CHADRT ER-TIV
RESEARCH METHODULOGY

SAMPLING : One hundred aod sevenby male execubives
(85 in each orpanisation) drown from the middle
levels  of manaspement, from two orpanisation (Ul
arnd 0.} participsted in bhe shndy. Mainly Lwo
strategies were adophted i drawing the sample for
this study.

(i} The sample range  covered almost all  the
departmentl.n in both Lho organsiations,
randomly  doepending upon the streangth 0? the
department .

{i1) Only middle level managers weres congidered

{or the study.
IDENTIFICATION OF MIDDLE LEVEL MANAGEMENT -

In general. Senior grades are divided into 8
executive grades {as indicated in the
organibational chart). Oult, of Lhem. this study has
covered fqom Grade—-]1 to Grade 1V. respectively,
cunsisting. of Senior Enginceer to Senior Manager.
Their qualification may range from B.Es/B.Techs to
M.E/M.Tech or a professional gualification with

.
minimum 5] to 20 years of work oxperience. This
segment 18 categorised as middle level in  the
study after considering the pogition, authority
and responsibility level, span of osperlence etoe.
This above mentioned method of classification was
also combined with the opinion of the management

of the two organiocatbtions itself.
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Yhe dopartments fike technical servicos,
production, process. projeet, . peroonnel nnd
administration. accounts, store were taken into
consideratiun for the research. Ass both
organisationn are fertilizer companios, the
produect jon departments covered two mnain  seclbiond,
nomely, Ureg ard Ammonia. in 0{ prodnotion
depar tmoent consists f four sections. L.e Urea ]
and lrea I1, Ammonis 1 and Ammonias 11, No  formal
principle in drawing tbe pomple was concenbrate
for the @ata collection. Mostly oxperienced #snd
interestea persons woere tslen inbo aceount to £ill
the Quesiianna]rns_ Teos number ol Manapero  woere
Laken from depoctments like, store, bagging, Fire
and Safety, elc. oo these departments génera]ly 3ls}
not directly deal with the organisations
objoctives.

The manégers atlecast 6 years ot experience in
their respective organisat ionns only wero
considered as the researvch subjieccts.

The size and the nature of the sample are given 1in
Tables 1 to 4.

Table 1 :

Frequency distribution ol subjects according
Lo their work experience (in yearg) in the

organisation J .,

Expericnce in +he Frequency Percentage
Organisation (Yrs) (%)

e e e - e e e e
5 7 7 a8
8 10 78 92

AL 85 100
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The  obove datgs ohows  that mAJurity of Lhe
recpondonhs belonnped Lo the ranpe of B-10 vy of
oxperionce in Lhe same orponicabion. (As it can bhoe
noted that the 1oL requirement of OUrgandoatlon =)
was io the yeor 987, Apain Maijor recruitment held
in  the vear 19833-834. So mnjority of cubjectoc
fall nunder the fregqnency range of 8§ - 10 yre. of

expericnce in the arpanisation).

TABLE 2 :
Frequency distribul ion of the subjects

according to their ape proups of Orpanigsation 1o

~
"""""" AGR  FREQUENCY  PRRCENTAGE
“’éb‘i”ég"““ N 6 R "‘“*‘“%té‘” o

36 - 40 2h 29.0

41 - 15 32 8.0

46 - 50 12 14.0

bt - BH 10 12.0
~ toran -85 1000
The : above  Lable  shows that  though the

subjects belonged to several aée groups, the
majority ?f them belonged to the age range of 36
45 yearsl
TABLE : 3i

Frequency distributlion of spbjects according
to their work experience (in yrs) in

Organisation-2.
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Experience in the Frequency Percentage

Organisation (Yrs.) A%)

g-“_m:m«,:;wnﬂmw_wwWMM““,nwﬁgwmvﬁ.~m“me«“;T"n“~"w

8. - 10 _ 13 15
a1 - 13 16 19 -

14 - 16 | 5 , 6 |

17 - 19 - 42 | 49

20 - 22 | 3 4

"""""" rorAL 85 100

The above table shows that though the
subjects belonged Lo scveral age groups, the
majority qf them belonged Lo the age range of 17—
19 yre. of experience in the same organication.
TABLE : 4

Frequency distribution of the subjects

acéording to their age groups of organisation 2.

N \
" AGE . FREQUENCY PERCENTAGE © :
""55'~:"§% ******** T 0 T
36 - 405 27 32
43 - 45ﬁ 28 33
48 - 50 21 25
51 - 55 9 )
'—"“—EBEiﬁ"—“'“”'iéé'~“—_"“‘"”""‘”}65 """""""""""" )

The table shows that though the subjets
1
belonged to several age groups, the majority of

them belo?ged to the age range of 36 -~ 45 years.
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PRUCKEDURE_OF_DATA. COLLECTLON-

Hofore starbinge the repnlor process of dats
collection the -researcher npproached the Chief
(Gonerali Manoper) uf Lhe Peroonnel and
Administration Departmentec in each Compony through
the hea? of the HRD (lhwmon Resources  Department)
to seek their permission to conduct the research.
After t’e requisite perwvicslon was obbained, the

it

regular ﬁork sharted.

[
.

The head of the HRD department issued a
circular to all the departmental heads requesting
them to participate in the rescarch. A Copy of the

game circular wag attached with each of the

questionnaire bunch before circulating.

Having completod  these  formalities, Lhe
researcher then distributed the gqguestionnalires
among  the middle level manapgoetusSexecutives (From
Senior Engincer Lo Senior Manager and Plant
Engincer to Additional Chicef Escoullves in almoost
all  tLhe depavtments in Lhe orpganisations.  These
otfivers weve approached peroonally  durling  thoe
s working hours wilhin the respective
orpganisationy. 'The recscarcher made every attempt
to  convience thoem aboutr 1{he purpose of the study

and the gquestionnaire in detail.
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Then meeting with individual mapsger was arranged
according to their convoniconen. Before giving the
quest ionnalre t.o Lhem, the  rescarcher apEaln
sgsuraed them sboul. Bhe confidenbinliby of  Lhelr
roesponses indicabing thet the responses wil! be
troanbod  only  globaly ool indicvidnaglly ond  Lhe
pur s waks whioelly acgdemic At that  sboage, any
difficulty for exsmple, words, sentences etc. were
irdividunlly clarified. They were roguesbod 1o
111 the questionnaire wilthin g r@unonab}e Lime.
Hormally., the parbicipants teok around 3 to 4 doayse
in Filling +the guestinnnalre at their declirve They

woere allowedd Lo bake the quemtionna{re home .

Thé same procedure was sdopted in both  the
organisétionn- Then, bthe roeooearcher collected
aquesl itonnaires back Erom Lh@ . re§pondenb8
indivjddally and profucely thanked themf A lot of

cooperation was glven Lo the researcher by Lhe

rmwmdﬁmsiﬂk&ﬂiﬂmrwmmhmthm&
i ®

Both|thcir HRD departments took keen interest

in completion of the project. dboult 6 monthe Gime

was apeTﬁ}nn Dala Collection.
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The present chapter describes the research methods
for the analyocic of the study. This study has been
carried out in two of the organisations. The
rusearch slte is narrated first which followed the

description of the organisation sites.
RESEARCH _SITE

The study was conducted in two different
organisations located , (i) in the State of
Gujarat and (il) in the State of Orissa, India
successively. The two of the organisations are of
public sector-undertaking Fertilizer Producing
‘ Induatrieé. A brief description of -both  the

organisations :

(i) Organisation: I, Gujarat

(1i) Organisation: 11, Orissa, is presented below:

The Indian Farmers Fertilizer Co—-operative
Limited (xFFCO), the one and the only co-operative
in the Fertilizer Industry has developed

Organisation~1, to the man the gaint plant in the

Gujarat State.
THE _PLANYL FEATURES

Organisation 1in the two phases produces a
total of 1.45 million tonnes Urea per annum. The
main plant consists of two Ammonia Plants, each of
"1350 MTD capacity and four Urea Plants each of

1100 MTD capacity.



ii.

iv.

vi.

vii.

viii.
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THE PLANT AT _A GLANCE ™

Installed
Capacity

Plant Capacity :
Consultants"‘~ :

Power & Off
Sites

3 Boilers (one
standby) with
capaclity of

275fﬁT of
steam/boiler/hr.

s

2 TG Sets with
capacity of 15 MW
each
Total Cost :
Foreign Currency
Indian Currency
Total =
Total annual
turnover
Retention Price

Foreign Exchange
Saving

Help to increase
Country "o food
grain production

Urea 14,52,000 MI/Year
{Plant Nutrient, 6,867,820
MT of Nitrogen/year).

Ammonia - 2 x 1350 T/day
Urea - 2 x 1100 T/day

‘M/s KELLOG (U.5.A) and

M/s FEDO (INDIA)-

M/s D.C.P.L., (INDIA)

by M/s Foster Wheeler,
UNLTED RKINGDOM,

by M/s B.H.E.L,
INDIA

503.70 Crores

401 .30 Crores

905 .00 Crores.

Rs. 460/~ crores
Rs. 3,235/~ tone
Rs. 156/~ crores

68 million/year



MILE_STONES QF O,

a. Project Completion 31.05.1985

b. | Plant Completion 26.11.1985

C. ‘Commercial Production : 01.03.1986
d. High Production nchieved
“upto December” 1989 : Urea (Phase 1
and II1)

5270/27.05.89

Ammonlia {Phase

I and II)
3108/10.05.98)
X. Men in position : Officers 800
Workers 1900
TOTAL 2500

The above informations may considered to be
the mile stones of the organication. Besides it
may be noted that the Organisation has established
new monthly production records in the yéar 1989-90
i.e. by producing Ammonia, 10,01,185 MT and
Urea, 16,67,040 MT. As a result of its smooth
performance this organisation is considered to be

the best fertilizer Industry in India. Its aim is

not to sail only but to train farmers by edncating_

them to modern farming tecchnology and use of it
for optimum output.

The supporting facilities inclyde Raw Water
Storage, Water Pretreatment, DM Water Plant, Steam
and Power Generation Plant, Instrument Air, Plant
Air and ‘Inert Gas Plant, Effuluent Treatment
Plant, Urea Storage, and Product Handling. The
plants while on full production consume everyday
3.0 million cubic metres of HNatural Gas, 25
million gallons of wabter and 6 MVA external power

to produce 4400 MT of Urca.

-

¢

EN

L

” -

[we )



Besidee that this Organisation has set up a
good Fire and Safety section .with all modern

equipments.

Keeping social obligation of environmental
protection oo one of the prime obdeotiyem,
Organisation .I, envisaged a multi-approach for
better environmental protection with total
investment of Rs. 11/- crores. 1t includes
Pollutioé " Control Measures at sources, Effective

Monitoring of Environment within complex and

Forestry ctc.

Other facilities : To provide technical and
management training, a training centre has been
setup which in the long run shall look ;fter human
resource development of 01. Other facilities
include subsidised canteen, firstaid and full

fledged security system inside the factory.

The organisation Jiveg in the strength of
cooperation between all functions. Besides the
{four phases of Production depoarvtment, Power-Plant,
Bagging Plant, Personncl and Administration
department, Finance departmeut, Purchase and
Stores, Planning and Development, departments play
their wvital role in supporting and managing the
resources of 01 to achicve its objectives. The
plant as a whole is headed by the Managing
Director. This plant at Hazira is directed by the
Operation Director as head. Besides that there are

six (6) ngeral Managers heading each departments.
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Below GMis there -are Chief and General Managers to
manage tﬂe departmental functions. Then the middle
level managers effectively functioning 1in the
factoz-y.l The union activities a;e also well
rlanned %nd constructive in the factory.
A ipyramidal structure of employhees is

presented below for reference :

ORGANISATION - 1.

BOARD OF DIRECTORS

-

- CHAIRMAN-CUM-MANAGING DIRECTOR

GM‘(P) GM(Prg) GM(Mg.) GM(F) -GM(&&A)

Chief Mgr. Chief Mgr. Chief Mgr. Chief Mgr.
(Urea), { Ammonia) (Elect) (Mech.)

t
]

1 {
1

)
Sr.Mgr. Sr.Mgr. Sr. Mgr.
1

1 1 {
i t H

Manager Manager Manager
¥

13
Dy .Manager/Sr.5hift Engincer
H

»

L]

i 1 1
H 1

]
Sr.Engineer Sr.lngincer Sr.fingineer

1}
Engineer Engineer Engineer

1 1
Senior Supervisor 8Sr.Supervisor Sr.Supervisor

*Same Ofganisation structure to be repeated in
case of all Chief Managers. -



To satisfy the basic neceds of all its
employees, it has constructed a self contained and
modern township adjacent to factory with all
facilities. The township contains Schools,
Heospital, Guest House, Club, Post-Office,
Marketing Complex, cte. Above all excellent
facilities of communication is being provided in
the townshipr for employees to go to the nearby

city.

As a whole all the above described factors
Yeado Ol ag one of the best functioning and most
successuful fertilizer Industry in - India. This
study is conducted in the middle level management

cadre of all most all the department.
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QRGANISATION- ;2, (0,)

The Government of India started restructuring
another biggest ferbtlilizer complex in ORISSA in
the vear 19783. It ip the largect Governmenbt of
India Undertaking, Coal based fertilizer company
in the eastern regilon. lto production started 1in

the year 1980.

THE _PLANT AL _A GLANCE
1. Product : Urea 495,000 T/Year
{Equivalent to 2,28,000 T
Nitrogen).
2. Plant : 1500 f/day of Urea with
Capacity 900 T/day of Ammonia

3. Raw Materials :

Coal - 3000 T/day
For Process : 1700 T /day
For steam

Generation : 1300 T/day

Water : 15 million gallons per day
Power (Including Captive Power 30 MW : 55 MW

Lime Stone T 92 t/day ™

4. Factory Area Including

Colony Area : 902 Acres
5. Project Cost (Including Foreign
exchange of 47 crores) : 223 Crores.

6. Foreign Collaborators : -

e

Gasgification Plant M/s Koppers, WG

Ractisol Plant : M/s Lurgi ,WG

Amﬁonia Synthesis Plant : M/s Technoexpert,
Czechoslovakia

Urea Plant : M/s8 Technimont,

Italy

i
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7. Major Equipment Suppliers : (India Made Only)
M/ B.H.E.L., (frichv) : Sleam Generation
Boilers
M/s B.H.P.V., (Viznm) : Pressure Vesselo
M/ Me Nolly Bharat Coal Preparation
Enpineering : Plant
M/s8 Dynocraft Limited : Conveying
- Equipment
M/s Paharpur Cooling
Tower : Cooling Towers
8. Men :in Position : Technlical - 1i67
Plus » Commercial - 299
f TOTAL 1466
9. Officers : 246
Workers : 1220
TeTA L f’Tqéé

Thepe is also a Heavy Water Plant setup by
BARC within the same complex having production
capacity of 62 tonnes of heavy water pear year
based on Synthesis Gas from Ammonia Plant. Besides
that a material handling plant consists of two
sub-sections. (i) The raw material handling 1i.e.’
Coal and Lime Stone bandling, (ii) The product
handling i.e. the Urea handling. This has been

described sepoarately in a chopter "Bagging Plant™.

The South Eastern Caol Fields Limited (SECL)
which is operating a number of coal reserves 1i.e.
800 million bonnes of uniform high quality non-
cooking coal and the “South Balanda Mines”~ has
estimated 35 million btonnes are Lthe pource of coal

for this plant.



The famous River Brahmani is 11 KM away from the
plant, which iz the main source of water for the
plant and the township. Power requlrement of 55MW
‘is met by ORRISA STATE ELECTRICITY BOARD from
distribution grid of TALCHER THERMAL POWER
STATION, which is near the Fertilizer Plant. The
plant is well connected by broad gauge rallway
line +to the Madras-Howrah trunk route and by an
all weather road to the National Highway, (NH 05).

(A chart showing the administrative cadre of
the plant attacﬁcd here.)

QRGANISATION-,
BOARD QE‘DLBEQYQKS

¥ -
Chairman—-Cum-Managing Director-Company Secretary

e e o s . i o s St S b Yo e S i s kb s 08 e e s S ks i b o e S o O S s U A, R S

M GM GM GM(F) GM GM
Unit I Unit II Unit ITI (Corpo (Comr) (Pers)
rate) Corpor Corpo-

ate) —rate)
{ .
P
DGM () Chief Mgr Chief Chief Ex.
" {F & A) Materials Officer
Manager (P & A)
1
Chief Chief Chief Chief

Engr.(P) Engr . (Mech) Engr.(Elect/ Engineer

- Instrument.) (Project)

]
]

Additional Chief Engr. Additional Chief Engr.
H
H
Dy. Chief Engincer Dy .Chief Engineer
H
A.C.E. A.C.E A.C.E

Plant Mgr. Plant Mgr. Plant Mgr.



Asst . Plant Mgr. A.D.Mgr. . A.P.Mgr.

i
H
oy
Plant Engr./Sr_Engr. PE/Sp . Er. PE/Sr_Er.
]
Asst _Plant Hr ™ A.P.Er. AP _Er.
]
Sr. Operators Sr. Operators.

*Bame organisation structure to be repeated in

case of'all Chief Engineers.

Thé O, lives on the strength of cooperation
between all function. Personnel and
Administration, Finance, Industrial Engineering,
Purchage, Store, Planning and Development, over
and aboye production departments play -their vital
role in supporting and managing the resourcesc of

02 to achieve its objectives.

To provide technical and management training,
a fTull fledged training centre has been set up
which in long run shall take up human resources
development of 02- Other facilities include a
subsidised cantecen, first aid and full fledged
fire nand aafeoty. security oystem 1inslde the

factory.

To satisfy the basic neceds of all its
employecs it has constructed a self contained and
modern township adjacent Lo factory with all
facilities. The township contains schools,
hospital, guest house, co¢lub, \post office,

marketing complex eheo.

{)‘3.3
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Besides all thege above facilities, a lot of
interferénce ie being pressed from the workers’
union. Even the Union heads cometimes threatens to
some of the organisational heads to support their
workers 1illcgaliy. As a resull, the factory with
all resources is mnot running well., A lot of
dissatisfaction lies between the middle level
cadre iniwhich this study is being done. So since
20 years| (from its starting period) it is running

i
in loss.’

The below current—-data can give a clear cut
picture of the plant suvccens and faillure at a

glance up to the vear 01.02.1991.

PRODUCTION
For the Month of For the year
February, 1991 April 90 to Feb. 91
Ministry ! Actual Ministry Actual
Target

] i
i 1
] ]
J §
: :
Urea 17,500/T } 21,947/T 175,000/T | 137,454/7T
t ¢
L] t
] ]
i 3
' ]
$ ]

v e o s st S s

Ammo-
-nia 10,700/T 13,486/T 106,700/T 841,543/7
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THE INSTRUMENTS/TOOLS

The following inshruments were taken in order 310
gacertain the propoged variubles cnumersabed Lo the
obJPctivus of Lthe shudy  The Qoestionnaire bookleb
consiched of Five different aquestionnnire.
quntidnnairv - 1 (Gr . 1) vonaisted of P Lo
reloled to moesonres of the beboviowral patbterns of
the respondents which 1o namod oo "the Behavionrnl
Fitness lnventory” (BFL). Quesbtionunaire — 2 (Qr.2)
consisted of ibems relsated Lo Lthe organissationsl
climnte and nomed oo Orgonicabional Effectivencss
thueotionnaire ™ (QRK). tenbtionmaire - 3 (Qr.3) it
named as Mansgorisl Behaviour Quentionnaire  (MBQ)
which messurces  the Jesderchirs otylew  of Lt

%)
.

respondenbo. Questinonoire - A4 (Qr.4) is nomed
“The Organicnstionsl Communicalion Quechbionmmaire’
(OCL ) which sbudie« Lbe compunication sysbems  in
Lhe  orpganicslion Guestionmmnire - 5 (Qr.5) I
named o “The Copmupleasbion Prolfile Questionnaire
(CPQ )Y which menoures copmunicabion profiles in
the organisation. The ot.lectbion of the ilemo
from cnch of Yhe Quientionnaive wan done by doing a
‘Pilab-Study”  in two ol Lhe similar s burod
connulbancy firmo in public smeckor. A tolal of 47
subjrcts woere  tnkin for the first\phase of the
study varyinrg from Senior Engineers  onwords  in
respect of the gradabion. 32 - ¢hi-sguare Lesip

were counduchod tor Yhe anatyasioe of dabn,
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On the bosis of the findinps, the iltems were
selected  Lor the Tfinal phane of the study. lhems
aselochion for the maln  shbindy  wins Lsken  inho
account in Lhe cose ot each of the Guestionnaire.

The delsils  ohont  the tGueslionnaires are

described gorinlly.

I BEHAVIOURAL _FITNESS__IRVERTORY = ’

Frn e AR

Thie  Quesbionnsire i pamed o8 “The
]
Behavioural Fitnecs Invenbory” | and YT

developed by Wayne Pace (1985). This is o oum
Lotal  of 21 iLems measyring 6 dlmensions to
determine behavioural fitnoss of +he

.

respondont, | Respormelents  are asked +o  rabe.
i
each of the iltems onaz 67 point seale,
varying from A7 as  SLrooply  aspree” ()
polnb) Lo TFT as "Shrongly dissgrees” (6
point). The: mwiddle poinbeg  are ‘B s
‘moderately apgrec”, C oas “slightly aprec’,
B ) 0 a0 Tslirhtly dinaprees”  and RS HES

‘moderately dionprec |

Behavinurol fitness oon be viewed ae s}
measure of o person’s abllity Lo inlersot with
people with vigour and pleassure snd without undue
Y rUEHNCe, or aexby ome humaniby ar self-

deprecitation.



Basic Lo good behavioural fitnevs -

~are oix variableo :

L.

RESPONSIBILITY oR AITRECLATIVE SELF
DETERMINATION

In behavioural terms this represents
taking personal control  of one’ 8 OwWn
reactions, being free from blaming own selves
of others for the consequences in lives.
Behaviourally fit individuals owm .-their
decisions and avoid defensive reactions. Item
nos. 6, 16, and 18 are included-\undeg this

dimension.

STRENGTH OR PURPOSIVE DETERMINATION -

‘In  behavioural terms this second
dimension represents the ability to
concentrate energy 80 as to avoid
irrelevances and distractions. Item nos.

10, 14, 19 &@nd 21 are included to measure

'
A\

strength characteristic.

FLEXIBILITY OR OPENESS TO NEW INFORMAfION :
iIn behavioural terms, this dimension
represents the ability to be vefsatilé, in
inteéaction- A behaviourally fit person is
able‘ito give and take in interaction and ¢to
integrate a wlde variety of new ideas all the

time. This characteristic i measured in

terms of four items, numbers 3, 5, 7 and 11.



TMAGE OR POSITIVE EGOCENTRISM :

In behavioural Lerms., a1 proper imasge in
the proper actualizmation., We all need o
reymblar progromme of seeking sand maintaining
a balance between ocelf-depreciation and
extreme arrogance in order to be
behaviovrslly f£fit. ltem nos. 1, 4, and B are

inciunded in this dimension.

5. ENDURANCE OR INDEPENDENT PERSISTANCE :

v

K
W

v *
3

)

L]

ii\x L

-

oor

In behavicural terms, this represents a
commitment,. Lo puroue a stoady course: quard
well-defined goals bto bang in which - tﬁings
get“taugh. Three items i.e., 13, 15, and 17
Endurance

are | innluded Lo measure

Characterigtiu.

RELAXATION OR CONFIDENT ACCEPTANCE :

| Thie dimension represents the ability to
return to a state of calmmess after
experiencing high levels of emotional strain
% expriences of total inacttvify or
dep%ession. Behaviourally fit peoplgA can

maidtain calmeness in the face of extreme

reactions of all types. ltem nos. 2,9, 12,

{+"and 20 are included in tbis dimension. A copy

W)

Out _of 21 (twenty one) statements 6 are rated

in .terms of reverse scoring as these reveals

nqgétive qualities of the respondent.

A.
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These items arce Nos. 18, which éomeéJ ‘under
dimenoion | 1.¢3; "Responocibillby’ . No.:lO, 14, 18
and lewhich comes undrr total items of strength
(dimencion) and No. 17 which.mnmea under Endurance

{(D5). The rest of the ltems are given positive

scoring.

IT. EHENQBQANLSEILQNALwEEEEQILHERESS

QUESTIONNAIRE : (0.E.Q)

The scale was developed by Daftuar ' in the
vear 19q5. This scale measures nine (9) dimensions
of o%ganisationa] effectiveness. All  theno

-dimensions are those criteria of organisational
effectivgneés which has been referred to as
“Soft-Criteria by Smith (1978). i_.e., they measure
socio~ps}chological “dimensions of effectiveness.
This scale can be administercd at any level of
orgnais&tional sample 1if language is not a
problem. Since Cronbach”s Alpha (L) co-efficient
reliability indices have been workaod outl
independently for all individual dimensiongs
{separately), researchers can une all or any
number of dimensions of their choice. Cluster
analysis has vielded a cluster of 5 dimensions,
s0, the mean (or total) value for all these five
dimensjions can be used  as an index of

effectiveness.
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The dimensions” itoem number and alpha (L) values
\
are as under-:

Dimensions ltem Nos Alpha (L).

Values
1. Consensus ’ t Lo 3 ,565’1
2. Legitimatisation 4 to 7 .QBL.
3. 'Need for Independence 8 to 10 h .50 -
‘4.  Self Control 11 to 12 690
5. Job Inyolvement 13 to 17 .99 3"’":;
6. Innovation 18 to 19 .93 - .
7. Organiéational .
Commitment 20 to 23 ~ .b1
8. Organisational )
Attachment 24 to 27 93 .
9. Job Sabisfactich 28 to 44 .95 "

i .
The éluster of five dimensions include
) éoneensus, i.‘ligitimaﬁization, self control,
organisatiobal commitment and organisational

attachment.
Ic

+

The 5; point scores ranging from 1 to 5

(always) waé used in all sub-scales.

I11. MANAGERIAL BEHAVIQUR QUESTLONNALRE (MBQ)

V This —ééale was developed by Daftuar in the
yvear 1985. This'iu considered to be an effective
‘uﬁbol for:measuring major leadership styles in the
organisation. It 1is a sum total of 32 items
(measgging 6, (six dimensions} to detggp;ne

leadership qualities of the respondents.



The  respondents  arce opohed Lo read each of  the
statemont  carcfully ond dndpe how Ltrue or  faloe
+he otatement, is for their immeidnbe puperior. The
selection of Lhe choice of Lhe items are rated on
a 5 point oerale, varying {rom b for “hmike  Lroue”
to 1 for Quite falce. Apoin, respondents are asked
1o pnt the mark {1 Lo §) on Lhe cmall block line
given on the left, snide of each Ltem. The tobal
32 itcmsiare enpy Lo undersbond statements related

to work environment. Monsgerios? behasviour can  be
viewed J.F a mescure of person’o londership ablliity
to interact wilbh Lhe subordinsles effectively. The
six leasdeorghip styles and Lhe concerned numbers of
iteme of each of_the dimensions are as followo :
i
1. EQLEQI'P,“SXI&E : This sbLyle represents 2
(
combination of Authoritsalive, Borecavcratic, A, piN

and Nurburant Lask obyles of leasdership. This in
i

other erds can be known as mixesl sblyle or A, pgH
style. ‘The Ecleclic leader keeps  the final
authorily with himself nnd alco shows Weirm
hehaviou; towards subordinotes Lo bring up their
ability for work. JTLem nos. 2, 5, 6, 13, 14, 16,
24, 29, and 32 are included under this  leaderchip
style. —

2. INTER-ACTION ORLBNFED GIYLE < This

leader is a friend type, caring and receptive type
whs believes thal Organisational prosperity
depends upon good friendly support and persuation

toward subordinates.
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1te£ nos. 1L and 19 ot the Questionﬁaire
incfuded under this style.

AUTHORITATIVE-NURTURANT _ STYLE : As the name
den&tes, the leader gives importance to
power ;. perstige, apfreciates loyality and
gratefulness on the part of subordinates. He
give% less importance to work. Item no. 12 is
included under this style.

BﬂBEAQQBAIIQL_ﬁIXLE. : The leader enhances

bureaucrastbic rclationship T towards

subordinates and believes that interpersonal

"troubles are the route cause of -  having

relationship with the subordinates, Item nos.
22 and 18 are included for measuring

bureaucratic leadership criteria.

BUREAUCRATIC-TASE _ ORIENTED STYLE, = The
bureaucratic - task oriented leader takes

apecial carae townsrdoc wurk by following
standard rules and regulations in the
Organicstlons) mobtters. lbem s lond 27 are
included for wmeasuring this leadership
criteria.

TASK-ORIENTED _STYLE!: : As the name denotes
the task oriented leader always keeps track
towards work progress and appreciates. hard
working persons only. The atmost attiﬁudes
towaéds work of the leader is measuggé in

! : i TRl
terms of one item only i.e; No. 8. . .
u L

' A

i



Iv.

Above all, the statements are easy to

undLrstand type as a result the respondents
| .

gave 100% response to their instruments in

the' Questionnaire hbunch. A copy of the

THE ORGANTSATIONAL COMMUNICATION -
~QUESTIQNNAIRE : (OCQ)

The scale was authored by Karlene H.
Roberts and Charles A. O"Reilly III ;k1974).
In an extensive study of literature, ﬁoberts
and O'Reilly (1974) developed the 0.C.Q in
response to the realization that there had
been no systematic development of
instrumentation to measure communicatibn
variables in organisations and the Author
intended this as the beginning for the
nreatiog of a standardised questionnaire that
could be used to compare communication across

organisations.

Based on a liberature review Roberts and
O 'Reilly cocreated 1898 Likest-tygpe -itémg to
assess respondents~perceptionsl of‘t;Kthe
communication dimensions. Initiallyltbgtipool
weré administered to 70 graduate studehfé all
of whom had prior work experience andl‘based

i . .
thetr responses on such experience.
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Ttems were retained that had high inter
co-rrelations with other Ltems meaus;ing ‘the
same facets and low inter co-rrelations with
the rest o©f the item pool. A 60 item
Questionnaire consisting of 51 commnlcation
and 9 noﬁicommunicabion items. This version
was administered to 86 meptal health workers,
at all job levels in o large medical center.
Their responses were subjected to a V-type
cluster analysise to further reduce thelnumber
of 98 questiommaire ltems and the nine non-
commanciation items were pubjocted flrst to a
principal componeots  analyslie  and then
varimax rotation {rom which Lhree separate
factors emerged namely, Trust, Perceived
influénce snd Mobility Aspiartion. Based on
ithese anslysis, Lhe bLotal iastrument wae

reduced to 35 items, consisoting of 10 malll

jtem indexnc and 6 single guestions.

Seven gamplen, with a total number of
more  than 1200 recpondents were used Lo
develop a 35 item questionovaire measuring 16
dimevsions of communicstion utilizing for tihe

most |{part, a 7 point scale demographics werec

incl@ded.
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The final dimensions (scales) were as
follows :
1. Trusti
2. Influence

3. Mobility

4. besire for interaction
5. Directionality upward
5. Directionality downward
7. Directionality lateral

8. Accuracy

9. Summarization

10. Gate Koepilng

11. Over load

12. Satisfaction )

13.  Written Medium - ER

14. Eace to Face Medium ‘

156. felephone Medium

16. ?ther medium.
goteworthy is the fact that the;aﬁéﬁér's

first included (i) communication purpose (2)

commuﬁication"content {(3) Importaﬂgéj?@énd

(4)‘ ;Speed, but later discardeéf:;thése

'ft'dimenéionq due to the difflculty respondents

had ianswering items relevant . to 1zthaf\

conce tB:‘Also notewprthy.is that items:vwere‘

-: developed, to assess these no. communication
variaplesj : {1) Trust in superior -’
(2) Qerceived influence of the superior and

(3) respondent mobility aspiration.
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These  varilables were included on the basis  that
these eléments had been separately shown Lo
influencn: individunl comnunication in
organisations_ (Roberts and O'Reilly p.321). The
Questionnéire therefore nobl only secures a report
on the nature of communications a proéess but also

as to certain variables which have been shown to

influence communication. Ty

- Differenences among the means and ”staﬂdard
‘”"deviatlonsa across the seven sample (n =-° 1218)
revealed that within group variance w;s 1esé than
‘between groﬁp variance, thereby &uggesting that it
‘is feasible to discreminate among- orggnisatlons
using the 16 communicatiou dimensions. (Robert and
O"Reilly, 1974 p. 322).

Reliability Asseasment : Two types ' of

Reliability Assessment support to 0CQ instrument :

(i) Test-retest reliability

(ii) Crombach’s co-efficlent Alpha.

‘(1) Test-Rest Reliabilitv : The 35 versicn of- the

instrument was administered twice to 24. gré&uaté
- \ t “ ﬂ& v‘

'~students with pervious Job experlence and to 42 g

’.“t‘

. managers. ‘In the student sample; 8 of the”lsu,f’?f‘

P
o

‘dlmensions had a test-retest co~rrelation greateriT

than .73 and for the manager sample, 8 of the‘ 16
"
dimensionSIhad a test-retest co-rralation greater

t

that .7 with two other dimensions show1ng -69.
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Deward dircotionnlibty with .84 for studentn
and 837 for managoro wac L he highect 1214}
rrelations, while low lLeoh-retoest co-rrelatliong
woere obLained for oommnpizalion for both  students
(.35) and memapers (U371, Foce ho Farne modallby
for msnagers (.41), and Telephone Modality for
students (.39). N

Muchinsky (1977) studicd tLhe co-efficient
alpha r of the Roberts and O Reilly gquestionnaire
in respect to the multi item dimensions, and found
results similar to that ot Roberts and O"Reilly.

In &eager’s (1978) examination of three OCQ
ascales (trust in cuperior, supervisory influence,
and desire for promobion), he compared the
Cronbachf a]pha’;' reported in Robért’s and
O’Reilly:s report, Muchinsky s report and his own
replication (n = 2700), finding small differences.
Yeager qged Cronback Alpha on the Trust scale (3
items), 4ut pearson correlations on the other two
scales d? items each) stating that “alpha is
inappropriéteu for scales containing fewer than 3

items (p.i1322).

Validity Assessmeont -

Robérts and O Reilly applied the following
z:fthree types- of wvalidity assessment to their
‘iinstrument : (i) face wvalidity, (ii) construct

validity and (iii) Convergent validity.

{1) Face Validity : During the item development
period , respondents indicated which

questions were confusing or not



ii.

differenliable in their minds. As a
consequenceoe, questions attempting to measure
task versus social iloformation, speed of
transmission, and purpose of thes commitment
were eliminated (Roberts and O'Reilly, 1974,

p.324).

Const?uct Validity : Roberts and O“Reilly
(1974, p. 323) note that evidence for the
construct validity of Lhe 10 djmensioné with
multiple items is provided by the results of
a cluster analysis and confirmed the notion
that even similar items such aB  trust,
influence can be successfully difterenciated
from E each other, dimensions are also
diffeLentiable (p.324). Cluster analysis
results show that inter-item correlations
among. items within any index in the
instrument are higher than are the
coorelations among items forming different
indices. This provides some evidence for the
construct validily of the ten dimensions with
multiple items (Roberts and O'Reilly, 1973,

p.14).



The 14971 grhicle in the journal  of  Applied
Psycholegy (p.323) still witihy 15 dimensions. 735
trems  and no demographiics. rnoted thal a4 revision
ol the Quastionnaire innludes ol ihoems scored  on

T point scales., except for the threo dimensions of

Directionality lipeard. Directionnlity — Downward

and Directionslity  lateral which use 10 point

scale.

BHut | for this present study 8 dimensions aro

i
taken  Juto account and Lhoy are as follows with
the concerned number of itewms @ (1) Trust - This
dimenaion includes 3 ttems .0 no. 1,2, and 3. Tt
denals with how freoe do you {eel Lo discuss with
vour suparior the problewms and difficultien yvon

have in your Job without joeoopardizing yvour

pocition (Completelv free to vory cautiocus).

(2) Influence (2) items : In general,. how much  do
vou feel that vour ismmediate superior can do Lo

furthoer vour career in Lhi

[

s orpanisation 2?0 (much

Lo very tittlie).

(3 Mobility (2 ittems)y @ How important 1o it for

von t.o progreca upwiprd in vour pregent

orpominntion 7 (not dmportant. to very important).

4. Desire for uteraction (3 items) - How
desirable do vou Feel iE s in your organiscobtion
e b n conbecol frequenbtiy with others atlt the
game Job  leve] 7 tvery desirable tg\ complately

undesirable}.
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5, Directionality Upward (3 items) : While working

whal  percentage of  Lhe Lime . do you ppend In

contact with the immediste Superior ? (£ill in #%).

B. Directlionality Downward (3 items) = Whilc
working whot., % of the time do you opend wilh

subordinates (fill in %),

7. Directionality Laoberal (30 items) @ While
working, whabt 2% of Lthe Lime do you spend in
contach with other s =t the same level 7

(£1iL1 in %).

8. Accuracy (3 items) : When receliving
information trom the  oources listed below
{superior, subordinates, peers)}, “how accurate
would you estimate 1L uvsually is ? (Completely

accurate to completely inaccurate).

Q. Summarization (3 items) : When transmitting
information to your immediate superiors, how often
do vou summarize by emphasizing aspects that are
important and minimizing those aspects that are

un- important ? (always to never).

10. Gatekeeping (3 itemn) : Of the total amount

of information you receive at work, how much do
i

you sts on to your immediate superior (all to

none).

'

i
All the aforementioned dimensions measured

in a five (B) point -scale. Some items were
serutinised in the main study in the Questionnaire

depending on the resulbls of the preliminary study.
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The oo etfficient alrbn for the 0CQ is the ranpe
of .53 to .84, The dicscrtstions by Anderson
(1980 and Micr (1979) provided appllecationc of
thiv instrument.. Andercop shudied the relationship
betwnen Job  degign  ond worker satistsction
performance. giving attention to™ the moderabing
effect of work envivonment including communication

accuracy and communicnbion openess.

&bove all, this CCQ instrument consideresd to
Hhe Lhe widely populnre media to me:asuee

Organisational Communication todays.,

a4
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~
COMMUNICATION PROFTHLE_QUESTIONNAIRE (CPQ) :
Thie m:nh: wios anthored by, Brenl,  D.Petboeroson
and R.Wayne Pace (1985). This insbrumenl was
an approsch tor surveying Insbrument wos  an
appronch  for  surveving Orpaninotion wide
communitiecation protile varitasbhles. ’

Thie sgele coristed of 80 jLems in bho
origingl  version which was used  in +he
preliminsgry phaco of the present study. It
possess 7 dimencions Lo measore tobal plebure
nf ‘(‘omfmminntiun profile. Dur Lo 1lem wisoe
i ‘jic.:ujt.y tuced by Lhe oabjecte In bhe firot
phiase of ohady, 32 thems ware delebod from
the Oripingl verwion ) 28 items W e
considered for theo final sbudy. Tl';e selechion
of the dlems are rolLed on o B-point socnle
varying from 5 for "Quite True” 1:0 1. for
Quite False . The snbjecls were asked to  pul
the mark (1L to 5) on Lhe cmall blank line

given on the righlt side of cach  item. The

following dimengions were retained

[N

TRUST = The dimension included two ilewms
(Nt and 23, Th deslt, with the amount  of
brush the: Bupervisoro have in Lheir
subordinabes amd vicenver oo,

SATISFACTION. WITH CHANCES _OFF PROMOTION : It
incloded of threc items (Mo .4, 6 and 7).
These items woroe desling wilh the chances of
promotinn  azspreoty ol the supervisors ond
subordunateos in hhe Qresnisation.

AN



3.

BENEFLCIAL ASPECES = This dimension consisted
of btwo itemsz (No. 5 ond 8B). How arach
information all bhe personnel received in bLhe
Organisation that enbanced thelr abilities

towards  Jjob 7.

LISTENING : As the name denotes, How much
importance given by the supervisors towards
contineous listening with open minds to
susgestions from thn subordinates, discussed

here in the form of two 1tems (No. 3 and 9).

WRITTEN PUBLICATION - Ttewm nnmbers, 10, 11

and 12 in the instrument dealt with this
aspect. The dimension discussed about  the
company pubtlications that helped the

organisaticn toward further development.
¢ ~N

AMOUNT _OF  JHEFORMATLION RFCEIVED - A  total
acipghl ttems ftrom Mo, 13 Lo 20, were  included
undaor  this dimeucion., The statements were
dealing wilth the deairable sources of
informations roeceived by bthe personnel in the
Orpanisation.  The aubljeclhs were anked Lo
. - . . ¢
score Lhe jtems on a H-point scale, iL.e, very
i
Y B . b s .
Little {1 point) to very preatt (B points).
The middle points were {ollowed as “littLle’,
‘some” and  ‘CGreat” points. The sources of

i “
§ H
inf?rmations were expected for the subjectlo

about, “their immediate supervisor,
i

¢
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co ~worker§‘ Lhe grapevines, Lhe manager  of
their  medintae gerervisar . Top manapoemont,
cnhordivagbo: {1t applicsble), WrjbLen
Communicoation (Hews. lebterc., momos ohoel ),
and  Elechronic Communicalions (Mall, Vidoeo,
Teléphone ete ). This variable for esach

subjech woo connhbod baging on the ronking of

all these eight sources.

Wﬂﬂlﬂﬁ&ﬂ.@ﬂ JWANT 1O RECEIVE :

As thatbt of the zbove diwmension (No.B8), hbhis
a!sq included 8 iLems. (From item No. 21 to
28) in the scale. The 8ipgbt possible sBources
of‘ the dimension included “thelr immedisle
supervisor, co~wo?kers, colleagues in  their
own munit, the ggapevines, the manager of
their immediate supervisor: , Top management,
Subordinates  (if  appllecable), - Written
Communicotions (news, lebtlers, memos,  eto.)
Klectronic Communicabions {(Mnil, Video,
Telephone etc.). The scouring points were same
58 thabt of Lhe dimension 8 (Amount of

informalion received) of Lhe instrument.

Above all, this CPQ guestionnaire c<an
b acceplLed as the populor medisa Ho measure
Orpganisation wide communicabion profiles

Loday.
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