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SYNOPSIS

The research is on “Identification of the roles required for an organizational change” at Chettinad Cement Corporations Limited, Karur. The study was carried on for a period of two month. 
Organizational Change is relevant as though the research finds that change is taking place at an ever-increasing pace, the evidence suggests that most change initiatives fail. Role is an integral part of overall performance of the organization and can be helpful for the welfare and growth of survival.


The objective of the study is to identify the roles which play a major part in the organization.


The respondents were 100 employees in the organization. The data for the study was primary in nature. Primary data was collected from the respondents by means of a structured questionnaire.


The questionnaire was framed in such a way with the help of reviews from various authors were collected through books, magazines, journals, websites etc.


From the detailed study of various reviews to identify the roles required for an organizational change, the researcher found the major roles that influence the organizational change are quality of work life, reward and compensation, communication channel, training and development, organizational culture and climate, work environment and work culture and morale and productivity.


The study reveals that the training and development plays a major role in Chettinad Cement Corporation Limited up to a mark to attain their targets. The researcher also suggested for the betterment of employees in their training activities given to them.
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INTRODUCTION

1.1 CEMENT INDUSTRY

AN OVERVIEW


Cement is a key infrastructure industry. The cement industry is experiencing a boom on account of the overall growth of the Indian economy. The demand for cement, being a derived demand, depends primarily on the industrial activity, real estate business, construction activity, and investment in the infrastructure sector. India is experiencing growth on all these fronts and hence the cement market is flourishing like never before. Indian cement industry is globally competitive because the industry has witnessed healthy trends such as cost control and continuous technology up gradation.

CAPACITY AND PRODUCTION

The cement industry comprises of 130 large cement plants with an installed capacity of 148.28 million tones and more than 300 mini cement plants with an estimated capacity of 11.10 million tones per annum. The Cement Corporation of India, which is a Central Public Sector Undertaking, has 10 units.   There are 10 large cement plants owned by various State Governments.   The total installed capacity in the country as a whole is 159.38 million tones. Actual cement production in 2002-03 was 116.35 million tones as against a production of 106.90 million tones in 2001-02, registering a growth rate of 8.84%.

Keeping in view the trend of growth of the industry in previous years, a production target of 126 million tones has been fixed for the year 2003-04.   During the period April-June 2003, a production (provisional) was 31.30 million tones. The industry has achieved a growth rate of 4.86 per cent during this period.

EXPORTS

Apart from meeting the entire domestic demand, the industry is also exporting cement and clinker.    The export of cement during 2001-02 and 2003-04 was 5.14 million tones and 6.92 million tones respectively.  Export during April-May, 2003 was 1.35 million tones.  Major exporters were Gujarat Ambuja Cements Ltd. and L&T Ltd.

TECHNOLOGICAL CHANGE

Cement industry has made tremendous strides in technological up gradation and assimilation of latest technology. The induction of advanced technology has helped the industry immensely to conserve energy and fuel and to save materials substantially.  
MAJOR PLAYERS

The major players in the cement sector are :


Ultra tech Cement


Century Cements


Madras Cements


Chettinad Cements.


ACC


Gujarat Ambuja Cement Limited


Grasim Industries


India Cements Limited


Jaiprakash Associates and


JK Cements.


Holcim


Lafarge


Heidelberg Cemex


Italcementi

STATISTICS

Cement

	

	
	
	2008-09
	2007-2008

	
	
	(Apr-Oct)

	(a)
	Production
	101.04
	95.05

	(b)
	Despatches 
(Including Export)
	100.24
	94.33

	(c)
	Export
	1.46
	2.16

	(d)
	Cap. Utility.(%)
	85
	93


1.2 CHETTINAD CEMENT CORPORATION LIMITED
CHETTINAD GROUP

The history of the group "House of Chettinad" is linked with the 9 decades old saga. In 1912 took birth the House of Chettinad through a visionary, idealist, born entrepreneur Dr. Rajah Sir Annamalai Chettiar who believed in Social Transformation through business.


VISION FOR 2010

With almost a century of continuous growth & prosperity behind us, we envisage our future as another opportunity to reach greater heights and to perfect the art of perfectionism, upholding the vision of our founder Dr. Rajah Sir Annamalai Chettiar “STRIVE, SAVE ANS SERVE”.

The nature, ethics and style of business have undergone a world of change in the past century. At "House of Chettinad" they believe that nothing can supplement the idealism, which motivates the business. They fell back on the time-tested principles of Total Customer Orientation, Technology in service of man and Business as an instrument of social service. To these timeless truths, they remain steadfast forever.

CEMENT UNIT

One of the manufacturing units located at Puliyur, Karur District, in Tamilnadu commenced production in April 1968 and another plant at Karikkali, Dindigul District Tamil Nadu commenced production in October 2001. Apart from cement, the Chettinad House is today engaged in activities as diverse as granite, engineering, silica, information technology, steel & textile trading, horse breeding, plantations, shipping, transportation, stevedoring, clearing and forwarding and logistics, Ready mix Concrete and Captive Power Plant.

The Company, which has always been striving for Total Quality, possesses International Certificate ISO 9002 and ISO 14001 and takes pride in being acclaimed as one of the major player in a highly competitive Cement Industry in India. The company has consistently been working at more than 140% capacity (8 Lac tones) and many laurels have been achieved through award for "BEST PERFORMANCE" in the Cement Industry issued by Various Agencies. Besides, it has been customary to receive National Safety Awards year after year.

	FINANCIAL HIGHLIGHTS:

	
	1997-98
	1998-99
	1999-2000
	2000-01
	2001-02
	2002-03
	2003-04

	Turnover - Nett. Including Other Income (Rs. in Lacs)
	20,629
	18,925
	20,116
	19,530
	20,292
	26,837
	32,614


	LIST OF AWARDS RECEIVED BY CHETTINAD CEMENT

	Sl. No.
	Awards
	Year

	1.
	NATIONAL SAFTEY AWARD
(For outstanding performace in Industrial Saftey in achieving lowest frequency rate in Industry). 
Runners up. 
Highest % reduction in Frequency rate
	



1976
1977

	2.
	MERIT AWARDS from Regional Directorate of Workers Education
	1982
1985

	3.
	TAMILNADU FILM ARTS ASOCIATION, Chennai.
Shield
	1978

	4.
	a) NATIONAL PRODUCTIVITY AWARD (Best Productivity Performance in Cement Industry issued by NPC)
Second Best
Best
Best
Second Best
Second Best
b) BEST PRODUCTIVIY AWARD
(Issued by Govt. of Tamilnadu)
	

1985-86
1986-87
1995-96
1996-97
1998-99
1994-95
1995-96

	5.
	NATIONAL SAFTEY AWARD (Mines - For lowest injury frequency rate Metal Mines Mechanised Open Cast).
Longest Accident Free Period.
Best performance of the year.
	
1986
1986
1989

	6.
	CONSERVATIONIST OF THE YEAR (For outstanding progress in the field of Conservation of Energy, Metal Components & Machinery)
	
1987

	7.
	NCBM NATIONAL AWARDS (Improvement in Energy Performances)
Second Best
Best
Best(Manufacture of Blended Cement)
Best(Manufacture of Blended Cement)
	
1994-95
1995-96
1998-99
1999-2000

	8.
	TNEB ENERGY CONSERVATION AWARD (One among the 15 Energy Efficient H T Industries of 2000 KVA)
	
1998-99

	9.
	NCBM NATIONAL AWARDS (Improvement in Electrical Energy Performance) 
Second Best
	
1998-99

	10.
	NCBM National AWARDS
Award for Energy Efficiency

1) Best improvement in Thermal Energy performance

2) Best improvement in Energy performance in Manufacture of Blended cements
	
2000-01 
FIRST PRIZE

FIRST PRIZE

	11.
	MINISTRY OF ENERGY
National Energy Conservation Award

National Energy Conservation Award for the Cement Sector
	2000-01

2002

	12.
	TAMILNADU GOVERNMENT AWARDS
State Safety awards 1st & 3rd Prize
	1998


MANUFACTURING UNIT


Dr. Rajah Sir Muthiah Chettiar's urge to contribute to the nation building cause combined with his business acumen culminated in establishing the company "M/s. Chettinad Cement Corporation Limited" in 1962 to cater to growing demands of Cement in the country. The manufacturing unit located at Puliyur, Karur an Industrially backward area in Tamil Nadu commenced production in April 1968. Further Green filed plant at Karikkali; Dindigul District was commissioned in October 2001.

PRODUCTS

· Pavithram - An unique cement manufactured at Puliyur works having very high quality for special concrete applications

· Chettinad Royal Grade 53- Superior finely ground cement, suitable for plastering works, giving a silky finished look. For RCC applications Laser controlled manufacturing would yield best results.

· Chettinad Grade 43- Multipurpose cement, suitable for plastering and binding.

· Chettinad PPC- A finely blended cement, providing very fine result for plastering work, devoid of hair line cracks and giving excellent appearance to the building.

· Sulphur Resistant Cement- Finds applications in the construction activity in the coastal areas to save from corrosiveness due to salty environment

CHETTINAD CEMENT CORPORATION LTD.,
Puliyur Works.

ENVIRONMENTAL POLICY

They are committed to protect the Environment by continual Improvements to comply with environmental legislation and other Requirements by adopting well established Environmental Management System in our process leading to manufacture of various grades of cement.

They therefore strive:

To reduce overall emissions and contamination.


To achieve continual improvement in the prevention of Environmental pollution by adopting suitable technology and Practices.


To promote Greenary in and around factory.


To minimisw waste, to promote recovery, and to conserve Natural and energy resources.


To create awareness among the employess and surrounding Community as to the importance and need for protecting the Environment.


To reduce loss time by ensuring safe work practices.

	IMPORTANT MILESTONES AT PULIYUR WORKS

	1989
	DRY PROCESS KILN OF 1700 TRD COMMISSIONED WITH VERTICAL ROLLER MILL FOR FUEL AND LIMESTONE GRINDING

	1990
	2.NOS. 5400 KVA CAPACITY WARTSILA DG SETS INSTALLED

	1994-96
	66.NOS. OF WIND ELECTRIC GENERATOR OF TOTAL CAPACITY 17.3 MW INSTALLED AT POOLAVADI, UDUMALPET TALUK

	1995
	GOT ISO-9002 CERTIFICATION

	1996
	STACKER & RECLAIMER FOR LIMESTONE INSTALLED

	1996-97
	BELT BUCKET ELEVATOR FOR RAW MILL AND KILN FEED INSTALLED



	1997
	A) IMPACT CRUSHER FOR LIMESTONE CRUSHING AT MINES INSTALLED

B) BAG FILTER FOR COAL GRINDING SYSTEM INSTALLED

	1998
	VERTICAL ROLLER MILL FOR CEMENT GRINDING INSTALLED. ADDITIONAL ESP INSTALLED IN KILN/VRM CIRCUIT

	1999
	A) CIS/CFG COOLER INSTALLED

B) LOW PRESSURE CYCLONE INSTALLED

C) LATEST TECHNOLOGY LV- TECH CLASSIFER INSTALLED IN RAW MILL

D) KILN CAPACITY INCREASED TO 2800 TPD

	2001
	A) ROCK BREAKER (TERINATOR) INSTALLED IN MINES B) ISO-14001 IS UNDER IMPLEMENTATION

	2001
	GREEN FIELD CEMENT PLANT WITH 1.1 MILLIONCAPACITY WAS COMMISSIONED AT KARIKKALI WORKS.


1.3 IDENTIFICATIOIN OF THE ROLE REQUIRES FOR


AN ORGANIZATIONAL CHANGE
It's not the strongest species that survive, nor the most intelligent, but the most responsive to change". 
    







  --- Charles Darwin
ORGANIZATIONAL CHANGE

The concept of ‘Organizational Change’ is mainly used for “organizational wide change”, such as a merger or collaboration or restructuring or process re-engineering etc… having wider scope and impact on the organization as compared to a smaller change such as appointment of an employee or modification of a program. The organizational wide changes are sometimes referred to as “Organizational Transformation” and this term often defines a complete reorientation in the way the organization functions.
The reason for bringing change may be for achievement of the organization’s goal or for higher profit margin.

MANAGEMENT OF CHANGE

Changes can be of two kinds’ viz., Changes that result due to external force (which are unforeseen) and the second kind are due to internal force which is planned change. The management of change will differ according to the nature of change and the amount of resistance that may come from the part of the employees. Management of change is a process of developing a planned approach to bring about change in an organization.

ROLES REQUIRED FOR ORGANIZATIONAL CHANGE

There are certain different roles that take place in the change management process. They are as follows:

QUALITY OF WORK LIFE


QWL refers to the quality of relationship between employees and the total working environment. The American Society of Training and Development established a task force on the QWL way back in 1979. This task force defined QWL as “a process of work organization which enables its members at all levels to actively participate in shaping the organizations environment, methods and outcomes. This value based process is aimed towards meeting the twin goal of enhanced activeness of organization and improved quality of life at work for employees”. 

REWARD AND COMPENSATION


Financial rewards are a fundamental part of the employee relationship. It helps combined individual goals with corporate goals. There are four main types of organizational rewards.

1 Membership and Seniority

2 Job status

3 Competency

4 Task Performance


Men, Material, Machine, and Money are the four important requirements for an organization to operate successfully. When there is an existence of a sound relationship between the employer and the employee, it ensures greater and higher productivity. Wages, Salaries and incentives form the greatest motivating force and hence care should be taken to devise the Wage structure.

COMMUNICATION CHANNEL


Communication is a vital part of each of us and it contributes heavily to the success or failure of every human activity. A person assembles to achieve their common objectives through their coordinated efforts. The working and maintenance of these relationships is possible only through communication which provides exchange of information and sharing of ideas. So it may be regarded as the basic functioning of organization.

TRAINING AND DEVELOPMENT


Employee training is the process where people learn the skills and knowledge attitudes and behavior needed in order to perform the job efficiently. Normally the personal department of an organization is entrusted with the training and development.

ORGANIZATIONAL CLIMATE


A sound climate is extremely important for the ultimate achievement of organizational goals. Organizational climate is normally associated with job performance, job satisfaction and morale of the employees. Climate is a commonly experienced phenomenon and often referred to as atmosphere, environment and culture.

ORGANIZATIONAL CULTURE


Culture of an organization plays a significant role in the areas of motivation and the level of economic rewards. Organizational culture also influences the level of commitment to work on the part of the members.

MORALE


Morale is vital ingredient of organizational success for it reflects the attitudes and sentiments. These feelings and sentiments largely affect the personality and satisfaction of the individual. Morale is involved in everything that makes a job satisfaction. 


A person with high morale will have confidence in oneself, in others and in one’s future. An individual with a high morale feels his work is worth doing well and doing good job.

WORK ENVIRONMENT

The Work Environment has important bearing on the efficiency and satisfaction of the employees. A dimly lighted, poorly ventilated and crowded place of work dampers efficiency. The workers are forced to spend more energy to accomplish tests which they can do with much lesser efforts in otherwise conditions. Poor working conditions have been found to cause greater fatigue, negligence, absenteeism, indiscipline and insubordination among the employees.

WORK CULTURE


 It is believed that people need to enjoy their work to give their best. Latest technologies, challenging assignments, attractive compensation, open culture, and good interpersonal relationship provide the bedrock team members can anchor their career and grow with the company. 

         
The work culture revolves around developing people, involving them in the growth of the organization and realizing tangible benefits. People Development, People Involvement and Tangible Benefits thus form the backbone of human resource culture.

1.4 SCOPE OF THE STUDY


Scope of the study broadly refers to the use and application of the study in various dimensions. The external roles required for an organizational change are important for the performance of the employees and undoubtedly it has got wider scope towards

· The organization

· The researcher

· To the respondents

· The society

To the organization


The study aims to know the current level of satisfaction of the employees with the organizational change over the organization and also finds the effectiveness of the performance. The change enables the management to take crucial decisions like modification, alteration or total restructure of the present changes that takes place within the organization.


The study also helps the management to identify the need for the roles for better performance. As a whole the study can help the organization to set their views more clearly and accurately. The project also acts as a guide that can be referred at any time.

To the researcher


The study forms a wonderful experience to the researcher. The researcher was able to gain more and more knowledge about the subject. The research helped me to know about the practical side of the organizational changes.

To the respondents


The study gave the respondents an opportunity to express their ideas, feelings and opinion about the roles required for organizational change in the organization. The study also helped the employees to solve their problems regarding the changes prevailing there.

To the society


The organization is the part of the society. Any improvement in the organization reflects in the society also. The study helps the organization to better themselves in many ways and thus correspondingly the society also benefits. A well-organized firm helps the society in providing better quality products timely. The research is a guide to whomever in the society for reference at any time. 

1.5 OBJECTIVE OF THE STUDY

1 To identify the roles required for an organizational change in Chettinad Cement Corporations Ltd.

2 To analyze the impact of effective roles that increases the performance of the employees in an organization.

3 To identify the factors that contributes towards the performance of the employees.

1.6 LIMITATIONS OF THE STUDY

1  The data collection was done only with certain shift workers and not with the night shift workers.

2 The project was constraint for a time period of 60 days.

2. REVIEW OF LITERATURE

The study on “Identification of the roles required for an Organizational Change” has supported with various literature study.

Change- an omnipresent entity in our lives! It is constant, everywhere and also accelerating. The only way to cope up with this whirlwind is to adapt to it. In fact, adaptability is inherent to human nature and with our very first breath; we learn to adapt, a continuous process for the rest of our lives, each hour bringing in a new change. 

            Change is an also an integral part of organizational growth and essential for its survival. The question here, however, is not whether to change but when and how it can be brought in successfully. Ironically, man, whose second nature is adaptability resists changes in work environment and of course sometimes at home too. Thus to manage and implement change fruitfully, is a crucial matter. Managers need to be equipped with their most logical arguments and persuasive skills to support it. To be able to handle such situations, it is pertinent to know the nature of and responses to work changes. 




Organizations achieve a state of equilibrium, i.e., a balance between opposing forces. In such a state people coexist, perform their jobs and know what to expect next. When changes harbor in, employees are required to readjust. If they fail to do so, the organization becomes unbalanced and attains disequilibrium. This leads to chaos in the system and the managers are faced with the daunting task of handling this unsavory situation. The manager dons two roles in such situations- proactive and reactive. He introduces changes- anticipates events, initiates change and takes control of the organization’s destiny- a proactive role. Apart from this, he has to restore and maintain the equilibrium that the change upsets. Here the manager assumes a reactive role wherein he responds to events adapts to change and deals with the consequences of change. 


Change is of two types- minor and major. The daily changes are predictable and come under the minor category, where the employees need not make drastic adjustments. The equilibrium, in such situations is reached readily. Major changes like hostile takeovers, buyouts and subsequent organizational restructuring, reengineering, naturals disaster like oil spills and gas leaks, take a longer time to reach a new equilibrium. 


          Changes are of psychological and economic in nature. 

Economic: Costs associated with change need to be analyzed. The cost-benefit should be considerable and the benefits should always be greater than the costs. 



Psychological: These costs are also referred to as psychic costs as change affects the inner self or psyche of the employee. Costs of this nature can be debilitating as they may also affect the physical health of the employee.

NEW ROLES EVERY MODERN HR MANAGER SHOULD KNOW
The role will be responsible for developing systems that identify and manage how the organization is perceived by both internal and external key talent constituencies to ensure that the organization develops and maintains a dominant position in relevant labor markets as the employer of choice.


* Developing and implementing an employment branding strategy that ensures key constituents continue to perceive the organization with talent retention, motivation and attraction.


* Overseeing the creation and integration of employment branding messages in all public relations, media relations, marketing communications, community relations etc.

* Identifying and developing storylines around company management practices that can be repeated internally and externally through employee referral campaigns, public speeches by executives/managers, news stories, and select awards program applications.

* Establishing and maintaining the business case for organizational change needed to develop the required employment brand.



Yogesh Malhotra (1993)1in “Role of Information Technology in Managing Organizational Change and Organizational Interdependence” sets forth the application of open systems theory for generating propositions regarding the management of organizational change and organizational interdependence by application of IT. The commonly preferred approaches - goal theory, population ecology, systems resource theory and transaction costs theory - are inadequate in providing a "wholistic" perspective of the organizational issues.

The author argues that the survival and growth of organizations in an increasingly turbulent environment would depend upon effective utilization of information technology for aligning the organizational structure with environmental preferences and for creating symbiotic interorganizational structures.



Nerina L. Jimmieson, Deborah J. Terry, and Victor J. Callan (2004)2 in “The Role of Change-Related Information and Change-Related Self-Efficacy” examined the role of information, efficacy, and 3 stressors in predicting adjustment to organizational change. Participants were 589 government employees undergoing an 18-month process of regionalization. To examine if the predictor variables had long-term effects on adjustment, the authors assessed psychological well-being, client engagement, and job satisfaction again at a 2-year follow-up. There was evidence to suggest that information was indirectly related to psychological well-being, client engagement, and job satisfaction, via its positive relationship to efficacy. There also was evidence to suggest that efficacy was related to reduced stress appraisals, thereby heightening client engagement. Last, there was consistent support for the stress-buffering role of self-efficacy in the prediction of job satisfaction.



Victor J. Callan(1993)3in “Individual and organizational strategies for coping with organizational change” says that during times of significant change to organizations in strategies and structures, employees can experience high levels of stress as their jobs, areas of responsibility and roles also change. Yet research is curiously silent about how people react to organizational change, especially towards promoting healthy responses to change. As a first step to outlining areas for future research this paper considers a range of individual and organizational strategies that may be effective in reducing employee stress and related problems. Also important in coping with change are the personal resources of employees, including a sense of hardiness, beliefs about having control over their work environment, and the availability of social supports within and outside the organization.
Although few organizations fully acknowledge their role in helping employees cope with change, there are a number of initiatives that organizations can pursue. Several strategies are discussed in relation to communication, leadership, job-related tasks and stress management programmes.
Prior to the implementation of these strategies, however, organizations must empower employees to adopt the role of change agent and encourage them to take action to solve the problems that stress them. At the individual level, employees can respond to the stress created by organizational change by using problem- and emotion-focused strategies.



Renae A. Jones, Nerina L. Jimmieson and Andrew Griffiths4in The Mediating Role of Readiness for Change on The Impact of Organizational Culture and Reshaping Capabilities on Change Implementation Success says that it was hypothesized that employees' perceptions of an organizational culture strong in human relations values and open systems values would be associated with heightened levels of readiness for change which, in turn, would be predictive of change implementation success. Similarly, it was predicted that reshaping capabilities would lead to change implementation success, via its effects on employees' perceptions of readiness for change.

Using a temporal research design, these propositions were tested for 67 employees working in a state government department who were about to undergo the implementation of a new end-user computing system in their workplace. Change implementation success was operationalized as user satisfaction and system usage. There was evidence to suggest that employees who perceived strong human relations values reported higher levels of readiness for change.

These findings are discussed in terms of their theoretical contribution to the readiness for change literature, and in relation to the practical importance of developing positive change attitudes among employees if change initiatives are to be successful.



Fariborz Damanpour and Shanthi Gopalakrishnan (June 1998)5in “The role of environmental change” says that innovation scholars face an enduring research problem: how to make models that are testable, yet reflect the complexity of real business environments. Typically, researchers of organizational innovation define their research by focusing on one dimension of innovation--type of innovation, radicalness of innovation, or stage of innovation--at a time. In reality, these dimensions overlap, which partly explains why past theories of the relationships between organizational structure and innovation have produced inconsistent results. In this the author have developed a more complex model for structure-innovation relationships. First, we define four environmental conditions, using stability and predictability variables of environmental change. Second, we articulate organizational structure and innovation characteristics that would hold for firms under each of our four sets of conditions. This basic framework allows us to compare and subsequently to extend, the three theories of structure and innovation that address the dimensions of innovation mentioned above. Finally, we advance a series of propositions to predict the structural characteristics that facilitate adoption of innovations of different types at different stages, under four conditions of environmental change.


Elizabeth S. Jones, Victor J. Callan(September 2005)6in “The role of psychological climate in facilitating employee adjustment during organizational change” says that the research tested a theoretical model of employee adjustment during organizational change based on Lazarus and Folkman's (1984) cognitive-phenomenological framework. The model hypothesized that psychological climate variables would act as coping resources and predict improved adjustment during change. Two variations of this model were tested using survey data from two different organizational samples: 779 public hospital employees and 877 public sector employees. Confirmatory factor analyses and structural equation analyses were conducted in order to evaluate the models.
Results showed that employees whose perceptions of the organization and environment in which they were working (that is, psychological climate) were more positive, were more likely to appraise change favorably and report better adjustment in terms of higher job satisfaction, psychological well-being, and organizational commitment, and lower absenteeism and turnover intentions.

Taylor H. Cox and Stacy Blake(1991)7in “Implications for Organizational Competitiveness” says that the recent business trends of globalization and increasing ethnic and gender diversity are turning managers' attention to the management of cultural differences. The management literature has suggested that organizations should value diversity to enhance organizational effectiveness. However, the specific link between managing diversity and organizational competitiveness is rarely made explicit and no article has reviewed actual research data supporting such a link.
This article reviews arguments and research data on how managing diversity can create a competitive advantage. We address cost, attraction of human resources, marketing success, creativity and innovation, problem-solving quality, and organizational flexibility as six dimensions of business performance directly impacted by the management of cultural diversity. We then offer suggestions for improving organizational capability to manage this diversity.


 Angela J. Martin(2005)8in  “The Structure and Function of Attitudes Toward Organizational Change “ says that an attitudinal perspective on organizational members’ reactions to change is proposed and developed. By viewing change as an attitude object in this sense, a richer conceptualization of perceptions of change and reactions to change in terms of emotions, cognitions, and behaviors is achieved. The perspective also frames organizational changes in terms of aspects that are relevant for change recipients because of their relationships with important values that are held by organizational members.

To identify classes of beliefs underlying the formation of attitudes toward change, constructs are integrated from theories of job characteristics and organizational justice with the overarching attitude perspective. Research implications of the framework as well as implications for managing change were also discussed.

 Ford C.M  (1996 )9in “The role of creative action in organizational learning and change” says that Organizational learning is depicted most frequently as an intra-organizational information processing activity, but the role that experience plays in the development of organizational knowledge has recently become a more central focus of learning theories. The two primary perspectives on organizational learning present strikingly different depictions of the relationship between action and learning: systems-structural models based on positivist epistemological assumptions emphasize internally-directed information collection and distribution activities aimed at reducing uncertainty; interpretive models utilize an interpretivist epistemology that emphasizes the necessity of taking action in ambiguous circumstances as a means of creating knowledge. Proposes that neither of these alternative views of organizational learning describe how learning outcomes vary as a consequence of different types of action and that, specifically, previous models of organizational learning have not emphasized the critical role that creative actions play in the development of organizational knowledge.

Delineates assumptions which serve to legitimize creative action taking within organizational contexts, and describes the learning outcomes which result from creative and routine actions. Extends previous models of organizational learning which emphasize cognition and communication processes by distinguishing the varied influences that different actions have on the production of knowledge.


Mark A. Shadur, Rene Kienzle, John J. Rodwell(1999)10 “The Relationship between Organizational Climate and Employee Perceptions of Involvement” says that one of the key factors that may influence employees’ perceptions of involvement is organizational climate. This article examines the relationship between employee perceptions of involvement and organizational climate. Data were collected using a survey of 269 employees of an information technology company. The authors argue that employee involvement is composed of three essential variables, namely, participation in decision making, teamwork, and communications. Three hierarchical regression analyses were carried out with each of the employee perception of involvement variables as dependent variables. Employee demographic data, employee affective attitudes (job satisfaction, commitment, and stress), and three dimensions of organizational climate (bureaucracy, innovation, and support) were entered into the regression analyses.
The results showed that supportive climates and commitment significantly predicted each of the employee involvement variables. The results are related to current research literature on organizational climate and involvement, and the implications for managers were also discussed.
Lawson R. B. and Ventriss C. L. (1992)11 “The role of organizational culture and organizational learning” suggest that organizational culture and learning impact organizational performances. The results of an organizational change program focused upon strengthening further productivity in a public sector organization.

The findings suggest that systematic and structured programs that include specific organizational goals, performance measures, performance feedback mechanisms, and incentives yield enhancements of targeted organizational performances. Guidelines were presented to promote organizational change and suggested that perceived collective efficacy plays an important role in changing organizational culture.

 Michelle Brown  and Christina Cregan (2008)12 “The role of employee involvement” says that Organizational change efforts can bring about a range of outcomes: some intended, such as organizational survival and profitability, and some unintended, such as heightened levels of organizational change cynicism (OCC) among employees. This article focuses on processes for managing OCC: they examined the role of information sharing and involvement in decision making as ways to lessen employee reports of OCC. While both of these strategies have the potential to be effective, they rest on a significant assumption - namely, that employees will enthusiastically embrace any opportunities to become involved. In this research, they investigated this assumption through an analysis of the relationship between an employee's willingness to become involved ([image: image1.png]
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) on employee reports of their OCC. They found, using data from 1,214 public-sector employees, that an active orientation toward involvement plays a significant role as a moderator in reducing employee reports of OCC.

The findings suggest that HR practitioners concerned about OCC should encourage their line managers to adopt a participatory style of management (information sharing, involvement in decision making), especially in those workplaces where employees are more likely to embrace the opportunities for involvement.

 Wayne H. Bovey and Andy Hede (2001)13 “Resistance to organizational change: the role of cognitive and affective processes” investigates the relationship between irrational ideas, emotion and resistance to change. Nine organizations implementing major change were surveyed providing data from 615 respondents.

The analysis showed that irrational ideas are positively correlated with behavioral intentions to resist change. Irrational ideas and emotion together explain 44 percent of the variance in intentions to resist. Also outlines an intervention strategy to guide management in developing a method for approaching resistance when implementing major change.

Susan Albers Mohrman, Ramkrishnan V. Tenkasi and Allan M. Mohrman (2003)14 “The Role of Networks in Fundamental Organizational Change” utilizes a grounded-theory approach, this study examines 8 organizations and finds that social networks make a difference in the capability of organizations to implement fundamental organizational change. Specifically, this study examines whether networks enable the learning required for local units to develop the new schemata—understandings, behaviors, and interaction patterns—required to adopt and appropriate planned organization-wide change. A mixture of organization-wide and local learning networks in organizations successfully implemented change, whereas the unsuccessful organizations relied primarily on hierarchical change implementation networks.

In accelerated change units compared to those that are lagging, a greater abundance and diversity of networks, strong and weak, internal and external, and across system levels were found. These network connections facilitate change implementation not only by sharing information but also by providing the capabilities to exchange and combine knowledge and by enabling local self-design.

James M. Bloodgood and  J.L. Morrow (2003)15 “Strategic Organizational Change: Exploring the Roles of Environmental Structure, Internal Conscious Awareness and Knowledge” argues that strategic organizational change is best viewed as a multidimensional phenomenon consisting of various degrees of environmental structure and internal conscious awareness. And, by combining this conceptualization of change with a model of organizational knowledge transfer developed by Nonaka and Takeuchi (1995), gained a better understanding of the types of change strategies that firms will pursue, the processes they should use to implement these strategies and the likely performance outcomes from these strategies.

Specifically, they suggested that the levels of tacit and explicit knowledge needed to implement the new strategies are key determinants of firm performance following strategic organizational change.

 
Mindy Man Min and  Joseph S L (2008)16 “The Role of Executives in Organizational Change” say that business leaders are quite adept at managing organizations. Nonetheless, business executives must contend with the undeniable necessity of organization change. It is easy to overlook the reality that change is unavoidable. When the status quo appears to be working, why change it? The current economic woes consuming the world tell us why. More than ever, organizations need to be able and ready to change. Why it then that attempts to change is don’t succeed?

This happens for three reasons. The first reason was stated above; running the business is more urgent and it gets the lion’s share of attention. It can seem more important to focus on current clients than to look for ways to acquire future clients. A failure to do so could mean the loss of a client and a significant amount of capital.

The second reason is that most people in leadership positions are, or were, managers. Their business knowledge is first, and foremost, about running rather than changing a business. Organization change was not a major compenent of their training. More often than not, they lack experience in running a change initiative. Change requires a level of mental energy that many leaders find difficult to maintain. Moreover, change is inherently risky. Change can mean the end of careers. Given all of that, change can appear to be a poor choice.

The last reason is that running the business is how most organizations are geared. Being part of the run the business operations is usually more beneficial for an employee. Leadership tends to be more focused on it. When it comes to running the business, everyone takes it seriously. There is far more prestige tied to it.

The consequences of all of this can be severe, both for personnel and for the business. Unsuccessful organization change can mean lost savings for investors and lost efficiency for the business. At the personnel level, it can create worker overload, loss of confidence, and cynicism about the ability of an organization to create effective change. All in all, change initiative failure is bad for everyone.

For organization change to occur successfully, leadership is the key. There is no easy way to change a business; it will always be harder than not changing. The systemic problems of change cannot be left on middle management, it must be dealt with at the executive level. Organizations are not structured to change naturally. Change initiatives are naturally disruptive to both that structure and its focusing nature. Executives must handle change with a clear direction or it will fail and the disruptive nature of change will be without purpose. There is no way to avoid the reality that with change will come conflict. The way that executives handle change will be the barometer for how intense the conflict will be. Energy and vision are the basic prerequisites of organization change. The executive level must be the source of that vision; it is an inherently top-down process.

 Keith Hoskin and Rui J. O. Vieira(2006)17 The Role and Use of Management Accounting Systems says that this study  aims to trace the development of management accounting systems (MAS) in a Portuguese bank, where an activity based costing system (ABC) has been trialled for implementation over the past few years, as a means to improving the economy, efficiency and effectiveness of employee activity. This initiative can be located in a wider cultural change in Portuguese banking towards global (i.e. US derived) strategies and processes, but within an organizational world where older traditions remain powerful. The research undertaken here is a longitudinal case study of organisational change in one institution based on a critical-interpretive model. Although drawing on the interpretive tradition since it is concerned with actors' perceptions, interpretations and beliefs, it also draws on a more historically focused Foucault-inspired critical framework of the kind developed in the work of Hoskin and Macve (e.g. 1986, 1988, 1994, 2000), and in the research into the financial sector undertaken by Morgan and Sturdy (2000).

The particular model developed here is designed to enable the exploration of the effect of accounting practices on change across time from three perspectives - changing structures, changing discourses and the effect of both of these processon power relations. 


The research highlights the increase in visibility and perceived importance of accounting in the banking sector, and how accounting is significant beyond its technical roles. The study provides new insights into how management accounting practices, along with other organisational systems, play an important role questioning, visualising, analysing, and measuring implemented strategies. As the language and practice of management have shifted towards strategy and marketing discourses, patterns of work, organisation and career are being restructured, in often under-appreciated ways, by accounting practices.

Roderick D. Iverson(1996)18 Employee acceptance of organizational change:the role of organizational commitment says that the study tests a causal model that predicts the acceptance of organizational change using a sample of 761 employees from a large public hospital in the state of Victoria, Australia. The LISREL results indicate that employee acceptance of organizational change is increased by organizational commitment, a harmonious industrial relations (IR) climate, education, job motivation, job satisfaction, job security and positive affectivity, and is decreased by union membership, role conflict, tenure and environmental opportunity.
Organizational commitment was found to act as both a determinant and mediator in the change process. Implications for the management of organizational change using human resource (HR) strategies and policies are discussed.

 Jean Hartley , John Benington & Peter Binns(1999)19 Researching the Roles of Internal-change Agents in the Management of Organizational Change says that there has been relatively little empirical research on the roles played by internal-change agents in the processes of developing and managing organizational and cultural change, or on their learning needs. There is a particular dearth of research on these issues in the public-service sector. This paper discusses an innovative methodology for studying the work of internal-change agents within local government. It describes an action-research project, the learning laboratory, which the authors piloted with a small group of senior managers involved in developing programmes of corporate organizational and/or cultural change in their own local authorities. Using a variety of action-research and action-learning techniques within the laboratory, together with before and after interviews with the participants and their line managers in their authorities, the project was able to explore the roles, perceptions and learning needs of these internal-change agents.

The research makes a contribution to the study of internal-change agents in their organizational context, and draws attention in particular to the implications for change agents of the political context of public-service organizations. The value of the learning-laboratory methodology for assessing the learning needs of internal-change agents is also assessed.

 Jens Beckert(1999) 20 The Role of Strategic Choice and Institutionalized Practices in Organizations says that One of the persistent problems facing institutional organization theory has been the question of how to deal with interest-driven behavior and institutional change. If organizational structures and strategies are shaped by institutional environments, what is the role of `strategic choice' in the management of organizations? In this paper, my aim is to develop an integrative concept which theorizes the connection of strategic agency and institutions in a model of institutional change. I argue that, under market conditions, institutional rules and intentional rational agency can be conceptualized as antagonistic mechanisms that contradict each other, but, nevertheless, remain interdependent.

The incorporation of a systematic place for interests does not weaken the main theoretical trait of institutional theory, but, on the contrary, demonstrates the importance of institutional rules for understanding institutional change in a comprehensive model. The notion of uncertainty is at the centre of this model. By referring to existing empirical findings of processes of institutional change, four propositions are developed and supported.
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3. RESEARCH METHODOLOGY

Research Methodology is a way to systematically solve the research problem. It may be understood as a science problem. It may be understood as a science of studying how research is done scientifically. An effective research strategy is the framework of the research process. This deals with the most suitable methods of investigations, nature of investment, sampling plan and types of data.

RESEARCH DESIGN


Research design is the arrangement of conditions for the collection and analysis of data for a research study, which will have relevant and scientific approach to the study. The research design is descriptive in nature.

SAMPLING UNIVERSE

The universe comprises of 377 including both staff and executives.

SAMPLE SIZE

Sample is the segment of population selected to represent the population as a whole. The sample size considered for the study is 100.

SAMPLING TECHNIQUE

The sampling technique used is convenient sampling method i.e, based on the availability of the employees the data was collected. Using personal interview method answers to a set of preconceived questions were obtained

SCALING TECHNIQUES

Scales were built to find out the extent of satisfaction/dissatisfaction using 5 point scale and ranking methods prevailing in the respondent with respect to various factors identified before hand as having an input on identifying the roles required for an organizational change.

SOURCES OF DATA

Data is the fundamental element required for any analysis. Both primary and secondary data was collected for the study.

1 Primary data:

Primary data was collected by questionnaires. The questionnaires were structured and consisted of close and open-ended questions related in identifying the roles required for an organizational change.

2 Secondary data:

Secondary data was collected from magazines, books, web-sites and research papers. Further information was obtained through brochures, reports and documents given by the organization.

STATISTICAL TOOL


The data collected through the study was analyzed using the percentage method, charts, mean score value and correlation. The data is formulated using tables.

Score value = Total no of Respondents * Score

Mean Score Value =               Score Value

                                            

                                            No of Respondents.

CORRELATION


In probability theory and statistics, correlation (often measured as a correlation coefficient) indicates the strength and direction of a linear relationship between two random variables.
4. ANALYSIS AND INTERPRETATION

Analysis means the computation of certain indices or measures along with searching for patterns of relationship that exist among the data groups. After collecting and analyzing the data, the interpretations to the study help to understand the abstract 

performance the data has been collected. The data collected for this process is analyzed and interpreted in the ensuring process.

	CATEGORIES
	STATEMENTS

	Demographic Profile
	1.Educational Level

2.Experience

3.Age

	Identifying the roles required or an Organizational change 
	1.Employee Involvement

2.Physical and Job variables

3.Organizational Commitment

4.Reward and Compensation

5.Grievance and Stress Management

6.Communication channel

7.Training and Development

8.Morale and Productivity

9.Work Atmosphere

10.Recreation

11.Major Roles


1.1 EDUCATIONAL QUALIFICATION

Education prepares foundation for the career. Education qualification gives the concepts and theoretical base while experience teaches how to apply these concepts practically and what is practical situation in market place. Practically both are important for any career aspect & play an equal role.
Table 1.1

Educational Qualification
	PARTICULARS
	NOR
	PERCENTAGE

	High School
	49
	49

	Graduate
	39
	39

	Professional Cert
	12
	12

	TOTAL
	100
	100


It is inferred from the table that 49% of the respondents have completed their high school. 39% of the respondents are graduates. And 12% of them are professionally certified.

Chart 1.1
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1.2 YEARS OF EXPERIENCE

Experience as a general concept comprises knowledge, skills on some event gained through involvement or exposure to certain thing. The concept of experience generally refers to know procedural knowledge, rather than propositional knowledge. The interrogation of experience also has a long tradition in continental philosophy. A person with considerable experience in a certain field can gain a reputation as an expert.

Table-1.2

Experience

	PARTICULARS
	NOR
	PERCENTAGE

	<1
	0
	0

	2-5
	8
	8

	6-9
	5
	5

	10-15
	30
	30

	15+
	57
	57

	TOTAL
	100
	100



It is inferred from the above table that maximum number of persons working in the organization are above 15 years of experience. 30% of the respondents have 10-15 years of experience, 8% of the respondents have 2-5 years of experience and only 5% of the respondents have 6-9 years of experience. Also there are   no respondents who have below one year of experience.   

Chart 1.2
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1.3 AGE GROUPS

HR executives observe that the two most challenging groups of workers to retain are those at the beginning and those at the end of their careers. Each group requires a unique set of strategies to get them to stay throughout.

"Some HR managers refer to younger workers as 'hummingbirds," says Michael Jalbert, president of MRINetwork, "because they so often flit from job to job. At the other end of the spectrum are the 'golden agers," people whose years of experience and institutional knowledge are valuable assets to their companies."

Table-1.3
Age groups

	PARTICULARS
	NOR
	PERCENTAGE

	18-25
	2
	2

	26-35
	9
	9

	36-45
	42
	42

	46-55
	35
	35

	56-65
	12
	12

	TOTAL
	100
	100



It is inferred from the table that 42% of the respondents are between 36 and 45 years of age group. 35% of the respondents are from 46 to 55 years of age group. 12% of them are between 56 to 65 years of age group, 9% of the respondents are between 26 and 35 years and only 2% of the respondents are between 18 and 25 years.

Chart 1.3
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2.1 ORGANIZATIONAL CHANGE ESSENTIAL FOR GROWTH AND SURVIVAL

Many professional and experienced people often create various plans to bring about effective organizational change. The chances of its success and failure depend upon the implementation of carefully designed plans and the strategies. It is, therefore, essential for the individual or a group of individuals to frame the plans and strategies effectively and efficiently. 

Table 2.1

Essential of Organizational Change

	PARTICULARS
	NOR
	PERCENTAGE

	Yes
	82
	82

	No
	18
	18

	TOTAL
	100
	100


             It is inferred from the above table that 82% of the respondents agree that the Organizational Change is essential for the growth and survival of the organization. And only 18% of the respondents disagree to that.

Chart 2.1
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2.2 PRIORITY OF CHANGE REQUIREMENT

Organizational change presents a schedule for the alignment of personal needs and priorities. By considering leadership, coaching, corporate citizenship, change management, efficiency, team working, customer focus, and decision making, individuals can compile an action plan for professional and organizational change, ensuring that one is not at the expense of the other. Opinion differs from person to person.

Table 2.2

Priority of Change Requirement
	RANK
	1
	2
	3
	4
	5
	 

	SCORES
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	To reach Organizational goals
	15
	23
	17
	29
	16
	 2.92

	To obtain the objective of each department
	30
	21
	18
	26
	5
	 3.45

	To increase the performance of the employees
	13
	32
	23
	19
	13
	 3.13

	To satisfy the needs and wants of the employees
	21
	21
	27
	19
	12
	 3.20

	To increase the profit margin
	21
	3
	15
	7
	54
	 2.30


          It is inferred from the above table that according to the respondents the above table is ranked as 

1. To obtain the objective of each department.

2. To satisfy the needs and wants of the employees.

3. To increase the performance of the employees.

4. To reach Organizational goals.

5. To reach the profit margin.

Chart 2.2
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3. EMPLOYEE INVOLVEMENT

Employee involvement is creating an environment in which people have an impact on decisions and actions that affect their jobs. Employee involvement is a management and leadership philosophy about how people are most enabled to contribute to continuous improvement and the ongoing success of their work organization. Pay should be fixed on the basis of the work done, responsibilities undertaken, individual skills, performance and accomplishments. Work life is a process by which an organization responds to employee needs for developing mechanisms to allow them to share fully in making the decisions that design their lives at work.
Table 3.1

Opportunities to share views and ideas
	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	74
	74

	No
	26
	26

	TOTAL
	100
	100





It is inferred from the table that 74% of the respondents agree that opportunities are given to share their views and ideas. Any only 26% of the respondents disagree to the statement.

Chart 3.1


[image: image8.emf]Opportunities to share views and ideas

74 74

26 26

0

10

20

30

40

50

60

70

80

NOR Percentage

Yes No


3.2 PAY FOR THE WORK

The economic interests of people drive them to work at a job and employee satisfaction depends at least partially, on the compensation offered. Pay should be fixed on the basis of the work done, responsibilities undertaken, individual skills, performance and accomplishments.

Table 3.2

Pay for the work

	PARTICULARS 
	NOR
	PERCENTAGE

	SA
	82
	82

	A
	10
	10

	N
	8
	8

	D
	0
	0

	SD
	0
	0

	TOTAL 
	100
	100



It is inferred from the table that 82% of the respondents strongly agree to the fact that they are paid for the work they do and yearly increments are also being provided based on their performance. 10% of the respondents agree to the statement and only 8% are neutral. And there are no respondents who disagree to it.

Chart 3.2
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3.3 IMPROVEMENT OF WORKLIFE

           Work life is a process by which an organization responds to employee needs for developing mechanisms to allow them to share fully in making the decisions that design their lives at work. An organization should provide employees with opportunities for personal/professional development and growth and to prepare them to accept responsibilities at higher levels.
Table 3.3

Improvement of Work life

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	90
	90

	No
	10
	10

	TOTAL
	100
	100


               It is inferred from the table that 90% of the respondents agree that the organization make certain measures to improve the work life of the employees. And only 10% of the respondents disagree to the statement.

Chart 3.3
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3.4 ENCOURAGEMENT REGARDING WORK PROGRESS

              Appreciation and compliment from higher authorities is a non-competitive personnel action in which an employee is promoted to the next level in recognition that he/she has increased the scope and impact of their current position and is able to justify that he/she is already, and will continue to be, working at the next higher grade.

Table 3.4
                            Encouragement regarding work progress

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	93
	93

	A
	4
	4

	N
	3
	3

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


               It is inferred from the table that 93% of the respondents strongly agree to the fact that the organization encourages the employees to help in developing improved work progress. 4% of the respondents agree to it and only 3% of the respondents are neutral about the statement. And there are no respondents who disagree to the statement.

Chart 3.4
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3.5 RELATIONSHIP WITH PEERS AND SUPERIORS

             Good relationship with peers and superiors will improve their satisfaction level and also increases their performance. The relationship should be free and close. This is likely to influence the satisfaction with fellow officials.

Table 3.5

Relationship with peers and superiors

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	87
	87

	A
	12
	12

	N
	1
	1

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


                It is inferred from the table that 87% of the respondents strongly agree to the fact that the employee relation in the organization is satisfied. 12% of the respondents agree to it and only 1% of the respondent is neutral about the statement. And there are no respondents who disagree to the statement.

Chart 3.5
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4. PHYSICAL AND JOB VARIABLES

             Job variables are used to hold values that are common to all passes in a job and are available only from scripts using the internal functions. Method of work, design of work, condition of work, equipments provided and physical environment provided plays a major role in the physical and job variables.

Table 4.1

                                        Physical and Job variables

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Method of Work
	1
	88
	11
	4.1

	Design of Work
	0
	72
	28
	4.28

	Condition of Work
	4
	77
	19
	4.15

	Equipments provided
	0
	69
	31
	4.31

	Physical environment
	4
	72
	24
	4.2



 It is inferred from the above table that most of the respondents say that their physical and job variables provided are good. And no one gives negative feedback regarding the fact.

Chart 4.1
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4.2 IMPORTANT ROLES IN ORGANIZATIONAL CHANGE
             Significant organizational change occurs, when an organization changes its overall strategy for success, adds or removes a major section, or wants to change the very nature by which it operates. It also occurs when an organization evolves through various life cycles, just like people must successfully evolve through life cycles. For organizations to develop, they often must undergo significant change at various points in their development.
Table 4.2

Important roles in organizational change
	RANK
	1
	2
	3
	4
	 

	SCORES
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	MSV

	Type of Supervision
	3
	29
	31
	37
	1.98

	Training
	42
	21
	25
	12
	2.93

	Incentives
	38
	31
	20
	11
	2.96

	Social Environment
	17
	19
	24
	40
	2.13


              The above table is ranked according to the scores given by the respondents as below:

1. Incentives

2. Training

3. Social Environment

4. Type of Supervision.

              Thus incentives, training, social environment and the type of supervision plays a major part in the organizational change.

Chart 4.2
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5. ORGANIZATIONAL COMMITMENT
Organizational commitment in the field of Organizational Behavior and Industrial/Organizational Psychology is, the employee's psychological attachment to the organization. It can be contrasted with other work-related attitudes, such as Job Satisfaction, defined as an employee's feelings about their job, and Organizational Identification, defined as the degree to which an employee experiences a 'sense of oneness' with their organization.

Table 5.1

                                    Organizational Commitment

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Very much committed to the organization
	0
	0
	3
	11
	86
	4.83

	Have high working morale and loyal to the organization
	0
	0
	2
	52
	46
	4.44

	Negative attitude here paves the way for absenteeism and turnover
	44
	12
	44
	0
	0
	2.00

	My organization is the best place to work
	0
	0
	3
	46
	51
	4.48

	I am willing to put extra effort wherever necessary
	0
	0
	10
	28
	62
	4.52


Mean Score Value = 4.05

            It is inferred from the table that majority of the respondents agree that the employees are very much committed to the organization and work for the welfare of the organization.

Chart 5.1
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6. REWARD AND COMPENSATION

               Rewards and compensations are a powerful method for encouraging good job performance. Good work may not be repeated and employees can upset customers when managers don’t recognize, encourage and reward them for their job performance that meets or exceeds customer’s expectations. But these rewards must be used effectively.

Table 6.1

                                       Reward and Compensation

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Financial rewards play a fundamental part
	0
	0
	2
	8
	90
	4.88

	The wage structure acts as a good motivating force
	0
	0
	12
	42
	46
	4.34

	Wages, bonus and other  shared profits are same compared to other industries
	2
	20
	32
	41
	5
	3.27


Mean Score Value = 4.16

             It is inferred from the above table that majority of the respondents agree to the financial rewards and compensations paid by the organization. And only a meager amount of the respondents disagree to it.

Chart 6.1
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6.2 EFFECTIVE FRINGE BENEFITS

Fringe benefits are paid on certain benefits that employers provide to their employees or their employees' associates in place of salary or wages. It provides information about Fringe benefit tax returns, reportable fringe benefits, salary sacrifice, forms and services.

Table 6.2

                                        Effective Fringe Benefits

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	92
	92

	No
	8
	8

	TOTAL
	100
	100


                   It is inferred from the table that 92% of the respondents agree that fringe benefits such as share scheme, profit sharing, retirement counseling or house loan etc., stimulate the employee’s job more attractive and effective. Only 8% of the respondents disagree to the fact.

Chart 6.2
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7. GRIEVANCE AND STRESS MANAGEMENT

                   Employers should provide a stress-free work environment, recognize where stress is becoming a problem for staff and take action to reduce the stress. Stress in the workplace reduces productivity, increases management pressures and makes people ill in many ways, evidence of which is still increasing. There are clear strong economic and financial reasons for organizations to manage and reduce stress at work apart from the obvious humanitarian and ethical considerations. 

Table 7.1

Grievance Factors

	RANK
	1
	2
	3
	4
	5
	 

	SCORES
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	Wages
	30
	24
	21
	19
	6
	353

	Supervision
	13
	29
	31
	11
	6
	302

	Individual Advancement
	21
	31
	11
	23
	14
	322

	Working Condition
	28
	11
	7
	28
	26
	287

	Night Shifts
	8
	5
	30
	19
	38
	226


                  The above table is ranked according to the scores given by the respondents as below:

1. Wages

2. Individual Advancement

3. Supervision

4. Working Condition

5. Night Shifts


        Thus the factors such as wages, individual advancement, supervision, working condition and night shifts play a major part as grievance factors.

Chart 7.1
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7.2 STRESS PREVENTION FACTORS

           Work can be a stressful place, wherever you earn your living, whether in an office, a factory, or a school. It motivates the employees and makes them stronger. Too much stress is not good. It makes us irrational and to prevent stress you can improve your time management and organization skills, relax and breathe deeply, take more breaks from your work, learn to listen better, fix your environment, find a mentor and spend more time with optimistic people.

Table 7.2

                                          Stress prevention Factors

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Communication skills
	12
	52
	36
	4.24

	Employee Participation
	0
	43
	57
	4.57

	Job Redesign
	17
	49
	34
	4.17

	Social Support
	14
	53
	33
	4.19

	Meditation
	17
	58
	25
	4.08

	Counseling
	21
	42
	37
	4.16


        Mean Score Value = 4.23

             It is inferred from the table that most of the respondents say that certain measures take by the organizations to prevent stress are good. And there are no respondents who give negative feedback about the fact.

Chart 7.2
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8. COMMUNICATION CHANNEL

             Work place communication concerns between Managers, Supervisors, Employees and Unions. They should establish suitable arrangements for both communication and feedback in co-operation with each other. Good Communication is not only important but essential also.

Table 8.1

                                          Communication Channel

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	91
	91

	A
	7
	7

	N
	2
	2

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


            It is inferred from the table that 91% of the respondents strongly agree to the fact that good communication channel prevailing in the organization is satisfactory. 7% of the respondents agree to the fact and only 2% of the respondents neither agree nor disagree.

Chart 8.1
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8.2 COMMUNICATION FLOW
               Work place communication is a two-way process which requires flow of information up as well as down. The communicator should try to ensure that message is understood. The work place communication mainly covers the information of all kinds having a direct bearing on day-to-day operation of the Organization. The channels it passes and the means of passing it. Communication at work place should never be an end in itself, but if used properly it can play an important role in ensuring the efficiency and success of the Organization. The managers have the responsibility to communicate with their subordinates.

Table 8.2

Communication Flow

	COMMUNICATION FLOW
	NOR
	PERCENTAGE

	Horizontal
	0
	0

	Vertical
	73
	73

	Upward
	0
	0

	Downward
	22
	22

	Formal
	5
	5

	Informal
	0
	0

	TOTAL
	100
	100


                  It is inferred from the table that 73% of the respondents say that the organization has vertical flow of communication and 22% of the respondents say that downward communication takes place. And only 5% of the respondents say that the flow of communication is formal. 

Chart 8.2
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8.3 COMMUNICATION TYPE

              The importance of the two-way nature of communication in which the success of the process depends heavily upon the sender receiving feedback.  The sender requires assurance that his / her points are being received and understood, e.g., on a notice board, if a petition has been put up, the group organizing the petition need others to acknowledge by placing the name on the petition, and show that the message is being spread across.  It is the use of a common system of symbols, signs and behavior in exchange for information, ideas and emotions.

Table 8.3

                                             Communication Type

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Smoothness
	2
	19
	79
	4.77

	Perfect Communication
	0
	18
	82
	4.82

	Timeliness
	6
	22
	72
	4.66

	Understandability
	10
	14
	76
	4.66


Mean Score Value = 4.67

        It is inferred from the table that most of the respondents say that the communication type prevailing in the organization is good and effective. And there are no respondents who oppose the fact.

Chart 8.3
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9. TRAINING AND DEVELOPMENT

          Training and development is the field concerned with organizational activity aimed at bettering the performance of individuals and groups in organizational settings. Training and development encompasses three main activities: training, education, and development.

1. Training 

This activity is both focused upon, and evaluated against, the job that an individual currently holds.

2. Education 

This activity focuses upon the jobs that an individual may potentially hold in the future, and is evaluated against those jobs.

3. Development 

This activity focuses upon the activities that the organization employing the individual, or that the individual is part of, may partake in the future, and is almost impossible to evaluate.
Table 9.1

Training with Organizational Change

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	86
	86

	No
	14
	14

	TOTAL
	100
	100



 It is inferred from the table that 86% of the respondents say that the training programs provided by the organization help the employees to cope with the changes. Only 14% of the respondents disagree to the statement.

Chart 9.1
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9.2 PERFORMANCE INCREASES AFTER TRAINING

                     Training is not limited to the knowledge and mastery of technology-based production processes and allowing employees, new and old, to keep pace with the constantly changing work environment. It is also used as a strategy to retain employees by preparing career paths for them. This prevents a high employee turnover rate and ensures that the business maintains high caliber employees manning sensitive positions. Another important benefit of training is that its helps businesses to develop and institutionalize a management system which can bring stability and growth. Training, after all, is not limited to the rank and file; many hours are also devoted to training middle and top level managers, to help them become efficient in the new trends, thereby having more effective ways of organizational and human resource management.

Table 9.2

                            Performance increases after training

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	93
	93

	No
	7
	7

	TOTAL
	100
	100


                   It is inferred from the table that 93% of the respondents say that the performance of the employees has been increased with their jobs after training. Only 2% of the respondents disagree to it.

Chart 9.2
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9.3 TRAINING METHOD 

              The most widely used methods of training used by organizations are classified into two categories: On-the-Job Training & Off-the-Job Training.

ON THE JOB TRAINING: - The training is given at the work place by superior in relatively short period of time. This type of training is cheaper & less time-consuming.

OFF THE JOB TRAINING: - It is given outside the actual work place.

Table 9.3
Training Methods

	TRAINING METHOD
	NOR
	PERCENTAGE

	On the Job
	100
	100

	Off the job
	0
	0


                  It is inferred from the table that the organization gives on the job training to the employees.

Chart 9.3


[image: image25.emf]Training Method

100%

0%

0%

On the Job Off the job None


10.1 MORALE AND PRODUCTIVITY
                Managers cannot overlook employee morale when evaluating a team's success or productivity. Although it is often difficult to measure and takes several data points to gauge its impact, when morale is low. Improving morale is good for business. Taking time to build relationships with employees through personal interactions is a key step managers can take to keep morale high. Programs designed specifically to improve morale, while increasing productivity are a better working environment, higher productivity, increased employee loyalty and commitment, decreased employee turnover, enhanced communication and understanding.      
Table 10.1

Morale and Productivity

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	High morale makes enthusiastic to work
	0
	0
	4
	12
	84
	4.80

	The cause for high productivity is high morale
	0
	0
	2
	7
	91
	4.89


 Mean Score Value = 4.85

             It is inferred from the table that majority of the respondents strongly agree to the fact that the cause for high productivity is high morale and makes enthusiastic to work. Only a very meager amount neither agrees nor disagrees to the fact.

Chart 10.1
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11. WORK ATMOSPHERE

             There are people who create their work atmosphere and then there are people who let their work atmosphere create them. “Recreate yourself in and through your environment and shape the resulting atmosphere until it is yours.”
                                                                                                             - Alexander Becker
By focusing on the facts and the goals and communicating the confidence that the goals were attainable- an atmosphere is created in such away in which people feel like they are part of something significant, something they wanted to do for the company and something they wanted to do for their personal gain.

Table 11.1

Work Atmosphere
	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Work environment facilitates better and maximum performance
	0
	0
	1
	9
	90
	4.89

	The culture facilitates growth and improvement
	0
	0
	4
	5
	91
	4.87

	The climate is highly favorable and matches with organizational goal
	0
	0
	1
	10
	89
	4.88

	Good work life balance is maintained
	0
	0
	9
	7
	84
	4.75


Mean Score Value = 4.85

              It is inferred from the table that majority of the respondents strongly agree to the fact that the prevailing working atmosphere is satisfactory. Only a very meager amount neither agrees nor disagrees. And there are no respondents who disagree to the fact.

Chart 11.1
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11.2 THE ENVIRONMENT PREVAILING IN THE ORGANIZATION

An employee’s workplace environment is a key determinant of their level of productivity. How well the workplace engages an employee impacts their level of motivation to perform. This influence the employees to increase the error rate, level of innovation, collaboration with other employees, absenteeism and ultimately, how long they stay in the job.

Table 11.2

	ENVIRONMENT PREVAILING IS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Flexible
	3
	16
	81
	4.78

	Supportive
	0
	15
	85
	4.85

	Adaptive
	5
	16
	79
	4.74


                             The Environment prevailing in the organization 

Mean Score Value = 4.79

           It is inferred from the table that majority of the respondents say that the prevailing environment is excellent i.e. it is flexible, supportive and adaptive. And no respondents disagree to the fact.

Chart 11.2
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12.1 RECREATION

               Recreation is an essential and growing activity in and around the world. It is an activity that a person does for enjoyment, usually to refresh the body and mind. Recreation is popular for various reasons. Besides being a way to enjoy free time, many people use recreation as a way to socialize.

Table 12.1

                                                     Recreation

	RANK
	1
	2
	3
	4
	 

	SCORE
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	MSV

	Games
	22
	27
	31
	20
	2.51

	Sports
	31
	27
	31
	11
	2.78

	Recreational Tours
	26
	30
	29
	15
	2.67

	Family welfare measures
	21
	16
	9
	54
	2.04


                  According to the scores given by the respondents the above table is rated as 

1. Sports

2. Recreational Tours

3. Games

4. Family Welfare Measures

Thus recreation facilities are essential for the growth activity and employee welfare measures.

Chart 12.1
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13.1 ORGANIZATIONAL ROLES
                As the organiations are going Global managing the change is the major problem faced by many organisations  and how to make people acquainted with the changes. There are certain roles which plays a major part in organizations. They are employee engagement, work environment and work culture, organizational climate and commitment, reward and compensation, training and development and job satisfaction.

Table13.1

Organizational Roles

	RANK
	1
	2
	3
	4
	5
	6
	7
	 

	SCORE
	7
	6
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	Employee Engagement
	17
	12
	21
	11
	13
	19
	7
	4.24

	Work Environment and Work Culture
	11
	17
	11
	13
	11
	9
	28
	3.65

	Organizational Climate
	18
	13
	14
	19
	13
	20
	3
	4.32

	Organizational Commitment
	12
	22
	18
	13
	14
	19
	2
	4.40

	Reward and Compensation
	13
	10
	12
	17
	17
	18
	13
	3.79

	Training and Development
	22
	9
	18
	15
	19
	11
	6
	4.43

	Job Satisfaction
	7
	17
	6
	12
	13
	4
	41
	3.17


According to the scores given by the respondents the above table is rated as below:

1. Training & Development

2. Organizational Commitment

3Organizational Climate

4. Employee Engagement

5. Reward & Compensation

6. Work Environment & Work Culture

7. Job Satisfaction

Chart 13.1
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13.2 ORGANIZATIONAL EFFECTS

              In many of the organizations the changes that takes place in the organization affects the performance of the employees. Thus it is the responsible of the organization to dissatisfy the performance of the employees.

Table 13.2

                                          Organizational Effects

	PARTICULARS 
	NOR
	PERCENTAGE

	Dissatisfy
	0
	0

	Poor
	0
	0

	Fair
	6
	6

	Good
	38
	38

	Satisfy
	56
	56

	TOTAL
	100
	100


           It is inferred table that 56% of the respondents are satisfied with the organizational change that takes place in the organization. 38% of the respondents say that the changes are good and only 6% of the respondents say that it is fair. And there are no respondents who are dissatisfied with the changes that take place in the organization.

Chart 13.2
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RELATIONSHIP BETWEEN WORK ATMOSPHERE AND JOB VARIABLES

                  The job variables play a major part in work environment. Method, design and condition of work, the equipments provided and the physical environments are basically related with the work environment, culture and climate.

	Work Atmosphere 
	Work Environment
	Work Culture
	Climate
	Work Life Balance

	Physical and Job Variables
	 
	 
	 
	 

	Method of work
	-0.04
	-0.09
	-0.02
	-0.08

	Design of work
	0.24
	0.18
	0.23
	0.19

	Condition of work
	0.08
	0.02
	0.09
	0.04

	Equipments provided
	0.29
	0.24
	0.31
	0.25

	Physical environment
	0.17
	0.11
	0.18
	0.13



It is inferred from the table that the equipments provided in the organization have high relationship with work environment, work culture, climate and work life balance.

RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITTMENT AND EMPLOYEE INVOLVEMENT


Based on the organizational commitment, the employee involvement takes place in any organization. So both are mutually related to each other.

	Organizational Commitment
	Positive relationship
	High morale
	Best work place
	Efforts taken

	Employee Involvement
	 
	 
	 
	 

	Yearly increments
	0.99
	0.62
	0.73
	0.94

	Work progress
	0.99
	0.57
	0.68
	0.92

	Sense of belongingness
	0.99
	0.65
	0.76
	0.93



It is inferred from the above table that positive relationship of the organization has high relationship with employee involvement.

4. ANALYSIS AND INTERPRETATION

Analysis means the computation of certain indices or measures along with searching for patterns of relationship that exist among the data groups. After collecting and analyzing the data, the interpretations to the study help to understand the abstract 

performance the data has been collected. The data collected for this process is analyzed and interpreted in the ensuring process.

	CATEGORIES
	STATEMENTS

	Demographic Profile
	1.Educational Level

2.Experience

3.Age

	Identifying the roles required or an Organizational change 
	1.Employee Involvement

2.Physical and Job variables

3.Organizational Commitment

4.Reward and Compensation

5.Grievance and Stress Management

6.Communication channel

7.Training and Development

8.Morale and Productivity

9.Work Atmosphere

10.Recreation

11.Major Roles


1.1 EDUCATIONAL QUALIFICATION

Education prepares foundation for the career. Education qualification gives the concepts and theoretical base while experience teaches how to apply these concepts practically and what is practical situation in market place. Practically both are important for any career aspect & play an equal role.
Table 1.1

Educational Qualification
	PARTICULARS
	NOR
	PERCENTAGE

	High School
	49
	49

	Graduate
	39
	39

	Professional Cert
	12
	12

	TOTAL
	100
	100


It is inferred from the table that 49% of the respondents have completed their high school. 39% of the respondents are graduates. And 12% of them are professionally certified.

Chart 1.1
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1.2 YEARS OF EXPERIENCE

Experience as a general concept comprises knowledge, skills on some event gained through involvement or exposure to certain thing. The concept of experience generally refers to know procedural knowledge, rather than propositional knowledge. The interrogation of experience also has a long tradition in continental philosophy. A person with considerable experience in a certain field can gain a reputation as an expert.

Table-1.2

Experience

	PARTICULARS
	NOR
	PERCENTAGE

	<1
	0
	0

	2-5
	8
	8

	6-9
	5
	5

	10-15
	30
	30

	15+
	57
	57

	TOTAL
	100
	100



It is inferred from the above table that maximum number of persons working in the organization are above 15 years of experience. 30% of the respondents have 10-15 years of experience, 8% of the respondents have 2-5 years of experience and only 5% of the respondents have 6-9 years of experience. Also there are   no respondents who have below one year of experience.   

Chart 1.2
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1.3 AGE GROUPS

HR executives observe that the two most challenging groups of workers to retain are those at the beginning and those at the end of their careers. Each group requires a unique set of strategies to get them to stay throughout.

"Some HR managers refer to younger workers as 'hummingbirds," says Michael Jalbert, president of MRINetwork, "because they so often flit from job to job. At the other end of the spectrum are the 'golden agers," people whose years of experience and institutional knowledge are valuable assets to their companies."

Table-1.3
Age groups

	PARTICULARS
	NOR
	PERCENTAGE

	18-25
	2
	2

	26-35
	9
	9

	36-45
	42
	42

	46-55
	35
	35

	56-65
	12
	12

	TOTAL
	100
	100



It is inferred from the table that 42% of the respondents are between 36 and 45 years of age group. 35% of the respondents are from 46 to 55 years of age group. 12% of them are between 56 to 65 years of age group, 9% of the respondents are between 26 and 35 years and only 2% of the respondents are between 18 and 25 years.

Chart 1.3
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2.1 ORGANIZATIONAL CHANGE ESSENTIAL FOR GROWTH AND SURVIVAL

Many professional and experienced people often create various plans to bring about effective organizational change. The chances of its success and failure depend upon the implementation of carefully designed plans and the strategies. It is, therefore, essential for the individual or a group of individuals to frame the plans and strategies effectively and efficiently. 

Table 2.1

Essential of Organizational Change

	PARTICULARS
	NOR
	PERCENTAGE

	Yes
	82
	82

	No
	18
	18

	TOTAL
	100
	100


             It is inferred from the above table that 82% of the respondents agree that the Organizational Change is essential for the growth and survival of the organization. And only 18% of the respondents disagree to that.

Chart 2.1
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2.2 PRIORITY OF CHANGE REQUIREMENT

Organizational change presents a schedule for the alignment of personal needs and priorities. By considering leadership, coaching, corporate citizenship, change management, efficiency, team working, customer focus, and decision making, individuals can compile an action plan for professional and organizational change, ensuring that one is not at the expense of the other. Opinion differs from person to person.

Table 2.2

Priority of Change Requirement
	RANK
	1
	2
	3
	4
	5
	 

	SCORES
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	To reach Organizational goals
	15
	23
	17
	29
	16
	 2.92

	To obtain the objective of each department
	30
	21
	18
	26
	5
	 3.45

	To increase the performance of the employees
	13
	32
	23
	19
	13
	 3.13

	To satisfy the needs and wants of the employees
	21
	21
	27
	19
	12
	 3.20

	To increase the profit margin
	21
	3
	15
	7
	54
	 2.30


          It is inferred from the above table that according to the respondents the above table is ranked as 

1. To obtain the objective of each department.

2. To satisfy the needs and wants of the employees.

3. To increase the performance of the employees.

4. To reach Organizational goals.

5. To reach the profit margin.

Chart 2.2
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3. EMPLOYEE INVOLVEMENT

Employee involvement is creating an environment in which people have an impact on decisions and actions that affect their jobs. Employee involvement is a management and leadership philosophy about how people are most enabled to contribute to continuous improvement and the ongoing success of their work organization. Pay should be fixed on the basis of the work done, responsibilities undertaken, individual skills, performance and accomplishments. Work life is a process by which an organization responds to employee needs for developing mechanisms to allow them to share fully in making the decisions that design their lives at work.
Table 3.1

Opportunities to share views and ideas
	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	74
	74

	No
	26
	26

	TOTAL
	100
	100





It is inferred from the table that 74% of the respondents agree that opportunities are given to share their views and ideas. Any only 26% of the respondents disagree to the statement.

Chart 3.1
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3.2 PAY FOR THE WORK

The economic interests of people drive them to work at a job and employee satisfaction depends at least partially, on the compensation offered. Pay should be fixed on the basis of the work done, responsibilities undertaken, individual skills, performance and accomplishments.

Table 3.2

Pay for the work

	PARTICULARS 
	NOR
	PERCENTAGE

	SA
	82
	82

	A
	10
	10

	N
	8
	8

	D
	0
	0

	SD
	0
	0

	TOTAL 
	100
	100



It is inferred from the table that 82% of the respondents strongly agree to the fact that they are paid for the work they do and yearly increments are also being provided based on their performance. 10% of the respondents agree to the statement and only 8% are neutral. And there are no respondents who disagree to it.

Chart 3.2
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3.3 IMPROVEMENT OF WORKLIFE

           Work life is a process by which an organization responds to employee needs for developing mechanisms to allow them to share fully in making the decisions that design their lives at work. An organization should provide employees with opportunities for personal/professional development and growth and to prepare them to accept responsibilities at higher levels.
Table 3.3

Improvement of Work life

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	90
	90

	No
	10
	10

	TOTAL
	100
	100


               It is inferred from the table that 90% of the respondents agree that the organization make certain measures to improve the work life of the employees. And only 10% of the respondents disagree to the statement.

Chart 3.3
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3.4 ENCOURAGEMENT REGARDING WORK PROGRESS

              Appreciation and compliment from higher authorities is a non-competitive personnel action in which an employee is promoted to the next level in recognition that he/she has increased the scope and impact of their current position and is able to justify that he/she is already, and will continue to be, working at the next higher grade.

Table 3.4
                            Encouragement regarding work progress

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	93
	93

	A
	4
	4

	N
	3
	3

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


               It is inferred from the table that 93% of the respondents strongly agree to the fact that the organization encourages the employees to help in developing improved work progress. 4% of the respondents agree to it and only 3% of the respondents are neutral about the statement. And there are no respondents who disagree to the statement.

Chart 3.4
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3.5 RELATIONSHIP WITH PEERS AND SUPERIORS

             Good relationship with peers and superiors will improve their satisfaction level and also increases their performance. The relationship should be free and close. This is likely to influence the satisfaction with fellow officials.

Table 3.5

Relationship with peers and superiors

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	87
	87

	A
	12
	12

	N
	1
	1

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


                It is inferred from the table that 87% of the respondents strongly agree to the fact that the employee relation in the organization is satisfied. 12% of the respondents agree to it and only 1% of the respondent is neutral about the statement. And there are no respondents who disagree to the statement.

Chart 3.5
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4. PHYSICAL AND JOB VARIABLES

             Job variables are used to hold values that are common to all passes in a job and are available only from scripts using the internal functions. Method of work, design of work, condition of work, equipments provided and physical environment provided plays a major role in the physical and job variables.

Table 4.1

                                        Physical and Job variables

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Method of Work
	1
	88
	11
	4.1

	Design of Work
	0
	72
	28
	4.28

	Condition of Work
	4
	77
	19
	4.15

	Equipments provided
	0
	69
	31
	4.31

	Physical environment
	4
	72
	24
	4.2



 It is inferred from the above table that most of the respondents say that their physical and job variables provided are good. And no one gives negative feedback regarding the fact.

Chart 4.1
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4.2 IMPORTANT ROLES IN ORGANIZATIONAL CHANGE
             Significant organizational change occurs, when an organization changes its overall strategy for success, adds or removes a major section, or wants to change the very nature by which it operates. It also occurs when an organization evolves through various life cycles, just like people must successfully evolve through life cycles. For organizations to develop, they often must undergo significant change at various points in their development.
Table 4.2

Important roles in organizational change
	RANK
	1
	2
	3
	4
	 

	SCORES
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	MSV

	Type of Supervision
	3
	29
	31
	37
	1.98

	Training
	42
	21
	25
	12
	2.93

	Incentives
	38
	31
	20
	11
	2.96

	Social Environment
	17
	19
	24
	40
	2.13


              The above table is ranked according to the scores given by the respondents as below:

5. Incentives

6. Training

7. Social Environment

8. Type of Supervision.

              Thus incentives, training, social environment and the type of supervision plays a major part in the organizational change.

Chart 4.2
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5. ORGANIZATIONAL COMMITMENT
Organizational commitment in the field of Organizational Behavior and Industrial/Organizational Psychology is, the employee's psychological attachment to the organization. It can be contrasted with other work-related attitudes, such as Job Satisfaction, defined as an employee's feelings about their job, and Organizational Identification, defined as the degree to which an employee experiences a 'sense of oneness' with their organization.

Table 5.1

                                    Organizational Commitment

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Very much committed to the organization
	0
	0
	3
	11
	86
	4.83

	Have high working morale and loyal to the organization
	0
	0
	2
	52
	46
	4.44

	Negative attitude here paves the way for absenteeism and turnover
	44
	12
	44
	0
	0
	2.00

	My organization is the best place to work
	0
	0
	3
	46
	51
	4.48

	I am willing to put extra effort wherever necessary
	0
	0
	10
	28
	62
	4.52


Mean Score Value = 4.05

            It is inferred from the table that majority of the respondents agree that the employees are very much committed to the organization and work for the welfare of the organization.

Chart 5.1
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6. REWARD AND COMPENSATION

               Rewards and compensations are a powerful method for encouraging good job performance. Good work may not be repeated and employees can upset customers when managers don’t recognize, encourage and reward them for their job performance that meets or exceeds customer’s expectations. But these rewards must be used effectively.

Table 6.1

                                       Reward and Compensation

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Financial rewards play a fundamental part
	0
	0
	2
	8
	90
	4.88

	The wage structure acts as a good motivating force
	0
	0
	12
	42
	46
	4.34

	Wages, bonus and other  shared profits are same compared to other industries
	2
	20
	32
	41
	5
	3.27


Mean Score Value = 4.16

             It is inferred from the above table that majority of the respondents agree to the financial rewards and compensations paid by the organization. And only a meager amount of the respondents disagree to it.

Chart 6.1
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6.2 EFFECTIVE FRINGE BENEFITS

Fringe benefits are paid on certain benefits that employers provide to their employees or their employees' associates in place of salary or wages. It provides information about Fringe benefit tax returns, reportable fringe benefits, salary sacrifice, forms and services.

Table 6.2

                                        Effective Fringe Benefits

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	92
	92

	No
	8
	8

	TOTAL
	100
	100


                   It is inferred from the table that 92% of the respondents agree that fringe benefits such as share scheme, profit sharing, retirement counseling or house loan etc., stimulate the employee’s job more attractive and effective. Only 8% of the respondents disagree to the fact.

Chart 6.2
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7. GRIEVANCE AND STRESS MANAGEMENT

                   Employers should provide a stress-free work environment, recognize where stress is becoming a problem for staff and take action to reduce the stress. Stress in the workplace reduces productivity, increases management pressures and makes people ill in many ways, evidence of which is still increasing. There are clear strong economic and financial reasons for organizations to manage and reduce stress at work apart from the obvious humanitarian and ethical considerations. 

Table 7.1

Grievance Factors

	RANK
	1
	2
	3
	4
	5
	 

	SCORES
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	Wages
	30
	24
	21
	19
	6
	353

	Supervision
	13
	29
	31
	11
	6
	302

	Individual Advancement
	21
	31
	11
	23
	14
	322

	Working Condition
	28
	11
	7
	28
	26
	287

	Night Shifts
	8
	5
	30
	19
	38
	226


                  The above table is ranked according to the scores given by the respondents as below:

6. Wages

7. Individual Advancement

8. Supervision

9. Working Condition

10. Night Shifts


        Thus the factors such as wages, individual advancement, supervision, working condition and night shifts play a major part as grievance factors.

Chart 7.1
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7.2 STRESS PREVENTION FACTORS

           Work can be a stressful place, wherever you earn your living, whether in an office, a factory, or a school. It motivates the employees and makes them stronger. Too much stress is not good. It makes us irrational and to prevent stress you can improve your time management and organization skills, relax and breathe deeply, take more breaks from your work, learn to listen better, fix your environment, find a mentor and spend more time with optimistic people.

Table 7.2

                                          Stress prevention Factors

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Communication skills
	12
	52
	36
	4.24

	Employee Participation
	0
	43
	57
	4.57

	Job Redesign
	17
	49
	34
	4.17

	Social Support
	14
	53
	33
	4.19

	Meditation
	17
	58
	25
	4.08

	Counseling
	21
	42
	37
	4.16


        Mean Score Value = 4.23

             It is inferred from the table that most of the respondents say that certain measures take by the organizations to prevent stress are good. And there are no respondents who give negative feedback about the fact.

Chart 7.2
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8. COMMUNICATION CHANNEL

             Work place communication concerns between Managers, Supervisors, Employees and Unions. They should establish suitable arrangements for both communication and feedback in co-operation with each other. Good Communication is not only important but essential also.

Table 8.1

                                          Communication Channel

	PARTICULARS
	NOR
	PERCENTAGE

	SA
	91
	91

	A
	7
	7

	N
	2
	2

	D
	0
	0

	SD
	0
	0

	TOTAL
	100
	100


            It is inferred from the table that 91% of the respondents strongly agree to the fact that good communication channel prevailing in the organization is satisfactory. 7% of the respondents agree to the fact and only 2% of the respondents neither agree nor disagree.

Chart 8.1
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8.2 COMMUNICATION FLOW
               Work place communication is a two-way process which requires flow of information up as well as down. The communicator should try to ensure that message is understood. The work place communication mainly covers the information of all kinds having a direct bearing on day-to-day operation of the Organization. The channels it passes and the means of passing it. Communication at work place should never be an end in itself, but if used properly it can play an important role in ensuring the efficiency and success of the Organization. The managers have the responsibility to communicate with their subordinates.

Table 8.2

Communication Flow

	COMMUNICATION FLOW
	NOR
	PERCENTAGE

	Horizontal
	0
	0

	Vertical
	73
	73

	Upward
	0
	0

	Downward
	22
	22

	Formal
	5
	5

	Informal
	0
	0

	TOTAL
	100
	100


                  It is inferred from the table that 73% of the respondents say that the organization has vertical flow of communication and 22% of the respondents say that downward communication takes place. And only 5% of the respondents say that the flow of communication is formal. 

Chart 8.2
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8.3 COMMUNICATION TYPE

              The importance of the two-way nature of communication in which the success of the process depends heavily upon the sender receiving feedback.  The sender requires assurance that his / her points are being received and understood, e.g., on a notice board, if a petition has been put up, the group organizing the petition need others to acknowledge by placing the name on the petition, and show that the message is being spread across.  It is the use of a common system of symbols, signs and behavior in exchange for information, ideas and emotions.

Table 8.3

                                             Communication Type

	PARTICULARS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Smoothness
	2
	19
	79
	4.77

	Perfect Communication
	0
	18
	82
	4.82

	Timeliness
	6
	22
	72
	4.66

	Understandability
	10
	14
	76
	4.66


Mean Score Value = 4.67

        It is inferred from the table that most of the respondents say that the communication type prevailing in the organization is good and effective. And there are no respondents who oppose the fact.

Chart 8.3
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9. TRAINING AND DEVELOPMENT

          Training and development is the field concerned with organizational activity aimed at bettering the performance of individuals and groups in organizational settings. Training and development encompasses three main activities: training, education, and development.

1. Training 

This activity is both focused upon, and evaluated against, the job that an individual currently holds.

2. Education 

This activity focuses upon the jobs that an individual may potentially hold in the future, and is evaluated against those jobs.

3. Development 

This activity focuses upon the activities that the organization employing the individual, or that the individual is part of, may partake in the future, and is almost impossible to evaluate.
Table 9.1

Training with Organizational Change

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	86
	86

	No
	14
	14

	TOTAL
	100
	100



 It is inferred from the table that 86% of the respondents say that the training programs provided by the organization help the employees to cope with the changes. Only 14% of the respondents disagree to the statement.
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9.2 PERFORMANCE INCREASES AFTER TRAINING

                     Training is not limited to the knowledge and mastery of technology-based production processes and allowing employees, new and old, to keep pace with the constantly changing work environment. It is also used as a strategy to retain employees by preparing career paths for them. This prevents a high employee turnover rate and ensures that the business maintains high caliber employees manning sensitive positions. Another important benefit of training is that its helps businesses to develop and institutionalize a management system which can bring stability and growth. Training, after all, is not limited to the rank and file; many hours are also devoted to training middle and top level managers, to help them become efficient in the new trends, thereby having more effective ways of organizational and human resource management.

Table 9.2

                            Performance increases after training

	PARTICULARS 
	NOR
	PERCENTAGE

	Yes
	93
	93

	No
	7
	7

	TOTAL
	100
	100


                   It is inferred from the table that 93% of the respondents say that the performance of the employees has been increased with their jobs after training. Only 2% of the respondents disagree to it.

Chart 9.2
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9.3 TRAINING METHOD 

              The most widely used methods of training used by organizations are classified into two categories: On-the-Job Training & Off-the-Job Training.

ON THE JOB TRAINING: - The training is given at the work place by superior in relatively short period of time. This type of training is cheaper & less time-consuming.

OFF THE JOB TRAINING: - It is given outside the actual work place.

Table 9.3
Training Methods

	TRAINING METHOD
	NOR
	PERCENTAGE

	On the Job
	100
	100

	Off the job
	0
	0


                  It is inferred from the table that the organization gives on the job training to the employees.
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10.2 MORALE AND PRODUCTIVITY
                Managers cannot overlook employee morale when evaluating a team's success or productivity. Although it is often difficult to measure and takes several data points to gauge its impact, when morale is low. Improving morale is good for business. Taking time to build relationships with employees through personal interactions is a key step managers can take to keep morale high. Programs designed specifically to improve morale, while increasing productivity are a better working environment, higher productivity, increased employee loyalty and commitment, decreased employee turnover, enhanced communication and understanding.      
Table 10.1

Morale and Productivity

	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	High morale makes enthusiastic to work
	0
	0
	4
	12
	84
	4.80

	The cause for high productivity is high morale
	0
	0
	2
	7
	91
	4.89


 Mean Score Value = 4.85

             It is inferred from the table that majority of the respondents strongly agree to the fact that the cause for high productivity is high morale and makes enthusiastic to work. Only a very meager amount neither agrees nor disagrees to the fact.
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11. WORK ATMOSPHERE

             There are people who create their work atmosphere and then there are people who let their work atmosphere create them. “Recreate yourself in and through your environment and shape the resulting atmosphere until it is yours.”
                                                                                                             - Alexander Becker
By focusing on the facts and the goals and communicating the confidence that the goals were attainable- an atmosphere is created in such away in which people feel like they are part of something significant, something they wanted to do for the company and something they wanted to do for their personal gain.

Table 11.1

Work Atmosphere
	PARTICULARS
	SD
	D
	N
	A
	SA
	MSV

	Work environment facilitates better and maximum performance
	0
	0
	1
	9
	90
	4.89

	The culture facilitates growth and improvement
	0
	0
	4
	5
	91
	4.87

	The climate is highly favorable and matches with organizational goal
	0
	0
	1
	10
	89
	4.88

	Good work life balance is maintained
	0
	0
	9
	7
	84
	4.75


Mean Score Value = 4.85

              It is inferred from the table that majority of the respondents strongly agree to the fact that the prevailing working atmosphere is satisfactory. Only a very meager amount neither agrees nor disagrees. And there are no respondents who disagree to the fact.
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11.2 THE ENVIRONMENT PREVAILING IN THE ORGANIZATION

An employee’s workplace environment is a key determinant of their level of productivity. How well the workplace engages an employee impacts their level of motivation to perform. This influence the employees to increase the error rate, level of innovation, collaboration with other employees, absenteeism and ultimately, how long they stay in the job.

Table 11.2

	ENVIRONMENT PREVAILING IS
	1.AVERAGE
	2.GOOD
	3.EXCELLENT
	MSV

	Flexible
	3
	16
	81
	4.78

	Supportive
	0
	15
	85
	4.85

	Adaptive
	5
	16
	79
	4.74


                             The Environment prevailing in the organization 

Mean Score Value = 4.79

           It is inferred from the table that majority of the respondents say that the prevailing environment is excellent i.e. it is flexible, supportive and adaptive. And no respondents disagree to the fact.

Chart 11.2
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12.1 RECREATION

               Recreation is an essential and growing activity in and around the world. It is an activity that a person does for enjoyment, usually to refresh the body and mind. Recreation is popular for various reasons. Besides being a way to enjoy free time, many people use recreation as a way to socialize.

Table 12.1

                                                     Recreation

	RANK
	1
	2
	3
	4
	 

	SCORE
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	MSV

	Games
	22
	27
	31
	20
	2.51

	Sports
	31
	27
	31
	11
	2.78

	Recreational Tours
	26
	30
	29
	15
	2.67

	Family welfare measures
	21
	16
	9
	54
	2.04


                  According to the scores given by the respondents the above table is rated as 

5. Sports

6. Recreational Tours

7. Games

8. Family Welfare Measures

Thus recreation facilities are essential for the growth activity and employee welfare measures.

Chart 12.1
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13.1 ORGANIZATIONAL ROLES
                As the organiations are going Global managing the change is the major problem faced by many organisations  and how to make people acquainted with the changes. There are certain roles which plays a major part in organizations. They are employee engagement, work environment and work culture, organizational climate and commitment, reward and compensation, training and development and job satisfaction.

Table13.1

Organizational Roles

	RANK
	1
	2
	3
	4
	5
	6
	7
	 

	SCORE
	7
	6
	5
	4
	3
	2
	1
	 

	PARTICULARS
	NOR
	NOR
	NOR
	NOR
	NOR
	NOR
	NOR
	MSV

	Employee Engagement
	17
	12
	21
	11
	13
	19
	7
	4.24

	Work Environment and Work Culture
	11
	17
	11
	13
	11
	9
	28
	3.65

	Organizational Climate
	18
	13
	14
	19
	13
	20
	3
	4.32

	Organizational Commitment
	12
	22
	18
	13
	14
	19
	2
	4.40

	Reward and Compensation
	13
	10
	12
	17
	17
	18
	13
	3.79

	Training and Development
	22
	9
	18
	15
	19
	11
	6
	4.43

	Job Satisfaction
	7
	17
	6
	12
	13
	4
	41
	3.17


According to the scores given by the respondents the above table is rated as below:

1. Training & Development

2. Organizational Commitment

3Organizational Climate

4. Employee Engagement

5. Reward & Compensation

6. Work Environment & Work Culture

7. Job Satisfaction
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13.2 ORGANIZATIONAL EFFECTS

              In many of the organizations the changes that takes place in the organization affects the performance of the employees. Thus it is the responsible of the organization to dissatisfy the performance of the employees.

Table 13.2

                                          Organizational Effects

	PARTICULARS 
	NOR
	PERCENTAGE

	Dissatisfy
	0
	0

	Poor
	0
	0

	Fair
	6
	6

	Good
	38
	38

	Satisfy
	56
	56

	TOTAL
	100
	100


           It is inferred table that 56% of the respondents are satisfied with the organizational change that takes place in the organization. 38% of the respondents say that the changes are good and only 6% of the respondents say that it is fair. And there are no respondents who are dissatisfied with the changes that take place in the organization.

Chart 13.2
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RELATIONSHIP BETWEEN WORK ATMOSPHERE AND JOB VARIABLES

                  The job variables play a major part in work environment. Method, design and condition of work, the equipments provided and the physical environments are basically related with the work environment, culture and climate.

	Work Atmosphere 
	Work Environment
	Work Culture
	Climate
	Work Life Balance

	Physical and Job Variables
	 
	 
	 
	 

	Method of work
	-0.04
	-0.09
	-0.02
	-0.08

	Design of work
	0.24
	0.18
	0.23
	0.19

	Condition of work
	0.08
	0.02
	0.09
	0.04

	Equipments provided
	0.29
	0.24
	0.31
	0.25

	Physical environment
	0.17
	0.11
	0.18
	0.13



It is inferred from the table that the equipments provided in the organization have high relationship with work environment, work culture, climate and work life balance.

RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITTMENT AND EMPLOYEE INVOLVEMENT


Based on the organizational commitment, the employee involvement takes place in any organization. So both are mutually related to each other.

	Organizational Commitment
	Positive relationship
	High morale
	Best work place
	Efforts taken

	Employee Involvement
	 
	 
	 
	 

	Yearly increments
	0.99
	0.62
	0.73
	0.94

	Work progress
	0.99
	0.57
	0.68
	0.92

	Sense of belongingness
	0.99
	0.65
	0.76
	0.93



It is inferred from the above table that positive relationship of the organization has high relationship with employee involvement.

FINDINGS

The researcher has made the following findings from the analysis of various 
factors of the organizational change prevailing in the organization.

1. EMPLOYEE INVOLVEMENT

           Most of the respondents strongly agree that their involvement is good with the organization. Small percentages say that there is a need for it. Another meager amount of the respondents have no opinion in this matter at all.

2. PHYSICAL AND JOB VARIABLES

The respondents are satisfied with the physical and job variables provided within the organization. It creates satisfaction in their work and motivates them to continue in the same organization.  This improves their growth and development.  

This can be an encouraging factor to the organization.  On the other side                  there are a few who disagree to the same fact.

3. ORGANIZATIONAL COMMITMENT

More than half of the respondents say that they are very much committed to the organization. Only a few disagree to it.

4. REWARD AND COMPENSATION

More than half of the respondents say that the performance level increases when they are complimented or rewarded for their work.  They are often being encouraged and appreciated by their high officials.  Only a few disagree to it.

5. GRIEVANCE AND STRESS MANAGEMENT

The study shows that nearly more than half of the respondents say that the work place reduces the stress in them. Only a meager amount has no opinion at all.

6. COMMUNICATION

It is a pleasant finding that more than half of the respondents strongly agree that they are satisfied with the communication. This is an encouraging factor to the organization. 

7. TRAINING AND DEVELOPMENT
All the respondents strongly that the management give adequate training for the employees in the organization. 

8. MORALE AND PRODUCTIVITY
It is a pleasant finding that more than half of the respondents  strongly agree that the cause for high productivity is high morale.  This is an encouraging factor to the organization. 

9. WORK ATMOSPHERE

          The study shows that almost all the respondents  strongly agree that the prevailing working atmosphere is satisfactory and make enthusiastic to work. No one disagrees to this factor.

10. RECREATION

It is a pleasant finding that more than half of the respondents say that the management gives adequate time for recreations like sports, games, tours, family welfare measures and social life.  Only a meager amount strongly disagrees to it.

11. ORGANIZATIONAL ROLES

Majority of the respondents have rated that training and development plays a major role in their organization. On the other side there are very few who disagree to the same fact.

SUGGESTIONS


The researcher has made some findings based on employee involvement, physical and job variables, organizational commitment, reward and compensation and communication from the analysis of the organizational change prevailing in the organization and suggestions are given by the researcher for further improvement.
· Management must take certain measures to increase the performance of the employees.

· Further improvement based on the physical and job variables should be made by the management.

· Management should create a better work place which increases their performance and committed to the work.

· Employees should be appreciated often by the management.

· The management should create such a work place for the employees which reduces the stress in them.

· It is the responsibility of the management to make a note that all channels of communication are good and effective.

· Management should take adequate steps to improve the recreation facilities on the organization.
CONCLUSION

An Organizational change has an important bearing on the efficiency and satisfaction of the employees. Significant organizational change occurs, for example, when an organization changes its overall strategy for success, adds or removes a major section or practice, and/or wants to change the very nature by which it operates. For organizations to develop, they often must undergo significant change at various points in their development.

People have deep attachments to their organization, work group, and way of working. The ability to adapt to changing work conditions is a key for individual and organizational survival. Change will be ever present and learning to manage and lead change includes not only understanding human factors but also skill to manage and lead change effectively.

The study on the impact of organizational change in Chettinad Cement Corporation has been done taking into account the various factors like job satisfaction, stress, employee involvement, training and development, work atmosphere, morale and various other details. These factors have a direct influence in the satisfaction of the respondents. The analysis has been made using percentage analysis, mean score values and correlation.


Based on the analysis the researcher has arrived at few findings that have revealed satisfactory for the changes prevailing in the organization. For increasing the satisfaction level for better work place, the researcher has provided some suggestions that can ensure better results.


People tend to blame the organization or top management for the changes occurring within the organization. Top management’s actions are usually reactions to some outside force, such as stiffer competition, shifts in the marketplace or new technology. It is important to realize that change is a key to surviving and growing in today’s global economy. Satisfaction is an effective and efficient part that each and everyone play. This can provide effective results only with the wholehearted participation of the respondents in the present environment.


Changes are inevitable. Without change we would run the risk of becoming stale and unresponsive. The challenge we face is to learn to move through this wave of transition as easily and creatively as possible.
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QUESTIONNAIRE

Researcher
:
B.Shalini

Topic

:
Identifying the Roles required for an Organizational Change

Conducted at
:
Chettinad Cement Corporation Limited, Karur.

Demographic Profile:-

1. Occupation
:

2. Educational Level

    (a) High School (b) Graduate (c) Professional cert.

3. How many years have you been with the company?

    (a) <1 (b) 2-5 (c) 6-9 (d) 10-15 (e) 15+

4. Age Group

    (a) 18-25 (b) 26-35 (c) 36-45 (d) 46-55 (e) 56-65

Tick the suitable answer against the question with the present situation at your organization.

1. Do you think Organizational Change is essential for the growth and survival of the organization?

(a) Yes (b) No

2. Rank the following choices accordingly from 1-5 where 1 is the highest and 5 is the least.

(a) To reach the organizational goals.




(b) To obtain the objective of each department.

(c) To increase the performance of the employees.

(d) To satisfy the needs and wants 

of the employees.

(e) To increase the profit margin.

Employee Involvement:-
3. Are you given opportunities to share your views and ideas?

(a) Yes (b) No

4. I am paid for what I work and yearly increments are being provided regarding my performance.

(a) Strongly agree (b) Agree (c) Neutral (d) Disagree (e) Strongly disagree

5. Do certain measures are taken to improve the work life as suggestions given by you?

(a) Yes (b) No

6. My organization encourages me to help in developing improved work progress.

(a) Strongly agree (b) Agree (c) Neutral (d) Disagree (e) Strongly disagree

      7.   The employee relations in the organization is satisfied and gives a sense of belongingness.

(b) Strongly agree (b) Agree (c) Neutral (d) Disagree (e) Strongly disagree

Physical and Job Variables:-

8. Tick the following according to the choices given.

	
	1. Poor
	2. Below Average
	3. Average
	4. Good
	5. Excellent

	(a) Method of work


	
	
	
	
	

	(b) Design of work
	
	
	
	
	

	(c) Condition of work
	
	
	
	
	

	(d) Equipments provide


	
	
	
	
	

	(e) Physical environment
	
	
	
	
	


 9.   Rank the following choices that play a vital role in the Organizational change from 1-4 where 1 is the highest and 4 is the least.

         (a) Type of Supervision







         (b) Training








         (c) Incentives








         (d) Social Environment







 10. Organizational commitment:- 

	Questions
	Strongly Disagree
	Disagree
	Neutral


	Agree


	Strongly            Agree

	(a) As an individual I am very much committed to the organization and it has positive relationship with higher productivity.
	
	
	
	
	

	(b) I have a high working morale and I am loyal to the organization.
	
	
	
	
	

	(c) The negative attitude that prevails in the organization towards the commitment which paves the way for absenteeism and employee turnover.
	
	
	
	
	

	(d) I recommend my organization as the best place to work to others.
	
	
	
	
	

	(e) I am willing to put an extra effort whenever necessary.
	
	
	
	
	


11. Reward and Compensation:-

	Questions
	Strongly Disagree
	Disagree
	Neutral


	Agree


	Strongly            Agree

	(a) Financial rewards play a fundamental part of the employee relationship as it combine individual goals with organization goals.
	
	
	
	
	

	(b) The Wage structure provided by the organization acts as the greatest motivating force.
	
	
	
	
	

	(c) Compensations such as wages, bonus and other shared profits are given compared to the jobs in similar industries. 
	
	
	
	
	


12. Fringe benefits such as status or share scheme, profit sharing, retirement counseling or house loan etc, stimulate the employee’s job more attractive and effective.

(a) Yes (b) No

Grievance and Stress Management:-

13. Rank the following factors that play a higher part in employee grievances from 1-5 where 1 is the highest and 5 is the least.

.

(a) Wages









(b) Supervision








(c) Individual advancement







(d) Working Condition







(e) Night shifts








14. Rate the following accordingly in which the organizations take certain measures to prevent stress

	
	1. Poor
	2. Below Average
	3. Average
	4. Good
	5. Excellent

	(a) Communication skills
	
	
	
	
	

	(b) Employee participation
	
	
	
	
	

	(c) Redesign jobs
	
	
	
	
	

	(d) Social support
	
	
	
	
	

	(e) Meditation

	
	
	
	
	

	(f) Counseling
	
	
	
	
	


Communication channel:-

15. The work and the maintenance of relationship is possible only through communication which provides exchange of information and sharing of ideas.

(a) Strongly agree (b) Agree (c) Neutral (d) Disagree (e) Strongly disagree

16. Which type of communication flow is found in your organization?

(a) Horizontal (b) Vertical (c) Upward (d) Downward (e) Formal (f) Informal

17. Rate the following according to the communication prevailing in the organization.

	
	1. Poor
	2. Below Average
	3. Average
	4. Good
	5. Excellent

	(a) Smoothness
	
	
	
	
	

	(b) Perfect Communication
	
	
	
	
	

	(c) Timeliness
	
	
	
	
	

	(d) Understandability
	
	
	
	
	


Training and Development:-

18. Is there any training programs provided by the organization to help you to cope with the changes?

(a) Yes (b) No 

19. Do you feel that your performance have been increased with your job after training?

(a) Yes (b) No

20. Are you aware that your organization is going on with certain training methods and if so which method?

(a) On the job training (b) Off the job training (c) None.

21. Morale and Productivity:-

	Questions
	Strongly Disagree
	Disagree
	Neutral


	Agree


	Strongly            Agree

	 (a) As an individual I have “high morale” which makes me enthusiastic in my work environment.
	
	
	
	
	

	(b) Do you agree in the term that “the cause for high productivity is high morale”.
	
	
	
	
	


22. Work atmosphere:-

	Questions
	Strongly Disagree
	Disagree
	Neutral


	Agree


	Strongly            Agree

	(a) The work environment facilitates better and maximum performance
	
	
	
	
	

	(b) The culture of the organization facilitates growth and improvement of the employees.
	
	
	
	
	

	(c) The climate prevailing in the organization is highly favorable and employee’s goal matches with the organizational goals.
	
	
	
	
	

	(d) Good work life balance is being maintained by me.
	
	
	
	
	


23. Rate the following according to the environment prevailing here.

	
	1. Poor
	2. Below Average
	3. Average
	4. Good
	5. Excellent

	(a) Flexible
	
	
	
	
	

	(b) Supportive
	
	
	
	
	

	(c) Adaptive
	
	
	
	
	


 Recreation:-

24. Rank the following according to the recreation facilities conducted by the organization to reduce frustrations of the employees from 1-4 where 1 is the highest and 4 is the least.

.

      (a) Games









      (b) Sports









      (c) Recreational Tours







      (d) Family welfare measures






  Roles:-
25. Rank the following factors which plays a major role in organizational change from 1-7 where 1 is the highest and 7 is the least.

(a) Employee Engagement

(b) Work environment and work culture

(c) Organizational Climate

(d) Organizational Commitment

(e) Reward and Compensation

(f) Training and development

(g) Job Satisfaction

26. In general how do you rate the organizational change that affects you?

      (a) Dissatisfy (b) Poor (c) Fair (d) Good (e) Satisfy

Mention your views and suggestions (if any) to improve the performance of employees based on the organizational change prevailing here. ………………………………………………………………………………………………………………………………………………………………………………………………………………

Thank you for your valuable time and co-operation!
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