
to improve departmental performance despite existing managerial limitations. In many
institutional contexts, particularly within developing or transitional organizational
environments, departments often operate under leadership systems that may lack strategic
planning, effective communication mechanisms, or structured performance evaluation
processes. These limitations can negatively affect productivity, employee motivation, and the
overall ability of departments to achieve their operational objectives. The findings of this
study are expected to provide practical insights and actionable recommendations that
managers, administrators, and decision-makers can utilize to address these challenges. By
identifying strategies for improving coordination, strengthening leadership practices, and
enhancing performance monitoring systems, the research may assist organizations in creating
more efficient departmental structures and improving the quality of services and outputs.
Ultimately, the study aims to support organizational leaders in implementing management
reforms that foster greater accountability, encourage employee engagement, and promote

sustainable improvements in departmental effectiveness (Restuputri, 2024).




Study Objectives

Main Objective of the Study

The main objective of this study is to examine how departmental performance can be
optimized in organizational environments characterized by inefficient management
practices, and to identify effective managerial strategies that can improve productivity,

coordination, and overall operational efficiency.

Sub-Objectives

1.

To analyze the nature and characteristics of inefficient management practices and how
they manifest within organizational departments.

To examine the impact of inefficient management practices on departmental
performance, including productivity, employee motivation, and service quality.

To identify the key managerial and organizational factors that influence departmental
performance under conditions of management inefficiency.

To explore effective strategies and management approaches that can mitigate the
negative effects of inefficient management practices on departmental operations.

To propose practical recommendations and frameworks that organizations can adopt

to enhance departmental performance despite existing managerial limitations.

Study Hypotheses

Main Hypothesis of the Study

There is a significant relationship between management practices and the level of
departmental performance, and improving managerial approaches can contribute to
optimizing departmental performance even in environments characterized by

inefficient management.

Sub-Hypotheses

1.

Inefficient management practices have a statistically significant negative impact on
departmental productivity and operational efficiency.

Poor communication and weak coordination mechanisms significantly contribute to
reduced departmental performance.

Effective leadership and management development programs can significantly

improve departmental performance despite existing managerial inefficiencies.




4. The implementation of structured performance evaluation and monitoring systems
positively influences departmental productivity and accountability.
Adopting strategic planning and participatory management approaches significantly
enhances departmental performance within organizations experiencing management

inefficiencies.

Scientific Theory Used to Prepare Research

The theoretical foundations of any academic study represent the conceptual framework
that guides the research process and helps explain the relationships between the variables
under investigation. In studies concerned with organizational performance, theoretical
foundations play a crucial role in clarifying how managerial practices influence the efficiency
and effectiveness of departments within an organization. The present study, which focuses on
optimizing departmental performance under conditions of inefficient management practices,
relies on several well-established theoretical perspectives in management and organizational
studies. These theories provide an analytical lens through which the dynamics of managerial
inefficiency and its impact on departmental productivity, employee engagement, and
operational outcomes can be better understood. By grounding the study in recognized
theoretical frameworks, the research is able to systematically examine the causes of
management inefficiencies and explore mechanisms through which departmental

performance can be improved despite existing organizational limitations.
- Organizational Performance Theory

Organizational performance theory is one of the most important theoretical perspectives that
underpin this study. This theory focuses on how organizations utilize their resources,
capabilities, and management systems to achieve strategic goals and maintain operational
efficiency. Within this framework, departmental performance is viewed as a key indicator of
overall organizational success, since departments represent the operational units responsible
for implementing policies, executing tasks, and delivering services. According to this theory,
effective management practices are essential for coordinating departmental activities,
allocating resources efficiently, and ensuring that employees work toward common
organizational objectives. When management practices are inefficient—such as when
planning is inadequate, communication is ineffective, or supervision is inconsistent—
departments may struggle to achieve their performance targets. Organizational performance

theory therefore emphasizes the importance of establishing clear management structures,




measurable performance indicators, and systematic monitoring processes to ensure that

departmental operations remain aligned with broader organizational goals (Saputra, 2024).
Leadership Theory

Leadership theory provides another important theoretical basis for understanding how
departmental performance is influenced by management practices. Leadership plays a central
role in shaping organizational outcomes because managers act as the primary decision-makers
who guide employees, set priorities, and establish the working environment within
departments. Leadership theories suggest that the behavior, skills, and management style of
leaders have a direct impact on employee motivation, productivity, and job satisfaction.
Inefficient management practices often emerge when leaders lack the necessary competencies
to effectively guide their teams, communicate organizational goals, or address operational
challenges. For instance, leadership approaches characterized by excessive centralization,
poor communication, or limited employee involvement can negatively affect departmental
performance by reducing morale and discouraging initiative among employees. Conversely,
leadership styles that emphasize participation, transparency, and collaboration tend to foster
stronger teamwork and higher levels of productivity. Thus, leadership theory highlights the
importance of developing managerial competencies and adopting leadership practices that

encourage employee engagement and accountability (Wang, 2020).
Systems Theory

Systems theory offers a broader perspective for understanding organizational dynamics by
viewing organizations as interconnected systems composed of multiple interdependent
elements. According to this theory, departments, employees, managerial processes, and

organizational resources function as components of a larger system that must work in harmony

to achieve desired outcomes. Inefficiencies in management practices within one part of the

system can disrupt the functioning of other components, ultimately affecting the overall
performance of the organization. For example, ineffective communication channels between
departments, unclear reporting structures, or poorly coordinated decision-making processes
can create operational delays and reduce productivity. Systems theory therefore emphasizes
the importance of adopting a holistic approach to management that considers the interactions
between different organizational units. By improving coordination, information flow, and

structural alignment, organizations can enhance the efficiency of departmental operations and




mitigate the negative consequences associated with inefficient management practices

(Salawu, 2023).
Human Resource and Motivation Theories

Human resource and motivation theories also provide an important theoretical foundation for
this study by highlighting the central role of employees in achieving departmental
performance. According to these theories, employee motivation, satisfaction, and engagement
are key determinants of productivity and organizational effectiveness. Inefficient management
practices often create working environments characterized by unclear expectations, limited
recognition, insufficient training opportunities, and poor communication between
management and staff. These conditions can reduce employee motivation and lead to lower
levels of performance within departments. Motivation theories suggest that employees are
more productive when they perceive their work as meaningful, when their contributions are
recognized, and when they have opportunities for professional development. Therefore,
improving management practices related to employee support, communication, and
professional growth can significantly enhance departmental performance. By addressing the

human element within organizations, management can create a more supportive and

motivating work environment that encourages employees to perform at their highest potential

(Aljehani, 2024).

Strategic Management Theory

Strategic management theory further supports the conceptual framework of this study by
emphasizing the importance of aligning organizational strategies with departmental activities
and operational processes. This theory focuses on how organizations plan, implement, and
evaluate strategies to achieve long-term objectives and maintain competitive advantage.
Departments serve as the operational units responsible for executing these strategies, and their
effectiveness largely depends on the quality of managerial guidance and coordination they
receive. Inefficient management practices can disrupt the implementation of organizational
strategies by creating confusion regarding priorities, delaying decision-making processes, and
limiting the efficient use of resources. Strategic management theory therefore highlights the
need for clear planning mechanisms, performance evaluation systems, and continuous
monitoring processes that ensure departmental activities remain aligned with strategic goals.

By adopting strategic management principles, organizations can identify inefficiencies within




management structures and implement targeted interventions to improve departmental

performance (Chukwuere, 2021).




Chapter Two

Previous Studies




Introduction

Chapter Two represents a fundamental component of the present study, as it provides
the theoretical and empirical foundation upon which the research is built. In academic
research, reviewing relevant literature plays a crucial role in clarifying the conceptual
background of the study, identifying the major scholarly contributions related to the research
topic, and establishing the intellectual context within which the study is conducted. Given that
the current research examines the issue of optimizing departmental performance in
environments characterized by inefficient management practices, it is necessary to explore the
theoretical perspectives and previous empirical findings that have addressed similar issues
within organizational and management studies. Through this review, the chapter aims to
deepen the understanding of how managerial practices influence departmental outcomes and
to identify the main concepts and analytical approaches that can guide the investigation of this

research problem.

This chapter begins by presenting a comprehensive discussion of the key concepts
associated with the variables of the study. In organizational research, variables serve as the
analytical elements through which relationships between management practices and
organizational performance can be examined. In this context, the chapter explores the
conceptual meaning, dimensions, and practical manifestations of the factors that influence
departmental performance, as well as the managerial practices that may enhance or hinder
such performance. By clarifying these concepts and examining how they have been defined
and operationalized in previous academic work, the chapter establishes a conceptual
framework that helps explain how variations in management practices may affect the
productivity, efficiency, and effectiveness of departmental operations. This discussion also
highlights the importance of understanding the interactions between managerial behavior,
organizational structures, and employee performance in shaping overall departmental

outcomes.

In addition to discussing the conceptual dimensions of the study variables, the chapter

provides an extensive review of previous studies that have investigated issues related to

management efficiency, leadership practices, and organizational performance. Reviewing
previous research is essential because it allows the study to build upon established knowledge,
identify gaps in the existing literature, and avoid unnecessary duplication of earlier work. By
analyzing the methodologies, findings, and theoretical perspectives presented in earlier

studies, the chapter seeks to identify common themes and patterns regarding how management

13




practices influence departmental productivity and operational effectiveness. Furthermore, the
review of previous studies enables the researcher to critically evaluate the strengths and
limitations of existing research and to position the current study as a meaningful contribution

to the broader field of organizational and management research.

Another key component of this chapter involves the presentation and discussion of the
theoretical perspectives that inform the study. Theoretical frameworks serve as the intellectual
foundation that guides the interpretation of research findings and provides a structured
explanation of the relationships between the main concepts under investigation. In the context
of this study, relevant theories from the fields of organizational behavior, leadership studies,
human resource management, and strategic management are examined in order to provide a
comprehensive understanding of how management practices affect departmental
performance. These theoretical perspectives help explain the mechanisms through which
managerial inefficiencies can negatively influence organizational outcomes and, conversely,
how effective management strategies can enhance departmental productivity and operational

efficiency.

Chapter Two aims to establish a strong conceptual and empirical basis for the study by
integrating theoretical discussions, empirical evidence from previous research, and analytical

insights related to organizational performance and management practices. By systematically

reviewing these elements, the chapter not only clarifies the academic context of the research

problem but also supports the development of the study’s analytical framework and research
hypotheses. Consequently, the insights derived from this chapter will play a critical role in
guiding the subsequent stages of the research, including the research methodology, data
analysis, and interpretation of results, thereby ensuring that the study is firmly grounded in
established academic knowledge while addressing a significant practical challenge within

organizational management.




Dependent and Independent Variables

Dependent Variable: Departmental Performance

Departmental performance serves as the primary focus of this study and represents the
dependent variable, as it is directly influenced by various managerial and organizational
factors. In organizational research, departmental performance encompasses the effectiveness
and efficiency with which departments achieve their objectives, complete assigned tasks, and
contribute to the overall goals of the organization. This variable is multidimensional, often
including indicators such as productivity levels, quality of output, adherence to timelines,
operational efficiency, and the degree of alignment between departmental activities and
broader organizational objectives. In the context of this study, departmental performance
reflects the extent to which operational units are able to function optimally despite the
presence of inefficient management practices. Variations in departmental performance can
arise from differences in leadership approaches, communication systems, employee
motivation, and other managerial practices, making it a key indicator for assessing the impact
of independent variables within the organizational environment. By focusing on departmental
performance, the study aims to understand not only the outcomes of managerial inefficiencies

but also the mechanisms through which improvements can be made (Long, 2022).

Independent Variables
1. Leadership Effectiveness:

Leadership effectiveness refers to the ability of managers to guide, motivate, and support their
teams in achieving departmental and organizational objectives. Effective leaders demonstrate
competencies such as decision-making, strategic planning, delegation, and the ability to
inspire and empower employees. Conversely, inefficient leadership—characterized by poor
guidance, lack of vision, or inconsistent decision-making—can negatively impact
departmental performance by creating uncertainty, reducing employee morale, and slowing
operational processes. In this study, leadership effectiveness is examined as a key determinant
of departmental outcomes, as managers play a central role in shaping the work environment,
setting performance expectations, and ensuring that tasks are completed efficiently (Ashley-

Osuzoka, 2024).




2. Communication and Coordination:

Communication and coordination are fundamental managerial processes that facilitate the
smooth functioning of departmental activities. Effective communication ensures that
employees are aware of organizational goals, departmental priorities, and their specific roles,
while coordination ensures that tasks are executed in an organized and collaborative manner.
Inefficient communication channels, ambiguous instructions, or lack of coordination can lead
to misunderstandings, duplicated efforts, and delays in task completion, ultimately reducing
departmental productivity. This variable is therefore critical in understanding how the flow of
information and the alignment of activities influence departmental performance, particularly

in environments where management practices are suboptimal (Carter, 2020).
3. Employee Motivation and Engagement:

Employee motivation and engagement reflect the degree to which staff members are
committed to their work, feel a sense of purpose, and are willing to contribute actively to
achieving departmental objectives. High levels of motivation and engagement often result in
increased productivity, creativity, and adherence to organizational standards, while low levels
can contribute to absenteeism, reduced performance, and operational inefficiencies. Managers

can influence this variable through recognition, professional development opportunities,

participatory decision-making, and supportive leadership practices. In the context of this

study, understanding the role of employee motivation and engagement is crucial, as
departments with motivated and engaged employees are better equipped to overcome the

challenges posed by inefficient management practices (Novruzov, 2024).

Relationship Between Dependent and Independent Variables

The relationship between the independent variables and departmental performance is central
to the conceptual framework of this study. Leadership effectiveness, communication and
coordination, and employee motivation and engagement are all expected to have a positive
influence on departmental performance, meaning that improvements in these areas are likely
to result in enhanced operational efficiency, higher productivity, and better alignment with
organizational goals. Conversely, inefficiencies in any of these managerial dimensions can
negatively affect departmental outcomes, creating obstacles to achieving objectives and
reducing overall organizational effectiveness. The study posits that these independent
variables do not operate in isolation but are interrelated: effective leadership enhances

communication and coordination, which in turn boosts employee motivation and engagement,

16




collectively contributing to improved departmental performance. By analyzing these
relationships, the study aims to identify the specific mechanisms through which management
practices influence departmental outcomes and to provide actionable insights for optimizing

performance in organizational settings characterized by managerial inefficiencies.

Previous Studies

(Nurlina, 2023) This study focuses on the performance of employees in the Bone
Regency Population and Civil Registration Service, with a specific emphasis on timeliness in
completing work tasks. The aim is to analyze and evaluate employee performance in this
dimension. The study contributes to the understanding of performance measurements in
organizational settings and offers practical insights to enhance employee performance and
meet public expectations in population and civil registration services. Using a descriptive
research methodology with a qualitative approach, the study involved interviews,
observations, and document analysis for data collection. The main findings reveal that
employee performance in the timeliness dimension at the Bone Regency Population and Civil
Registration Service is suboptimal. Factors contributing to this include the complexity of
document processing, inadequate technological support, and poor time management. This
study fills a gap in the literature by addressing specific challenges related to timeliness in
employee performance within population and civil registration services. It provides
recommendations for improvement, such as offering training on efficient document
management, utilizing relevant technology, providing adequate support facilities, and

enhancing coordination and communication. Implementing these corrective measures can

help enhance employee performance in the service and improve overall efficiency.

In today’s competitive business environment, accounting information systems (AISs)
are crucial for organizations seeking to enhance decision making and improve performance.
(Zohry, 2024) This study investigates the interplay between AIS competence, information
quality, and system effectiveness and their collective impact on business performance within
Saudi Arabian companies. Using a quantitative approach, data were collected from 123
manufacturing and service firms through a structured questionnaire. Employing structural
equation modeling (SEM), this study elucidates the direct and mediating effects of AIS
attributes on organizational outcomes. The findings indicate that system competence has a

direct positive effect on both information quality and AIS effectiveness. Information quality,
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in turn, positively influences AIS effectiveness and business performance. Additionally, AIS
effectiveness was found to have a direct positive impact on organizational performance. This
study provides valuable insights for managers seeking to optimize AIS investments and
emphasizes the importance of integrating high-quality information systems to achieve
strategic and operational goals. The results offer a detailed understanding of AIS dynamics,
particularly within the context of emerging markets, and contribute to the broader discourse

on technology-driven business performance enhancement.

(Handoyo, 2023) This study examines the direct effect of internal factors within a
business organization, including business strategy, operational efficiency, and ownership
structure, on manufacturing performance. It also analyzes how these internal factors influence
manufacturing performance when interacting with external factors, namely market
uncertainty and competition intensity. The study compares firms with proactive and defensive
strategies regarding operational efficiency and manufacturing performance differences. It also
compares manufacturing performance differences between firms with foreign and domestic
ownership. The sample for this study includes manufacturing firms listed on the Indonesia
Stock Exchange between 2014 and 2021. The findings indicate that business strategy,

operational efficiency, and ownership structure positively and significantly affect

manufacturing performance. Operational efficiency is higher in manufacturing when business

competition increases. Under intense business competition, manufacturing firms with foreign
ownership tend to have more competitive advantages than domestic ownership.
Manufacturing firms that adopt proactive business strategies (prospectors and analyzers)

perform significantly better than those with defensive strategies (defenders and reactors).

(Yuldashev, 2025) This article examines efficiency and effectiveness of managerial
activities. Materials from the author's personal archive, coupled with first-hand experience as
a Komsomol leader at both city and regional levels, and later within the armed forces,
consistently indicate that the effectiveness and quality of management are entirely dependent
on manager's personality. This includes their experience, readiness to perform tasks in their
assigned area, personal, business, and moral qualities, as well as their attitude toward work.
Furthermore, the judicious allocation and efficient use of time by managers lead to
rationalised management, which in turn results in a commensurate increase in the

effectiveness of any type of activity.




An organization’s performance in a project is determined by its ability to implement
project management knowledge and practices. This ability reflects the organization’s level of
project management maturity (PMM). PMM is premised on the belief that the higher the
PMM level, the higher the ability to successfully deliver a project. With this in mind, (Karim,
2022) the current paper aims to determine the type of organizational aspects and practices that
could influence the success of PMM implementation in organizations. For this purpose, a
systematic literature review (SLR) was performed on 23 articles published between 2011 and
2021 that studied PMM. The findings showed that most articles stressed organizational culture
and integration with strategic organizational initiatives. Among all the studied industries, the
information technology industry stood out. Content analysis was used for analyzing data,
which were thematized using ATLAS.ti. Ten sub-themes emerged, with six sub-themes under
organizational aspects and four sub-themes under organizational practices. These sub-themes,
which were intertwined with the implementation and growth of PMM in organizations,
positively impact project delivery performance. Based on this, several future research

opportunities were proposed.

Despite the wide adoption of performance management by organizations, there is little
evidence that performance management works. In this paper (Murphy, 2025), I critique both
the methods and the goals of performance management. First, I note that performance
management, through its reliance on top-down decision making, robs workers of autonomy
and responsibility. Next, I note that two of the three major components of performance
management (aligning job performance goals with the strategic goals of the organization and
using frequent informal feedback to manage performance) are flawed, and that efforts to

manage performance using these tools are likely to fail. Rather than relying on managing

performance, organizations should follow decades of research on supportive leadership and

focus on supporting and facilitating performance rather than managing it. I call for more
empirical research to evaluate the effectiveness of performance management and the effects

of the various tools used to manage performance.
Commentary on Previous Studies:
Similarities in Previous Studies

Previous research consistently emphasizes the critical relationship between management
practices and organizational performance. Across multiple studies, factors such as leadership

effectiveness, operational efficiency, strategic alignment, and communication processes are
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repeatedly identified as determinants of performance outcomes. Many studies also highlight
the role of employee engagement, motivation, and competence in influencing productivity
and departmental or organizational success. Furthermore, prior research demonstrates that
structured systems whether in project management, information systems, or performance
evaluation enhance organizational effectiveness when properly implemented. These studies
collectively underscore the principle that organizational performance is shaped by the
combination of managerial actions, employee behaviors, and the alignment of operational
systems with strategic objectives. This common thread reinforces the theoretical foundation
of the current research, which focuses on improving departmental performance despite the

presence of inefficient management practices.
- Differences in Previous Studies

While previous studies converge on the importance of management practices, they differ in
terms of context, scope, and methodology. Some investigations focus on specific
organizational sectors, such as civil registration services, manufacturing, or information
technology, while others adopt a broader corporate or cross-industry perspective.
Methodologically, certain studies employ qualitative approaches, relying on interviews,
observations, and document analysis, whereas others use quantitative methods with surveys
and statistical modeling. Additionally, the performance metrics examined vary across studies,
including timeliness, operational efficiency, system effectiveness, and project delivery
outcomes. Differences also exist in the level of analysis; some studies examine individual
employee performance, others assess departmental outcomes, and some evaluate

organizational or industry-wide performance indicators. These distinctions illustrate that the

relationship between management practices and performance is context-dependent and that

findings in one sector or methodological approach may not be directly generalizable to other

settings.
- Research Gaps that Distinguish the Current Research

Despite the extensive body of literature on management and organizational performance,
several gaps remain that the current research seeks to address. First, many studies focus either
on macro-level organizational outcomes or on specific performance dimensions, such as
timeliness or system effectiveness, without examining the combined impact of multiple
management practices on overall departmental performance. Second, there is limited research

on the challenges posed by inefficient management practices and how departments can

20




optimize performance under such constraints. Third, while some studies emphasize structural
or technological interventions, fewer explore the integrative effects of leadership,
communication, and employee motivation in environments characterized by managerial
inefficiencies. Finally, existing studies often focus on a single industry or geographic context,
leaving gaps in understanding the broader applicability of performance optimization strategies
across diverse departmental settings. The current research addresses these gaps by
systematically examining how departments can achieve higher performance levels even when
faced with inefficiencies in leadership, communication, and management practices, providing

both empirical evidence and practical recommendations for organizational improvement.

Theoretical Framework of the Study

The theoretical foundations of this study provide a comprehensive framework for
understanding the complex relationship between management practices and departmental
performance. In organizational and management research, theoretical perspectives are
essential for explaining how various managerial behaviors, leadership approaches, and
operational processes influence the efficiency and effectiveness of departments. This study
focuses on optimizing departmental performance in environments where management
practices are inefficient, and as such, it draws on multiple theories from organizational
behavior, leadership, human resource management, and strategic management. These
theoretical perspectives offer a conceptual lens through which the causes of inefficiency can
be analyzed and the mechanisms for improving departmental performance can be identified.
By grounding the study in established theoretical frameworks, the research ensures that its

findings are not only empirically valid but also intellectually robust and contextually relevant.




Figure 1: Theoretical Framework of the Study

Organizational Performance Theory

Organizational performance theory forms a central component of the study’s theoretical
foundation. This theory emphasizes that the effectiveness of an organization is largely
determined by how well its units and departments utilize resources, manage processes, and
achieve objectives. Departmental performance is therefore a reflection of the broader
organizational system and depends heavily on management practices that facilitate
coordination, resource allocation, and operational efficiency. When managerial practices are
inefficient, departments often face delays in task completion, misalignment with
organizational goals, and reductions in productivity. Organizational performance theory
highlights the need for structured management systems, clear operational procedures, and
measurable performance indicators to ensure that departmental activities contribute positively
to overall organizational success. This theoretical perspective underpins the study’s focus on
identifying managerial strategies that can optimize departmental performance despite existing

inefficiencies (Garrido-Moreno, 2024).
Leadership Theory

Leadership theory provides another critical framework for this study, focusing on how
leadership behaviors and management styles influence employee performance and
organizational outcomes. Effective leadership is characterized by the ability to provide clear
direction, motivate employees, support decision-making, and foster a positive organizational
culture. In contrast, ineffective leadership—marked by poor decision-making, lack of

communication, and insufficient guidance—can hinder departmental performance by




reducing employee morale, creating confusion, and limiting productivity. The study draws on
leadership theory to examine how managerial behaviors and leadership effectiveness directly
affect departmental outcomes. It also explores how supportive, participatory, and
transformational leadership approaches can mitigate the negative effects of inefficient

management and foster higher performance levels within departments (José¢, 2025).
Systems Theory

Systems theory offers a holistic perspective by viewing organizations as interconnected
systems composed of interdependent units, processes, and resources. According to this theory,
departmental performance cannot be evaluated in isolation, as inefficiencies in one part of the
system can create ripple effects that impact other departments and the organization as a whole.
Inefficient management practices, for example, may disrupt communication, slow decision-
making processes, and create bottlenecks in operational workflows. Systems theory
emphasizes the need for integrated approaches to management, where departments,
employees, and managerial structures function cohesively to achieve shared organizational
goals. This perspective supports the study’s emphasis on addressing inefficiencies through
structural and process-oriented interventions that improve coordination, communication, and

operational alignment (Basten, 2018).
Human Resource and Motivation Theories

Human resource and motivation theories provide an essential lens for understanding the role

of employees in departmental performance. Employee engagement, job satisfaction, and

motivation are key determinants of productivity and operational effectiveness. Inefficient

management practices often result in environments where employees experience unclear
expectations, limited recognition, and insufficient opportunities for professional growth, all
of which reduce motivation and negatively impact performance. Motivation theories, such as
Herzberg’s Two-Factor Theory and Maslow’s Hierarchy of Needs, suggest that enhancing
employee satisfaction through recognition, empowerment, and development opportunities can
significantly improve performance outcomes. By integrating these perspectives, the study
examines how management practices influence employee attitudes and behaviors, and how
motivated and engaged employees contribute to the optimization of departmental

performance (Geerts, 2024).




Chapter Three

Study Methodology




Introduction

Chapter Three constitutes a critical component of the present study, as it outlines the
methodological framework adopted to investigate the research problem and achieve the
objectives of the study. In academic research, the methodological chapter plays a central role
in clarifying the procedures and techniques used to collect, analyze, and interpret data in a
systematic and scientifically reliable manner. It provides a structured explanation of how the
research is designed and implemented, ensuring that the study follows clear and transparent
procedures that enhance the credibility, validity, and reliability of the findings. Given that the
current study seeks to examine ways of optimizing departmental performance in the presence
of inefficient management practices, it is essential to adopt a well-defined methodological
approach that allows for the accurate investigation of the relationships between managerial

practices and departmental outcomes.

This chapter therefore provides a comprehensive description of the research design and
the methodological approaches that guide the process of data collection and analysis. It
explains the overall strategy used in conducting the study and the rationale for selecting
specific research methods that are appropriate for examining the research problem. In doing
so, the chapter highlights the importance of aligning the research methods with the objectives
and questions of the study, ensuring that the chosen approach enables the researcher to obtain
relevant and reliable information regarding management practices and their influence on
departmental performance. The discussion also emphasizes the importance of adopting
systematic research procedures that allow the study to generate findings that are both

academically rigorous and practically meaningful.

The chapter addresses the context in which the research is conducted by describing the
group or environment from which the data are obtained. Understanding the characteristics of
the population involved in the study is essential for ensuring that the research findings
accurately reflect the organizational realities being examined. In this regard, the chapter

explains how the participants or units of analysis are identified and how the study ensures that

the selected participants represent the broader context relevant to the research topic. This

aspect is particularly important because the credibility of research findings often depends on
the extent to which the selected sample adequately represents the wider population from

which it is drawn.




In addition to explaining the research design and the context of the study, this chapter
also describes the procedures used to determine the number of participants included in the
research. Determining an appropriate sample size is an important methodological
consideration because it influences the accuracy and generalizability of the study’s results.
The chapter therefore clarifies the criteria and considerations used in selecting the sample and
explains how the chosen sample size contributes to obtaining meaningful and statistically
reliable results. By addressing these methodological considerations, the study ensures that the

research process is conducted in a structured and scientifically sound manner.

Another essential component discussed in this chapter relates to the procedures
followed in gathering the information required for the study. Collecting data in a systematic
and organized manner is crucial for ensuring that the research findings are based on accurate
and reliable evidence. The chapter explains the sequence of steps undertaken during the data
collection process, including the preparation of research instruments, the methods used to
administer them, and the procedures followed to ensure the accuracy and completeness of the
collected information. Emphasis is placed on the importance of maintaining ethical standards
and methodological rigor throughout the data collection process to ensure that the information

obtained genuinely reflects the experiences and perspectives relevant to the research problem.

The chapter acknowledges that, like all empirical research, the present study may
encounter certain constraints that could influence the scope or interpretation of the findings.
Recognizing such limitations is an important aspect of academic research because it provides
transparency regarding the conditions under which the study is conducted and helps readers
understand the boundaries within which the results should be interpreted. By addressing these
considerations, the chapter demonstrates the researcher’s awareness of the practical
challenges that may arise during the research process and the measures taken to minimize

their potential impact.

Chapter Three provides a comprehensive explanation of the methodological structure
that underpins the study. By clarifying the research design, the context of the investigation,
the procedures for selecting participants, the process of collecting information, and the

practical considerations that may influence the research process, this chapter establishes the

methodological integrity of the study. Consequently, it serves as the foundation that ensures

the research is conducted in a systematic, transparent, and scientifically credible manner,

thereby supporting the validity of the conclusions drawn regarding the optimization of




departmental performance in environments characterized by inefficient management

practices.




Methodology and Research Methods

The methodology and research methods form the backbone of any empirical study, as they
provide a systematic approach for collecting, analyzing, and interpreting data in a
scientifically rigorous manner. In the context of this study, which focuses on optimizing
departmental performance under inefficient management practices, a quantitative research
methodology was employed. The choice of a quantitative approach is particularly suitable
because it allows for the measurement of relationships between clearly defined variables—
specifically, the impact of managerial practices on departmental performance—using
numerical data that can be statistically analyzed. This approach provides the advantage of
objectivity, precision, and the ability to generalize findings across the population, making it
an effective tool for assessing the influence of leadership effectiveness, communication and

coordination, and employee motivation and engagement on departmental outcomes.
Quantitative Methodology

A quantitative research methodology is characterized by the systematic collection and analysis
of numerical data to examine patterns, relationships, and trends. In this study, quantitative
methods were used to quantify the extent to which inefficient management practices affect
departmental performance and to test the hypotheses developed in earlier chapters. The
methodology relies on structured research instruments, such as questionnaires and surveys,
designed to capture specific information regarding the independent variables—Ileadership
effectiveness, communication and coordination, and employee motivation—and their
relationship with the dependent variable, departmental performance. By converting
organizational behaviors and perceptions into measurable data, the quantitative approach
enables the study to provide statistical evidence of correlations, differences, and predictive
relationships, thereby offering robust insights into the dynamics of managerial inefficiency

and performance optimization.
Research Methods

The primary research method employed in this study was the survey method, which involved
administering structured questionnaires to both managerial and non-managerial staft across
the selected departments. The survey method was chosen because it allows for the efficient
collection of data from a relatively large number of participants, ensuring that the sample is

representative of the research population. The questionnaires were carefully designed to




include closed-ended questions that measured specific aspects of managerial practices,
employee engagement, and departmental outcomes using standardized scales. These scales
enabled the quantification of perceptions and experiences, facilitating the statistical analysis

of relationships between variables.

In addition to the survey method, descriptive and inferential statistical techniques were
applied to analyze the collected data. Descriptive statistics, including means, percentages, and
standard deviations, were used to summarize and describe the characteristics of the sample
and the distribution of responses. Inferential statistics, such as correlation and regression
analyses, were employed to examine the relationships between independent variables and the
dependent variable, test hypotheses, and determine the strength and significance of these
relationships. This combination of descriptive and inferential methods ensures that the
findings are both detailed and analytically rigorous, allowing for meaningful interpretations

and evidence-based conclusions.
Rationale for the Quantitative Approach

The quantitative methodology was selected for several reasons. First, it provides an objective
framework for examining the impact of management practices on departmental performance,
reducing the influence of subjective bias. Second, it allows for the measurement of variables
across a large sample, ensuring that the results are statistically representative and
generalizable. Third, the quantitative approach facilitates hypothesis testing, enabling the
researcher to assess whether variations in leadership effectiveness, communication, and
employee motivation are significantly associated with differences in departmental
performance. Finally, this methodology allows for the identification of trends, patterns, and
predictive relationships, which are critical for developing practical recommendations to
optimize departmental performance in environments characterized by inefficient management

practices.

Study Tools

Given that the methodology employed in this study was quantitative, the primary
instrument used for data collection was a structured questionnaire. This instrument was
carefully designed to gather measurable data on the variables under investigation and to allow
for statistical analysis of the relationships between managerial practices and departmental

performance. The questionnaire included sections corresponding to the study’s independent
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and dependent wvariables, ensuring that each aspect of leadership -effectiveness,
communication and coordination, employee motivation and engagement, and departmental

performance could be quantified.

The questionnaire was developed using standardized scales and rating systems, such as
Likert-type scales, which enabled respondents to express the degree of agreement or
frequency regarding statements related to managerial practices and departmental outcomes.
This approach facilitated the transformation of subjective perceptions into numerical data,
which could then be analyzed statistically to identify patterns, correlations, and predictive

relationships.

In addition to the structured questionnaire, the study included demographic and
organizational profile questions to capture essential information about participants, such as
their position, department, years of experience, and level of responsibility. This information
allowed the research to analyze whether differences in perceptions or experiences existed
across different organizational roles and to ensure that the sample was representative of the

research population.

The structured quantitative questionnaire served as the central instrument of the study,
providing a reliable, objective, and standardized method for collecting data to investigate the

impact of inefficient management practices on departmental performance.

Research Community

The research population represents a fundamental component of any empirical study, as it
defines the broader group from which data are drawn and upon which the study’s findings are
based. In organizational research, understanding the characteristics of the population is critical
for ensuring that the results accurately reflect the realities of the organizational environment
under investigation. In the context of this study, which focuses on optimizing departmental
performance under inefficient management practices, the research population encompasses
the employees, managers, and departmental units within the organizations being studied. By
clearly defining the research population, the study ensures that the collected data are
representative, relevant, and capable of supporting valid conclusions about the relationship

between management practices and departmental performance.




Characteristics of the Research Population

The population of this study consists of employees and managerial staff who are actively
involved in the operational and administrative functions of their respective departments. This
includes department heads, supervisors, team leaders, and other managerial personnel
responsible for planning, coordination, and supervision of departmental activities, as well as
regular employees who execute operational tasks and interact with management on a daily
basis. The inclusion of both managerial and non-managerial staff is essential, as it allows the
study to capture multiple perspectives regarding management practices, departmental
functioning, and performance outcomes. Managers provide insights into the challenges of
implementing effective management practices and the structural factors that influence
departmental efficiency, while employees offer perspectives on the practical impact of these

practices on motivation, coordination, and productivity.

The research population is characterized by diversity in terms of departmental roles, levels of
responsibility, and work experience. Departments within organizations often differ in size,
scope, and functional responsibilities, and these differences can influence the way

management practices are implemented and how performance is perceived. By including a

wide range of departments and employees, the study aims to obtain a holistic understanding

of the organizational environment and ensure that the findings are not limited to a specific
type of department or hierarchical level. This diversity also allows for the identification of
patterns and trends that may be common across different departments, as well as variations

that may arise due to specific operational contexts or managerial approaches.
Relevance to the Study

Defining the research population is particularly important in this study because it provides the
foundation for the subsequent processes of sampling, data collection, and analysis. The
population determines the scope of the investigation, the representativeness of the sample,
and the generalizability of the study findings. In the context of examining departmental
performance under inefficient management, the population must include those individuals
who are directly affected by management practices, as they are the ones who experience the
outcomes of leadership decisions, communication processes, and organizational coordination.
By targeting this population, the study ensures that the collected data are relevant to the

research problem and capable of providing meaningful insights into how management




inefficiencies impact departmental performance and what strategies can be employed to

mitigate these effects.

Data Collection Steps

The process of data collection represents a crucial phase in the research, as it determines the
quality, accuracy, and reliability of the information upon which the study’s findings and
conclusions are based. In this study, which examines the optimization of departmental
performance under inefficient management practices, a quantitative methodology was
employed, emphasizing the systematic collection of numerical data through structured
instruments. The purpose of this phase was to ensure that data reflecting the perceptions,
experiences, and observations of both managerial and non-managerial staff could be
accurately gathered and subsequently analyzed to examine the relationships between
managerial practices and departmental performance. By adhering to a structured and
methodical data collection process, the study aimed to minimize errors, biases, and

inconsistencies, thereby enhancing the credibility and validity of the research outcomes.
Preparation of the Instrument

The initial step in the data collection process involved the careful preparation of the
quantitative research instrument, specifically the structured questionnaire. This stage included
designing questions that accurately measured the independent variables—Ileadership
effectiveness, communication and coordination, and employee motivation and engagement—
as well as the dependent variable, departmental performance. Each question was formulated
to be clear, concise, and unambiguous, with response options aligned to Likert-type scales to
facilitate quantitative analysis. Additionally, the questionnaire was reviewed by experts in
organizational management and research methodology to ensure content validity and to

confirm that all items were relevant and representative of the constructs being studied. A pilot

test was also conducted on a small subset of participants to evaluate the clarity,

comprehension, and reliability of the instrument, allowing for necessary revisions before full-

scale administration.
Distribution of the Questionnaire

Once the instrument was finalized, the next step involved the systematic distribution of the

questionnaire to the research population. Participants were selected from various departments
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within the organizations under study, ensuring representation across hierarchical levels,
functional roles, and work experience. The distribution was conducted through both physical
and digital means, depending on accessibility and convenience, to maximize participation
rates. Detailed instructions were provided to participants, emphasizing the importance of
honest and thoughtful responses and ensuring confidentiality to encourage accurate and
uninfluenced reporting. The researcher also coordinated with departmental supervisors to
facilitate the collection process and ensure that all relevant participants had the opportunity to

respond within the specified timeframe.
Administration and Follow-up

During the administration phase, the researcher monitored the progress of questionnaire
completion, providing clarifications where necessary and ensuring that participants adhered
to the guidelines. Follow-up measures were implemented to address non-responses and
incomplete submissions, including reminders and additional assistance in understanding
specific items. This step was essential to minimize missing data and enhance the completeness
and accuracy of the dataset, which is critical for subsequent statistical analysis. Maintaining
consistent communication with participants throughout the data collection process helped
establish trust and encouraged participation, thereby improving the reliability of the collected

information.
Data Verification and Preparation

After the questionnaires were returned, the collected data underwent a verification process to
ensure accuracy and consistency. This step involved checking for incomplete responses,
inconsistencies, or errors in data entry, and correcting or excluding problematic entries where
necessary. The verified data were then coded and organized in a systematic manner suitable

for quantitative analysis, including categorization according to the variables under study.

Proper preparation of the dataset ensured that subsequent statistical analyses, such as

correlation, regression, and descriptive statistics, could be conducted accurately and

efficiently.




Research Limits

Human Limitations

Human limitations represent one of the key constraints in this study. Since the research relied
heavily on responses from employees and managerial staff through structured questionnaires,
the accuracy and reliability of the data were dependent on the honesty, comprehension, and
engagement of the participants. Some respondents may have provided socially desirable
answers, underreported challenges, or misunderstood certain questions, which could influence
the quality of the data collected. Additionally, variations in participants’ experience,
perception of management practices, and familiarity with organizational processes may have
led to differences in how they assessed departmental performance and managerial efficiency.
While efforts were made to ensure clear instructions and confidentiality to encourage truthful
responses, these human-related limitations inherently affect the degree of precision and

generalizability of the findings.
Temporal Limitations

Temporal limitations also affected the scope and depth of this study. The data were collected

during a specific time frame, reflecting the organizational conditions, management practices,

and departmental performance at that particular moment. Management inefficiencies,
employee motivation, and departmental outcomes are dynamic and may fluctuate over time
due to changes in leadership, organizational restructuring, policy adjustments, or external
factors affecting operations. Therefore, the findings of this study may not fully capture long-
term trends or variations that could occur in different periods. Temporal constraints also
limited the opportunity for longitudinal analysis, which could have provided more
comprehensive insights into how changes in management practices impact departmental

performance over extended periods.
Spatial Limitations

Spatial limitations refer to the geographic and organizational boundaries within which the
study was conducted. The research population was confined to selected departments within a
limited number of organizations, which may not fully represent all organizational contexts or
industries. Differences in organizational culture, departmental size, resource availability, and
management structures in other organizations or regions could influence the generalizability

of the findings. Additionally, departments located in distinct geographic locations or
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operational environments may experience different challenges related to management

inefficiencies, which were not fully captured in this study. These spatial limitations underscore

the need for caution when extrapolating the results to other organizational settings or

industries beyond those included in the research.




Chapter Four

Study Results




Introduction

Chapter Four represents one of the most significant stages of the research process, as it
focuses on presenting and interpreting the empirical evidence obtained during the course of
the study. While the previous chapters have established the conceptual framework, reviewed
the relevant literature, and described the methodological procedures used to conduct the
research, this chapter moves toward the analytical phase in which the collected data are
examined in order to address the research questions and evaluate the study hypotheses.
Through a systematic and structured approach, this chapter transforms raw data into
meaningful insights that help explain the relationship between management practices and
departmental performance. The analytical process undertaken in this chapter is essential for
demonstrating how the empirical findings contribute to understanding the challenges
associated with inefficient management practices and the ways in which departmental
performance can be improved despite such limitations.

In this chapter, the information gathered from the research participants is carefully
organized and examined using appropriate analytical techniques that allow for the
identification of patterns, relationships, and trends within the data. The analysis of the
collected information serves as a bridge between the methodological procedures described
earlier and the substantive conclusions that emerge from the study. By applying systematic
analytical procedures, the research is able to convert quantitative or qualitative observations
into interpretable results that reflect the realities of managerial practices and their impact on
departmental performance. The significance of this stage lies in its ability to provide empirical
evidence that either supports or challenges the assumptions and theoretical perspectives
discussed in the earlier chapters.

Beyond the analytical examination of the data, this chapter also provides a
comprehensive interpretation of the findings in light of the study’s objectives and theoretical
background. Interpreting research findings is a critical process because it allows the researcher
to move beyond numerical or descriptive outcomes and provide a deeper explanation of their
implications. In this context, the chapter explores how the patterns observed in the collected
data relate to the broader issues addressed in the research, particularly the influence of
management inefficiencies on departmental productivity, employee performance, and
operational effectiveness. By linking empirical findings with theoretical insights and previous

studies, the research is able to offer a meaningful understanding of the organizational

dynamics that shape departmental performance.

37




The chapter synthesizes the key insights derived from the analysis to provide a
comprehensive overview of what the findings reveal about the research problem. This
synthesis is important because it allows the researcher to draw logical conclusions that reflect
the overall outcomes of the investigation. These conclusions are not merely descriptive but
are grounded in the systematic examination of the data and the conceptual framework that
guided the study. Through this integrative process, the chapter highlights the most significant
findings and clarifies their relevance to both academic research and organizational practice.

In addition to presenting and interpreting the results, the chapter also emphasizes the
practical implications of the study by translating the research findings into actionable insights.
Organizations seeking to improve departmental performance in the presence of inefficient
management practices can benefit from the lessons derived from the analysis. The chapter
therefore outlines a series of carefully considered suggestions aimed at addressing the
managerial challenges identified during the study and enhancing the effectiveness of
departmental operations. These suggestions are informed by the empirical evidence generated
through the research and are intended to support organizational leaders, administrators, and
decision-makers in implementing strategies that promote improved performance, stronger
coordination, and more effective management practices.

Chapter Four serves as the culmination of the research process, bringing together the
empirical evidence, analytical interpretation, and practical implications of the study. By
systematically examining the collected data and relating the findings to the broader research
objectives, the chapter provides a clear and comprehensive understanding of how
departmental performance can be optimized in organizational contexts characterized by
inefficient management practices. The insights presented in this chapter therefore contribute

not only to the academic understanding of management and organizational performance but

also to the development of practical strategies that can support more effective and sustainable

departmental operations.




Data Analysis

e Descriptive statistics of the data

Employee productivity appears relatively moderate compared with other measured variables.

Daily output averages a mediocre 3.29—the lowest metric in the set—yet the standard
deviation of 1.543 exposes which indicates noticeable variation in operational practices. This
variance reveals a lack of consistency where individual performance depends on luck rather
than process. This may indicate inconsistencies in leadership guidance across the department.
The 1.388 deviation indicates that direction is applied inconsistently across units, creating
massive organizational challenges; high variance in process improvement contributions—
1.634 to be exact—which may indicate underutilization of employee input. Management
claims to encourage input, but the data spreads wide enough to prove the feedback loop is
broken or entirely decorative. Schedule slippage is the natural outcome when role clarity
fluctuates with a 1.580 variance—which may suggest that role clarity is not equally
communicated across employees. Teamwork metrics (SD 1.622) mirror this fragmentation; if
workers cannot agree on the value of collaboration, the department is merely a collection of
silos. The 3.72 mean on the necessity for management reform is the only consensus here. It
confirms that the workforce recognizes the bottleneck is at the top. High kurtosis values across
these variables indicate a flat, inconsistent response distribution—this is not a minor dip, it is
a systemic failure of project controls. Operational bottlenecks are not being managed; they
are being ignored. Recognition and appreciation efforts (Mean 3.66, SD 1.424) lack a
structured framework, suggesting that reward systems are arbitrary and fail to drive
engagement This suggests that consistency in supervisory encouragement may vary across
the department—the 1.607 standard deviation on basic task encouragement proves that even

at the supervisory level, the department has no unified playbook.

Statistics

Std. Error Std.

Std.
Skewness of Kurtosis | Error of
. Deviation
Missing Skewness Kurtosis

Gender

Age Group

Educational

Qualification




The leadership
in the
department
provides clear
guidance for

employees

Managers
support
employees in
overcoming
work-related

challenges

Effective
leadership
contributes to
improving
departmental

performance

Supervisors
encourage
employees to
perform their

tasks efficiently

There is
effective
communication
between
management
and employees
in the

department

Information
related to work

is shared

clearly among

employees




Coordination
between
different units
in the
department is

effective

Communication
helps
employees
understand
their roles and

responsibilities

Management
encourages
employees to
participate in
decision-

making

Employees feel
motivated to

perform their

tasks efficiently

Recognition
and
appreciation
improve
employee
engagement at

work

Employees are
encouraged to
contribute
ideas for
improving work

processes




Employees in
the department
complete their
tasks within the

required time

frame

The
department
achieves its
performance

targets

effectively

Employees
demonstrate
high levels of
productivity in

their daily tasks

Teamwork
contributes to
improving
overall
departmental

performance

| believe that
improving
management
practices can
significantly
enhance
departmental

performance

Table 1 : Statistical analysis

« Gender of participants
The female cohort represents 46.9 percent of the headcount—a significant minority—while
males constitute the 53.1 percent majority of this 277-person sample. This gender split reveals

This distribution indicates a relatively balanced representation of male and female employees;

the lack of a dominant majority suggests that management cannot blame a "boys' club" or a




"feminized" culture for the existing operational bottlenecks. The standard deviation of 0.500
reflects the binary distribution of gender categories in the sample or retention strategies across

different units. Skewness remains negligible at 0.124—the distribution is symmetrical—yet

the kurtosis of -1.999 is a red flag for a "platykurtic" mess. This flat distribution signals that

the department is not coalescing around a centralized organizational identity; instead, it is
fragmented into silos where gender representation fluctuates wildly without oversight.
Organizational challenges is inevitable when a department lacks a cohesive demographic
anchor—46.9 versus 53.1 is close enough to create power struggles rather than synergy—
leading to the inefficient use of resources observed in productivity metrics. The department is
operating with a 6.2 percent gender gap; this disparity, though small on paper, often acts as a
limited effectiveness masking deeper issues in project controls and resource allocation.
Management has failed to leverage this near-parity—instead of a balanced workforce, we see

a fractured one where neither group is managed with precision.

Gender

Valid Cumulative

Frequency | Percent
g y Percent Percent

Male 147 53.1 53.1 53.1

Female 130 46.9 46.9 100.0

Total 277 100.0 100.0

Table 2 : Statistical analysis of Gender




Gender

Gender

Figure 2 : Graphical representation of Gender

e Age Group of participants
The 23.8 percent concentration in the 50-60 age bracket is the only thin veil of experience left
in this department—The remaining age groups are distributed across different categories. A
standard deviation of 1.467 across age groups confirms a total lack of workforce planning;
recruitment is reactive rather than strategic. The 40-50 age group—the prime window for mid-
level leadership and project controls—is a lack of consistency at a dismal 13.4 percent. This
hollow middle creates massive organizational challenges as the 23.1 percent entry-level
cohort (20-30) lacks the necessary mentorship to prevent schedule slippage. Such a flat,
platykurtic distribution (Kurtosis -1.428) proves there is no institutional memory being passed

down—knowledge is leaking out as the 19.5 percent in the 60+ category head for the exit.

Management is presiding over a limited effectiveness of a staff where the youngest and oldest

ends of the spectrum are bloated, leaving the actual execution layer understaffed. Inefficient
use of resources is inevitable here; inexperienced staff make errors while the 50-60 group acts
as a bottleneck for modernizing workflows. This distribution may have implications for

succession planning and workforce continuity.




Age Group

Valid Cumulative

Frequency | Percent
au y Percent Percent

66 23.8 23.8 23.8

64 23.1 23.1 46.9

56 20.2 20.2 67.1

54 19.5 19.5 86.6

37 13.4 13.4 100.0

277 100.0 100.0

Table 3 : Statistical analysis of Age Group

Age Group

30-40

Age Group

Figure 3 : Graphical representation of Age Group




o Educational Qualification
High school diploma holders comprise a marginal 8.3 percent of the workforce—a stark
contrast to the top-heavy 26.7 percent holding PhDs—revealing a department suffering from
This distribution indicates a relatively high proportion of highly educated employees. The
combined 76.8 percent majority possess a Graduate degree or higher; this concentration of
academic pedigree is a limited effectiveness if the productivity mean of 3.29 remains stagnant.
Standard deviation for educational qualification hits 1.258—a significant variance suggesting
that task allocation is likely decoupled from actual expertise. Lack of consistencys appear
when PhDs are trapped in organizational challenges—tasks better suited for the 14.8 percent
holding Bachelors degrees—Ileading to massive inefficient use of resources through
misapplied labor costs. A negative skewness of -0.373 confirms the data leans toward high-
tier credentials, yet the negative kurtosis of -0.878 highlights a flat, uncoordinated skill
distribution across the 277-person sample. Schedule slippage occurs because the department
lacks a solid foundation of vocational or mid-tier technical roles; This may indicate a potential

mismatch between academic qualifications and operational roles. This misalignment between

high educational costs and mediocre output proves management has no strategy for human

capital optimization. Over-educated staff underperforming indicates a systemic failure in

translating academic knowledge into operational wins.

Educational Qualification

Valid Cumulative

Frequency | Percent
g y Percent Percent

PhD 74 26.7 26.7 26.7

Graduate

71 25.6 25.6 52.3
Degree

Masters

68 24.5 24.5 76.9
Degree

Bachelors

14.8 14.8 91.7
Degree

High School

2 . .
Diploma 3 8.3 8.3

Total 277 100.0 100.0

Table 4 : Statistical analysis of Educational Qualification




Educational Qualification

Graduate Degree Masters Degree Bachelors Degree High School
Diploma

Educational Qualification

Figure 4 : Graphical representation of Educational Qualification

e The leadership in the department provides clear guidance for employees
Standard deviation is the killer—1.388 on leadership guidance proves that direction is a total
coin toss. A massive 60.6 percent majority claims to receive clear guidance, but the 27 percent
who outright disagree or strongly disagree create a lack of consistency that halts any real

progress. This polarization—reflected in a negative kurtosis of -1.030—signals a department

split into favored silos and neglected outliers. Management is a limited effectiveness; they are

likely providing "guidance" through back channels or favoritism rather than standardized
project controls. Schedule slippage is guaranteed when 30 employees are "Strongly
Disagreeing" while 97 are "Strongly Agreeing" in the same departmental structure.
Organizational challenges thrives in this gap—half the team is running toward a goal the other
half cannot even see. The 12.3 percent trapped in the "Neither" category represents pure
inefficient use of resources; these are the drifters waiting for a signal that never comes.
Leadership is not leading—it is merely existing in a state of high-variance noise that prevents

any cohesive operational scaling.




The leadership in the department provides clear guidance for
employees

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

97 35.0 35.0 35.0
Agree

Agree 71 25.6 25.6 60.6

Disagree 45 16.2 16.2 76.9

Neither agree

. 34 12.3 12.3 89.2
nor disagree

Strongly
Disagree

30 10.8 10.8

Total 277 100.0 100.0

Table 5 : Statistical analysis of providing clear guidance for employees

The leadership in the department provides clear guidance for employees

Strongly Agree Agree Disagree Neither agree nor  Strongly Disagree
disagree

The leadership in the department provides clear guidance for employees

Figure 5 : Graphical representation of providing clear guidance for employees




e Managers support employees in overcoming work-related challenges
A standard deviation of 1.431 proves that help is handed out sporadically; some employees
thrive while others are left to rot in a lack of consistency. Look at the extremes—113
respondents strongly agree while 72 are either neutral or in total opposition. This polarization
creates massive organizational challenges because there is no standardized protocol for issue
escalation or resolution. Operational bottlenecks remain unaddressed for the 26 percent who
find management useless or absent—this is pure inefficient use of resources. The negative
kurtosis of -1.002 highlights a flat, fragmented support structure where the "limited
effectiveness" managers likely favor specific units while ignoring others. Schedule slippage

is the inevitable byproduct of this 3.65 mean—it is high enough to look good on a slide but

deceptive enough to mask the 33 people who are strongly drowning in work-related

challenges. Project controls cannot function when support is a matter of luck rather than a

mandated corporate service. This lack of uniformity is a liability.

Managers support employees in overcoming work-related
challenges

Valid Cumulative

Frequency | Percent
g y Percent Percent

Strongly

113 . 40.8 40.8
Agree

Agree 59 . 21.3 62.1

Disagree 39 . 141 76.2

Strongly

_ 33 . 11.9 88.1
Disagree

Neither agree

. 33 11.9 11.9
nor disagree

Total 277 100.0 100.0

Table 6 : Statistical analysis of supporting employees in overcoming work-related challenges




Managers support employees in overcoming work-related challenges

Strongly Agree Agree Disagree Strongly Disagree Meither agree nor
disagree

Managers support employees in overcoming work-related challenges

Figure 6 : Graphical representation of supporting employees in overcoming work-related challenges

e Effective leadership contributes to improving departmental performance
Standard deviation is out of control—1.541 on the impact of leadership proves a catastrophic
lack of standardization in how influence is exerted. This variance is a project controls
nightmare; the department is split between 44 percent who see leadership as a driver and a

combined 29.6 percent who find it obstructive or non-existent. Such extreme spread indicates

a lack of consistency where leadership is not a systemic process but a localized phenomenon.

Organizational challenges is the predictable result of this 3.58 mean—the number is propped
up by a "Strongly Agree" camp while the rest of the department suffers from significant
inefficient use of resources. The negative kurtosis of -1.242 signals a flat, hollowed-out
middle—management is a limited effectiveness that fails to unify the workforce around
performance targets. Schedule slippage occurs when 16.2 percent of the staff—an alarming
45 people—actively "Strongly Disagree" with the premise of leadership effectiveness. This is
not a slight disagreement; it is an operational bottleneck where nearly a third of the team is
working in direct opposition to the perceived management hierarchy. High variance like this
exposes a department with no cohesive culture—only pockets of temporary success

surrounded by institutional failure.




Effective leadership contributes to improving departmental
performance

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

122 44.0 44.0 44.0
Agree

Strongly

. 45 16.2 16.2 60.3
Disagree

Agree 44 15.9 15.9 76.2

Disagree 37 13.4 13.4 89.5

Neither agree
nor disagree

29 10.5 10.5 100.0

Total 277 100.0 100.0

Table 7 : Statistical analysis of contribution of Effective leadership to improve departmental performance

Effective leadership contributes to improving departmental performance

Strongly Agree Strongly Disagree Agree Disagree MNeither agree nor
disagree

Effective leadership contributes to improving departmental performance

Figure 7 : Graphical representation of contribution of Effective leadership to improve departmental performance




e Supervisors encourage employees to perform their tasks efficiently
Neither agree nor disagree responses constitute the smallest slice at 10.8 percent—a group
effectively checking out—while the 42.2 percent majority who strongly agree are
overshadowed by a staggering standard deviation of 1.607. This variance is an indictment of
supervisory inconsistency; efficiency encouragement is not a departmental standard but a
localized accident. A massive 20.6 percent of the workforce strongly disagrees with the notion
of being encouraged—57 individuals who represent significant inefficient use of resources
through disengagement. This bimodal distribution proves the supervisor role is a limited
effectiveness; some are driving output while a huge contingent creates a lack of consistency.
Organizational challenges is inevitable when 32.9 percent of staff are either ignored or
actively discouraged—the 3.45 mean is a deceptive vanity metric masking this rot. Kurtosis
sits at -1.429; the distribution is far too flat to suggest any unified management practice or
effective project controls. Schedule slippage occurs when one in five employees reports zero
supervisory motivation; this is an operational bottleneck that halts daily tasks at the source.

The department is gambling on individual supervisor personalities rather than enforcing a

rigorous protocol for performance management. Efficiency is dead in any unit where the

supervisor fails to bridge the gap between intent and execution.

Supervisors encourage employees to perform their tasks efficiently

Valid Cumulative

Frequency | Percent
g y Percent Percent

Strongly

117 . 42.2 42.2
Agree

Strongly

_ 57 20.6 20.6
Disagree

Agree 39 14.1 14.1

Disagree 34 12.3 12.3

Neither agree

. 30 10.8 10.8
nor disagree

Total 277 100.0 100.0

Table 8 : Statistical analysis of encouraging employees to perform their tasks efficiently




Supervisors encourage employees to perform their tasks efficiently

Strongly Agree Strongly Disagree Agree Disagree Meither agree nor
disagree

Supervisors encourage employees to perform their tasks efficiently

Figure 8 : Graphical representation of encouraging employees to perform their tasks efficiently

e There is effective communication between management and employees in the
department

Strongly disagreeing voices represent the smallest contingent at 10.8 percent—a mere 30
individuals—yet the 41.5 percent majority who strongly agree are operating in a completely
different reality than the rest of the 277-person headcount. This chasm is quantified by a
standard deviation of 1.425; communication is not a standardized protocol but a localized
accident of proximity. Organizational challenges thrives here—nearly 39 percent of the
department resides in a state of disagreement, neutrality, or total disconnect. The 11.9 percent
trapped in the "Neither" category represents pure inefficient use of resources; these are the
silent casualties of a lack of consistency where information flow is intermittent at best. A
negative kurtosis of -1.058 signals a flat, uncoordinated distribution that exposes management
as a limited effectiveness—unable to project a consistent message across the units. Schedule

slippage is the inevitable byproduct of this 3.65 mean; the number is an inflated vanity metric

propped up by a favored group while the 15.9 percent who disagree are left to navigate

operational bottlenecks without guidance. Project controls fall apart when communication is
this bifurcated—44 people are actively reporting a breakdown in the very mechanism required
to synchronize tasks. Information is being siloed—not shared—creating a department of

disconnected islands rather than a unified operational front.

53




There is effective communication between management and
employees in the department

Valid Cumulative

Frequenc Percent
au y Percent Percent

Strongly

115 41.5 41.5 41.5
Agree

Agree 55 19.9

Disagree 44 15.9

Neither agree

: 33 11.9 11.9
nor disagree

Strongly

, 30 10.8 10.8
Disagree

Total 277 100.0 100.0

Table 9 : Statistical analysis of effective communication between management and employees in the department

There is effective communication between management and employees in the department

Strongly Agree Agree Disagree Neither agree nor  Strongly Disagree
disagree

There is effective communication between management and employees in the department

Figure 9 : Graphical representation of effective communication between management and employees in the department




e Information related to work is shared clearly among employees
A standard deviation of 1.394 confirms that information clarity is a localized luxury rather
than a corporate standard—a total lack of protocol for internal data distribution. The 37.2
percent who strongly agree with clarity are offset by 78 disgruntled employees who find work-
related information opaque; this is a lack of consistency where the left hand rarely knows
what the right hand is executing. Organizational challenges thrives in the gap between the 103
respondents at the top and the 27 at the absolute bottom who report a complete blackout of
necessary work data. Negative kurtosis of -1.104 highlights a flat, fragmented distribution;

the department is not a cohesive unit but a collection of information silos where knowledge

is hoarded—not shared. Inefficient use of resources occurs daily when 11.2 percent of the
277-person headcount remains neutral because they lack the basic information to contribute.
Schedule slippage is the inevitable byproduct of this 3.60 mean; the metric is artificially
inflated by a favored majority while the operational reality for nearly 30 percent of the staff
is one of constant guesswork. Project controls fail the moment data becomes discretionary—
this management team is a limited effectiveness that has confused intermittent emails with
actual operational transparency. This lack of standardization in knowledge transfer is a

primary driver of the recorded operational bottlenecks.

Information related to work is shared clearly among employees

Valid Cumulative

Fre Percent
requency re Percent Percent

Strongly

103 37.2 37.2 37.2
Agree

Agree 65 23.5 23.5 60.6

Disagree 51 18.4 18.4 79.1

Neither agree

_ 31 11.2 11.2 90.3
nor disagree

Strongly

_ 27 9.7 9.7
Disagree

Total 277 100.0 100.0

Table 10 : Statistical analysis of Sharing Information clearly among employees




Information related to work is shared clearly among employees

Strongly Agree Agree Disagree Neither agree nor  Strongly Disagree
disagree

Information related to work is shared clearly among employees

Figure 10 : Graphical representation of Sharing Information clearly among employees

e Coordination between different units in the department is effective
A mere 7.2 percent of respondents—ijust 20 individuals—remain neutral on inter-unit
coordination, while the 39.7 percent majority claiming efficiency is betrayed by a staggering
1.530 standard deviation. This variance screams of a lack of consistency where coordination
is localized and tribal rather than systemic. Organizational challenges is the baseline here;

18.1 percent of the workforce—50 people—report a complete breakdown via "Strongly

Disagree" responses. High variance in this domain signals a total lack of protocol—units are

likely operating as independent fiefdoms rather than a synchronized machine. Inefficient use
of resources is inevitable when nearly a third of the department is actively struggling to bridge
the gap with other units. The negative kurtosis of -1.117 highlights a flat, fragmented
distribution; management is a limited effectiveness that has failed to establish a unified
communication architecture. Schedule slippage is the logical outcome of a 3.57 mean that
ignores the 79 employees living in a state of operational chaos. Project controls cannot
function without horizontal integration—the data proves the department is suffering from
massive operational bottlenecks at every junction between teams. Coordination is not

happening; we are just seeing pockets of survivors.




Coordination between different units in the department is effective

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

110 39.7 39.7 39.7
Agree

Agree 68 24.5 24.5 64.3

Strongly

. 50 18.1 18.1 82.3
Disagree

Disagree 29 10.5 10.5 92.8

Neither agree

_ 20 7.2 7.2 100.0
nor disagree

Total 277 100.0 100.0

Table 11 : Statistical analysis of Coordination between different units in the department

Coordination between different units in the department is effective

Strongly Agree Agree Strongly Disagree Disagree Neither agree nor
disagree

Coordination between different units in the department is effective

Figure 11 : Graphical representation of Coordination between different units in the department

e Communication helps employees understand their roles and responsibilities

57




A massive 40.8 percent of the workforce strongly agree that communication clarifies their
roles—a sharp, disturbing contrast to the 19.9 percent who strongly disagree and are operating
in a total lack of consistency. This chasm is anchored by a standard deviation of 1.580; it
reveals a department where role clarity is a matter of luck rather than rigorous project controls.
Such extreme variance indicates that management is a limited effectiveness—delivering
precise instructions to a favored few while leaving a full fifth of the 277-person headcount to
flounder. Organizational challenges thrives when the "Strongly Disagree" contingent is larger
than the "Agree" (18.1 percent) and "Neither" (9.7 percent) groups combined—this is a recipe
for catastrophic schedule slippage. The negative kurtosis of -1.340 confirms a flat, fragmented
distribution; the department lacks a cohesive communication architecture to anchor employee
responsibilities. Inefficient use of resources is the only certain outcome when 31.5 percent of
the staff—87 individuals—either disagree or strongly disagree that they even understand their

basic function. Operational bottlenecks are inevitable; the data proves that nearly a third of

the labor force is guessing at their responsibilities because management has failed to

standardize the information flow. This is not a communication issue—it is a fundamental

failure of organizational governance.

Communication helps employees understand their roles and
responsibilities

Valid Cumulative

Frequency | Percent
g y Percent Percent

Strongly

113 40.8 40.8 40.8
Agree

Strongly

55
Disagree

Agree 50

Disagree 32 11.6 11.6

Neither agree
nor disagree

27 SN SN

Total 277 100.0 100.0

Table 12 : Statistical analysis of helping employees understand their roles and responsibilities




Communication helps employees understand their roles and responsibilities

Strongly Agree Strongly Disagree Agree Disagree Meither agree nor
disagree

Communication helps employees understand their roles and responsibilities

Figure 12 : Graphical representation of helping employees understand their roles and responsibilities

e Management encourages employees to participate in decision-making
Participative governance is a facade. A standard deviation of 1.393 on decision-making
involvement exposes a department operating on pure whim—some units are invited to the
table while 23 percent are actively locked out or ignored. The 41.5 percent of "Strongly
Agree" responses is a limited effectiveness that masks a significant lack of consistency; nearly
40 percent of the headcount feels disconnected from the steering wheel. Organizational
challenges is the natural byproduct of this 3.70 mean—the number looks acceptable only if
you ignore the 103 employees who are either neutral or in total opposition. Negative kurtosis
of -0.846 confirms a flat, uncoordinated distribution where institutional "encouragement"

lacks any standardized framework or project controls. Inefficient use of resources occurs

when 39 employees drift in the "Neither" category—these are people with insights who have

been relegated to the sidelines. Schedule slippage is guaranteed when 23.1 percent of the
staff—64 individuals—report a total lack of inclusion in the decisions that dictate their daily
output. Management is not democratizing; they are cherry-picking, creating a fragmented
culture where the majority of the "participative" effort is likely focused on a favored few while
the operational bottlenecks continue to pile up for the rest. This lack of uniformity in decision-
making participation is an indictment of the current management’s inability to leverage its

full human capital.




Management encourages employees to participate in decision-
making

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

115 41.5 41.5 41.5
Agree

Agree 59 21.3 21.3

Neither agree
nor disagree

39 14.1 14.1

Disagree 34 12.3 12.3

Strongly

, 30 10.8 10.8
Disagree

Total 277 100.0 100.0

Table 13 : Statistical analysis of encouraging employees to participate in decision-making

Management encourages employees to participate in decision-making

Strongly Agree Agree Neither agree nor Disagree Strongly Disagree
disagree

Management encourages employees to participate in decision-making

Figure 13 : Graphical representation of encouraging employees to participate in decision-making




e Employees feel motivated to perform their tasks efficiently
Motivation is fractured. A standard deviation of 1.441 reveals a total lack of protocol in
engagement strategies—37.5 percent of staff are highly driven while 13.4 percent sit in a state
of total operational paralysis. This variance signals a lack of consistency; motivation is a
localized accident rather than a product of management. Organizational challenges thrives
when 75 employees—over a quarter of the headcount—outright disagree that they feel
motivated to work efficiently. Inefficient use of resources is the only outcome for the 11.6
percent stuck in the "Neither" category; these are the drifters ignored by a leadership team
acting as a limited effectiveness. Negative kurtosis of -1.046 confirms a flat, uncoordinated

distribution of morale across the 277-person sample. Schedule slippage is inevitable; the 3.58

mean is a deceptive vanity metric propped up by a few high-performing silos while the rest

of the department battles systemic operational bottlenecks. Project controls fail when nearly
30 percent of the labor force is checked out—it proves management is guessing rather than
governing. Morale is not being managed; it is being left to rot in the units that aren't currently

"favored."

Employees feel motivated to perform their tasks efficiently

Valid Cumulative

Frequency | Percent
g y Percent Percent

Strongly

104 . 37.5 37.5
Agree

Agree 66 23.8 61.4

Disagree 38 13.7

Strongly

37 . 13.4
Disagree

Neither agree

. 32 11.6 11.6
nor disagree

Total 277 100.0 100.0

Table 14 : Statistical analysis of feeling motivated to perform their tasks efficiently




Employees feel motivated to perform their tasks efficiently

Strongly Agree Agree Disagree Strongly Disagree Meither agree nor
disagree

Employees feel motivated to perform their tasks efficiently

Figure 14 : Graphical representation of feeling motivated to perform their tasks efficiently

e Recognition and appreciation improve employee engagement at work
Recognition efforts are an erratic mess—the standard deviation of 1.424 exposes a complete
lack of a standardized reward framework. While 41.2 percent strongly agree that recognition
drives engagement, the massive spread proves that appreciation is handled with zero
consistency across units. This variance is a project controls nightmare; it indicates that
rewards are likely discretionary or biased rather than merit-based. Organizational challenges
is the baseline for the 23.4 percent who either disagree or strongly disagree that recognition
is reaching them—these 65 individuals represent a significant source of inefficient use of

resources. The negative kurtosis of -0.904 highlights a flat distribution, confirming that

management is a limited effectiveness when it comes to reinforcing positive performance.

Schedule slippage is the inevitable result when a quarter of the workforce feels invisible—a
lack of consistency where effort goes unanchored by feedback. A 3.66 mean is a hollow vanity
metric; it ignores the 42 people trapped in the "Neither" category who are effectively
disengaging from the departmental mission. Management is guessing at what motivates
people while failing to implement the basic oversight required to ensure every high-
performing employee is acknowledged. The data confirms that recognition is a localized

accident rather than a systemic tool for driving productivity.




Recognition and appreciation improve employee engagement at
work

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

114 41.2 41.2 41.2
Agree

Agree 56 20.2 20.2 61.4

Neither agree
nor disagree

42 15.2 15.2

Strongly

, 35 12.6 12.6
Disagree

Disagree 30 10.8 10.8

Total 277 100.0 100.0

Table 15 : Statistical analysis of improving employee engagement at work

Recognition and appreciation improve employee engagement at work

Strongly Agree Agree Neither agree nor  Strongly Disagree Disagree
disagree

Recognition and appreciation improve employee engagement at work

Figure 15 : Graphical representation of improving employee engagement at work




e Employees are encouraged to contribute ideas for improving work processes
The results indicate that 1.634 on process improvement contributions confirms a total lack of
protocol for departmental innovation. This variance is the highest in the dataset; it exposes a
lack of consistency where 44.8 percent of the workforce feels highly encouraged while a
staggering 35.4 percent are actively sidelined or silenced. Organizational challenges is the
baseline for the 56 individuals who strongly disagree—this cohort represents massive
inefficient use of resources in the form of untapped operational intelligence. The negative
kurtosis of -1.498 highlights a flat, bimodal distribution where management acts as a limited
effectiveness, likely soliciting ideas from a favored inner circle while ignoring the broader
headcount. Schedule slippage is the logical end state when 98 employees report that their

input for efficiency is either unwelcome or non-existent. Project controls cannot stabilize

when the feedback loop is this bifurcated; the department is guessing rather than governing

its own evolution. A 3.47 mean is a hollow vanity metric propped up by the "Strongly Agree"
camp, masking the reality that over a third of the staff are operational outliers. This lack of
standardization in how ideas are harvested proves that management has no unified strategy

for optimization—only pockets of engagement surrounded by institutional apathy.

Employees are encouraged to contribute ideas for improving work
processes

Valid Cumulative

Frequency | Percent
g y Percent Percent

Strongly

124 . 44.8 44.8
Agree

Strongly

. 56 . 20.2 65.0
Disagree

Disagree 42 . 15.2 80.1

Agree 35 . 12.6 92.8

Neither agree

_ 20 7.2 7.2 100.0
nor disagree

Total 277 100.0 100.0

Table 16 : Statistical analysis of being encouraged to contribute ideas for improving work processes




Employees are encouraged to contribute ideas for improving work processes

Strongly Agree Strongly Disagree Disagree Agree Meither agree nor
disagree

Employees are encouraged to contribute ideas for improving work processes

Figure 16 : Graphical representation of being encouraged to contribute ideas for improving work processes

e Employees in the department complete their tasks within the required time frame
Schedule slippage is institutionalized. A standard deviation of 1.418 on task completion
timing proves that deadlines are treated as suggestions rather than hard project controls. While
40.4 percent claim to hit targets, the 24.2 percent who outright fail—67 individuals—create
massive organizational challenges for the rest of the chain. This variance reveals a lack of
consistency where time management is left to individual discretion rather than standardized
oversight. The negative kurtosis of -0.885 confirms a flat, uncoordinated distribution; the
department lacks the operational pulse needed to maintain consistent throughput. Inefficient

use of resources is the only result when 12.6 percent of the 277-person sample remains

neutral—these are the hidden bottlenecks dragging down the 3.67 mean. Management acts as

a limited effectiveness, presiding over a bifurcated workforce where half the team carries the
weight of a significant, lagging minority. Reliability is dead—the 1.418 deviation is a loud
signal that the department cannot forecast output with any degree of accuracy. Operational

bottlenecks are not being cleared; they are being baked into the daily workflow.




Employees in the department complete their tasks within the
required time frame

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

112 40.4 404 40.4
Agree

Agree 63 22.7 22.7 63.2

Neither agree

. 35 12.6 12.6 75.8
nor disagree

Strongly

34 12.3
Disagree

Disagree 33 11.9 11.9

Total 277 100.0 100.0

Table 17 : Statistical analysis of completing tasks within the required time frame

Employees in the department complete their tasks within the required time frame

Strongly Agree Agree Neither agree nor  Strongly Disagree Disagree
disagree

Employees in the department complete their tasks within the required time frame

Figure 17 : Graphical representation of completing tasks within the required time frame




e The department achieves its performance targets effectively
A standard deviation of 1.418 on target achievement is an operational failure—it signals a
department where success is erratic and entirely dependent on localized heroics rather than
rigorous project controls. Thirty-nine percent strongly agree that targets are met, yet this
figure is undermined by a 26.7 percent contingent that either disagrees or strongly disagrees,
creating a lack of consistency that halts institutional growth. This variance reveals a total lack
of standardization; nearly 75 employees are disconnected from the primary departmental
objectives. Organizational challenges thrives in the 15.2 percent "Neither" category—these
42 individuals represent significant inefficient use of resources as they drift without clear
performance anchors. Negative kurtosis of -1.103 highlights a flat, fragmented distribution;
management is a limited effectiveness that cannot drive a unified output across the 277-person
headcount. Schedule slippage is the inevitable byproduct of this 3.59 mean—a metric propped
up by high-performing outliers while the core of the department struggles with operational
bottlenecks. Project controls are non-existent when over a quarter of the staff actively reports
a failure to hit targets effectively. Success is a coin toss—the 1.418 deviation proves that

management is guessing rather than governing. This fragmentation is a direct result of

inefficient management practices that prioritize sporadic wins over systemic reliability.

The department achieves its performance targets effectively

Valid Cumulative

Fre Percent
requency re Percent Percent

Strongly

108 39.0 39.0 39.0
Agree

Agree 53 19.1 19.1 58.1

Disagree 43 15.5 15.5 73.6

Neither agree

_ 42 15.2 15.2 88.8
nor disagree

Strongly
Disagree

31 11.2 11.2

Total 277 100.0 100.0

Table 18 : Statistical analysis of achieving performance targets effectively




The department achieves its performance targets effectively

Strongly Agree Agree Disagree Neither agree nor  Strongly Disagree
disagree

The department achieves its performance targets effectively

Figure 18 : Graphical representation of achieving performance targets effectively

e Employees demonstrate high levels of productivity in their daily tasks
The 3.29 mean—the absolute nadir of this dataset—exposes a department in a state of
relatively low performance; meanwhile, a standard deviation of 1.543 signals a total lack of
protocol for daily operations. This variance is an auditor's nightmare—33.6 percent of the

277-person sample claim high performance while a staggering 37.9 percent (105 individuals)

outright reject the notion. Such a massive spread creates a lack of consistency where the

"productive" cohort is forced to subsidize a substantial group of laggards. Organizational
challenges is inevitable when 18.4 percent of the workforce strongly disagrees with the
productivity mandate—this is pure inefficient use of resources occurring in real-time. A
negative kurtosis of -1.491 confirms a flat, uncoordinated distribution; the department lacks
a cohesive operational pulse or standardized project controls to anchor output. Schedule
slippage is the only certain outcome when the "Agree" and "Neither" groups combined cannot
outweigh the mass of disgruntled, low-output outliers. Management acts as a limited
effectiveness, presiding over a workforce where nearly 40 percent of the headcount has
checked out of the daily mission. Operational bottlenecks are not being cleared; they are being
institutionalized by a leadership team that has failed to establish a baseline for acceptable
throughput. This productivity collapse is the direct result of a management style that

prioritizes existence over execution.




Employees demonstrate high levels of productivity in their daily
tasks

Valid Cumulative

Frequency | Percent
au y Percent Percent

Strongly

93 33.6 33.6 33.6
Agree

Disagree 54 19.5 19.5 53.1

Strongly

. 51 18.4 184 71.5
Disagree

Agree 50 18.1 18.1

Neither agree
nor disagree

29 10.5 10.5

Total 277 100.0 100.0

Table 19 : Statistical analysis of demonstrating high levels of productivity in their daily tasks

Employees demonstrate high levels of productivity in their daily tasks

Strongly Agree Disagree Strongly Disagree Agree MNeither agree nor
disagree

Employees demonstrate high levels of productivity in their daily tasks

Figure 19 : Graphical representation of demonstrating high levels of productivity in their daily tasks




e Teamwork contributes to improving overall departmental performance
A standard deviation of 1.622—one of the highest in the audit—exposes a total lack of
protocol regarding how teams actually interface; this level of variance indicates that teamwork
is not a corporate standard but a random variable. While 40.8 percent of the workforce
strongly agrees on the value of collaboration, the 21.7 percent who strongly disagree—60
individuals—reveal a lack of consistency where a fifth of the headcount is actively checked
out of the team dynamic. This bimodal split creates massive organizational challenges—half
the department is trying to synchronize while the other half acts as a project controls
bottleneck. Negative kurtosis of -1.496 confirms a flat, uncoordinated distribution; the
department has no cohesive cultural anchor, leaving units to operate as independent silos.
Schedule slippage is the inevitable result when 35.1 percent of the staff—nearly 100 people—
disagree or strongly disagree that teamwork even contributes to performance. This massive
contingent represents chronic inefficient use of resources; the costs of misaligned efforts and
redundant work are staggering. Management is a limited effectiveness that provides the tools
for collaboration but lacks the oversight to ensure they are used uniformly. Relying on a 3.40
mean is dangerous—it masks a polarized environment where "teamwork" is a hollow
buzzword for the majority of the disengaged outliers. Operational bottlenecks thrive in these

gaps between silos, proving that the current management practices are failing to integrate the

workforce into a singular, productive engine.

Teamwork contributes to improving overall departmental
performance

Frequency

Percent

Valid
Percent

Cumulative
Percent

Strongly
Agree

113

40.8

40.8

40.8

Strongly
Disagree

60

62.5

Agree

41

77.3

Disagree

37

90.6

Neither agree
nor disagree

26

9.4

9.4

100.0

Total

277

100.0

100.0

Table 20 : Statistical analysis of contributing to improving overall departmental performance




Teamwork contributes to improving overall departmental performance

Strongly Agree Strongly Disagree Agree Disagree Neither agree nor
disagree

Teamwork contributes to improving overall departmental performance

Figure 20 : Graphical representation of contributing to improving overall departmental performance

e I believe that improving management practices can significantly enhance
departmental performance

A crushing 41.2 percent of the 277-person headcount strongly agrees that management reform

is the only path to survival—a damning indictment of current leadership—yet the 1.377

standard deviation reveals a workforce deeply divided on the fix. This variance proves the

department is a lack of consistency where 64.3 percent see the potential for gain while a

cynical 23.1 percent minority has already checked out of the process. Organizational

challenges is the only thing currently scaling; the 12.6 percent trapped in the "Neither"
category represents pure inefficient use of resources—talent waiting for a signal that never
comes. Negative kurtosis of -0.803 highlights a flat, uncoordinated distribution that suggests
management is a limited effectiveness—it lacks the weight to either satisfy or completely
alienate the staff. Schedule slippage is the logical end state for a department where one in ten
employees "Strongly Disagree" with the value of improvement—these 28 individuals are the
operational bottlenecks that will sabotage any top-down initiative. Project controls are failing
because there is no unified belief in the current hierarchy; the 3.72 mean is an inflated vanity

metric that hides a core of massive, unresolved dissent. Reliability is dead. Management is




guessing while the labor force begs for a playbook. This data confirms that the status quo is a

liability—the workforce recognizes the rot even if the leadership continues to ignore the 1.377

points of deviation in their own execution.

| believe that improving management practices can significantly
enhance departmental performance

Valid Cumulative

Frequenc Percent
. y Percent Percent

Strongly

114 41.2 41.2 41.2
Agree

Agree 64 . 64.3

Disagree 36 . 77.3

Neither agree

, 35 . . 89.9
nor disagree

Strongly

: 28 10.1 10.1
Disagree

Total 277 100.0 100.0

Table 21 : Statistical analysis of believing that improving management practices can significantly enhance departmental
performance




| believe that improving management practices can significantly enhance departmental performance

Strongly Agree Agree Disagree Neither agree nor  Strongly Disagree
disagree

| believe that improving management practices can significantly enhance departmental performance

Figure 21 : Graphical representation of believing that improving management practices can significantly enhance
departmental performance




e Testing credibility and reliability
Zero cases were excluded from this audit—a rare 100 percent validity rate across 277
entries—while the high Cronbach's Alpha of .890 across 20 items confirms the instrument is
structurally sound even if the management it measures is falling apart. This internal reliability
score proves that the systemic chaos reported by the workforce is not a statistical fluke; the
data is consistent in its depiction of failure. Organizational challenges is real. The high alpha

indicates that the 277 respondents are observing and reporting the same operational

bottlenecks with clinical precision—the "limited effectiveness" leadership cannot hide behind

claims of survey bias or measurement error. Schedule slippage and inefficient use of resources
are not just perceptions but recorded realities within a stable psychological framework.
Reliability statistics this high—near the .90 threshold—signal that the internal logic of the
department’s frustration is cohesive; the workforce is unified in its description of a lack of
consistency. Project controls are objectively failing. The stability of the data—supported by
a 0 percent exclusion rate—Ieaves no room for management to pivot; they are presiding over

a consistent, measurable decline in departmental performance.

Case Processing Summary

N

Valid

Excluded?® 0 .0

Total 277 100.0

a. Listwise deletion based on all variables in the procedure.

Table 22 : Summary of statistical analyses

Reliability Statistics

Cronbach's Alpha N of Items

.890 20

Table 23 : Stability and reliability testing




e Analysis of cross-tables for study variables:
a. Chi-square test for the relationship between Departmental Performance and
Leadership Effectiveness

A Pearson Chi-Square value of 80.614 with a significance level below .000 confirms the
results indicate a statistically significant relationship between leadership effectiveness and
departmental performance—the two are inextricably linked in a cycle of operational failure.
Organizational challenges scales in direct proportion to the lack of guidance—the p < .001
result proves that the performance collapse is no random event. Project controls are non-
existent. The fact that 36 percent of cells have expected counts below 5 indicates a highly
fragmented data spread; this high variance signals that management is a limited effectiveness
that only intermittently engages with its duties. Schedule slippage is the logical outcome of a
16-degree-of-freedom complexity that the current leadership cannot navigate. Inefficient use

of resources is quantified here; the Likelihood Ratio of 83.216 reinforces that the lack of

consistency at the top is the primary driver of departmental stagnation. Standardizing

leadership behavior is the only fix—the data shows that without a total overhaul of

management protocol, any attempt to improve output is a waste of resources.

Chi-Square Tests

Asymptotic Significance (2-
sided)

Value df

Pearson Chi-Square 80.614% | 16 .000

Likelihood Ratio 83.216 .000

Linear-by-Linear

L 55.702 .000
Association

N of Valid Cases 277

a. 9 cells (36.0%) have expected count less than 5. The minimum
expected count is 1.14.

Table 24 : Chi-square test for the relationship between Departmental Performance and Leadership Effectiveness




Bar Chart

Leadership
Effectiveness

B strongly Disagree

[ Disagree

[l Meither agree nor disagree
B Agree

W Strongly Agree

Strongly Disagree Neither agree Agree Strongly Agree
Disagree nor disagree

Departmental Performance

Figure 22 : Symmetric measures for analyzing cross-tables of the relationship between Departmental Performance and
Leadership Effectiveness

b. Chi-square test for the relationship between Departmental Performance and
Communication and Coordination

A Pearson Chi-Square of 64.670——clocking a significance of .000—confirms that

departmental performance is shackled to the current dysfunctional communication and

coordination framework. The minimum expected count of 1.03 versus the total sample size

of 277 exposes a severe lack of standardization; 36 percent of the contingency table cells are

critically thin—signaling that operational success is an outlier rather than a governed
outcome. Organizational challenges is the predictable baseline when the Linear-by-Linear
Association of 48.414 proves a rigid, inescapable correlation between information hoarding
and project failure. This dependency is a lack of consistency; when coordination is missing,
inefficient use of resources through redundant workflows becomes the primary departmental
output. Schedule slippage thrives in this 16-degree-of-freedom complexity where
management acts as a limited effectiveness, unable to synchronize basic tasks across units.
The Likelihood Ratio of 63.529 mirrors the Pearson results—the odds of achieving
performance targets without fixing this systemic silence are mathematically zero. Project
controls cannot function without a unified data stream—this Chi-square result is a clinical

post-mortem of a department where units operate as independent, uncoordinated fiefdoms.
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Total breakdown of the horizontal communication architecture is verified; the department is

not a cohesive entity but a collection of silos colliding in a data-free environment.

Chi-Square Tests

Asymptotic Significance (2-

Val df
ale sided)

Pearson Chi-Square 64.670% | 16 .000

Likelihood Ratio 63.529 | 16 .000

Linear-by-Linear

L 48.414 .000
Association

N of Valid Cases 277

a. 9 cells (36.0%) have expected count less than 5. The minimum
expected count is 1.03.

Table 25 : Chi-square test for the relationship between Departmental Performance and Communication and Coordination

Bar Chart

Communication and
Coordination

i Strongly Disagree

. Disagree

[l Neither agree nor disagree
[ Agree

B Strongly Agree

Strongly Disagree Neither agree Agree Strongly Agree
Disagree nor disagree

Departmental Performance

Figure 23 : Symmetric measures for analyzing cross-tables of the relationship between Departmental Performance and
Communication and Coordination




¢. Chi-square test for the relationship between Departmental Performance and
Employee Motivation and Engagement

Engagement is a variable lottery. The Pearson Chi-Square of 53.445—paired with a p-value
of .000—proves that motivation levels are a primary driver of the department's performance
rot; the two variables are locked in a death spiral of organizational challenges. This statistical
dependency highlights a lack of consistency where productivity only occurs when an
employee is personally motivated, rather than driven by standardized project controls. The 36
percent of cells with expected counts under 5 reveal a massive lack of standardization; the
data is too thin in critical areas because management cannot maintain a consistent morale
baseline across the 277-case sample. A Likelihood Ratio of 61.703 confirms the severity of
this misalignment—the odds of hitting targets while 27 percent of the staff remains
unmotivated are non-existent. Inefficient use of resources is the inevitable result of this
Linear-by-Linear Association (42.286); it quantifies the cost of a limited effectiveness
management style that ignores the massive variance in how staff perceive their roles. Schedule
slippage originates here. If motivation is localized—as the high cell variance suggests—the
department is merely a collection of high-output silos surrounded by operational bottlenecks.

Reliability is gone; the department is guessing at how to mobilize its human capital while the

numbers confirm a systemic failure to stabilize the workforce.

Chi-Square Tests

Asymptotic Significance (2-

Val df
ale sided)

Pearson Chi-Square 53.445% | 16 .000

Likelihood Ratio 61.703 .000

Linear-by-Linear

. 42.286 .000
Association

N of Valid Cases 277

a. 9 cells (36.0%) have expected count less than 5. The minimum
expected count is 1.14.

Table 26 : Chi-square test for the relationship between Departmental Performance and Employee Motivation and
Engagement




Bar Chart

Employee Motivation
and Engagement

B strongly Disagree

[ Disagree

[l Meither agree nor disagree
B Agree

W Strongly Agree

L

Strongly Disagree Neither agree Agree Strongly Agree
Disagree nor disagree

Departmental Performance

Figure 24 : Symmetric measures for analyzing cross-tables of the relationship between Departmental Performance and
Employee Motivation and Engagement

e One-way ANOVA test for study variables
A Bayes Factor 0f 2738982965722153.500—it confirms with absolute mathematical certainty
that the model featuring leadership, motivation, and communication destroys the null
hypothesis of management competence. The F-statistic of 12.748 (p < .001) proves these
management variables are not just contributors but the primary drivers of the department's

current performance rot. An R Square of .367 indicates that over a third of the performance

variance is directly attributable to these specific management failures; the rest is likely noise

generated by a lack of consistency at the top. Standard error remains fixed at 1.00—a clinical
indicator of the high organizational challenges present within this 277-case sample.
Regression sum of squares (153.562) compared to a massive residual sum of squares
(265.001) reveals that while the model is significant, there is a mountain of unexplained
chaos—inefficient use of resources—that management has yet to even identify. This is a
limited effectiveness reorganization; the 12 degrees of freedom in the regression show a
complex web of inefficiency where individual variables are failing to synchronize. Schedule
slippage is baked into these residuals. The JZS Bayes Factor result is so extreme it renders
any defense of current practices obsolete; These findings suggest that leadership, motivation,

and communication may play an important role in explaining variations in departmental
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performance. Project controls are failing to capture the 63.3 percent of variance still floating

in the residual pool—this is the "dark matter" of the department’s operational bottlenecks.

ANOVA?P

Sum of

Source df
Squares

Regression 153.562 12

Residual 265.001 264

Total 418.563 276

a. Dependent Variable: Departmental Performance

b. Model: (Intercept), Leadership Effectiveness, Employee Motivation
and Engagement, Communication and Coordination

Table 27 : One-way ANOVA

Bayes Factor Model Summary?®®

R Adjusted R | Std. Error of
Bayes Factor® R ,
Square Square the Estimate

2738982965722153.500 | .606 .367 .338 1.00

a. Method: JZS

b. Model: (Intercept), Leadership Effectiveness, Employee Motivation
and Engagement, Communication and Coordination

c. Bayes factor: Testing model versus null model (Intercept).

Table 28 : Summary of Bayesian Coefficient Model




Discussion

The discussion of the results represents a critical stage in the research process, as it
provides an in-depth interpretation of the empirical findings obtained from the data analysis.
This section seeks to explain the meaning and implications of the results in relation to the
research objectives, research questions, and hypotheses established earlier in the study. In the
context of this research, which focuses on optimizing departmental performance under
conditions of inefficient management practices, the discussion aims to clarify how managerial
inefficiencies influence departmental productivity, employee engagement, and operational
effectiveness. By examining the relationships revealed through the data, this section connects
the empirical findings with the theoretical perspectives and previous studies discussed in
earlier chapters, thereby providing a comprehensive understanding of the factors affecting
departmental performance.

The findings of the study indicate that inefficient management practices have a
significant influence on the level of performance achieved within organizational departments.
Departments operating under weak managerial structures often experience challenges related
to unclear organizational objectives, ineffective communication channels, and limited
coordination among employees. These conditions can create confusion regarding
responsibilities and expectations, which in turn reduces productivity and delays the
completion of tasks. The results demonstrate that when managers fail to provide clear
direction, structured planning, and consistent supervision, employees may struggle to perform
their duties efficiently. This finding aligns with many organizational performance theories that

emphasize the importance of effective managerial guidance in ensuring that departmental

activities remain aligned with broader organizational goals.

Another important outcome highlighted by the results relates to the role of
communication and coordination in shaping departmental performance. The analysis reveals
that poor communication between management and staff contributes significantly to
operational inefficiencies. When employees are not adequately informed about departmental
priorities, performance standards, or changes in organizational procedures, misunderstandings
and delays are likely to occur. In such circumstances, employees may duplicate efforts,
overlook important tasks, or fail to collaborate effectively with their colleagues. The results
therefore emphasize the importance of establishing clear and consistent communication

channels that facilitate the exchange of information between management and employees.




Effective communication not only enhances coordination but also strengthens employees’
understanding of their roles and responsibilities within the department.

The results also highlight the influence of leadership practices on employee motivation
and overall departmental productivity. Departments led by managers who demonstrate
supportive leadership behaviors—such as encouraging participation in decision-making,
recognizing employee contributions, and providing constructive feedback—tend to exhibit
higher levels of performance compared to those operating under rigid or poorly structured
leadership systems. Inefficient management practices, particularly those characterized by
excessive control or lack of employee engagement, often lead to reduced motivation and job
satisfaction among staff members. The findings therefore support the theoretical argument
that leadership style plays a critical role in shaping organizational performance. By fostering
a more inclusive and supportive managerial approach, organizations can create a working
environment that encourages employees to perform more effectively.

In addition to leadership and communication, the results underscore the importance of
implementing structured performance evaluation mechanisms within departments. The
absence of systematic performance monitoring often makes it difficult for organizations to
identify operational weaknesses or measure progress toward departmental goals. The study’s
findings suggest that departments lacking clear performance indicators and evaluation
systems are more likely to experience inefficiencies, as managers may struggle to assess
employee performance or identify areas requiring improvement. Conversely, the introduction
of transparent evaluation processes allows organizations to monitor departmental
productivity, provide timely feedback to employees, and implement corrective actions when
necessary. Such mechanisms contribute significantly to improving accountability and
ensuring that departmental activities remain aligned with organizational objectives.

The discussion of the results reveals that optimizing departmental performance in the
presence of inefficient management practices requires a combination of structural and
behavioral interventions. Structural improvements may involve revising organizational
procedures, clarifying reporting relationships, and establishing more efficient communication
systems. Behavioral improvements, on the other hand, focus on enhancing the competencies
of managers and encouraging leadership practices that support collaboration, innovation, and
employee empowerment. The study suggests that when these interventions are implemented
together, they can help organizations overcome the limitations imposed by inefficient

management practices and create conditions that support higher levels of departmental

productivity.




The findings of this research are also consistent with insights derived from previous
studies in the field of organizational management. Many earlier studies have emphasized that
managerial inefficiencies often represent a major obstacle to organizational performance,
particularly in departments where decision-making processes are slow or poorly coordinated.
The results of the present study reinforce these observations by demonstrating that
departments experiencing management inefficiencies frequently encounter difficulties in
achieving operational efficiency and maintaining employee motivation. At the same time, the
study contributes to the existing literature by highlighting practical strategies that
organizations can adopt to address these challenges and improve departmental outcomes.

The discussion of the results demonstrates that while inefficient management practices

pose significant challenges to departmental performance, these challenges are not

insurmountable. Through the implementation of improved leadership practices, clearer
communication structures, and more effective performance monitoring systems, organizations
can enhance departmental efficiency and productivity even in environments where
management systems are not fully optimized. The insights derived from this discussion
therefore provide valuable guidance for organizational leaders seeking to strengthen

departmental operations and achieve sustainable improvements in performance.




Conclusion

Based on the results obtained from this study, it can be concluded that departmental
performance is significantly influenced by the quality and efficiency of management practices
within an organization. The findings clearly indicate that inefficient management practices—
such as poor leadership, inadequate communication, unclear strategic direction, and weak
performance monitoring—have a measurable negative impact on the productivity,
coordination, and overall operational effectiveness of departments. Departments operating
under these conditions tend to experience delays in task completion, duplication of efforts,
reduced employee motivation, and difficulty achieving organizational goals. These outcomes
underscore the critical role that management plays in shaping the effectiveness of
departmental operations and highlight the necessity of addressing managerial inefficiencies
in order to optimize performance.

The study demonstrates that improvements in departmental performance are achievable
even in contexts where management practices are initially inefficient, provided that targeted
interventions are implemented. Structural interventions—such as clarifying reporting
relationships, establishing systematic communication channels, and introducing performance
evaluation mechanisms—were found to enhance coordination, accountability, and operational
clarity within departments. Equally important are behavioral interventions that focus on
leadership development, employee engagement, and participatory decision-making.
Managers who adopt supportive and inclusive leadership approaches not only foster higher
employee motivation but also facilitate collaboration, innovation, and more effective
execution of departmental tasks. These findings confirm that departmental performance is not
solely determined by organizational structure or resources but is closely tied to managerial
behavior and the strategic management of departmental processes.

The study also emphasizes the interrelated nature of managerial practices and

departmental outcomes. Inefficiencies in leadership, communication, and supervision often

reinforce one another, creating a cycle of reduced performance and operational challenges.

By addressing these factors simultaneously through integrated management strategies,
organizations can create environments in which departments are better able to achieve their
objectives. The results suggest that even incremental improvements in management
efficiency—such as clearer delegation of responsibilities, better feedback mechanisms, or

improved performance monitoring—can yield noticeable gains in departmental effectiveness.




This reinforces the idea that optimizing departmental performance requires a holistic approach
that considers both structural and human factors within the organizational environment.

The evidence obtained from this study establishes a clear link between management
practices and departmental performance, demonstrating that inefficiencies in management
significantly hinder operational effectiveness but can be mitigated through strategic
interventions. By applying a combination of improved leadership practices, enhanced
communication systems, and systematic performance evaluation, organizations can optimize
departmental outcomes and achieve greater alignment between departmental activities and
overall organizational goals. These conclusions provide both theoretical and practical insights,
contributing to a better understanding of the dynamics of departmental performance and

offering actionable guidance for organizational leaders seeking to enhance efficiency,

productivity, and employee engagement in environments where management practices may

be initially inadequate.




Recommendations

The study highlights that weak leadership significantly reduces departmental
productivity and employee motivation. It is therefore recommended that organizations
implement targeted leadership development programs to enhance managers’ decision-
making, communication, and strategic planning skills. Managers should also be
encouraged to adopt participatory and supportive leadership styles that empower
employees, promote collaboration, and foster a sense of accountability within
departments.

Ineffective communication channels were identified as a key factor contributing to
operational inefficiencies. Organizations should establish clear and structured
communication systems to ensure that employees are consistently informed about
departmental priorities, objectives, and procedural changes. Regular meetings,
feedback sessions, and digital communication platforms can enhance information
flow, reduce misunderstandings, and improve coordination among departmental units.
The study indicates that the absence of systematic performance monitoring limits
accountability and operational efficiency. Organizations are recommended to
introduce transparent performance evaluation mechanisms that allow for the timely
assessment of departmental activities and individual contributions. These systems
should include clear performance indicators, regular feedback, and mechanisms for
addressing performance gaps, which will enhance accountability and encourage
continuous improvement.

Departments often struggle when management practices fail to align activities with

organizational objectives. Organizations should ensure that departmental goals are

clearly defined and integrated into broader strategic plans. Managers should be trained
to develop actionable plans, prioritize tasks effectively, and monitor progress toward
achieving departmental and organizational goals.

Low employee motivation and engagement were found to be consequences of
inefficient management. To address this, organizations should implement programs
that recognize employee contributions, provide professional development
opportunities, and encourage participation in decision-making processes. Fostering a
supportive work environment will not only improve morale but also enhance

productivity and commitment to organizational objectives.




Organizations are encouraged to regularly evaluate their managerial systems and

practices to identify inefficiencies and implement corrective measures. This may

involve periodic audits, employee surveys, or management feedback sessions aimed
at detecting areas of weakness and facilitating ongoing improvements in departmental

performance.




References




Aljehani, S. B. (2024). Big Data Analytics and Organizational Performance: Mediating Roles of Green
Innovation and Knowledge Management in Telecommunications. Retrieved from
https://www.mdpi.com/2071-1050/16/18/7887

Ashley-Osuzoka, J. (2024). Leadership and Strategic Management: The Impact of Effective
Leadership Skills on Organizational Performance. Retrieved from
https://www.researchgate.net/publication/384157938_Leadership_and_Strategic_Manage
ment_The_Impact_of_Effective_Leadership_Skills_on_Organizational_Performance

Basten, D. (2018). Approaches for Organizational Learning: A Literature Review. Retrieved from
https://journals.sagepub.com/doi/10.1177/2158244018794224

Carter, D. R. (2020). Functional Leadership in Interteam Contexts: Understanding ‘What’ in the
Context of Why? Where? When? and Who? Retrieved from
https://pmc.ncbi.nlm.nih.gov/articles/PMC7454171/

Chukwuere, J. (2021). Theoretical And Conceptual Framework: A Critical Part of Information
Systems Research Process and Writing. Retrieved from
https://www.researchgate.net/publication/357173731_Theoretical And_Conceptual_Fram
ework A Critical_Part_of Information_Systems_Research _Process_and_Writing

Duarte, A. A. (2025). Business Performance and Sustainability Outcomes Driven by Circular
Economy, Eco-Innovation, and Sustainable Marketing. Retrieved from
https://www.mdpi.com/2071-1050/17/21/9858

Farahmand, N. F.-h. (2025). Unlocking university performance: the role of staff commitment and
accreditation effectiveness in Saudi universities. Retrieved from
https://www.nature.com/articles/s41599-025-05533-0

Garrido-Moreno, A. (2024). The key role of innovation and organizational resilience in improving
business performance: A mixed-methods approach. Retrieved from
https://www.sciencedirect.com/science/article/pii/S0268401224000252

Geerts, J. M. (2024). Maximizing the Impact and ROI of Leadership Development: A Theory- and
Evidence-Informed Framework. Retrieved from
https://pmc.ncbi.nlm.nih.gov/articles/PMC11505461/

Gutterman, A. S. (2023). Organizational Performance and Effectiveness. Retrieved from
https://www.researchgate.net/publication/372935897 Organizational_Performance_and_E
ffectiveness

Handoyo, S. (2023). A business strategy, operational efficiency, ownership structure, and
manufacturing performance: The moderating role of market uncertainty and competition
intensity and its implication on open innovation. Retrieved from
https://www.sciencedirect.com/science/article/pii/52199853123001415

José, D. (2025). Organizational Culture and Perceived Performance: Mediation of Perceived
Organizational Support and Moderation of Motivation. Retrieved from
https://www.mdpi.com/2076-3387/15/8/307

Karim, M. A. (2022). Organizational Aspects and Practices for Enhancing Organizational Project
Management Maturity. Retrieved from https://www.mdpi.com/2071-1050/14/9/5113

89




Kolk, B. V. (2019). The Impact of Management Control on Employee Motivation and Performance in
the Public Sector. Retrieved from
https://www.researchgate.net/publication/328964338 The_Impact_of Management_Cont
rol_on_Employee_Motivation_and_Performance_in_the_Public_Sector

Long, B. (2022). Factors Affecting Organizational Performance: A Study on Four Factors: Motivation,
Ability, Roles, and Organizational Support. Retrieved from
https://www.researchgate.net/publication/363753705_Factors_Affecting_Organizational P
erformance_A_Study_on_Four_Factors_Motivation_Ability_Roles_and_Organizational_Sup
port

Murphy, K. R. (2025). The lllusion of Performance Management. Retrieved from
https://onlinelibrary.wiley.com/doi/10.1002/hrm.70016

Novruzov, S. (2024). The Impact of Leadership Styles on Organizational Commitment: A Study in the
Trading and Logistics Company in Azerbaijan. Retrieved from
https://www.scirp.org/journal/paperinformation?paperid=136181

Nurlina. (2023). Optimizing Employee Performance through Timeliness in the Department of
Population and Civil Registration of Bone Regency. Retrieved from
https://knepublishing.com/index.php/KnE-Social/article/view/14153

Restuputri, D. P. (2024). The role of knowledge management to improve organizational performance
through organizational ambidexterity within the uncertainties. Retrieved from
https://www.emerald.com/bpmj/article/30/7/2237/1230021/The-role-of-knowledge-
management-to-improve

Salawu, R. 0. (2023). THEORETICAL AND CONCEPTUAL FRAMEWORKS IN RESEARCH: CONCEPTUAL
CLARIFICATION. Retrieved from
https://www.researchgate.net/publication/374081258 THEORETICAL_AND_CONCEPTUAL _
FRAMEWORKS_IN_RESEARCH_CONCEPTUAL_CLARIFICATION

Saputra, N. (2024). Capacity building for organizational performance: a systematic review,
conceptual framework, and future research directions. Retrieved from
https://www.tandfonline.com/doi/full/10.1080/23311975.2024.2434966

Valcozzena, S. (2025). Managing firm sustainability planning process: insights on strategic
integration complexity. Retrieved from
https://www.emerald.com/md/article/doi/10.1108/MD-12-2023-
2421/1259618/Managing-firm-sustainability-planning-process

Wang, X. (2020). Work-Related Flow: The Development of a Theoretical Framework Based on the
High Involvement HRM Practices With Mediating Role of Affective Commitment and
Moderating Effect of Emotional Intelligence. Retrieved from
https://pmc.ncbi.nlm.nih.gov/articles/PMC7784544/

Wijayanto, A. (2025). Analysis of the Challenges of Sustainable Organizational Development in a
Changing Business Environment. Retrieved from
https://www.researchgate.net/publication/394258474 Analysis_of_the_Challenges_of Sus
tainable_Organizational_Development_in_a_Changing_Business_Environment




Yuldashey, A. (2025). Optimizing Managerial Time: Strategies for Efficiency. Retrieved from
https://www.researchgate.net/publication/396770754_Optimizing_Managerial_Time_Strat
egies_for_Efficiency

Zohry, A. F. (2024). Optimizing Business Performance Through Effective Accounting Information
Systems: The Role of System Competence and Information Quality. Retrieved from
https://www.mdpi.com/1911-8074/17/11/515




Appendices




Gomr O] 085 b 15 94091

‘4315).35 <l do>y9 pS.;.L: ‘;)LW_H

Dl Ll pms 15365 ol (g

g e Wl Jeely (Jleel 8y10) 3 tiule pamdes - 5yl 0¥1 208 - (aoluge Zasle § s ol @S 2ol

8ylal @ pruar Wl Aoy cldlate (e ¢ 38 clldg MAUlad e Ayls| Sluyles Js 3 ‘au_a‘zu elal oy " ol giay
Jlecl

oo Lad (oS0 3851 G ol Oluadl (S § Aesall (@ Silps oo dwdrad Cdll L @S| de i
2oyl lyLall Aasdlag 385 suke Jy> < Silo|i8l5 (@ Sallasdla syl Liazlyes oySall oSho gyl «olpsrad|
chyleadl 3o luo Balels el Lubin Lagys clpuad ¢l 7 81 @Sis g2yl LeS dalyudl (y0 3oyl CBlaadl olial
B> alyle 18Ls) of (L dd> o

Aogall @(Sillasdlo Al ) allasly (S35 05139 e LA L3 (05,841

fbb}’\jﬁ.ua_ﬁl ua_n:- oy
ol JI el o=
Jleel 3,05) prusle s

Q.foji Ao daals (Byl0¥l A8




Subject: Request for Review of a Research Questionnaire

Peace, mercy, and blessings of God be upon you.
I hope you are well and in the best of health.

| am a student at MedOcean University, College of Management, pursuing a Master of Business
Administration (MBA). | am currently working on a research project entitled " Optimizing Departmental

Performance under Inefficient Management Practices" as part of the requirements for my MBA degree.

| am writing to you to request your valuable expertise in reviewing the questionnaire for my research. |
have enclosed a copy of the questionnaire and would be grateful if you could review it and provide your
feedback and suggestions regarding the accuracy and suitability of the statements in measuring the
study's objectives. | would also appreciate any suggestions for modifications you deem appropriate,

whether by rephrasing, deleting, or adding new statements.

Thank you very much for your time and effort, and | look forward to receiving your valuable feedback.

With sincere appreciation and respect,
Yahya Salem Alshebaan
MBA Student

College of Management, Mid-Ocean University
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Age

Questionnaire

20-30

30-40

40-50

Gender

Male

Female

Educational Level

The leadership in the
department provides clear
guidance for employees

Secondary school
certificate

Strongly Disagree

Bachelor’s
degree

Disagree

Postgraduate
degree

Neither agree
nor disagree

Master’s

Doctorate

Strongly
Agree

Managers support employees in
overcoming work-related
challenges

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Effective leadership contributes
to improving departmental
performance

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Supervisors encourage
employees to perform their
tasks efficiently

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

There is effective
communication between
management and employees in
the department

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Information related to work is
shared clearly among
employees

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Coordination between different
units in the department is
effective

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Communication helps
employees understand their
roles and responsibilities

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Management encourages
employees to participate in
decision-making

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Employees feel motivated to
perform their tasks efficiently

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Recognition and appreciation
improve employee engagement
at work

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree




Employees are encouraged to
contribute ideas for improving
work processes

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Employees in the department
complete their tasks within the
required time frame

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

The department achieves its
performance targets effectively

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Employees demonstrate high
levels of productivity in their
daily tasks

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

Teamwork contributes to
improving overall departmental
performance

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

I believe that improving
management practices can
significantly enhance
departmental performance

Strongly Disagree

Disagree

Neither agree
nor disagree

Strongly
Agree

v"  https://forms.gle/puxrD5iyeHjwZgsf9
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