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SAMPLING : One hundred and anvonby mole executives 
(85 in each orp.amiea t i on) drawn from the middle 
levels of manor.1’men t, from two or ran i nation (0^ 
and ().,) participated in the study. Mainly two 

strategies were adopted in drawing, the sample for 

Uiig study.
(i) The sample range covered almost all the 

departments in both the organs!ations, 

randomly depending, upon the strength of the 
department.

(ii) Only middle level managers wens considered 

for the study.

IDENTIFICATION OF MIDDLE LEVEL MANAGEMENT :

In general, Senior grades are divided into 8 

executive grades (as indicated in the 
organisational chart). Out of thorn, (iris study lias 

covered from Grade-J1 to Grade iV, respectively, 
consisting of (Senior Engineer to Senior Manager. 
Their qualification may range from B.Es/B.Techs to 
M.E/M.Tech or a professional qualification with 
minimum 5 to 20 years of work experience. This 
segment Is categorised as ntiddio Level in the 
study after considering the position, authority 
and responsibility love!., span oi experience etc. 
This above mentioned method of classification was 
also combined with the opiruon oi the management

\

of the two organisations itself.



Die depa rtments like teulin i caJ so rv ices,
21G

production, process, project, . personnel and 

administration. accounts, store were taken into 

considerahion for the research. Ah hoth 

organisations are fertilizer compnri i os, the 

prorinrt i (in departments Covered two main section.';, 

namely, Urea and Ammonia. In 0^ production 

department consists of four sections, i.o; Urea J 
and Urea XI, Ammonia 1 and Ammonia LI. No formal 

principle in dr-awing the cample woo concentrate 

for the data collection. Mostly experienced and
j

interested persons were taken into account to till 

the Questionnaires. Loss number of Managers were 

taken from deportments like, store, bogging, Fire 

and Safety, etc. as those department*5 generally do 

not directly deal with the organisations 

objectives.

The managers at Least 8 years of experience in 

their respective organ isat.ioru? only wore 

considered as the research subjects.

The size and the nature of the sample are given in 
TabJes J to 4.

Table J :

Frequency distribution ol subjects according 

to their work experience (in years) in the 

organ 1 sotion J ,

Experience in the 
Organisation (Yfs)

Frequency Percentage
(%)

5

8
7

10

7

78

8
92

100’IU I’AL 85
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The- ohnvo dalqs shows that majority of the 
respondents be 1 nrtged l.n +hn rvirif'i: of ft -10 yrn of 
experience in the same .or gan j sa I, i on . (As it con bo 
noted that the let r hcju i raiment of Orffin i sat l on -) 
Wcio in the year 1982. Again Major recruitment held 
In the year 1983-84. So majority of subjects 
fall under t>m• frequency range of 8 - 10 yrs. of 
experience in the organisation).

TABLE 2 :

Frequency distribulion of the subjects 
accordion to their age groups of Organisation 1.

AGE FREQUENCY PERCENTAGE
30 35 0 7.0
36 - 40 25 29.0
41 - 45 32 38.0
46 - 50 12 14.0
bl - 55 10 12.0

TOTAL - 85 100.0
Tiie above table shows t.ha t though the

subjects belonged to several age groups, tho
majority of them belonged to the age range of 3(> -
45 years 
TABLE : 3i

Frequency distribution of subjects according 
to thoir work experience (in yrs) in
Organ i sa t; ion - 2.



FrequencyExperience in the 
Organisation (Yrs.)

Percentage
.(%)

5 7 6 7
8 . 10 13 15
11 - 13 16 19
14 16 5 6
17 19 42 49
20 22 3 4

TOTAL 85 100

The above table shows that though the
subjects belonged to several age groups, the 
majority of them belonged to the age range of 17- 
19 yrs. of experience in the same organisation. 
TABLE : 4

Frequency distribution of the subjects
according to their age groups of organisation 2.

AGE FREQUENCY PERCENTAGE
30-35

1
— 0

'l

36 - 40; 27 32 v T.

41 - 45:;,1 28 33
46 - 50 ‘ 21 25
51 - 55 ' 9 .10 -

TOTAL
!

_85 J00
The tab1e shows that though the subj e ts

I

belonged to several age groups, the majority of 
them belonged to the age range of 36 - 45 years.
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Before starting the ref’ubr pr-ocees of data 

collection the --researcher approached the Chief 

(Goneralj Manager) of the Personnel and 

Administration Departments in each Company through

the head of the HRD (Human Resources Department)
1

to seek their permission to conduct the research. 

After the requisite permission was obtained, the
i ,
11

regular work started.

The head of the HRD department issued a 

circular to all the departmental heads request.!ng 

them to participate in the research. A Copy of the 

Same circular* was attached with each oC the 

questionnaire bunch before circulating.

Having completed those (ormalities, the 

researcher then distributed the questionnaires 

among the middle; level mnnngors/oxooutiveo (From 

Senior Engineer ho Senior Manager and Plant; 

Engineer to Additional Chid Executives in almost 

all the departments in the organisations. These 

ot/ii-ors were approached personally during the 

usual working hours, within the respective 

organisations. Tito researcher made every attempt 

to convjeriee them about the purpose of the study 

and the questionnaire in detail.



220

Then meeting with ind ividea J manager was arranged 

according to the ir- convenience. Before giving the 

quest i ortnaire to them, the researcher again

assured them about the confidentiality of their 

responses i rn I i t a t i ng that t,Jie responses wii I be 

treated onlv glubaly noi, individually and Lijr* 

purpose Weis wholly academic At that stage, any 

difficulty for example, words., sentences etc. were 

individually clarified. They were requested t,o 

fill the questionnaire w-itju.n a reasonable time. 

Normally, t-.he p.j <■ L i c » pants took around 3 to 4 flays 

in filling the questionnaire at their desire They 

wore allowed to take the questionnaire home.

The same procedure was adopted in both the 

organinations. Then, the researcher collected 

questionnaires back from the respondents
i

individually and profusely thanked them. A lot of 

cooperation was given to the researcher by the 

respondents in both the organisations.

Both their MRU departments took keen interest 

in completion of the project. About 6 ifaonths time 

was spent 'on Da.ta Co J lection.

■ ‘t

I



The present chapter describes the research methods 
for the analysis of the study. This study has been 
carried out in two of the organisations. The 
research site is narrated first which followed the 
description of the organisation sites.

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

(i) Organisation:. I, Gujarat
(ii) Organisation: XI, Orissa, is presented below:

The Indian Farmers Fertilizer Co-operative 
Limited (IFFCO), the one and the only co-operative
xn the Fertilizer Industry has developed 
Organisation-I, to the man the gaint plant in the 
Gujarat State.

THEJELAHT ..EEATUBES

Organisation in 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.
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i. Innballed
Capacity

ii. Plant Capacity :

Consultant s

iii. Power & Off
Sites :

a. 3 Boilers (one 
standby) with 
capacity of 275|MT of 
steam/boiler/hr.

b. 2 TG Sets with 
capacity of 15 MW 
each

iv. Total Cost :
Foreign Currency 
Indian Currency

Total =

v. Total annual 
turnover

vi. Retention Price
vii. Foreign Exchange 

Saving
viii. Help to Increase 

Country's food 
grain production

Urea 14,52,000 MT/Year 
(Plant Nutrient, 6,67,920 
MT of Nitrogen/year).

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

M/s KELLQG (U.S.A) and 
M/s FED0 (INDIA)

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

by M/s Foster Wheeler, 
UNITED KINGDOM,

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. 1.56/- crores

6 million/year



MIUSJITOHRS J2E .0 L
a. Project Completion 31.05.1985
b. | Plant Completion 26.11.1985
c. Commercial Production 01.03.1986
d. High Production achieved

upto December"1989 : Urea (Phase 1
and II) 
5270/27.05.89
Ammonia (Phase 
I and II) 
3108/10.05.98)

x. Men in position : Officers 600
Workers 1900
TOTAL 2500

The above informations may considered to be 
the mile stones of the organisation. Besides it 
may be noted that the Organisation has established 
new monthly production records in the year 1989-90 
i.e. by producing Ammonia, 10,01,195 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 educating 
them to modern farming technology and use of it 
for optimum output.

Tiie supporting facilities include 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 mi II Lon cubic metres of Natural Gas, 25 
million gallons of water and 6 MVA external power 
to produce 4400 MT of Urea.



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

Keeping social obligation of environmental 
protection ao one of the prime objectives, 
Organisation _I, envisaged a multi-approach for 
better environmental protection with total 
investment of Rs. 11/- crores. It includes 
Pollution Control Measures at sources, Effective 
Monitoring of Environment within complex and 

- Forestry etc.

Other facilities : To provide technical and 
management training, a training centre has been 
setup which in the long run shaLl look after human 
resource development of 01. Other facilities 
incLude subsidised canteen, firstaid and full 
fledged security system inside the factory.

The organisation Jives In the strength of 
cooperation between all functions. Besides the 
tour phases of Production department, Power-Plant, 
Bagging Plant, Personnel and Administration 
department, Finance department, Purchase and 
Stores, Planning and Development, departments play 
their vital role in supporting and managing the 
resources of 0^ to achieve 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) General Managers heading each departments.



Below GM's there -are Chief and General Managers to 
manage the departmental functions. Then the middle 
level managers effectively functioning in the 
factory. , The union activitioe are aloo well 
planned ejnd constructive in the factory.

A ipyramidal structure of employhees is 
presented below for reference :

L.
BOARD OF DIRECTORS..... ~~ i ~ ■ -1

I

- CHAIRMAN-CUM-MANAGING DIRECTOR
II
IDIRECTOR'OPERATION
II

GM*(P) GM(Prg) GM(Mg.) GM(F) • GM(P&A)
II

Chief Mgr. Chief Mgr. Chief Mgr. Chief Mgr. 
(Urea)t (Ammonia) (Elect) (Mech.)

II

I)Sr.Mgr. Sr.Mgr. Sr.
(
IMgr.

Manager Manager Manager
Dy-Manager/Sr.Shift Engineer

i i i
I 1 lSr.Engineer Sr.Engineer Sr.Engineer

x
Engineer Engineer Engineer

I

Senior Supervisor Sr.Supervisor Sr.Supervisor

*Same Organisation structure to be repeated in 
case of all Chief Managers.
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To satisfy the basic needs of all its 
employees, it has constructed a self contained and 
modern township adjacent to factory with all 
facilities. The township contains Schools, 
Hospital, Guest House, Club, Post-Office, 
Marketing Complex, etc. Above all excellent 
facilities of communication is being provided in 
the township for employees to go to the nearby 
city.

As a whole all the above described factors 
leads 0^ as one ol the best functioning and moot 
suceossuful fertilizer Industry in • India. This 
study is conducted in the mjddle level management 
cadre of all most all the department.

. -t . •( . i . t . i
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The Government of India started restructuring 
another biggest fertiliser complex in ORISSA in 
the year 1970. It Jo the largest Government of 
India Undertaking, Coal based fertilizer company 
in the eastern region. Its production started in 
the year 1980.

THEJP.MfflLAXJL£iMHCE

1. Product

2. Plant 
Capacity

3. Raw Materials

Urea 495,000 T/Year 
(Equivalent to 2,28,000 T 
Nitrogen).
1500 T/doy of Urea with 
900 T/day of Ammonia

Coal
For Process 
For steam

Generation

3000 T/day 
1700 T/day
1300 T/day

Water 15 million gallons per day
Power (Including Captive Power 30 MW : 55 MW 
Lime Stone : 52 t/day x

4. Factory Area Including
Colony Area : 902 Acres

5. Project Cost (Including Foreign
exchange of 47 crores) : 223 Crores.

6. Foreign Collaborators : 
Gassification Plant 
Ractisol Plant

; i

Ammonia Synthesis Plant

Urea Plant
i

M/s Koppers, WG
M/s Lurgi ,WG
M/s Technoexpert, 
Czechoslovakia
M/s Technimont, 
Italy

99 ~#>*. / - i



7. Major Equipment SuppL.iorn : (India Made Only)
M/e B.H.E.L., (Trichv) : Steam GenerationBoilers
M/s B.H.P.V., (Vizag)
M/s Me No. 11 v Bharat 
Engineering
M/b Dynacraft Limited

M/s Paharpur Cooling 
Tower

: Pressure Vesselc
Coal Preparation 

: Plant
: Conveying 

Equipment

: Cooling Towers

8. Men jin Position : Technical
Plus : Commercial

1 TOTAL

1167
299
1466

9. Officers : 246
Workers : 1220
Total

There 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 i.e. 
Coal and Lime Stone handling, (ii) The product 
handling i.e. the Urea handling. This has been 
described separately in a chapter "Bagging Plant".

The South Eastern Caol Fields Limited (SECL) 
which is operating a number of coal reserves i.e. 
800 million bonnes of uniform high quality non­
cooking coal and the 'South Balanda Mines' has 
estimated 35 million tonnes are the source of coal
for this plant.



The famous River Bralimani is LI KM away from the
plant, which is the main source of water for the
plant and the township. Power requirement 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 railway
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 attached here.)

Q—R.JGL A_13_I_S_iL X_1_Q_jN_~
BOARD OF DIRECTORS

iIChairman-Cum-Managing Director-Company Secretary
» I

GM GM GM GM(F) GM GM
Unit I Unit II Unit III (Corpo (Comr) (Pers)

rate) Corpor Corpo- 
ate) -rate)

I< *
I I I ' IDGm'(P) Chief’Mgr Chief Chief*Ex.

' (F & A) Materials Officer
Manager (P & A)

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

Instrument.) (Project)
i ;

Additional Chief Engr. Additional Chief Engr.
I

Dy. Chief Engineer Dy.Chief Engineeri i

A.C.E. A.C.E
I
t

A.C.E

Plant Mgr. Plant Mgr. Plant Mgr.



A.P.Mgr.Asst.Plant Mgr. A.P.Mgr.
iI

1 f

Plant Engr./Sr.Engr. PE/Kr.Rr. PE/Sr.Er.
I»

Aost.Plant Er." A.P.Er. A.P.Er.
I
f

Sr. Operators Sr. Operators.
♦Same organisation structure to be repeated in

j
case of jail Chief Engineers.

The O2 lives on the strength of cooperation 
between all function. Personnel and

>

Administration, Finance, Industrial Engineering, 
Purchase, Store, Planning and Development, over 
and above production departments play -their vital 
role in supporting and managing the resources of 
Og to achieve its objectives.

To provide technical and management training, 
a full fledged training centre has been set up 
which in long run shall take up human resources 
development of Op. Other Cecil ikies include a 
subsidised canteen, first aid and full fledged 
fire and safety, security system Inside the 
factory.

To satisfy the basic needs of all its 
employees it ha3 constructed a self contained and 
modern township adjacent to factory with all 
facilities. The township contains schools,
hospital, guest house, club, post office,
marketing complex etc.



Besides all those above facilities, a lot of 
interference is being pressed from the workers' 
union. Even the Union hoods sometimes threatens to 
some of the organisational heads to support their 
workers illegally. As a result, the factory with 
all resources is not running well. A lot of 
dissatisfaction lies between the middle level 
cadre ini which this study is being done. So since 
20 yearsj (from its starting period) it is running 

in loss.!

The below current-data can give a clear cut 
picture of the plant success and failure at a 
glance up to the year 01.02.1991.

PRODUCTION
For the Month of For the year
February, 1991 April'90 to Feb.'91

Ministry
Target

Urea 17,500/T 
Ammo—
-nia 10,700/T

Actual Ministry 

21,947/T 175,000/T 

13,486/T 106,700/T

Actual

137,454/T

841,543/T



THE INSTRUMENTS/TODLS

'I Me tol lowing instruments were taken in order to 
ascertain the' proposed variables enumerated in 1 ho
ob.)ecti vets of the 

consisted of

Quo.'; f, j onria ir o -

f-jbody The; Q,ner,hiorma.1ro booklet 
HI. vo different, quesbionnn fro . 

1 (Or . 1 ) f.-onoi sted of 1 toms

related bo measures of the behavioural patterns of 
the responder)be which lo named as 'the Behavioural 

Fitness Inventory' (BFi.). Questionnaire - 2 (Qr.2) 

consisted of i boms related to the organ.i8n.ti ono 1 

climate and named as 'Organinnbional Effectivenoss 

CJuon t. tonna Ir o ' (QEQ) . Qiinnh i onria I ro - 3 (Qr. 3) i u
named os Manager] ai Behaviour- Questionnaire (MBQ) 
which measures the leadership styles of bho 

reopendonbo. Questionnaire - 4 (Qr.4) is named no 

'The Orga.nj oationa l Common i on I, i on Queobionrrn ire ' 

(OCQ) which ;;bodies the communication sysbenio in 

bho organisation Questionnaire - 5 (Qr.5) lo

named aa 'The Communication Profile Questionnnire 

(CPQ ) which mr rruir^s i onmiun i < a h ] on profiler. In 
the organisefcion. The golootion of the items
from each of bhr Quest i orma i r-e wan done by doing n 
'Pi 1nt-Study' in two of bho similar nabared 
consulbancy firms Ln public sector. A total of 49 
subjects were taken for the first^phase of the 

study varying from Senior Engineers onwards In 

rex*poet of the gradation- ' chi-square teste 
were conducted lor the analysis of data.



the items wereOn the has i r. of the find in;*;;, 
selected I'nr the fine I phase of the study- Items 
oeler firm for the main .study was token into 
acenunf, in the case of each of the Questionnaire. 
Tim details about Hie Questionnaires ere
described ae rinilv.

I BKfl&VJ.i)URAJ^FJJNBB;r.ItW.K»'.rOBY :

This Quest ionnaire i r, named as 'The
Behavinurai Fi fnoos inventory' . and w a s
developed by Wayne Paee (1905). This is a sum
total of 2.1 items measuring H d j mens i oris to
do ter mi ri<> behaviour a! fitness of the
respondent„ Re.spondpnts a.re asked to rate-

i
each of the items on a '6' point sea If;, 
varying from 'A' as T'frongiy agree' (1 
point) hn as ' of rone ly disagree’ (fi
point,). The middle points fire 'B' as
'moderately agree', 0 as 'slightly agree', 
'D' as ' slightly disagree' and 'E' as
'modern l.e i y d Longx ee * .

Behavio urol f1tn e ss can be viewed as a
measure of a person's ability to interact with
people with vigour and piea sure arid without undue

or roganee, or- extreme humanity or dr] f-
dopr rciation.



Basic l.o good behavioural fitness -

23 *
*

-are six variables :

L. RESPONSIBILITY OR APPRECIATIVE SELF 
DETERMINATION :

In behavioural terms this represents 
taking personal control of one's own 
reactions, being free from blaming own selves 
of others for the consequences in lives. 
Behaviouraliy fib individuals own their 
decisions and avoid defensive reactions. Item 
nos. 6, 10, and 18 are included \under this 
dimension.

2. STRENGTH OR PURPOSIVE DETERMINATION :
In behavioural terms this second

dimension represents the ability to
concentrate energy so as to avoid
irrelevances and distractions. Item nos.
10, |14, 19 'and 21 are included to measure
strength characteristic.

FLEXIBILITY OR OPENESS TO NEW INFORMATION :
IIn behavioural terms, this dimension

represents the ability to be versatile, in|interaction. A behaviourally fit person is 
able ' to give and take in interaction and to 
integrate a wide variety of new ideas all the 
time. This characteristic is measured in 
terms of four items, numbers 3, 5, 7 and 11.



4. IMAGE OR POSITIVE EGOCENTRISM :

In behavioural l.urmo, n proper image in 

the proper actualization. We all need a 

rcfjular programme of seeking and maintaining 

a baloncR between cel f-depreciation and 

extreme arrogance iri order to be

behaviouraLly fit. Item nos. I, 4, and 8 are 

included in this dimension.

5. ENDURANCE OR INDEPENDENT PERSISTANCE :

In behavioural terms, this represents a 

commitment, to pursue a steady course toward 

wellrdefined goals to hang in which things 

get tough. Throe.* items i.e., 13, 15, and 17 

are ; included to measure • Endurance 

Characteristic.

6. RELAXATION OR CONFIDENT ACCEPTANCE :

, This dimension represents the ability to 

_; return to a state of calmness after 

V; experiencing high levels of emobionai strain 

or j expriences of total inactivity or 

i:, depression. Behavlourally fit people can
i

;! maintain calmenees in the face of extreme 

Pj reactions of all types. Item nos. ' 2,9, 12,

U and 20 are included in this dimension. A copy 

G of the Questionnaire is attached in MZ...

Qub_of 21 (twenty one) statements 6 are rated
L,

in; terms of reverse scoring as these reveals

negative qualities of the respondent.



These items are Nos. 18, which comes under 
di memo ion 1 i.o; 'Reoponoibi J ifcy ', No.. 10, 14, 19 
and 21 which comes under toini items of strength 
(dimension) and No. 17 which comes under Endurance 
(D5). The rest of the items are given positive 
scoring.

11. IHKjQBSANISKELQML. JSEJECmEHESS 

.QUJESriQNMXEE : (O.E.Q)
The scale was developed by Daftuar ' in the 

year 1985. This scale measures nine (9) dimensions 
of organisational effectiveness. All these 
dimensions are those criteria of organisational 
effectiveness which has been referred to as 
'Soft-Criteria by Smith (1978). i.e_, they measure 

socio-psychological 'dimensions of effectiveness. 
This scale can be administered at any level of 
orgnaisatIona1 sample if language is not a 
problem. Since Cronbach's Alpha (L) co-efficient 
reliability indices have been worked out 
independently for all individual dimensions 
(separately), researchers can use all or any 
number of dimensions of their choice. Cluster 
analysis has yielded a cluster of 5 dimensions, 
so, the mean (or total) value for all these five 
dimensions can be used as an index of
effectiveness.



The dimensions' Item number and alpha (L) values

are as under : '
Dimensions item Nos Alpha (L)

Values

3 . Consensus 1 to 3 .58
2. Legitimatisation 4 to 7 .98
3. Need for Independence 8 to 10 .50 .
4- Self Control 11 bo 12 .89.., -
5. Job Involvement 13 to 17 .99
6. Innovation 18 to 19 .93 ;
?.

‘t

Organisational
Commitment 20 to 23 .51

8. Organisational
Attachment 24 bo 27 to

9i Job Satisfaction
t

28 to 44 •-95;

•-
i

The cluster of five dimensions incTu

consensus, 
organisational 

attachment.

ligitimatization, self control,
commitment and organisational

The 5(, point scores ranging from 1 to 5 
(always) was used in all sub-scales.

III. MANAGEElAL-J3£liA.VJ._QUii_iiUf;iiTiX)NNAlliE (HBQ)
This scale was developed by Daftuar in the 

year 1985. This is considered to be an effective 
tool for measuring major leadership styles in the 
organisation. It is a sum total of 32 items 
measuring 6, (six dimensions) to determine 
leadership qualities of the respondents. i



The respondents art-’ ashed to rood each of the 
statement carefully ond judge how true or false 
the statement in tor thei? irmnoidohe superior. The 
select, ton of the choice of the items are rated on 
a 5 point ci'.'i i e, varyin/' from h for 'Quite true' 
to 1 for Quite fa toe. Again, respondents are a.sked 
to put the mark (J to b) on the small block lino 
given on the left, side of each item. The' tobal
32 items are easy bo understand statements related 
to work environment. Managerial behaviour, can be
viewed ab a measure of person’s leadership ability

»
to interact with the ouhfjrdinaf.es effectively. The 
six leadership sty leu and the concerned numbers oJ 
items of each of__fhe dimensions are as follows :

I

i- JSCLECEKL-5iniK : This style represents a
combination of Authoritative, Bureaucratic, A, pfN
and Nurturant task styles of leadership. Tills in

jother words can be known as mixed style or A, p,t-N 
style. The Eclectic leader keeps the final 
authority with himself and also shows warm 
behaviour towards subordinates to bring up their 
ability for work. Jtorn nos. 2, 5, 0, 13, 14, Hi, 
24, 20, and 32 are included under this leadership 
style. "
2. AimSiLafim : This
leader is a friend type, coring and receptive type 
who believes that Organisational prosperity 
depends upon good friendly support and persuation
toward subordinates.



a
2 20%J U

3.

4.

5.

6.

Itenoi nos. Lt and J9 oi the Questionnaire
lincluded under this style. :

4UIHQ£mnm^UBmiAiiLSTILE : As the name 
denotes, the leader gives importance bo
power* perstige, appreciates loyality and 
gratefulness on the part of subordinates. He 
gives less importance to work. Item no. 12 is 
included tinder this style.
BUREAUCRATIC STYLE, : The leader enhances
bureaucratic relationship 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.

: The
bureaucratic - task oriented leader takes 
special care towards work by following 
standard rules and regulations in the 
Organisa't Iona J matters, item nrfi, land 27 are 
included for measuring this leadership 
criteria.
TASK-ORIENTED STYLED : As the name denotes 
the task oriented leader always keeps track 
towards work progress and appreciates, hard 
working persons only. The atmost attitudes 
towards work of the leader is measured in 
terms of one item onJy i.e; No. 8. ; j

1 ' , j
d >
i * ’



AboVe all, the statements are easy bo
understand type as a result the respondents

igave 100% response to their instruments in 
the' Questionnaire bunch. A copy of the 
Questionnaire is given in page no. ....

THE ORGANISATIONAL COMMUNICATION - 
-QUlimQNNMBK : (OCQ)

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

Based on a literature review Roberts and 
O'Reilly created L89 Likest-type items to 
assess respondents-perceptions of t the
communication dimensions. Initially the <,pool 
were administered to 70 graduate students all
of whom had prior work experience and - based

i

their responses on stich experience.



Items were retained that had high inter 
eo-rrelations with other items meauering the 
same facets and low inter co-rrelations with 
the rest of the item pool. A 60 item 
Questionnaire consisting of 5t communication 
and 9 non-communication items. This version 
was administered to 86 mental health workers, 
at all job levels in a large medical center. 
Their responses were subjected to a V-type 
cLuster analysis to further reduce the number 
of 98 questionnaire items and the nine non- 
communciatLon items wort; subjected first to a 
principal components analysis x and then 
varintax rotation from which three separate 
factors emerged namely, Trust, Perceived

tinfluence and Mobility Aspiarlion. Based on 
these, analysis, the total instrument was 
reduced to 95 items, consisting of 10 multi 
item indexes and 6 single questions.

,Seven examples, with a total number of 
morn than 1200 respondents were used to 
develop a 35 item questionnaire measuring 16 
dimensions of communication utilizing for the

i

most part,
included.

a 7 point scale demographics were



The final dimensions (scales) were as
follows :
1. Trust
2. Influence
3. Mobility
4. Desire for interaction
5. Directionality upward
6. Directionality downward
7. Directionality lateral
8. Accuracy
9. Summarization

10. Gate Roeping
11. Over toad
12. Satisfaction
13. Written Medium
14. Face to Face Medium ' /
15. Telephone Medium :
16. Other medium.

■'! '

i

Noteworthy is the fact that the author's 
first 1 included (i) communication purpose (2) 
communication “content (3) Importance " , and 
(4) jSpeed, but later discarded these 
dimensions due to the difficulty respondents 
had j answering items relevant to that

I ■ ^ * '

concepts. Also noteworthy, is that items were 
developed, to assess these no. communication

t'

variablesi : (1) Trust in superiorII i '*

(2) Perceived influence of the superior and
(3) respondent mobility aspiration.



Then© variable© were included on the basis t,bnl
these e lament b had been
Lnfluenco iridl v (due l

separately shown 
tv >Rtmun I ect t i on

to
in

organisations- (Roberts and O'Reilly p.321). The 
Questionnaire therefore not only secures a report 
on the nature of communications a process but also 
as to certairi variables which have been shown to 
inf Iuence__eoint0unic3tion. - ,

' \Differenences among the means and standard 
.deviations across the seven sample (ja = ’ 1218) 
revealed that within group variance was less than 
between group variance, thereby suggesting that it 
is feasible to discreminate among organisations 
using the 16 communication dimensions. (Robert and 
O'Reilly, 1974 p. 322).

Reliability Assessment : Two types of
Reliability Assessment support to OCQ instrument :

„ t . /

(i) Test-retest reliability ,
(ii) Cronbach's co-efficient Alpha. .*< ’ ... ' •

(i) Test-Rest Reliability : The 35 version of the
instrument was administered twice to 24 .graduate

: ' -(i) * * * * * * * * x-!. ,students with pervious job experience- and to 42
i ' . ' ' *‘

.managers. "In the student sample; 8 "of ,-thei’16 
dimensionsihad a test-retest co-rrelation greater
than .7; and for the manager sample, 8 of the . 16

I 5 ,
dimensions'had a test-retest co-rrelation greater
that .7 with two other dimensions showing .69.



Upward directionality with . HI for students 
and .87 Tor m-inagero wr- I ho hLghect no 
rrelahions, while low test -retest co-rrelatioris 
were oh l,a i tied for smnrnnr 1 set i mi for both students 
(.3.8) and manager.*; (.37). Face ho Fane modality 
for managers (.41), and Telephone Modality for 
studonfs (.39).

Muchinsky (1977) studied the co-efficient 
alpha r of the Roberto and O'Reilly questionnaire 
in respect to the multi item dimensions, and found 
results similar to that of Roberts and O'Reilly.

In Yeager's (1970) examination of three OCQ 
scales (trust in superior, supervisory influence, 
and desire for promotion), he compared the 
Cronbach j alpha's reported in Robert's and 
O'Reilly's report, Muchinsky'e report and his own 
replication (n = 2700), finding small differences. 
Yeager dsed Cronbaok Alpha on the Trust scale (3 
items), tut pearson correlations on the other two 
scales (;2 items each) stating that "alpha is 
inappropriate, , for scales containing fewer than 3 
items (p.1322).

2

Roberts and O'Reilly applied the following 
three types of validity assessment to their 
instrument : (i) face validity, (ii) construct 
validity and (iii) Convergent validity.

(i) Face Validity : During the item development 
period , respondents indicated which
questions; were cori f using or no t
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di f [erenUable In their minds. As a 
consequence, questions attempting to measure 
task versus social information, speed of 
transmission, and purpose of the' commitment 
were eliminated (Roberts and O'Reilly, 1974, 
P-324).

t

IX . Construct Validity : Roberts and O'Reilly 
(1974;, p. 323) note that evidence for the 
construct validity of the 10 dimensions with 
multiple items is provided by the results oi 

a cluster analysis and confirmed the notion
that even similar items such afe trust, 
influence can be successfuiiy differenciated
from each other, dimensions 
differentiable (p.324). Cluster

are also 
analysis

results show that inter-item correlations 
among items within any index in the 
instrument are higher than are the 
cooreLations among items lorating different 
indices. This provides some evidence for the 
construct validity of the tort dimensions with 
multiple items (Roberts and O'Reilly, 1973,
p.14).



The 177'! article in I he journal of Applied 

Psychology (p.323,5 still wi',h IS dimensions, 35 

i hems arid no demographics, noted that n r hv i k i r>n 

of the Questionnaire includes all items scored on 

7 point seal os, except for the three dimensions of 

Direct Lorial ity Upward- Directionality - Downward 

and Di recti otto! if y lateral which use 10 point, 

scale.

But | for this present study 0 dimensions are
i

taken Into account and they arc an follows with 

the concerned number ot items : (1) Trust : Thus

dimension includes .7 items i _ o no. 1. ,2, and 3. It. 

deals with how tree do you let* I to discuss with 

your superior the problems and diffiouI Li on you 

have in your job without jeopardizing your

position (Completely free to very cautious).

(2) Influence (2) items : In general,, how much do

you fee! that vour immediate superior can do to 

further your career in this organisation ? (much 

t.o very I i tt; l c ) -

13) Hold M t.y {2 items) : flow import.ant, is it for 

von t.n prog'-c'-s upward in your present,

organisation fnot important, to very important,).

4. Desire for interaction (3 items) : How

desirable do you ^pI it is in your organisation 

!,o be in contort, ftr'qij.'f'Uy with others at the 

samfi1 job love) ? (very deni rails to completely

24

Uncles i rab 1 o?) *



5, Directionality Upward (3 iborne) : While working 
whnt percentage of the time. do you spend in 
contact wibh the immediate Superior ? (fill in %).

6. Directionality Downward (3 items) : While
working whnt % of the time do you spend wibh 
subordinates (fill in %).

7. Directionality Lateral (3 Ibems) : While 
working, wh * J b % of the time do you spend in 
contact wibh others at the same level ? 
(fill in %).

8. Accuracy (3 i terms) : When receiving 
information irum the sources listed below 
(superior, subordinates, peers), \how accurate 
would you estimate it usually is ? (Completely 
accurate to completely inaccurate).

9. Summarization (3 ibems) : When transmitting 
information bo your immediate superiors, how often 
do you summarise by emphasising aspects that are 
important and minimising those aspects that are 
un- important ? talways to never).

10. Gatekeeping (3 items) : Of the total 
of information you receive at work, how 
you p^ss on to your immediate superior 
none).

amount 
much do 
(all to

All the aforementioned dimensions measured 
in a five (5) point -scale. Some items were 
scrutinised in the main study in the Questionnaire 
depending on the results of the preliminary study.
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Hio co efficient alpha f'er the OCQ is the range 
of .53 bo .84. The dissertations by Anderson 
(1980) and Mier (1970) provided applications of 

this instrument. Anderson studied the relationship 

between job design end worker satisfaction 

performance, giving attention tox the moderating 

effect of work environment including comnxunication 
accuracy and commnicntion openess.

Above a!J , this OCQ instrument considered to 
be the widely popular media to measure 
Organisational Communication todays..



\
V. COMMUNICATION PI<UPI1.ILfiUKbTUINNMBE (CPQ) :

Thus scab- was authored by. Rrenh D.Peterson 
nrid R.Wayne Pnce (JDHfi). Thin instrument was 
cn approach tor surveying ] no l rumen l was an 
approach for- surveying Qrgani no tion wide

icommonirotjon profile variable!?.
This scab f on. sisLed of 60 items in the

original version wit i oh was used in the
pre 1 Lm ina r y phase of the present study. I t
possess 7 d jmour.j on,; bo measure total picture 
o f eomrm in icntiori p rn file. hi to U j i fern wine 
difficulty faced by the subjects in the first, 
pli.i.oo of study, 32 items worn deleted from 

file Origin.-)] version ' 28 item.*? were
considered for the Finn] study. The selection 
of the Items are rated on a 5-point scale 
varying from 5 for- 'Quite True' to l for 
Quite Pa. 1 so '. The subjects were asked to put
the mark (1 to 5) on the small blank line
given on the right side of each item. Tire
following dimension.1! were retained

1 TRUST : The dimeric Lon included two items
(No. 1 arid 2). Tb dealt, wj bh the amount of
h r us b the supervisoro have in their
oubord irio too and v i < -ever no .

2. SATISFACTION. ..WITtl JWNCibS^Ol^EBQMQXIQN : It
included of three items (No.4, 6 and 7).
these Items wore dealing with the chances of 
promotion aspects of the supervisors and 
oubor-d mates in the Organisation.
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3. B£N8J?JJGULAIi-AH£&(£l’B : Tin.'! dimension consisted 

of two items (No. *5 arid 8). How much 
information all the personnel received in the 
Organisation that enhanced their abilities 
toward, job ?.

4. hiSXEMlJNfi : As the name denotes, How much 
importance given by the supervisors towards 
confcineouo listening with open minds bo 
suggestions from the subordinates, discussed 
iiore in the form of two items (No. 3 and 9).

- W£mEILJPUBI,LCA:LU>N : 1tem numbers, 10, JJ
and 12 in the .instrument dealt with this
aopoc t. The dimension discussed about the

company pub 1ications that helped the
organisation toward further development.

1 \

6. AMOJjJfflLJIJtL-. INLdJFU'iAIL’iUlLJ IRC II1VEX) : A totai
eight items from Mo. 18 bo 80, were included 
under* this dimension. The statements were 
dealing with the desirable sources of. 
informations received by the personnel in the
Organi nation. The subject-; worn anked

score the 3 terns on a 53--point scale, , i x.e,
f

little (1 point) in very groat (5 points). 
The middle points were loilowed as 'littJe’, 
some' and ’Great' points. The sources of
informations 

about, 'theix*
were expected for the 
immediate supervisor,

subjects



Co -workers, the greip^vinHS, the manager of 

their Lmmed t a to siq nrv i cor . Top management, 

• ml iord i no tor* i If applicable), WrJ tten

f'oaummi eat i ori (News, letters. memos etc.), 

and Elec t.rori ic Common j on t i oris (Mail, Video, 

Telephone etc )_ This variable Cor each 

subject woo counted basing on the rank J rig of 

all these eight sources.

As that of the above dimension (No,6), this 

also included 8 items. (From item No. 21 to 

28) in the scale. The Sight possible sources 

of the dimension included "their immediate 

supervisor, eo--workei-s, colleagues in thoir 

own unit, the grapevines, the manager of 

their immediate supervisor." , Top management, 

Subordinates (if applicable), Written 

Communications (news, letters, memos, etc.) 

Electronic Commonicat i oris (Mail, Video, 

Telephone etc.). The scoring points were same 

os that of the dimension 8 (Amount of 

information received) of the instrument.

Above aLL, this OPQ questionnaire can 

br> accepted as the popular media to measure 

Organisation wide communication profiles 

todays.

x


