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CHAPTER 5
RESEARCH MODEL

5.1 OVERVIEW OF THE CHAPTER

In this chapter the researcher has discussed the second phase of the research.
This chapter essentially consists of the explanation and analysis of the
questionnaire and survey response to substantiate the finding in the chapter 4.
Also, weighted average is calculated to find the overall response of
respondents to the questionnaire. This is used to judge overall acceptability of
the questionnaire. Also, viewpoints of various employees are been noted and

third party interviews are also conducted to see the qualitative effect of

researcher’s ideology on others.

5.2 QUESTIONNAIRE
There are different methods that are used to investigate a research problem.

The methodology must indicate clearly as to which method has been used and
why a particular method or procedure has been used. The method used must

be appropriate to the objectives of the study. Keeping the above in view, it is
necessary to state as to how one analysis the data collected from literature or

case studies, how comparison or correlation of interpreted data has been done,

how response to questionnaire has been interpreted and how presentation of

the study material has been done to support the stated outcome. Following

steps define the methodology used in the present research.

5.2.1 Survey Feedback
Introduction
Survey Feedback and sensitivity analysi

of organizational development t0 find ou

aimed at brining about culture changes for high

s is a useful tool used by researchers
t the impact of managerial trends

er productivity. Survey
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Chapter-5 Research Model

feedback can include assessing organizational work culture in respect of work
climate, cooperation and conflict areas, work values, job satisfaction and
dissatisfaction, superior-subordinate relationship, leadership style etc. Detailed
analysis of these areas becomes more important when serious attempts are
made for bringing about Turnarounds which are basically entrepreneurial
situations needing right approach and creativity. Management creativity can
reduce the human costs of a turnaround and increase the amplitude of

recovery. There are two kinds of management creativity, the first needing

study of company approach policy towards people management, strategic
management, operations management, redesigning management system and

structure, and similar issues. Another type which is a subtler type looks for

synergy by pulling together unique and effective ways to handle goals,

policies, strategy, culture, stru
the latter type which the researcher

assessment of the feedback / opinions receive
about the impact of management style adopted during the period of working

cture technology and management systems. It is
has kept in mind for his analysis and

d from erstwhile colleagues

together.

Sample Format

Sample selection as used for survey is based on a wide coverage from

colleagues of the researcher some of whom are now

amongst erstwhile
s in management hierarchy. Mostly, the feedback

occupying senior position
is obtained from different loca
his service tenure viz field units, fr

and corporate Headquarters of the com
es who have since moved to
nion is also obtained from some of the colleagues

tions where researcher had worked during
om east, west, north and south of India
pany. Feedback is also obtained

private institutions both in
from ex-colleagu

India and abroad. Opi

working in senior management with Group Companies of the holding

i om colleagues who have since
company. Response is also sought fr g

superannuated.
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Main features of the sample groups are given in the following table:

Table 5.1 Response summary

S.No. Location No. of Gender Education Age Region Religion Category
Responses Group
1 Fi ielfi 0l Male Bachelorof | About | North/East Hindu Top Mgmt
Location Chemical 50
(Nortl/East) Engineering years
2 Field 03 Male Engincers 45-50 East Hindu Top Mgmt - 1,
Unit(East) years Middle Mgmt-2
3 Field Unit 20 Female4 16 Graduates | 3545 East Hindu JuniorMiddle
(East) Male-16 | 04 Engineers | Y& Mgmt
4 Field Unit 50 Male 30 Graduates | 35-40 Notth Hindu Top mgmt -5
(North) 20 Engineers Middle Mgmt-45
5 Field Unit 09 Male Chemical 40-50 West Hindu Top Mgmt-1
(West) Engineers years Middle Mgint- 9
6. Corporate 27 Male Chemical 3545 North Hindu JuniorMiddle
HQ /Mechanical years Mgmt
Engineers
7, Private 06 Male Engineers 50+ West Hil}du/ Top Mgint
Corporate Sikh (Heads of Depts)
8 Group 02 Male Chemical 53-58 South Hindu Top Mgmt
Company Engineers years
9 Working 05 Male Engineering About Foreign Hindu Job Contract
Abroad 45-52
years
10 Retired ol Male Engineer 60+ East Hindu Ex Middle Mgmt
L Employee

Questionnaire Details
n was attempted by forwarding a questionnaire to many

Feedback generatio
am members working with the researcher

erstwhile colleagues and other te
during his service career at different locations to know their response. Almost
ded positively which h
is over next several pages for ready

ve been taken up question wi
cent per cent respon a P q se for

detailed discussion and analys
rsonal growth and difficulties in changing mindset

appreciation. Issues of pe
g sessions Were held on human values.

detail. Special trainin

were discussed in
in attitudinal behaviour of employees which

The result was great improvement
ment and higher productivity. A novel method of

led to better work environ
ployees towards hi
¢ workshops highlighting important issues

feedback at the end of workshop from

focusing attention of em gher values and business ethics was

developed in the form of series O

leading to self development. General

ery encouraging. The workshop enabled employees to

the participants was v
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know their own self. It made them aware of how small acts can lead to big
gains. It nudged them in the direction of knowing themselves and thrown light
on ‘what is life’ and ‘what is time’. It made them see their colleagues in new
light. This lead to a satisfying sense of elation amongst the employees with to

marked change in job involvement enabling the organization to achieve great

heights of performance.

Such acts of higher and consistent performance cannot come without personal

investment of the leader. Here one is reminded of the famous words of J.RD

Tata who once said “The wealth gathered b

a century of industrial pioneering formed bu
which they enriched the nation. The whole of the wealth is held in trust for the
fit. The cycle is thus complete; what

y Jamshedji Tata and his sons in half

t a minute fraction of the amount by

people and used exclusively for their bene
came from the people has gone back to the people many times over.’

General Observations

1. Most responses are indicating positive assessment by the responders

about leadership style.
2. All responders are positive about 0
record which of great significance inh

3. Overall assessment remarks by som
ement impact.

perational improvements and safety

ydrocarbon industry.

e of the assesses indicate full

agreement with Indian Ethos manag
4. There is no negative feedback reflected in the response sheets.
5. Responses by top management cadre are quite positive.
6. All responses indicate that Management by Indian-Ethos brought

ries of employees

about a good impact on all catego
sound because of following factors

7. The above response appears t0 be

ses were sought after @ period about 10-15 years old when

e Respon
the units (initially in lower productivity) have now turned around

for better.
e No direct canvassing Wwas done. The questionnaire was sent

through courier t0 2 nodal person who di

these and got th

stributed and recollected

e feedback.
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e Respondents were quite free to respond either way as there was no
obligation of any sort on either side.

e The responders belong to all categories/cadres and are fairly

representative.

5.2.2 Questionnaire Objective

1.

10.
11.

12.
13.

14.

15.
16.

A questionnaire (Annexure-) as developed to asses the response of the
many colleagues with whom the author had worked in mid nineties
which means after a gap of 10-15 years.

It aimed at obtaining an independent feedback from a cross-section of

ome now in different organizations.
the survey was clearly highlighted while seeking

er/questionnaire enclosed.
ponse so obtained would be free, frank and

employees s
The purpose of
response. Sample lett
It is believed that the res

independent without any influence by the author.

The questionnaire was sent to respondents all across the country and

also some foreign locations.

Scale 1-S was used to seek the response.

In all 130 questionnaire forms Were sent around to various respondents

both within the country and abroad, in public and private sector

Many lady respond

All questionnaire form

ents have also responded.
s were sent by post/courier to nodal persons.

eived by emails

A few responses were rec
s initially about scale interpretation as some

There were a few querie
had assumed 1 as the high point and responded accordingly.
A few superannuated persons have also responded

The respondents covered many ]
ed other ]Jocations where t

e questionnaire gave free o

ocations where author had worked.

Also, it cover he respondents had now moved

All questions in th

the respondents own ap
free to respond.
e received representing a percentage of about

ptions to respond as per
preciation

The respondents Were

123 + 1 responses Wer

over 93 percent.
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17. Many respondents are in top management cadre given the time gap that

has elapsed since the time of their work association with the author

18. Some respondents were in workmen cadre at that time and have now

progressed in mid/lower management positions

19. By and large, response was spontaneous received in a matter of days

without any pressure/influence exerted on them

20. The questions were designed to solicit clear cut assessment and were

not vague.

21. The questions were meant to obtain an opinion survey as to the

efficiency of management style based on Indian Ethos.

5.2.3 Framing of the Questionnaire

1.

In all a set of 13 questions was framed to elicit opinion from across

organizations on random basis.

Questions were targeted primarily to obtain individual opinions about

the leadership style and functioning with focus on effectiveness of

Management by Indian Ethos.

A brief introductory para about the purpose of such a questionnaire

was given for appreciation by respondents.

The target audience was aimed to be all such colleagues with whom

thor had worked at various locations.
eved that response as forthcoming would be fairly

the au
It was beli
independent particu

It was also believed th

larly when a gap of 10-15 years had elapsed.
at a positive response would indicate the

respondents personal belief in Management by Indian Ethos even

it might not be practiced wholly by the present management

ons, first four were about the leadership traits exhibited

though
Out of 13 questi

during functioning, question no. 5.6 and 8 were aimed to get

respondents assessment about public dealings with employees and

neighbour community. Question 7 was meant to know about

organizational image with all stakeholders including employees

Question 9& 10 were included to know the respondents opinion about
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operational improvements by that style of management. Last three
questions were framed to get a broad impact that the leadership created
on employee morale, unit profitably and visibility of the practices
adopted during that work period.

8. By ranking the probable answers in a scale of 1-5, it was expected to
give a range for response avoiding any form of subjectivity.

9. It also provided a reasonable amount of coverage for independent
assessment without any force or plea to respond in a particular fashion.

10. Respondent’s identity was kept completely optional

respondent, all others are in employment at present

pondents has been from top management cadre

11. Except for one

12. The cross section of res

to lowest cadres including a few by workmen.

13. Adequate space Wwas provided in the questionnaire to express

respondents overall assessment and remarks at the end of

questionnaire. The same was neither binding nor overriding.

5.2.4 Survey — Responsé
obtain an independent feedback on t

a questionnaire was developed (Appendix A)

In order to he effectiveness of the

Management by Indian Ethos,
and sent to around 125 erstwhile colleagues now working in different

locations/ oil companies including abroad.

ceived from these respondents with breakup details is

Response as 1€
ndix B. Overall categorization of responses to the

summarized in Appe

questionnaire is shown in Appendix C.

5.2.5 Analysis of Questionnaire
In this section each of the questions has been analyzed separately to assess the
impact of the subject question on the turnaround prospects of the industries

unit.
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Q 1: How would you rate the period of working together in the Organisation?

Introduction
Asking persons who have worked together with the researcher in an

organization about their assessment (positive or negative) of the impact of
such togetherness in work areas becomes relevant as part of this questionnaire
because it gives a broad assessment of the responds opinion, independent and
unbiased, even those a gap of 14-15 years has taken place. It also provides a

holistic picture of the work ethos changes that are brought about in the
working environment. All human beings are privy to intrinsic qualities of
m which need to be selected by sustained efforts to uphold the

transparency and sincerity through the power of

humanis
principles of honesty,

bonding. Right from ancient times,
compassing altitude of tolerance and compassion

Indian civilization has respected pluralism

which emphasizes on all en

while dealing with fellow beings. Basic moral values such as self interest

sacrifice. benevolence to others, honesty of purpose and dutifulness lead a
person towards a state of perfect harmony with the rest of the creation

generating, in turn, love for all other beings.

It is said that once ADI Sankaracharya set out to locate the ideal place for his

first monastery (mutt). He wanted this to be located in a place where each
inhabitant lived in harmon
in a place, where he saw
from the falling rain, It was a

relaxed and trustful toad was

y and trust with each other. His search culminated
a serpant protecting with its hood a pregnant toad
perfect picture of blissful calm when the fully
basking under the shelter of the serpent. This

narration brings out the feel that in a group where trust, understanding, love

and care reign the atmosphere is al

such a place, each person supports, and i
s out the best in the concerned

ways charged with positive vibrations. In
s in turn, is supported by others. This

persons as all the hostile feelings

naturally bring |
hich otherwise act @S stumbling blocks to all progress.

get neutralized w
Complete synergy and cooperation gets evolved amongst all team members

leading to enhanced organizational effectiveness. Stephen covey in his book

‘Seven Habits of Highly Effective People’ refers to this virtue as Inter-
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dependence. Such a synergy helps in building a strong bond between the
Led’ and the ‘Leader’. Bhagwat Gita also backs this with the saying:
“Yad Yad Acharti Shrestha.Sayat pramanan Kurte,Lokah Anuvartate’

“Whatever the best men do, others also do that. The world follows the standard

which the leader sets for himself’.

All activities whether social, economic, political or domestic, when pursued is

an attitude of detachment can never bind the actor by their results. Results can

cling to the doer only when he acts with expectations and attachment to
definite results.

Working together with this spirit of work for work’s sake can produce a best

work environment where each player will feel proud of his work and
contribution to the system. No
drudgery but is essentially the joy 0

believe in escapisms. Instead, every b

person will feel that work is slavery or
flife. No man is born to rest in idleness or
eing exhibits his eagerness to meet the

new challenges of life and at every turn does his best to meet these challenges.
Those who adopt truth and purity of mind as the basic standards in is exercise
always progress in life with a spirit of detachment from the anxieties of fruits
Everywhere around us, one can observe the spirit of ever prevailing

e it sun shining, rain falling,

t etc. All serve the world tom

of action.
river flowing, plants flowering,

self sacrifice b
ake it what it is and yet none of

trees bearing frui
creatures and people benefited

assing recognition from the

them demand a p
perform their duties showin

from them. They all g how to attain fulfillment in

every performance.

Survey Response
Keeping this in view, it was necessary to from the question on ‘working
together’ and to know how
earlier would respond particula

the question of working togethe

people with whom the researcher had worked
rly after a gap of around 15 years. Rating of
r by erstwhile colleges now occupying senior

positions in management hierarchy gives 2 clear insight about the

effectiveness of Indian ethos based management.
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Table 5.2 Response to Question 1

S.No. | Location Rank 1 | Rank 2 | Rank 3 | Rank 4 | Rank 5
1 Field Units 2 - 12 33 36
2 | Corporate HQ - . 3 16 8
3 Private Corporate - = - 2 4
4 | Group Company = - m I 1
5 Working Abroad % = - 3 2
6 Retired Employee - - - - 1

The above table reflects the response of all such colleagues spread now at

different locations including one who has superannuated. In all 130 responses

forms were forwarded (by email, post, courier) out of which 123 persons in

different categories have responded. The response were ranked from 1-5 with

| being lowest and 5 being highest. As can be observed, over 80% responses

are ranked at 4&S5 ratings which does show that working together was really

appreciated by vast majority. The belief that all positive thoughts can get

consolidated in the spirit of working together is proved beyond doubt by fairly

good response to this question.

RESPONSE ACCORDING TO THE TYPE OF UNIT

£
= 40
& 35
=
Q 30
D25
= 20
5 15
[=a]
= 10
2 s il i ) _
= .
= (s} = Corporate Private Group Working Retired
2 Field Units HQ Corporate Company Abroad Employee
o o} o 0 o]

E Rankl 2 o 6 o o 5
=

Rank2 (0] N o o 0 %
Ld

Rank3 12 8 " 1 3 4
=

Rank 4 33 . 5 1 5 i
& Rank 5 36

Fig. 5.1 Response to question according to type of unit

93




Chapter-5 Research Model

OVERALL RESPONSE TO THE QUESTION

u Rank1
H Rank2
-1 Rank3
& Rank 4
& Rank 5

Fig. 5.2 Overall response to the Question 1

Discussion

Management style practiced currently by industry executives is basically a
(=}

technique imported from the west and is not germane in Indian Soil. Mere

concentration on production targets and ‘profit and loss accounts’ does not

give any leverage for a turnaround as it gives secondary importance to the
o

‘balance sheet’ of ‘human talent’ and ‘human values’. The core of modern

management thought is that the employee 1S retainable as long as he is

efficient. skilful and productive. The moment he ceases to be serviceable, he

stands discarded and is promptl

that management and employees are separate
re diverse and their claims are conflicting. This

y replaced. This approach leads to the concept

entities as their approaches are

different, their interests a

makes the workforce to resort to underhand pressures for extracting as much

; ’ ommon, violence is rampant absentism
as possible. Thus conflicts are €

becomes the rule and strikes and breakdowns are daily occurrences.

This was literally the picture prevailing is an industrial unit where the

d. It was difficult to im
Industrial relations were at lowest ebb and there

prove productivity much less talk
researcher worke

about improving values. . n

were instances of physical assault on top executives. PI‘Oduct1v1ty per
ins

employee was minimal and overtime payments were at peak. Frequent
y

uipment Wwere causing immense loss of
breakdowns of plants and €d
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production. Major fires had crippled unit operations and safety standards
were either not followed or were non existent. Inter-departmental
coordination was quite low and desired much to be improved. Union activity
was at its peak and no officer or manager was prepared to confront lest he be
physically assaulted. The situation called for a massive change in total
outlook of the organization both in terms of managers and workers.

Working together for a common cause of brining is a complete turnaround

was felt extremely necessary and urgent.

One of the bold steps taken towards this goal was formation of a joint

management Council comprising of all heads of departments, members and

office bearers of both workers, union and officer association under the

chairmanship of the unit head. Regular meetings of this council were held

once in a month. Bringing in all the union and association members, on one

ard nut to crack initially. But all misgivings were

table itself, proved to be a h
gradually removed by free and frank discussions in the forum. Regular

reviews on the progress about listed jo

undertaken. The doer’s difficulties in not ac
ated and new time table was accepted
preciating the overall guideline that jobs would be

bs and future action plans were
complishing the tasks in time

were also appreci for completing the job.

All members started ap
undertaken if these fall und
started minimizing the chill 1
built over a long period of m
departments in such meetings brou
s and officer association fun

nd amongst all employee
came known to all the employees. Participative

two-way, communication, productivity, work

er the company policy frame. Mere sit-ins together
n relations between the management and workers
istrust and neglect. Presence of heads of
ght in gradual appreciation from union
representative ctionaries. Emphasis on team work
started gaining grou s once the system of Joint
Management meetings be
management with stress on
efficiency, Training and Develo

general sense of responsibility t

pment brought in gradual commitment and
owards organization. Discipline started

improving by way of improved Commitment towards set targets by all

employees. Difficulties in departmenta
hments were eliminated b

| stands which previously impaired

smooth job accomplis y discussion across the board
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between concerned departmental heads during such meetings. Overall plant
performance showed a definite trend towards betterment with lower fuel
and loss percentage (Annexure) form earlier level of 5.0 percents to 4.5
percents of throughput sustained thereafter also for several years. The unit
thus survived a big challenge in its survival by not only meeting the targets set

forth year after year but also living upto the expectations of the stake holders.

Conclusion

As seen from the survey respons
Units, 88% from Corporate HQ, 1
Group Companies, 100% from ex-C

retired employees have rated their res

e, nearly 83 percents responders from Field
00% from Private Corporates, 100% from
olleges working abroad and 100% from
ponse at 4 & 5. This shows that working

together’ and ‘working together as a family’ which are two different faces

of the same coin was quit effective in facing challenging and turing the corner.

Success in this mode was assured as all members started enjoying the benefits

aring of positive strengths. This created a vibrant work force

of the mutual sh

always working in unison for achieving the desired goals.

Q 2: What is your assessment about leadership qualities exhibited during
the tenure?

Introduction

All leaders Create synergisti

and the environment. Every

¢ relationship between individuals, organization
high performing organization has both high

people engagement. It, therefore, becomes

people alignment and also high
ow leadership at workplace can bind all

necessary to understand as to h .
employees towards 8 common goal with same enthusiasm and effort
irrespective of their personal beliefs and perceptions. Indian Ethos helps one
to focus on pure human consciousness which alone can bring about
g to true realization of SELF as a

nd and spirit ]eadin

s can then facilitate @
hasized by Sri Aurobindo without which it can be very

So long as employees are not able to

communion of mi , .
doption of integral approach in

spiritual being. Thi

management as €mp
rward in unison.

elves, the tendency

difficult to move fo . e
to remain as ‘divisive individuals’

integrate their different s
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can remain often controlled by external mechanisms. The human behavior
soon starts getting influenced by external realities paying little attention to

ones inner moral forces. Self realization is thus very important to help develop

an integrative approach to achieve progress.

In order to thrine, every organization is required to maintain a distinct relationship

with its environment. This necesstitas a leader to establish a good balance of

equilibrium and a good framework of ethical and moral values. With emphasis on

economic consideration only, no organization can contribute towards holistic

development of the society. This myopic tendency of focusing on the short-term
success mainly of economic gains leads to increasing hunger for power and

achievement leading to manipulative tendencies and neglect of collective interest

of the organization. Most of the problems of a modern organization seem to
evolve from the disturbance in the &

system and the organization such as lack of

quilibrium among the components of social
mutual respect and faith. The western

philosophy of management has no doubt helped in discipline enforcement

focused primarily on tangible economic gain negle
which can ensure wholesome pro

number of tools and techniques, which, if applied carefully, and consistently of

There is thus a strong need t
ol is to be applied under a given set of conditions

s can be used t0 produce sound results without

cting attention to basic human
values and ethics gress. Indian Ethos has

producing great results. o focus on developing

techniques for judging what to
and how these management to0l
disturbing the equilibrium. For this, one must have clarity of objectives and
thoughts which again depend on purif

great Indian cultural heritage deal with
on the basis of Indian

y of mind and heart. Indian Ethos and the

these aspects of purity of mind. Any
:s bound to be more effective i
management model ethos 1S e in

bringing about the turnaround.

In the unit under reference, then was a strong need to revitalize the human
mindset of the entire workforce displaying such
personal example. Rea
s thought to be best way t

question is thus done to elicit opinion of the

leadership skills which were

based on total transparency and ching to all the employees

in a subtle and silent way wa

o communicate with

employees at large. Framing of this
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erstwhile collegues and their assessment regarding the efficaty of the leadership

qualities exited during the ten year of the researcher as unit head.

Survey Response

The question under reference Was circulated for response from erstwhile

collegues is an attempt (O know their assessment about the leadership style of

the author based on Indian Ethos. Following table shows fairly good ratings

by all the respondees as majority, have again responded by placing their

assessment at 4 & 5 rating which confirms that transformation of mind can be

brought about if one adopts a transparent style of functioning based on broader

principle of ethics, values and spiritual behaviour.

Table 5.3 Response to Question 2

T

S.No. | Location Rank 1 Rank 2 | Rank 3 Rank 4 | Rank 5
e —____.————'
1 | Field Units 4 4 16 31 28
7 17 3
2 | Corporate HQ -
3 | Private Corporate - - 1 4 |
- = - 2 .
4 | Group Company
: - - 2 2 1
5 | Working Abroad
) j B} 1 - B}
6 | Retired Employee | = |
RESPONSE ACCORDING TO THE TYPE OF UNIT
wy
= 35
S 30
g 25
& 20
o
= 15
[=a]
= 10
z ° . e o
= . private Group Working RCtIer
2 Field Units Corporatc Corporate Company Abroad Employee
0 0 0
E Rank1 4 0 g o 0 ;
i Rank2 4 0 . o » .
LI Rank3 16 7 5 5 5 =
B Rank 4 31 17 ) 0 . 5
& Rank 5 28 3

Fig. 5.3 Response¢ to Question 5 according to type of unit
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OVERALL RESPONSE TO THE QUESTION

= Rankl
 Rank2
~ Rank3
e Rank 4
wRank S

Fig. 5.4 Overall response to Question 2

Discussion

It is generally seen that all individuals and managers in particular face the

problem of synchronization of mind and heart during decision making. Glta is

one of the best illustrators that shown how an organization or team can

succeed in achieving the objectives with the help of practices based on moral

and ethical values.

Ref Chapter 2 — Versa 48 of Gita states

“Yogestwah Kuru Karwani Sangam Tyakta Dena
Santam yoga Veyate”

yjaya,
Siddhahsiddiyoh sano Butva,

even mind abandoning attachment both in

Which means work done with
This state of mind helps a manager to

success and failure is performing Yoga.
uit of action without
gs free both in success and failure. The

femain steadfast in his purs any sense of attachment. This
In turn helps him to remain Stre
cannot disturb th
ause of organizati

e spirit of action in order to produce

situational factors thus
on, Society, nation and even

the quality action for broader ¢

uHiVerSE'
eaders who are internally or intrinsically

Research has confirmed that I
re interest, excitement and confidence

und to bring MO

motivated have been fo
To enhanced Per

, o . formance, sustainabili
to their organizations leading ty. self
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esteem, creativity, heightened vitality and general well being. This actually
happened when the author adopted an inclusive management style in finding
solutions of the problems and building strong work oriented teams all over the
unit. A detailed workable meeting schedule was drawn up and adhered to for

ensuring a sustained pace of progress and job accountability. Week days were

divided to visit various work areas and interact first hand with managers

employees and other associates. This gave a good appreciation of problems

being faced at shop floor level, the resolution of which was necessary to

ensure smooth progress and higher productivity. It was decided to organize

sectional meetings on work spots where presentation on job related problems
and other lateral issues were made by the employees in the presence of unit
head and sectional/departmental in-charge.

to liquidate the bottlenecks raise by sectiona

Difficulties in finding commitment
] officers and other management

executives had to appreciated and time bound solutions found to the

cted employees. Regular revisions
This movement started gaining

satisfaction of the affe at job site were held

n the agreed targets.

to ensure compliance 0
d feeling that a caring and con

cerned management

grand and people starte
n turn motivated staff to honour

re drawn by relieving

means business which i their responsibilities
and commitments. Departmental development plans we
Head of Department of his

next in command were asked t

day to day work for a period of one month. The

o run the department in his abs
round and interact within the de
(virtually all) and frame a policy draft to be

n. This plan was then handed over by him

ence and Head of

Department was asked to move partment, with

as many employees as possible
later converted to depaﬂmental pla
to his deputy who deputized for him

briefing to convert the same (0 2 d
uring next one mont
mental development

gestions t0 improv

as HOD during his absence with detailed

epartrnental development plan. He was
given time free d h to prepare the plan and at the end of
plan was produced and presented to

one month a depart
e. After incorporating all the feasible
lan was launched and regular review

This brought in good

the department for sug
qtal development P

o follow up on
] the departmen

suggestions, departme
progress.

meetings were held t
accountability from al ¢ colleagues leading to enhanced

productivity.
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Another step to bring in accountability was introduction of a pass book concept to

monitor expenditure on various planned schemes as per budget. IT was generally

observed that expenditure used to always fall short of commitments at the end of

the year due to poor job progress. Every HOD was given a departmental pass

book at the beginning of the year incorpor
HOD was required to monitor expenditure profile after getting the passbook

updated every month by finance department. Any shortfall noticed vis a vis
g a revised plan of action. This helped in

ating the fund allocation as per budget.

commitments was rectified by drawin

ensuring that all jobs progressed more o less as per schedule.

The most important resource of an organization is its human resource. A truly

great leader has deep insight into

the thoughts and aspirations of others and motivate people to give their best.
Organizations which appoint peopl
people end up losing clientate and there

leadership Skills employed were Very he

what makes the human heart tick, tune into

e who lack sensitivity in dealing with
good will. Some of the team building

Ipful in ensuring this change.

was developed by self awareness and
eping an open mind, cultivating the habit
n helped in

e Insight into Human Nature

observing others keenly. Ke

k at the essential truth behind every phenomeno

to loo
strengthening ones insight.

developed and preferred over controls/
o fool others for long. A g
human being with a high jevel of integrity. By being
sharin knowledge, he
am members

key factor. A success
f even if he/ she can. S/he gives

e Mutual Trust was
enuine leader

manipulations. It is not €asy !
has to be a
candid about

freely invokes

his failings g his experiences and

trust amongst te
onsibility was a

o everything by onese .
sition and ability W1

s but also developin
ect wWere avoided. A leader teaches by

ful leader resists

e Delegating resp

the impulse to d th the view to not only

cording t0 po

izational tar get

assignments ac g the individual.

fulfilling organ
o demand resp

osition and more on
ont P

e All attempts t :
wer of his
epends less he pO

example and d
a and inﬂuence-

personal charism
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e High Energy Levels were shown towards jobs which reflected hope

and passion. This magnetism infuses warmth in dealings and a style

which binds rather than alienate and divide.

Conclusion
The questionnaire has been rated at 4&5 by 71% from Field Units, 74% from

Corporate HQ, 83% from Private Corporate, 100% from Group Company and

60% from working abroad this shows that leadership quality exhibited during

dealing with all collegues did produce results. Basically, a leader must have self

power so that he can experience his true bearing. When he has respect for all

people, peers and subordinates alike, success is bound to come. Power based on

Ego lasts only as long as the object of reference is there. Any power linked with

position, money, and title lasts only as long as these things last. It vanishes as

soon as these things disappear. True power based as the knowledge of the self is

permanent and ever lasting. Such a power draws people to the leader, magnetizes

people and helps in building bonds with people, a things which lasts long in

people minds. This is only possible if one has full belief in Indian Ethos.

Q 3: How would you approve of interaction style with all employees?

Introduction

India has culturally always held Gurus/Teacher
rganizing skills. Kautalya’s

s/Great leaders in high

esteemed because of there good leadership and o e
Arthshastra is the first documented treatise describing qualities of a leader. He

is not a single letter which cannot be part of a hymn, there is

opines that there ’
cannot be prepared and there is not a

not a single herb from which medicine ' |
single man in the world who is totally useless, the only need being a right

approach in assign the potential which ca

use of them in proper manner. Atharveda
gesting that a leader should love his

n help a good manager to make good
describes in detail about the qualities
of a leader is an organization SU&
s a cow loves her calf. Leader’s good

subordinates in the same Wway a

behaviour should help in convertin ‘ T P
fact, group peace in an organization can be

g any one against the chosen path into a

willing partner and colleague- In

achieved by following the directions given in this Vedic verse.
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“Sangachadvan, Samvaddhvam, Samvo Mansi Jayate, Deve Bhagem Yatha

Poorve, Sanjina Mupuste”

Meaning that we should move together, speak together. Our hearts should be
one and we should cooperate with each other in same way as divine powers
do. In ancient times, the medium of communication being primarily oral,

Indian philosophy laid lot of stress in using soft words leading to peace and

avoiding conflicts. “Vachem Vadat Bhadrya® stresses that leaders voice

should be soft and loving. Considerable importance is given to the traits of
persons holding the responsibilities of the organization Mahabarta lays special

emphasis on the qualities of a manager (the King). A person who is brave,

ful, self-controllable, able to control anger, intelligent, well

able to keep confidential talk to himself and remain

truthful, merci
versed in literature,

concerned about the welfare of this team members is fit to be a manager. A

manager is expected to fulfil various duties during the course of his work. The

code of conduct as propaga
Parva of Mahabharata, Yudhishtra asks Bheeshma about the qualities of a

manager (King). Bheeshm
f conduct for him. These are:

ted by Mahabharat still seems relevant. In Shant

a enunciates 36 qualities of a manager (King)

virtually framing a code 0
e Follow Dharma without bitterness

e Love all fellow beings

e Never be harsh or cruel

e Follow ethics based actions

o Speak gently without Joosing self esteem

¢ Bebrave

e Donate for a right cause®
e Need not be outspoken
e Avoid bad company

e Do not be quarrelsome
e  Avoid using Kith and Kin for favours

e Act without Harming others
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¢ Maintain confidentiality

e Avoid self praise

e Do not indulge in thefts or stealing
e Don’t shelter bad persons

e Do not penalize without holding proper enquiry
e Do not reveal secrets

e Avoid greed totally

e Trust with caution

e Protect the weak

e Observe purity of purpose

e Do not womanise

e Eat Satvik Food

o Respect Learned peoples

e Respect Teachers

e Worship without pride

e Earn wealth with good incentives

e Serve the organization without bias

e Be efficient

e Give assurances only when possible to fulfill

e Do not blame others
attack other’s Character wit
orseful after performing for ri

hout reason

e Donot
ght cause

¢ Do not feel rem

e Be strict and follow rules

¢ Be humane

o create a right atmosphere and right

traits help 2 manager t
tive style and effectiveness in his

personality, interac
rdinates and colleagues.

a, Tatha Praja’ has gre
management requires effective communications,

All these above
impression about his
dealings with his subo

Indian quote of ‘Yatha Raj

In this contest the famous

at relevance in organizational

progress. In fact, people’s .
ple setting leadership, human resource

motivation, disciplining, exam

all this can be achieved by building up a strong sense of

development and
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credibility. If effective enough and draw all the follower to a couse it is in this
background that the wuestrion has been framed to elicit the opinin and

erstwhile colleagues on the interaction style of the researcher

Survey Response

The response to the question set up has been obtained again from a varied

cross section of employees. The same is listed in the table given below. It can

be seen that like previous question, majority have ranked their assessment of

interaction style at Rank 4& 5.

Table 5.4 Response to Question 3

S.No. | Location Rank 1 | Rank 2 | Rank 3 | Rank 4 | Rank 5
1 | Field Units 2 4 18 37 22
2 | Corporate HQ - 2 6 17 2
= 2 w
3 | Private Corporate - I
1 | -
4 | Group Company - 4
i - 2 1 )
5 | Working Abroad - |
|6 | Retired Employee - & -

SE )ﬁﬁOﬁU_Zm TO THE TYPE OF UNIT

RESPON
(A4
4 40
= 35 7
=
2 30
£ 25 .
s 20 .
& 15
[=a]
= 1o
= . \ .
m 5 | — = l..n._! - e ", #___:_m ] ) -
=T 0 private Group rking T
W : corporate orate Company Abroad Employee
= Field Units Ha corp ! a (
0
E Rank1l 2 0 X o ° :
E Rank?2 4 2 : ’ : :
L Rank3 18 6 ° . : :
E Rank 4 37 17 g : ! .
B Rank 5 22 2
R se to Question 3 according to the type of unit
Fig. 5.5 Respon
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OVERALL RESPONSE TO THE QUESTION

2%

e Rankl
M Rank2
s Rank3
w Rank 4
@ Rank S

Fig. 5.6 Overall response to Question 3

firms that when a leader reflects his sincerity of

S b
uch a response again con
ces follow him for bettering the cause and

purpose in all his dealing, all employ

im .
age of the organization.

Discussion
e unit under reference was when the

employees had become pessimistic

In such circumstances it

In . .
a decline situation in which th
rese

archer took over charge, most of the
management initiatives.

an .
d even hostile to any
one went about for tur

would have proved disastrous if
concepts of hire and fire. Creativity an
ging about 4 the d
e through ‘sit ins’

al modes of discussi
ions including the lowest cadres like

naround using western

d innovation suiting to Indian condition

esired change and make people

Was necessary for brin
together over a cup of tea in

real:
ealize the urgency of chang
on :

es office and such other inform

en : :
generate fellow feelings With all sect
ersonnel €tc we

actions come tha

on. Sincere attempts to

SW.eepers, housekeeping P re made to bring about change of
attitude. Most of times the 1€ ¢ it was for the first time that
they had entered the office of the hi
he reasons Of i
necessary redr
as continued wi

fferent department
for general welfare of the employees

ghest executive of the unit. A very serious

ndifference (O work w
essal within the existing policy

th all sections by earmarking

att :
empt of knowing t as made and
S

beSequemly analyzed for
rames. This dialogue process ¥

Sperifia 1 , .
pecific time on week days In di
ent’s concern

for close first hand

i "
Nteraction. Top managem
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was shown by stressing on good housekeeping and cleanliness, quality control,
better lighting in work areas, getting national and international recognition
through Covetous Awards and all round involvement, participation and
understanding. Regular periodicity of meets with union and officers
association was maintained to resolve long standing pending issues. Mere
articulating of core missions, goals and values was avoided and instead It was

explained to the rank and file through regular interactive sessions. A refinery

song in local language (Hindi) was composed and got sung through a choir

group of employees. This stuck a popular chord amongst all employees as the

song was sung on all occasions in all meets and by all present. Special

meets/sessions were held with family members and fervent appeals for their

involvement for turnaround was sought. A two way communication was

established for a shared vision and understanding. A weekly newsletter in the

form of Unit Darpan was started. In short, value-based management based on

‘walk the talk’ concep )
ptures are replete with such ethical sermons which can act

t is the best way to make an organization vibrant and

active. Indian scri ..
as light-houses in the vast ocean of present day globalization

has erupted all over the world. The lasting thoughts of “ Sarve bavantu
sukhina. Sarve santu niramaya, Sarve bhadrani Pashante, Ma Kaschit Dukh

Bagh Bhaet” meaning “everyone in the world to be happy, healthy, free from
t of effective communication of a good

uphoria a that

illness”, epitomises of the concep

manager practicing leader ship by Indian Ethos.

Conclusion
The questionnaire has been r

I orate IIQ 'V te 5
[i om WOI’klng

iver mode. It necessarily does not have to be in the form of
iver . . .

mpliment or a prayer, a gift of caring,
which can become most precious

ated at 4&5 by 71% from Field Units, 70% from
0% from Group Company, 60%

to be always in g
co
material things: it could be 2 flower, 2

. . . e and 1ove
attention affection, appreciation . .
things fi mployee even though such things do note cost anything. When

gs for an €

’

and laughter. This was the coordinal principle adopted by the researcher
nd laughter.

during his interface with his colleagues-

iS evi se.
is evident from the survey respon

The power of giving is everlasting as
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Q4: How deep was value orientation exhibited by top leadership?

Introduction
Work is the opportunity to deepen and express an experience with all beings

through selfless service. Apparently, it is difficult to retain the nature of

selfless service in the face of our no

compensation and benefit programs, but it is the onl
blissful feeling in all ones activities, be if job formatting or otherwise.

Generally peoples belief is that work provides livelihood even though
g exercise. Nontheless leaders do recognize the subtle

rmal desires and beliefs about

y way to experience a

at times

it acts as life drainin

impact of spiritual mind on the organizational environment and overall

working. The attitude and behaviors of spiritual employees enhances all

aspects of organizational performance and organizations that support their
excel in all areas of work.

employees value based activities and spirituality
n ‘what, where and when’ i

ens one’s OwWn experienc

n respect of values and

A reflective inquiry O
e in value based

spirituality undeniably deep
houghts vis 2 vis ones relationship within ones

management. Exploring such t
makes one realize that it is the value system

division or within one’s company
ence of spirituality at work. Parenting

alone that can deeper one’s experi
ple from being dependent children at

attitude towards employees connects peo
rate social responsibilit
y a place t0 get adequ

e self. In order to mak
Dr William A Guillay

d by the leader

work to sharing corpo y of the company. That results in
ate money for survival but a

work place being not merel
place of “fulfillment’ of the tru

arena for alround progress ©

e the workplace a lively

f the company,

recommends following practices to be adopted and exhibite

towards value orientation.

discovery

n-depth process of self
s consistant with ones

e Commitment to an i
;es and behaviour

e Creation of a list of activit

spiritual values. ) ..
es and ethics with important business decisions after
u

n right of wrong
rogrammes whic

ced life.

* Integration of val
a thorough debate 0

e (Creation of wellness P

h include eating, exercise,

health, recreation and balan
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e Respecting religious beliefs of every employee
e Establishing trust in a responsible way

e Dedication to continuous learning process

e Bringing ones whole self into work (mind, body and spirit)

e Teaming up for interpersonal growth
e Assessing ones values added preference

e Focusing on achievable goals

The above shows that a successful work place requires sensitivity and proper

structure which ties all people t0 work together including co-workers,

consumers, suppliers and all stake holders in terms of value bonding.

Managements need to support this integrating programme {0 €nsure progress

and a, smooth company turnaround.

Survey Response

The author adopted such approach
This is borne out by the response received for the question which proves that

be relevant every today.
nse from various categories of erstwhile

in problem solving and conflict resolution.

value based approach can really

Table below gives the respo

COlleag‘ueS.
Table 5.5 Response to Question 4
S —
S.No. | Location Rank 1 Rank 2 Rank 3 | Rank 4 | Rank 5
L —
i i 20 32 2
1 Field Units 4 7 - : 70
2 | Corporate HQ - 3 1 : 1
|3 | Private Corporate - - : 1
4 | Group Company - - : :
S 1
5 | Working Abroad - :
|6 | Retired Employee - - -
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RESPONSE ACCORDING TO THE TYPE OF UNIT

e

=z 35

a

g 30

a 25

o0

= 20

S

2 15

@ 10

=

= 5

5 ) . Corporate Private Group Working Retired

& Fietel Linics HQ Corporate Company Abroad Employee

= Rank1 4 o} 0 0 0 0

= Rank?2 7 3 0 0 0 0
Rank3 20 11 1 0 1 o

Rank 4 32 6 4 1 3 1

= Rank S 20 7 1 1 1 o

Fig. 5.7 Response to Question 4 according to type of unit

ERALL RESPONSE TO THE QUESTION

oV

i Rank1
@ Rank2
I Rank3
e Rank 4
@ Rank 5

Fig. 5.8 Overall respons¢ to Question 4

at 4&5 confirms that sincere work attitude and

Majority response of rankings .. .
ffective in brining about change in

self example by the leader can be very €

mindset of the employees

Discussion oo :
R T~ R Covey, €very organization faces severe chronic

. characte
problems, some of which are influenced by _ .
anization. Besides, its cultural settings and the

ence the mindset of the workforce. As

ristics and attitudes of the

individuals working in that Org

prevailing rules and regulations also influ
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per him, even though people try to exercise discipline in ones professional lives,
one’s personal tendencies get carried with every individual in the organization.
In his book, ‘Principle Centered Leadership’ he mentions that “no shared
vision and values” is the first problem which in fact is the root cause of all

other problems within the organization. Other problems that Covey mentions is

low trust and no self integrity. If the staff has low trust, it causes serve

depletion of emotional bond resulting in closed communication, poor
amwork and no problem solving. Similarly, if a person lacks

build a emotional work bank and consequently an

cooperation and te
integrity, it is difficult to
emotional bond. However values or S

the operation of the universe. Without the

piritual principles are the lows that govern
se values, there would be no

transparency in the system and no knowledge bonding and integration will take

place. The spiritual principles and human values provide the compass in the

human ship so that both civilization and human being can realize their purpose.

Leadership without human values will degenerate into an unnatural system that

nurtures corruption, vested interests, discrimination for short term gains, Albert
« Without ethical culture’ there is no salvation for

Einstain once remarked that ©
» are the core principles of any

«Trustworthiness

humanity “Trust” and
pen and frank communication which

organization. These help in establishing 0O
£ ownership and unity of visio

g decisions the leader has to m
ased consultation process become more result

n. In every organization, there

favours a sense 0
ake every day. But

are tens of small and bi
decisions made on value b

oriented and help in stabilizing the System some of these steps are:

he truth with free following of give and take ideas

e Findingoutt
as without rancour or civili

zation

e Listening to all ide .
e Allowing everybody t0 speak his mind on the topic

quests

e Considering all as worthy 1€
linking to the position

e Considering suggestions without

All this was tried at the unit under reference by the researcher and the results were

quite satisfying. Regular meeting
orientation was discussed without fail.

s of all HODs were initiated wherein value

To strengthen the impact, a small

111




Chapter-5 Research Model

meditation room was set up in the administrative building with conscious
undertaking that time spent in such meditation exercise even once a week would
generate the spirit of inward looking by all management leaders viz HODs, floor
managers and others in the organization. Deep breathing exercises followed by
meditation and subsequent discussions initiated by one of the volunteer manager
became a norm in such well attended gatherings there by fostering closeness and
camaraderie in the top management group. Decisions began to be taken in a sprit

of full understanding with each other and problem solving was immediate and

mutual debate and consultation was accorded priority. Such meetings with

lower/middle level management groups department/section wise once a month

were simultaneously organized to discuss broad issues of the work environment

and steps needed to improve the quality of work. This proved a milestone event

in ensuring change. Earlier it was believed that only top management gets chance

to talk to unit head and nobody would listen to lower level cadre. But such

meetings removed all misgivings though slowl
These open meetings also prompted the

y and people started responding for

brining about a positive change.

researcher to meet individual officers as W
date of birth was known from the records. Every day the officer whose birthday

fell on that day (sometimes two Or more) was invited over a cup of tea, given a

Birthday greeting card and sweets. Oppo
strengths of the officer which could be utiliz

ell at lease once a year. Every officers

rtunity was utilized to know about the
ed for the betterment of the unit. It

was also decided to improve productivity through individual job card system. It
was a difficult task initially but with close follow up directly and through

departmental heads, all officers started making Individual job cards which
facilitated a daily review of pending jobs with latest job status. All employees

ame to know that researcher also had his

were greatly impressed when they ¢
individual job card.
Monthly review of such job cards by next higher rank officer was initiated to

ensure that people remained constantl ' ik
ed jobs in time. This helped in improving

y in touch with their job/work plans and

took all steps to complete the assign |
nt thus accelerating and turnaround was

productivity to a very large exte

beginning to happen.
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Conclusion

Response to the question under reference has been quit good the question has
been rated at 4&5 by 62% from Field Units, 48% from Corporate HQ, 83%
from Private Corporate, 100% from Group Company, 80% from working
abroad and 100% from Retired Employee this only confirms the sentiments of
‘Khalil Jibran’ the great saint and philosopher who has said “When you work,
you are like a flute through whose heart the whispering of the air turns to
music”. It is through such dedicated work that the journey to excellence

begins. Leadership excellence with true value orientation is a matter of

building quality from within as a self directed and self valued process of

transformational learning and positive change. A leader has to depict

authenticity and genuiness in his relationships with others for a positive

growth. A leader has to create a Vvisi

mission and also communicate effect

on clarify aspirations, define purpose and

ively with his followers for adopting
effectors good and wise behaviors.

Q 5. What is your assessment of involvement of all employees as a family?

Introduction
akes things possible but it is the people who make things

Technology m
s the primary input in any management process. Any

happen. Man is thu
employee or worker in an organization irrespective of his category is first a

Man and then a worker 0

human being are no less 1M
A worke

r an employee. His needs and demands as a

portant, rather more important than his claims
as a wage earner. r as a man is a pack of feelings, emotions,
sentiments, likes and dislikes, priorities and preferences. His conscience
speaks and guides him for seekin
and also self actualization. This s
better quality of life and values ma
been there with Indian psyche though
t be generated and susta

g better quality of life, enrichment of soul
hift of vision from material hankering to
y be recent in western context but has
dormant over so many years human

ined for long by paying wages,

activation canno
g incentive oriented approach. Instead Human touch

bonus and adoptin .
sincerity of purpose, awakening of

fair-play, justice in thought and action, !
elings of empathy, promotion of goodness and

consciousness, fellow fe
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oneness, behavioral decency, and such like aesthetic values can go a long
way in bringing about transformation of mind. In fact, in the present day
social order, management has to be taken as a development process rather
than a career discipline Management approach has to be focused upon
development of man and society and not merely to train and retain a
worker. Such an approach improves the organization within the company.

A sprit of family culture pervades throughout the organization enabling all

employees to maintain a satisfying balance between their work and life.

People feel conscious of their work responsibility without any stress impact

thereby helping to increase productivity.

Some steps that need to be kept in mind while attempting to bring in a family

culture of ownership within the organization are listed below:

e Training of employees in the right way so that employees know what

m them

the company expects fro
mmunication with the team sharing

e Maintaining of a healthy co

relevant information at right time

s of the prevailing work culture and weeding out

e Proper analysi

undesirable practices
m by fostering team spirit to accomplish set

e Building up work enthusias

targets
y involving all sections to do their

e Planning proper work distribution b

respective acts timely.

elopment of good managerial traits with effective

All this requires good dev
patience, focus, dedication

leadership qualities such as ho
and consistency. A leader has 0 b

towards his/her work and employe
should have exemp!
m the right path, whe
as well. A cool, cal

nesty, confidence

¢ honest to himself and also exhibit honesty

es and never lossing one’s integrity.

- confidence to manage hi

Similarly, a leader ary . | ge his people
ver the employees seek guid

and always show the ne pioy guidance.

A leader has to be patient

m and confident person does not
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panic or lose temper when the situation is racking. A good leader considers

crisis, emotions, and tricky situations as part of his journey and never looses

his composure.

One has to be equally steadfast, committed and focused to the goal while
removing all obstacles and also finding better ways to make progress towards

A leader has to be fully dedicated towards his work and ensure
be it their families or environment. The

targets.

betterment of all the employees,

leader has to be a source of inspiration to the people around him, showing

consistency of approach and practice. In short, a leader has to act as a father

figure to the employees and the organization. This helps in developing a

family bond amongst all employees, each ready to help another in ensuring

progress.

Survey Response

It is from the above considerations, that the rese
from his erstwhile colleagues to know about the family type bond created

during his working in the industrial unit under

archer has sought the response

reference.

ut the mindset transformation:

Table below given an indicative assessment abo

_ Table 5.6 Response to Qu_(ition 5
S.No. | Location | Rank 1 | Rank 2 | Rank 3 | Rank 4 | Rank 5

|1 | Field Units 3 8 15 28 29
|2 | Corporate HQ - 1 11 9 6
|3 | Private Corporate - I 1 4

4 | Group Company - - 2 - -
‘5 Working Abroad - - - 5 .

6 | Retired Employee - - - 1 -
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RESPONSE ACCORDING TO THE TYPE OF UNIT
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Fig. 5.9 Response to Question 5 according to type of unit

NSE TO THE QUESTION

OVERALL RESPO
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i Rank3
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Fig. 5.10 Overall response to Question 5

e rated their assessment quite high in the range

positive impact that th
rought about in the mindset of the

Majority of the responders hav
of 4 & 5%, thereby confirming the
f working had b
ponders in the first
round 65% from other locations have

e leadership traits

exhibited during the period 0
d 69% of the res
5. Similarly, @

roup (field units) h
employees. Aroun il e
rated their response at 4&

response at 4&35 rating. Overal
nfirms tO th

| one can observe that assessment has reflected

a good trend which €O e belief about a healthy change in the

general attitude of the employees:
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Discussion
It would
be wrong to assume that the trend reflected above can be the result of
o

beli it i
eve that way, it is also true, that sincere attempts have to be made in

rea i
ssuring the employees that there are no selfish mottos in pursuing the
ma

nagement model based on transparency, ethical approach and honesty. It

w
as necessary to ally the fears of general workmen and others white collared

e )
mployees by reaching out to them to become a genuine partner in the

progress and a responsible member of a larger unified family. This needed

c : o
lose involvement of the leadership 1nto redressing their grievances through
personal hearings. The researcher provided a regular forum on a daily basis to

all the employees for such meetings by allocating a fixed time in his work
schedule. Initially people felt reticent taking it as a routine management game
e altitude. But slowly it

of weaning away employees from their confrontiv
g wrong in meeting the

started downing amongst all that there was nothin
family friend to express their genuine woes for redressal.

greet every employee on his bi

gacup of tea. Further, there

highest person as a
rthday through a birthday

It was also decided to
was backed up by regular

card followed by sharin
yees and his dependents

queries about the general health conditions of emplo
as could be known through visits t0 the hospital, talkin
elfare. This proved to be

alongwith Chief Doctor a

g the patients first hand

nd knowing about their W

ging about a change in family environment of the

d interaction with teachers and students

jtitude of the parents as they stared

revolutionary step in brin

employees. Similar visits t0 schools an

1 change in the a

brought about a radica
ot was a caring tyP

e and was genuinely concerned

realizing that manageme
all type steps like setting up of

£ the employees: Sm

jor citizens of the to

about change of mindset. Setting

about the family welfare 0
a ‘Nagar Chaupal® for sen

ladies proved to be quite h

up a health guide squad from amongst SC
standards was a very 00 receiving training from medical

wnship and ‘Nagar Vatika’ for

elpful in bringing
hool boys and girls of middle

d step which after
preventive steps for avoiding basic health affecting

staff in propagating about
ost to eradicating social ills like hegards of smoking

problems lent a strong bo
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drinking etc. of approach. Management also started involving spouses of the
employees by arranging conducted tours to factory area once in a week for

their first hand appreciation of the employees effort at nation building by

performing various duties and tasks such as production, dispatches,

environment control etc. A men practices of informing the housewife first of
her husbands promotion or elevation to next higher rank was again a novel
step to usher in a new family atmosphere. All theses efforts were hardly cost

oriented but did bring about a big change of mind and new enthusiasm for

work.

Conclusion
The questionnaire has been rated at 4&5by 6
Corporate HQ, 83% from Private Corporate,

100% from Retired Employee this proves the
y team in terms of collaborati

hared vision, collective intelligence, relation

8% from Field Units, 55% from
100% from working abroad and
point that The best

characteristics of a famil on, co-ordination,

listening, positive attitude, a §
g and conviction can help any organization

company goal. Any leader who fails in

loping collective thinking which is

building, patience, logical reasonin
to move forward towards achieving the

fOStering these values cannot excel in deve

g effective performance and team SUCCESS.

S0 very vital for achievin

of public dealing style of top management?

Q 6: How would you approve

Introduction
ws from an inspired and spontaneous

The strength of a tru€ Jeader flo
at the organizations of today generally

motivation to help others. It is seen th
h lack of work cu

s feel lack of mo
ary blending in Bi

ntaneous motivati
Unfortunately, the driving forces in

ons and competition

get bagged down wit lture, low efficiency, conflicts and
tensions where employee tivation due to poor leadership.
Unless the leader is a mission
excellence, dynamism and SPO

hardly become a role model for

mself the true qualities of work

on to help others, he can

other.
s ambiti

today’s rat race are speed and greed as well a |
o-moral fibre of the society. There is a

which has lead to erosion of ethic o ,
y directed acquisitions, motivation and

Perenial conflict between externall
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g
an

different i i i

. ar

leader has to be creative see things diffe
doing and being closer to the people with wh
full of directions as to how a leader can become a

followers by adopting the concept of ‘work for work

rently and ind new ways of thinking,
om he works. Our scriptures are
motivating force for all his
s sake. Bhagwad Gita

su i
ggests following ways to free oneself from a falsified ego-conscious state to

a ﬁ. R .
ee and pure mindset which can help a leader to achieve effectiveness in

discharging all his duties that fall in his domain.

|tivate a sound philosophy of life

¢ A leader must cu
ellence through «work is worship’ concept

e He must strive for exc
e in all his dealings

¢ Pursue ethic-moral attitud
lts as the workings of the world are not

¢ Develop non-attachment to resu

designed to respond to one’s expectations

Thus to become effective and accepted by rank and file, a leader has to renounce

fore self, work in teams, respect dignity, build trust and

egoism, put others be
nious work environment to attain

ensure a sharing, caring, cooperative and harmo
higher goals of life. A le

to change the values and
o ensureé people tran

ir thoughts in the ext
¢ work depends UP

se for mental frans

ader must recognize that unless sincere efforts are made

attitude of the peo
sformation. People’s actions are

ple by setting up a role-model

example, it is difficult ¢
ernal material world and quality

dynamic expressions of the
of these actions towards th on the purity of mind of the
individual, Creating a sound b2 formation for positive thinking

he values and attitudes of the people through

has to be made by changing
n/win attitude amongst all

ent must create a wi

amples and high standards by SUperiors, peers
ooperation. This alone can

education, training. Managem
employees by setting personal €X
tual respect and ¢

and top leadership based Of mu
g service attitude by

motive people have 10 adopt stro?
gi Spu’lt,

performing the work as

selfless service in true ‘Karamyo
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Survey Response

Keeping this requirement in view, the question was designed to elicit general
opinion from the respondees about the effectiveness and consequent approval
about public dealing practices adopted by the researcher. Table below gives
the ratings which are again showing that a very good percentage has rated the
approach at 4 & 5 ranking confirming the belief that transformation of mind
can be brought about by sincere adoption of a work culture which is strongly

value oriented and reflects sincerity of purpose.

Table 5.7 Response to Question 6

B
SNG. | Location Rank 1 Rank 2 | Rank 3 Rank 4 | Rank 5
[
: . 5% 36 18
| Field Units 1 3
|
] ) 4 14 7
2 |Corporate HQ | = | ~ 3
-l = 1 ) 2
3 Private Corporate | = | : )
4 | Group Company |  ~ | 4 :
2 Working Abroad I I
; 1 - -
6 |Retired Employee | = |
E OF UNIT
ONSE ACCORD
5 RESP
= 40
8 15
=
?; 30
w 25
% 20 )
&= 15 ‘
[=a}
- k- - .
= m B e Group Wasking ik
% = ~ corporate anjrt;’ie Company Abroad EEIoyes
= Field Units HQ corp o 0 0
)
B Rankil 1 o 1 - ° °
B Rank2 S : 0 0 © ’
Rank3 23 % 2 > ! °
® Rank 4 36 14 3 . ! 0
= Rank 5 18 7 i
ding to type of unit

i or
Fig 5.11 Responsé to Question 6 acc
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OVERALL RESPONSE TO THE QUESTION

1%

i Rankl
© Rank2
! Rank3
uf Rank 4
L Rank 5

Fig. 5.12 Overall response t0 Question 6

Discussion
The
Ires 1 1
carcher observed during his tenure that dependency and erosion of

low productivity, hostile attitude towards

val

ues was the main cause for
m. Peoples involvemen
It was decided to form quality

mana e . v 2
gement and high absenteeis t in developing positive
d urgent.

wor i
k attitude was felt both necessary an
he employees their own platform

ci ‘Wi :
rcles ‘with a difference’ which would give t

Departmental heads were requested to spare

for :
developing a shared culture.
ments to form the first

on
e person each (11 in all) from their respective depart

Training
y was held t
joined the group
for two Indian valu
rganization (Maruti udyog). At the

y the group to expand their

manager was put in charge of this

o name this quality circle as
has 12" man. The group

e system followed

e .
ver quality circle of this type:

grou
p and a formal ceremon

‘K .
aramyogi’ quality circle. Unit head

was o :
given a systemic eXpOser for 15 days
y oriented O

as undertaken b

¢ and employees-
sage of ‘Nishkam Karma’ amongst

P including attended by the unit

b w
¥ a visit to a highly productivit
en 2
d of this programme, & pledge W
The main aim of this

ba

se gradually to all the other worker
wad Gita’s mes
s of the grou

e ways of spre

gr
oup was to propagate Bhag

oth
er employees. Regular meeting
ading the pelief in human

he )
ad also were held to devise effectlv
ronment, health and

ral housekee

educational qualifi
indee

ping and envi

ing about a

es, improvement in g€NC
cations in order to br

h .
Ygiene, safety and security
d not an €asy task firstly

cultur .
ltural change in the organizatlon.
pared by

It was

Heads of Departments Were average

bec
ause the team members S
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sparanble low profile persons who could be easily spared and were certainly not
the go getters. But this very group really got transformed in about six months
time into a highly motivated group who decided to raise similar groups called
‘Sahyogis’ by developing a two days training programme designed exclusively
all new aspiring work mates who wanted to join the

by themselves for

movement of their own consent. An open register was kept in the training

centre for persons to register their names. the impact of this was so great that

without an canvassing expect word of mouth, volunteer groups head to remain

year for inclusion in ‘Sahyogis’ programme. A formal

‘Dikshant Samaroh’ was held for the first batch of ‘Karmyogis’ and ‘Sahyogis’

yDrSK Chakraborty an eminent professor of IIM kolkata
This was in fact a

in queue in next one

which was presided b
management by human values.

public dealing through a comp

and authority on
letely Indian system of

revolutionary step in

‘work for works sake -*Nishkam Karma’.

This way a unique ‘Movement’ of involvement was generated by the workers
liny voluntarily t0 register for such training exposure

for the workers, with pur
hasize, peoples aspiration to

‘Sahyogi Brand’. Needless to emp

furn a new leaf became quite evident which intern
ent and progress.

and join the
s helped the organization to

become more vibrant and responsive to developm

Conclusion
The questionnaire has been rated at 485 by 65% from Field Units, 77% from
Corporate HQ, 83% from Private Corporate,

100% from working abroad. This proves that transparent public dealing
g about 2 change of mindset by adopting a positive

ps like looking for the positive

100% from Group Company,

activity can help in brinin
g exercise. Some ste

attitude in relation buildin ) .
strength and doing anything for converting negative to positive strength

without loss of time is the first major
de of gratitude &0

step for achieving success. The leader

d avoid criticizing others, while

has to develop an attitu N
staying away from negative influences- Only then can a leader earn a positive
s has said

at St Franci «A leader has to learn by doing

self esteem. Quoting Wh

what is necessary and what is possible -
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Q7: How would you rate the organizational image during the tenure?

Introduction

The ever expanding developmental investments and the vast material

resources have brought to the fare the problems of tackling organizational

management efficiently with the work-force spread over a wide the entire

s :
pectrum of men and women at work in offices, factories, workshops and

educational Institutation, hospitals and ot

decades, a transition has taken place from hereditar
management training with focus on business strategy

her institutes. Over loss so many

y to professional

management requiring
with human touch. Every natio

subject of management as well as ot

n, every culture has its own approach to the
her forms of group life and activity.

Western viewpoint on management philosophy has been based on the

emergence of the concept of “factors of production” viz land, labour and
capital which propounds. that ‘humans’ are no longer an inextricable part of

the whole society. Their view of ‘labou
‘productive’ role at wo
ritual and social life has n
ndian society where spiritual, public and

¢ tends to divorce man as a social and

spiritual being from his rk; thereby reconfirming the

lingering belief that ones Spi

workplace. This is not the case with I

re so integrated that 0
an needs rather than
nvas is thus quite fertile and receptive in

o bearing on his

private matters a rganizations look up controlling or

dealing with whole of hum

labour and capital. Indian Ca

a mere transaction between

capturing social and spiritual forces for the organizational benefit.

y Japanese companies have

In order to improve organizational jmage man
ues inculcated in all employees through long

developed company codes and val
¢’s service career. These are:

apprenticeship exposure throughout o1

e Opportunity t0 render National service through industry
| work practices

e Fairness in al
o-operative attitude

e Harmonious and ¢
e Constant struggle for improvement
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e Courteousness and humility

o Team adjustment and assimilation

e Spirit of Gratitude

Management in India can emulate and adopt these values to create a

disciplined and socially oriented mindset amongst its employees to generate a

hesive workforce for organizational benefit. The great
aracharya elucidates this by saying‘yoga nesteh

which meanes that great

more dynamic and co
Indian saint. adi Shank

parentapa, durloban ajetentridriyan prepaya’

philosophy of dynamic and comprehensive spirituality called yoga exponeted

by Lord Krishna in Chapter 2&
diluted and lost its sheen when it fel
missing link that we have to focus our

spirit in our education, religion and inter-human situations.

3,of bhagwat geeta has become gradually
| into the hands of weaklings. It is this

national attention by introducing the

1 and management depends as much on the quality

Efficiency of administratio
ministrative heads, managers and executives. It

of the employees as that of ad
respect, honour, self

yees with 3 sense of self

is necessary to imbue the emplo
so as to make the organization undergo

discipline and good citizenship Virtues,

a unique transformation resulting in total human development, growth and

fulfillment. This way the organizatio
gnizing the transparenc

d in the organizatio
ow far the effect 0

1 changing the image

nal image will undergo a total change

y and good value based management

with people reco
n. It is the purpose of this question

practices being adopte
£ management practices based on

to elicit opinion as to b

Indian Ethics were helpful 1

Survey Res
ponse
the ratings at number 4&5

ercentage of respon
rts in

dees have given

transforming the organization image

Again a fair p

which means that collective effo

were quite successful.
s obtained from erstwhile colleagues.

Table below gives the rating profile 2
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Table 5.8 Response to Question 7
S.No. | Location Rank 1 | Rank 2 | Rank 3 | Rank 4 | Rank 5
1 Field Units 2 3 8 29 41
2 | Corporate HQ - 1 2 12 12
3 Private Corporate - I - - 5
4 | Group Company - - - 1 1
5 | Working Abroad - - = 2 3
6 | Retired Employee . E . 1 .
RESPONSE ACCORDING TO THE TYPE OF UNIT
E a5
& 40
3 35
S 30
&= 25
= 20
w15 .
= 10
= 5 j ﬁ S e ] =
< 0 ' e Group Working Retired
§ Field Units cOraerate c:rr;lavoa:;e Cor:'lopanv Abroad Employee
0 0
W Rank1 2 o 2 g 0 0
B Rank2 3 1 ; 0 0 0
L Rank3 8 2 1 2 ;
E Rank 4 29 12 2 1 3 0
O Rank 5 41 12
Fig, 5.13 Response to Question 7 according to type of unil

OVERALL RESPONSE TO THE QUESTION

i Rankl
@ Rank2
.1 Rank3
i Rank 4
@ Rank 5

uestion 7
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Of e i
S a

unit was i ees
greatly enhanced with dedicated efforts put in b all employ
y .

Discussion
As ha

s been brought out in earlier chapters, the 1
a sev '

ere beating at the hands of general public, and

low .
productivity and complete lack of belongingness.
f increasing productivity

act of the industrial unit

mage of the unit had received
other stake holders due to
IT was thought

necessa i
ry to involve all employees in the dual task o

and al :
o so change public perception about sociatical imp
n its i i
neighborhood. A fortnight long «gadhbhavana Yatra’ was organized
istance of 30 kilometers

fI‘Om : :
the industrial unit to Agra city covering the di
g in the villages enroute

both
w . .
ays on cycles, staying overnight and campain
| activity and measure

explaini .

plaining to village population about the industria
oining the village folk in cul
ding up rapport with

ations-Medical Kkits,

tured presentations,

tak
en to protect environment, j
per their customs and buil

and good neighborly rel
d during these camps

shari

. ring meals with the locals as
e
m for better understanding

sch
ool books and other useful t

am
ong local schools together With gh charts and posters
with industrys pesides health and hygiene

p was quite unique and

ools were distribute

presentation throu

abou
t the safety aspects connected
e

llagers. Such a st

d goodwill of t
e so called island of

yatra comprised of

s needing attendtion from the vi
g an he population which
hat hostile tO th

the gadbhavana

gener .
ated immense understandin

Otherwise was ignorant and somew
art in
industrial security
'eam spiri got generated during this yatra amongst the part

chief visited these camps by rotation

He
ads of departments including medical
e villagers enroute warmly welcomed

€ac
h day to bolster the team spirit. All th
The imag® of the unit which had become
¢ impression in among the general population got
ustry working fo

Cha .
nged to a better positive iMag® of ind
«Good will ambassadors at other

pro . .
Sperity. The team which took P
force. An excellent

€m
ployees and members of the central
jcipating members.

this
team and were very hospitable.

Villaj
ainous with . negativ
r the national cause.

Similar :
Milar image was projected throug
units were formally appointed good

1()0 :
ations. Employees on transfer t0 other
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will ambas
sadors of the uni w w
" nit and were interested with the task of p j
t o rojecting
COIrIef Ulagreuof he unit in terms of measures taken to improve iv 11
| era
aralled efforts were also made to invite eminent personaliti
working, P d eff alities,

journalists
, country leaders t
o the refinery either indivi
individually or in
groups for

1 1d i i

t emi i i w 0 y

Papers :
was.e published form the city for public ap
reat - :
for mig ed (first in the industry) within the factory which
rato i
ry birds. All such steps such Steps gave a new profile to the

preciation. An environment park
becames a big draw

Organizati
ional i
nal image and brought Jaurels to the company.

C()nclu .
sion
from Field Units, 88% from

The :
que i
stionnaire has been rated at 4&5 by 84%
0% from Group Company,

Corpor
a
te HQ, 83% from Private Corporate, 10

100%
6 from working abroad. And 100% from reti

C()rrob
orate . .

s the fact that it a true Jeader has t0 be like a Wise Man who sees
e situation while reflecting a

red employee this response

thin
gs as
they are and takes Steps to correct th
vibrant thoughts-
traveler came

wi
“\;;flartn:n:ho was sitting outside his village- A

of people live in this village, pecause I am looking to moVv
n asked «what ki
«They are mean;
ve here in this village t00”.
The

There is a legend about a
and asked him

e from

8eneuj
in g
e appreciation for positive,

nd of people live there from

y
pl'eSen 99 .
t one”. The wise me€
cruel and rude”.

The man replied
nd of people i
e by and aske
where you
rteous and good:”

Whe
r
€ you want to move’ -

Ihe i

w k
1S€ man replied “The same i

am

d the same question.
want to move”.
. The

s that

Aft
eI’ SO .
metime, another traveler €

Wise o
an enquired “What kind of pe0
e very P

ple Jjve here
ly tells us that

ple Jjve from

olite, cou
also. The tale tells u

The

t .

raveler said that people there ar
he eyes

‘Beauty lies in t

Wise
m .
one and said that same kind of peo
Wi
ill say only what on¢ see this clear

of
the Beholder”

127




Chapter-5
Research Model

Introduction

» n

’ 0 ]
n

for hundred years, plant men.”

IhlS beli i in in in y hich
’ ellef mn.1 vestl g 1 ‘Men’ iS tl'l.ll the core principle in w 'C an
lndust 1 etii [ata once sa d tha

ry can thrive and CXCCI. Jams t_]] t id that ‘while most

captai : H i
ptains of industry believe that man 18 meant to serve industry, they believe

that it was industry meant to serve man’. Such beliefs are shining examples of
value system which makes companies last longer irrespective of travails of ups
and downs in business economy. J.R.D Tata recognized the importance of the
he started thinking of company

2 _ )
pproach in early seventies when
n workers. He realized his

responsibility beyond obligations 0 its ow
s were islands of prosperity i

ompanies can do for the neighbouring areas of
Tasks and obligations’, he said

compani i
panies and township n an ocean of poverty

and searched as to what his ©

d ; i
arkness. In a speech ‘Business and industry-

uing responsibility towards the people of

Every company has a special contin
ich its employees and their families

the area in which it is located and in wh
ontribution of an org
urces to serve and hel

anized industry can be to apply its

live. Most significant ¢
p its neighborhood.” Such

skills, talent, spareable reso
‘Service to Society” with

thoughts are the very essence of the principal of ¢
which immense help can be offered to the neighboring communities for
owards resolutio

s family planning
s, engineers,

organized planning t o of their basic problems of health,
training of skills and so on. If

hygiene, education, sport
doctors and skilled

y the manager
¢ according necess

1 activities with ¢

only sometime is spared b
ary help and advice while

specialists of the company fo
ompany’s assistance, the

supervising their development 2
of the company © s such efforts would
perous and pea

g for changin

ould be well served a
ceful neighbourhood started engaging the

g a new Jeaf in their otherwise sultry

overall interests
ensure a healthy, pros

neighbouring village folk
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life. This was necessary to stem out the hostile attitude reported from these
quarters. Many problems of Modern organizations evolve from the disturbance
in the equilibrium among the-component of social system and organization.
This is due to lack of mutual respect and faith among the component of social

system and organization which results in ignoring the interests of

neighbourhood and society at large.

Survey Response

The question was designed to elicit opinion of erstwhile collegues about their
approval ratings regarding dealings with neighbourhood. Here again, over
75% respondees have placed their ratings as 4&5 which means that the efforts

put in by the team alongwith the researcher was well placed and gave good

results. The survey is again uniform in the ratings from all across the cross-

section of respondees from units to corporate t
the neighbourhood did respond quite favourable

o other organization including

aboard. As explained above, .
to the change of approach and begain identifying their interests with the

industry.
Table 5.9 Responsé to Question 8
T.N o. | Location T Rank 1 | Rank 2 | Rank3 | Rank 4 | Rank §

o 18 45 15

1 | Field Units 2 3 4 : :

2 | Corporate HQ - 1 : : :

3 | Private Corporate - 1 : l 1

4 Group Company - - 1 1 :

5 Working Abroad - : : I -

6 | Retired Employee -
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RESPONSE ACCORDING TO THE TYPE OF UNIT

“n
LZ“ 50
s =
@ 35
= 30
® 25
g
2 10 f
e 5 |
g o =il i . b
a Field Uni Corporate Private Gro A_L_J =
e HQ Corporat C . Werking Retired
rate
b Rank1 5 5 po ompany Abroad Employee
B Rank2 3 i i 0 0 0
: Rank3 18 o o g i’ 0
N gank 4 45 i€ 3 i : 0
ank 5 15 G 5 i % ;
Fig. 5.15. Response t0 Question 8 according to unit
OVERALL RESPONSE TO THE QUESTION
i Rankl
| Rank2
I Rank3
e Rank 4
@ Rank 5
Fig. 5.16 Overall response to Question 8
Discussion
er to the yillage community starting

n to more clos
y by differe

e pradhanS, sch
a first hand appreciation about

ment of the local area.

Se o
veral initiatives were take
at sections of the community

with familiarity visits to the industt
lists, villag
give them
n the develop
he villages to get an 1
he village. Discussions

ool teachers/students,

Viz freedom fighters, journd
Clc. These visits were organized O
ntribution i
gearcher tot

pirements of t
possible help the industry can

in . .
dustry working and its €0
dea about

Visits in person were paid by the 1€
ducation req
nity about the
Wwater st

th
e health care, sanitation, €

Were held with the village commu
f the problems.

orage was one problem

I 1 s
Provide to mitigate some ©
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y

township health authorities and health centre staff participated in the
programme. A lot of goodwill was generated by such benevolent measures.
(in cognito) two students in (boy+1 girl) in middle
paying monthly scholarship to them with assurance
Some of the local people

The researcher adopted

slandered level and started

0 - . e
f continuity as per their test/examination results.

who
had resources were encouraged to become contractors and undertake

some petty jobs in housekeeping activities.
Such steps generated a positive vibe and people from the neighbourhood started

to take up the cause of the industry in various forums Vi
ated between the industrial unit and

rtually acting as unit

PROs. A bond got cre outside community

people who started realizin
the spirit of Public interest and there was no self interest invo

Gita acknowledges the spirit

g that all these actions were genuinely coming from

lved. Even Bhagwad

of performing a benevolent action.

Evam pravartiham Chakram, Na Nwnuartayati Heyah
Mogam partha Sa Jevate

Agayur Indriyaramo,
-Bagwat geeta ch-3v- 16

o entity can afford to disturb the

ans that no events 1

This in broader sense me
he law of natureand those who

cycle of motions which is predeterrnined by t

live a life of vain.

% from Field Units, 81% from
100% from Group Company,

Conclusion
rated at 4&5 bY 72

Private Corporate,

o from retire
stricted toO provision of goods and

social, political, personal etc.

The questionnaire has been
Corporate HQ, 83% from
80% from working abroad and 100
thus proves that business ;s no longer ¢
pects of our 1ives viz
jon and uncertainty in the business environment is

nt to 100K for innovative ways to enhance employee

d employee the assessment

services- it touches all as
While increased competit

influencing the manageme

[ndustry 1S are also responsible t0 the societies and

commitment to work,
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communitie
- s where they operate and not to their owners alone. Involving and
uenci i iti . o
! ing the neighbour communities was recognized by the researcher ri
in the beginni 1 g
ginning and various steps Wwere taken to influence their initial
ia

ndifference involve them in the all-round growth and progress of industry and
S an

community.
Q9:

What would be the score for operational improvements brought
about during the period? g

Introduction

Operations management generally boils dow.
enlarging sales and /or gettin

n to cutting operating cost,

in
creasing productivity, g better realization. But
n operations management consists

margins Orf increasing sales and/ or using

turnarou i
nd creativity i of going beyond the

usual ways of improving
commonplace alternatives suited
usual ways of cutting costs are bu
deferring of costs on research an
ertisements. All compa

e either through relocation to other
to sister companies freezing of

to the organization’s unique situation. The

dget cuts, retrenchment of menpower

d development training maintenance
t
nies differ in their approach while

publicity and adv
dealing with excess manpower, It can b
retirements transfer,
golden hands shak
ic audit of utilitie
nd ensuring Ze€ro de
power training are
he main focus is always on worker

s for motivating workforce has a

sectors, voluritary,
overhead costs and giving
be cut by enforcing systemat
parts, minimization of wastes 2

incentives, modernization and men
r realizing this t
g emotive force

n worker motivat

es. Like wise operating costs can
s standardization of inventory
fect products. Thus while

the most commonly

applied means fo
productivity. Adoptin
significant contribution i ion for sustained results.

Surve
y Response
pinion about the effectiveness of

This question was designed t0
leadership based on manageme

the table below, here again the rati

The respondents hav

elicit general ©

nt by Indlan Ethos. As can be observed from

exceedingly high viz 4 and 5.
ory that it is the workforce

ges in organizational

and not money which

functioning.
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Table 5.10 Response to Question 9
S.N .
0. | Location Rank 1 | Rank 2 | Rank 3 Rank 4 | Rank 5
I | Field Units 3 3 11 30 36
2 "
2| Corporate HQ . ;) 8 12 5
" R S
Private Corporate - I - 3 3
. L
Group Company - - 1 - 1
5 e
Working Abroad - 2 2 2 1
. ad | © | ]
Retired Employee . - - l -
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Discussion
Repro i
produced below are some of the major highlights of consecutive three years

th . . .
at could be achieved in the unit where the researcher was holding the office

of unit head:

Table 5.11 Highlights of unit performance under Researcher’s

134

o Leadership(Unit A)

. 1995-96 1996-97 1997-98
Feed Stock Processed 8.33 8.11 8.56
Primary Units '
(Million Metric
Tonnes)

Secondary Units 1.20 1.22 134
(Million Metric
|| Tonnes)
. . — ]|
I | Distillate yield % 71.8 73.14 74.6
% Fuel & Loss 4.48 4.47 43.7
Activity Highlights Achieved
- 1S0-9002 -1SO-9002 for all -Five 5 s Concept
certification for all support service launched
beltary area units departments (Structurise,
achieved this Systematise,
becoming the Santise Standardise
complete ISO Self Disciplines)
Certified Unit Launched
-The unit was Use 9f Natral | - 590 visits to
accorded standing Gas in process unit ne;rbvaﬂlages
ovation In industry gln‘nacispan‘ger lsuclh:n eural Health
in July’93 ermal po
meet in WY station started to Undertaken
improve
environment...
it Total Unit Supply of unleaded
gr opylfiilsfzolig:j pecame a D Petrol started to
ommis operated unit improve
environment
-Low Sulphur
diesel supply
started to national
capital
-Laboratory
information
management
system (LIMS)
Launched
New Value General
High Volum® Lo-:lfr Added products Information
range foam mor: jaunched viz Management
commission® pri opylyene System (GIMS)
Launched
.
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TR Dremenrs 1995-96 1996-97 1997-98
-Awa@ed maximum | Became 1* in -Golden P
reduction m Energy | Asiaand 3" in the | National Qeszﬁtc ’
go.n’srumpl:u;n (Anil | world to be Award ¢
aj Trophy awarded ISO -Raii ;
-Awarded ogle +4001 (;u?lll‘;yG Zl\l;lal;ii
shield for fire -Bagged first -National Safet
prevention and prize in National | Award ¢
safety Energy -National Energy
Conservation Conservative
-Received Golden | Award
Peacock National
quality award
-Won British
Safety Council
Award
-Best
performances in
= . Steeam leaks
Manpower ________};4_’__9_5__._-——— 1667
Reduction __—___.I_'i'.?é—-———“ 1654
I B
— R A

f unit performance un

der Researcher’s

Table 5.12 Highlights 0
Leadership (Unit B)
S 1993-94 1994-95
I | Feedstock processed 0.91 0.58
(Million metric
| tonne) primary unit /————f
| Secondary units /Qﬁ’/ —" 0343
I | Distillate field % //,izi—/’ B
Ii Fuel & loss - % //’6,9,/.————— 73
Iv Activity highlights Implementation of 1SO-9000/ S;?:ﬁﬁsg z’;pfssgd-gtgoo
Mutual aid scheme sight

TQM Jaunched
stem in LPG

0S. additional quality circles
formed in yarious epartm;ntst.
The unit pegged tWO awards @

national convention
] award o energy

16 n

\\——-_ﬂ——__’_—_
Divisiona

tion S R .
Gas leil:n?;;‘;:i;ne Y with NE Railways for fire
were ¢ fighting

\Y
Awards w
o conserVation

S————— 1347

Manpower :23431 : 1313
] 1.4.95 - 1293

—
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Sh

l S

progress.

Conclusion

The i
CorpQuestlon has been rated at 4&5 b
orate HQ, 839 i
0/, from Private Corporate, 80% from Group C
ompany, 60%

from worki
orking ab
g abroad and 100% from retired employee. This agai h
. in shows that
Ethos does have a great influence on

ethics, thrift, good lifetime behaviors

y 79% from Field Units, 62% from

the ¢
entral perspective of Indian

indivj :
dual traits such as honesty, work
productivity. Western concepts

which ulti
ultimately contribute to higher
gain or profit motivation but Indian

pI'Ovoke
a person to work for his personal

«yasudev Kutu
ment for advancement.

Perspective i
eis b
ased on mbkam’ or ‘togetherness’ while

Mmaintaini :
aining the individual ‘SELF’ improve

Introd
uction
andards being excellent only in

Ther
€ a

re some myths about safety st
nd good facilities in the operating

compani .
panies having sophisticated equipment &
peoples are trained regularly and

areas, :
It is true that these do help but unless

handling of the equip
at sa
] doctrine of ‘Maximsing Share

ment particularly at the time of

m
ade fully familiar with
fety record will remain

u .
nblemished. Contrary to t

Hold
er 3

Wealth® or ‘Profit Maximization’ a
ariants that are fo
t severa

¢ values which get reflected in all

cathes and expresses its beliefs in

he business schoo
s the soO
llowed by others as a cluster of

|. Every leading company

le objective of leading

com .
b panies, there are wide V
Jecti .
ves, profit making being one amongs
ic and hummisti

o how it Jjves br
he sa
panies as they firmally believes

be]i .
it eves in a set of moralist
S dealj .
Al lings consistently as t
its actions. Safely of its fe working conditions is the

COre .
basic policy orientatio

empl oyeeS and t

n of all lead com
e achieved only if n0 compromise is made with

that .
sustained progress canl b
sets the ton€ Of culture of work

€stabli
) ablished safety standards.
n
d only these who fit in this fl

This approach
ourish ultimatel}’-
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There is a Persian proverb which says:
‘RAHI-RAST BHOORAV AGARCHI DOOR AST’
<7AN-I-BEV MAKUN AGARCHI HOOR AST’

Which means that one must follow a correct and safe path, no matter how

difficult and far the road may be Just as one must not marry a woman who has

no virtue even though she may be very sensuous and beautiful. Safety record

of a company can be really assured provided no short cuts are adopted in
established procedures. It is therefore is necessary to ensure that all safety
practices are well documented and menualised so as to be available to all

operating personnel.

Survey Response

All there efforts were put in

head. Special importance Was given to updation b !
e system in course of time. Table below gives the

nion has been sought about

place during the period when researcher was unit

y including relevant

modifications done in th
response of erstwhile colleagues from whom opi
these efforts.

' h
The response is quit encouraging as more than 80% responders here given the

safety record a rating of 4 of 5-

Question 10

able 5.13 Response t0

Wo. Location : Rank 1 Rank 2 Rank 3 r—Rank 4 | Rank 5
\ : 2 36 35

I | Field Units 2 ! 2 :
L Corporate HQ - : - : -

3 Private Corporate - l 1 ‘
¢W : - 3 1 1

5 | Working Abroad - - : l -
\6_ Retired Employee - -
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RESPONSE ACCORDING TO THE TYPE OF UNIT

o
= 40
a
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g 30
w25
S 20
&: 15
m |
=: 10 |
:) 1
E 5 i a
g 0 ij - _
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HQ Corporate Company Abroad Employee
E Rank1 > i 6 o . :
M Rank2 1 : 5 0 g :
-1 Rank3 9 L o § ) ;
k Rank 4 36 8 3 " X ;
Il Rank 5 35 " ” 3 :
Fig. 5.19 Response to Question 10 according to unit
OVERALL RESPONSE TO THE QUESTION
@ Rankl
& Rank2
i Rank3
& Rank 4
@ Rank 5
: uestion 10
Fig. 5.20 Overall response to Q
DlSCUSSiOn
not taken in raising

proper care 18

o hazards if
he period under review,

puring 1
te safety consci
Special teams Were

H . 2

ydrocarbon industry is pron€ L
t employees-
n to promo

saf
ety awareness amongs
ousness among

Motivational lectures Were undertake
e operating
g in a ime
jvated and 1€
jonaries were held at job

personnel.
pound manner. S
gular meets of the

a
Il employees particularly th ectoral and

g mant al

const; ,
onstituted to update operatin
s were act

2z .
Onal plant wise safety committeé
afety dep

- , .
Perating personal along with S d to personally

81 :
ltes. Action taken reports were genel
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monitor the compliance in respect of recommendations Near miss situations
were analyzed and lessons learnt brought home to all and sundry. Internal
safety audits were conducted to asses the state of perpareness. Mock drills
were conducted at regular intervals and once a year with district authorities to

involve neighborhood community in safety practices. Safety department was
made to state safety compliance every day in unit shift managers meets. This

was then followed up by the unconcerned department to eliminate unsafe acts.

Even during any unit shutdown, safety monitors were appointed to report on
g the shutdown Regular briefs on safety aspects

rict checks for entry to battery area of daily

o were given safety talk in local language

any unsafe situation/ act durin
were given to contract labors. St
rated worker was introduced wh
before commencing any work.

These measures did bring in good results. But there can be no two opinions

that a top down approach of enforcing safety requirements above can be

helpful in minimizing any possible loss of human lives and property. All
rt and more sensitive to tell-tale signs/

| sound by ensuring physical and
technological

operating personnel have to remain ale
symptoms, leakages, hot Spots: abnorma

manual checks at every Stag® not-
a5 the message SPTe

with-standing the
ad access the battery area during

advancements. This W

Visits to operated area.

Conclusion

The question has been rate
Corporate HQ, 66% from Pri

from working abroad and 10

d at 4&5 by 85% from Field Units, 81% from
vate Corporateé, 50% from Group Company, 40%
0% from retired employee. This shows that the
everything the right and Safeway during the
e industrial unit was an important tool for
1S09002, [SO 14001 and accident free

sustained emphasis on doing
tenure of the researcher at th
achieving high quality standards of

period of over 14 million man-hours:
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Q 11: How would you assess the change in employees morale brought

about by the leadership style?

Introduction
The role of a leader in bringing about a total transformation in the morale of

t . . . .
he employees is a topic of widespread interest to any Management scientist.

Recognizing this significance, even the American Academy of management
ent, Spirituality, Research) interest group way

has set up a MSR (Managem
search into the subject. This topic has been

back is 1999 to facilitate a steady re
receiving importance amongst academicians and business professionals alike.

According to Cash and Gray of Academy of Management Executives,

en created in workplace

widespread interest amongst employees has be
manpower downsizing

Spirituality due to tension and stress caused by
n and constant chaotic

retrenchment and new technology fear: Social alienatio
groups have started lookin

tualize spiritually at work
been felt. It is believed that a

place bath from

In life. A constant need to concep
t of view has

individual and organizational poin
hange in employees beh

good leader can bring about great C

responses to work related events, Th

aviors as well as

e impact is accelerated when ethics and

anization. Most of the organizations

Value are clearly manifest within the o1&
promote

rkplace yalues that can
Such models have helped create
| commitment, employees job
ehaviors leading to stronger
d leader helps in creating a

distinct physical, affective

are showing keen interest in fostering WO
*mployees getting connected t0 each other.
g organizationa

Positive vibes in improvin
al citizenship b

Satisfaction and organization
gher profit. A 800

ach other by 2
metimes porderin

ﬁ . .
nancial performance and hi

Strong  workforce bonded t0 © - .
g on spiritual and mystical

Cognitive, int
erpersonal bond SO :
’ P s of and alignment between

: s
relationship. He is able to pring about a1 awaren®

g that one is engaged in

ating 2 feelin
in a profound feeling of

Values and beliefs with work cre .
se Wthh brll’lgs

Meaningful work that has 2 high purP?

Well-being and joy.
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Quoting Brihedarangkye UP mishal (IV.4.5)

You are what your deep, driving desire is
As your desire is so is your will
As your will is, so is your deed

As your deed is, so is your destiny.

This in essence sums up the impact which a leader can create on his work
ethos’, a deeply Indian concept of work

force by exposing them to ‘karma-
dels of

performance. A leader has to be a virtual blend of two great role mo

lord Rama —Maryada oriented and ‘Gyan’ embodiment of ‘Nishkar

Karma’ advocated by lord Krishna. Success in any field includ
-work and complete

ing creation

of wealth has always been a process requiring hard
devotion to duty. One has to follow a more spiritual approach to success

and when one attains the knowledge and practice of s
rmony with nature resulting in carefree, joy and love.

piritual low, one puts

oneself in total ha
p destination. Success

s a journey and not a one sto

Success in itself i
m. For life full filling

h, energy and enthusias

includes good healt
ological stability, a

relationships, creative freedom, emotional and psych

success of well- being and peace of mind.

Survey Response e
Keeping the above in mind, the question Was framed to elicit opinion from
her the leadership style practiced by the

e whet
ange in employees morale. The ratings given

it
by the respondees have clearly brought out the posi |
ave given ratings between 4 and 5 while some

workforce as nearly 80 percent h

here rating it at 3. Table below giv

many erstwhile colleagues as th

researcher brought about the ch S
ive impact on the

es the findings of the survey.
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Table 5.14 Response to Question 11

S.No. | Location Rank 1 | Rank 2 | Rank 3 | Rank 4 | Rank 5
1 Field Units 5 9 20 26 23
2 | Corporate HQ - l 12 9 3
3 | Private Corporate - - = 5 1
4 | Group Company e - 2 - -
5 | Working Abroad - 1 3 L i
6 | Retired Employee - - i 1 -

RESPONSE ACCORDING TO THE TYPE OF UNIT

TOTAL NUMBER OF RESPONDENTS
=
V2]

10
5
] i.:l L iL-
: . Corporatc private Group Working Retlred
Field Units Corporate Company Abroad Employee '
H Rank1 5 0 0 0 0 0 i
B Rank2 9 1 0 0 1 0
L Rank3 0 2 3 0 ]
20 12 . . |
SEEDES 23 5 1 0

stion 11 according to type of unit

Fig.5.21 Response to Que

OVERALL RESPONSE TO THE QUESTION

B Rankl
Rank2
I Rank3
@ Rank 4
@ Rank 5

se to Question 11

erall respor

Fig. 5.22 OY
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This is als
o borne out b
- y Dr. Kalburgi M.Srini
Jisiting fellow .Srinivas, who was Sir Rattan
o 2o at MCIHV, IIM Kolkata. He writes in his book * Pilgrim o
OS [13 l
e (page 114). “The peoples interviewed were prund of e
) .. °
ments and their association with it. They were also proud of th e
ud of the value

consciousnes
s effort that had been initi
en initiated in 1995 b
y the then “Executi
utive

Director”.

Discussion
The eth
o5 ) e
and values consciousness initiated at the plant by the researcher h
er had

uniquenes i

s . Y

about it, being an indigenous spin, a thought revolution in th
n the

directio i
n of Indian Ethos. Composing of a Company song was the first att
empt

at bringi :
ging about a change 1n thought process of the employees. This anthe
. 11

was su
e a : s
g at every formal occasion which inculcated sense of pride amo
ngst
hkam Karma’ were

empl . .
ployees Quality circles based an Indian concept of “Nis
mony at the end of

establj i i
ished with formal traming and a gIadllilﬁl er
the SUCCCSSﬁJI members for

tl'ain' .
ing period when a pledge was administered to
n devotion and hard work

serving the unit with
g the unit with complete surrender, dedicatio
ogis with other Employees

Th :

e day to day intersection of this gT0UP of karemy’
ought revolution and ther
ed on Indian Ethos and values preached at

os Concept of repaying the debts which every

per : .
son inherits from society, environment ancestors, Guru (Teacher), parents
d a deeper bond established. Safety pledge and

every section and department

Starte Mo
" d bringing about th e was alround talk about
ngruence of values bas
w
orkplace. The Indian Eth

wa, .
S getting accepted an
institutionalized for

ed as the father figure W
community folk. A deep sense 0 £

Jier picture of indifference and

Productivity pledge were
ho was revered not only by

The uni was acce
unit head was pt
y neighboring rurel

th
e employees but also b
contrast to the €ar

0 .
.Wnershlp was indeed 2
Indirect hostility.
Conclusion

The question has been rat 9% from Field Units, 51% from

Corporate HQ, 100% from

ed at 4&5 by 3
Private Corpora
yee. This shows t

te, 20% from working abroad and

hat constant Emphasis on

|
00% from retired emplo
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Improvin - .
neighbouintghev:ll;al;tsy bof life, not. only for the workforce but also in
facilities, assisting gin dy c?nStruCtmg roads, improving drinking water
reated offciont efucatlox.lal and health care schemes and providing
amongst emplo er for agriculture did bring out 2 thought I'CVOIutioI;
yees and also the neighbourhood. The general employee

satisfaction 1
evel and their dedicati i
on to work improved substai
stainlly reflectin
g

in higher productivity of the plant.

Q12:
What assessment you have about unit profitability?

Introduction
re of the general health of a organization

Pro
fit alone per say is no measu
D, once said that is “Putting profit after

Don Petersen, Former CEO FOR
€
people and products was magical 2

compani -
panies, Profit is like oxygen, food wa
‘but without the

¢ Ford”. For many of the visionary

- ter and blood for the body; these
not t i

he pivots of life, se, there is no life’. In fact,

Profitability is a necessary condition for existe
ot the end in itself. It i
e money. Money is an im
to accomplish something collectively by

A nce and a means to more

s, but it is n s wrong to assume that a
company exists simply to mak portant result of a
company’s existence but the urge
a group of people which otherwise Wwas 10t possible separately is
fundamental reason of why 3 company €

fro
m the urge to do something else, make @
s of value t0 sc1

ble by providin
customer base W1

xists. This underlying desire comes
product to give a service and to
‘ence and society. A company
g real satisfaction to all the

:der and bigger. A company

cr
X eate something which 1
ec

omes automatically notd

cu
stomers thereby making the
here depict a true sense of

ed great emphasis a

g this ideology

can
not ignore persons when the

ership. Thus all visionary com

y and puttmg all affects into preservm

having a care ideolog

a .
S a vital shopping force-

pinion of the respondees about

S
urvey Response
o Elicit frank ©
yees during the time the

T )
he question raised was formed t

t .
he positive shift in attitudual response of emplo
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resear g i as i i i
cher functioned as unit head of the industrial unit under reference

Sur SSRGS
rvey response shows that greater percentage (>60%) has confirmed the

em ¥ ] s '
ployees in general started exhibiting positive trends in their work pattern

and . ; : :
d at there work place Table below given the response from various

ategories of respondents in terms of rating.

Table 5.15 Response to Question 12

S.No. | L : e
. | Location Rank 1 | Rank 2 | Rank 3 Rank 4 | Rank 5
2 Corporate HQ - _ 6 14 =
[ S

___3___ Private Corporate ] : I 1 -
| e
4 Group Company " - 2 1 |
5 Worki s ] 5 :
ork - _
— ing Abroad [ S
¢ [Red - I ]
etired Employee - -
—— P _y___l/,_J________/_,_J
OF UNIT
0 RESPONSE ACCORDING TO THE TYPE
= 40
a
8 35
£ 30
D og
=
& 20
& 15
m =
g 10 I i
= 5 E - B ~
% ° ” p ate Group Working Retired
te riv . c |
- Field Units Corﬁccylra e corporate Company Abroa mployee
5 0 0 o 0
“ ankil a 0 ° ° °
Rank2 1 0 1 ’ 0 °
le Rank3 13 & 1 X ° ;
H Rank 4 29 14 4 : ; !
B Rank s - 5 0
estion 12 according to unit
Fig. 5.23 Respons¢ to Qu
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(o]
VERALL RESPONSE TO THE QUESTION

 Rankl
B Rank2
_ Rank3
u Rank 4
wRank5

Fig. 5.24 Overall response to Question 12

ssion
workforce depend largely as the style

All |
ead '

ership attempts to motivate the
ocation of a great mission, a

of work:
Ork[n ¥ % ‘
g in charismatic mode involving the ev
of benevolence

style needed to encoura
g differences and co-ordina
his was done in ample

ocation. ‘Nishkarm

towards demaralised

Visio

n

of excellence and a sprit
ge decision

€mplo :
yees. This includes participatory
ting

Makin
g reach to lower levels by reconcilin

Operati
10n ; — o :

while exhibiting patronizing altitudes. T
earcher at field 1

e ills of the organ
the staff to work for the

ure :
during the tenure of the res
jzation and

kar
ma’
style was adopted toO find out th

OPportun;

. :

nities for betterment I order to motivateé
Emphasis on plant

ple operations:

C()m
m{)n 4
cause of better and profita
e development,

¢ management,
ining Wwas P
e employees. A
n Ethos. Prod
pation of all em

human [€SOUIC
reached and practi

Modern:
r .

Nizations, participativ
1] these were sincerely

[()ge
the Gon
I with importance for @

in the India

t the partici
c type handl

attem .
Pted with firm faith
ployees. All

ing for enforcing control

Cam s
a
Paigns were launched tO enlis
uch methods by way

ef;

forts were made to avoid bureaucrati
ng vicio
of staff, d¢
and

us cycles by s
terioration in organizational

above all sub-opti
fully, recognized and

a .
ne. The danger of creall
mation,

of .
alienat; .
nation and demotivation

Perf

or

Mance due to indisciplin® and 12
g due 10 suc
to rem

7iness,
h tactics was

edy the gituations in time for

intEr_
departmental and squabble

nNect; canld
Ctive steps taken from beginn!®
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ensuring achievement of annual goals and targets. Total attention was given to
improve industrial relations and infrastructure problems while following total
transparency of systems. Such a management work ethics helped in improving

overall industrial relations which in turn resulted in higher productivity

Conclusion
t 4&5 by 78% from Field Units, 77% from

The question has been rated a
e Corporate, 100% from Group Company,

Corporate HQ, 66% from Privat

100% from working abroad and 100%
ngst seven such operating units with

all time high records in processing of

from retired employee. This shows that

although the unit was one amo

profitability linkages at central level, the
duction of higher middle distillate

raw material, secondary units and Pro
igher profitability.

products over the years did reflect on the h

Q 13. Was practicing Management by [ndian Ethos visible in day to day

dealings and did it help?
The above question was broadly
20%.

answered YeS by over 80%; Answered no by

UESTION

LL ANSWER TO THE Q

OVERA

= YES
HNO

Overall response¢ to Question 13

Fig. 5.25
Indian Ethos

Management by

accept that

A Percentage of 80% respondents i researcher and it helped 10 improve
§0

Was visible In day to day dealing e of the unit as a whole.

. formanc
the system and thereby impr oving the per
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Interpretation
In this section the individual questions of the questionnaire were analysed. The

questions were rated on a 1-5 ranking scale. The ranking scale, corresponding

weightage given to each rank and its interpretation is shown in following

table:

Table 5.16 Ranking scale, weightage attached with them and its interpretation

Ranking Scale Weightage Interpretation
1 1 Poor
2 2 Ok
3 3 Good
4 Very Good
: 5 Excellent

The weighted Average response to each question was found out according to

the following formula:

I(WnX wn)
Weighted Average = = sw=o(Wn)
I
Where,
i Rank
N = Total number of response for a particular

W = Weight Given to a particular Rank

' t
The following table contains the Weighted Average of response to each

Question:
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Table 5.17 Weighted average of individual questions of the questionnaire

Question No. Rank W.Avg
1 2 3 4 5
1 2 0 15 55 52 4.25
r) 4 4 27 56 33 3.89
3 2 7 27 59 29 3.85
4 1 10 k| 47 30 3.72
5 3 10 28 44 39 3.85
p 1 s | 28 | 5 30 3.86
- 5 “‘E‘_I 45 62 4.29
3 2 | 5 | B | 6 27 391
9 3 6 | | 22 48 45 4.02
10 ) B 21 51 36 4.11
ii s | 11 B 42 29 3.64
P : z B I 44 4.06
[Overall Values | 34 | 76 | 27 | | 625 46| 392

S
RESPONSES — RANK WISE TO THE ALL QUESTION

80
70 _ i
Q60 g
=2 .
o 50 i = i
- \
& a0 - w
P i
L L. {
S 30 | | ; ‘
o |
= 20 ! ] : !
10 | B i . |
_ ‘ B Q10 Qi1 Qi2
0 = a6 a7
Qs a4 95 X . 5 3 2 5 4
B RANK 1 2 a 130 . i 5 6 8 11 2
B RANK2 O a 7 10 35 10 23 22 27 37 20
33 28 e7 48 51 4z 51

LM RANK3 15 27 27 o 57 as
E RANK 4 55 56 59 47 37 30 62 27
mranks 52 33 29 3°

Fig. 5.2

45 36 29 44

6 Response to questionnaire

k repose to all the questions of the
an

all of the question

jven the ranking 4
rcher. The Weighted Average of each

n 13 (where Weighted

r
The above graph shows 1= s considered individually

; : at for ) 7
questionnaire.It was found th or ranking 5 which were

around 80% of respondents have &

. esed
iv i ightage by the i
given the highest welg here except Questio

question lies between 3.5 10 43 W
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£ Hel'aoe i ; V \‘V o \Y ag
Of ) 1S
o é o

above 3.7. Mos sti W alv o4
. ost of the que:[lOI’lS ere Di en l‘ankinb and 5 as clear from th
e

table above.

The over i
er: . : .
rall Weighted Average of the Questionnaire comes out to be 3.92

Th i :
e following graph will shed more light on the findings.

Weighted Average

- 300

LIRS — Vel

gl Weighted Average

u {68 !

) @ - -oLmear (Werchted

g | 2 3 4 8 & 17 8 9 10 1112 Average)
Question No.

Fig. 5.27 Weighted average

e Weighted Average of individual questions. A

The above graph shows th
ows there is very slight

linear trend line is fitted into the graph which sh
variation in the values of Weighted Average and the Weighted Average value

f 5
or the oveall questionnaire is 3.92.

11 the respondents have given ranking of 4 and

T .
his shows that more or less @
Questions asked with the Questionnaire.

Conclusion
e shows that around 80% of

of the Questionnair
(o all the questions taken

The analysis and interpretation
the  respondents responded
Individually. They gave an averd

a scale of 5and felt that researcher’s w

poSitiVCly

ge ranking of 3.9
ay of leadership, his ideology and his

7 to the Questionnaire out of
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practical application of that ideology were instrumental in bringing about the
change in the attitude of the employees, made them action oriented and thus
led to the turnaround of the erstwhile sick units into profit churning units.

Thus, this analysis reinforces the researcher’s belief that Indian Ethos can be

practically applied in the modem day management and “Organisational

Turnaround by application of Indian Ethos in Management” can be successful.

5.2.6 Remarks of the Respondents

The following comments were received from different locations:

Field Unit (East)

e Yes, and it helped a lot in improvin
anization has improved a lot during

g the overall performance of the

manpower. Performance of the org
the last few years. Improvement in safety record of the organization-

Similarly scope of improvement still exists for

scope still exists.
yees.

improving the morale of the emplo
yees are excellent towards growth

e The overall attitude of all the emplo
o deliver positive output under the

of organization and willingness t
bserved. Collective efforts are

present dynamic market scenario is O
being demonstrated byallasa share holder.

Field Unit (East)
e Though authoritative style
exhibited equally care for

e Practicing to a great extent

e Creation of a song for all

of leadership was visible, the leadership

the members of the organization.

but without knowing it.
employees has promoted belongingness,

meeting people of all levels including safai kar amcharis, shaking hands

reflects Q 5.
o It was visible, people Were happy- Good Tenure. Memorable because
of creative and innovative style 0
y leadership care,

¢ management, achievement of goals

through values exhibited b trust, innovation, passion.
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Composing of “Guwahati Refinery” song is the result of spontaneous
overflow of his belongingness and deep feeling of oneness to all.

He had brilliantly leaded the whole team during his tenure at Guwahati
ut it did help. Organizational change was there

r concern was exhibited. Discipline evolved

Not very visible b
defiantly, for the bette

spontaneously.

Field Unit (North)

All above questionnaires are related to our Refinery day-to-day

working with all employees/colleagues for better profitability and

quality production etc.
This type of leadership is always required for
me extent. Overall image of the org

further improvement.

anization is improving

Visible to so
Our company has good potential to be no.1 but we need all lot of

motivation.
n working together and involvement of

Lot of improvement i
required. Organizational image with respect
be seriously looked into. Employee morale

roving organizational efficiency. Overall

employees as a family is
to public dealings needs to
needs to be boosted for imp

assessment is OK but some areas nee o
mpressive. Corporate policy 1s only to

ts without thinkihg their benefits and most

d strong attention.

Leadership style is not 1

introduce all modern concep

of the schemes as ISRS, ISO & TPM are only on papers. (Never seen

hape.

in proper implementation S
organization takes all steps for smooth

As far as safety concerm .
le in not impressive.

operation. The leadership Sty . ‘
11 alot of potential of improvement.

an satisfactory but st1 ’
ed but it 18 equally important to accept

. iat
& ideas are apprec :
ioncept o ont them o true spirits not just for the sake of
them & impleme

“Implementation”.

Its more th

152



Chapter-
aprer Research Model

Positive image of Mathura Refinery was built up in the surrounding

areas. Leadership inspired each employee to make over the image of

Mathura Refinery.

Leadership of Top Management look is excellent.

Overall image of organization is very high due to good leadership of

organization.

The efforts towards increased product

organization gives best opportunities to the employees for performing

ivity need to be polarized. The

better.

Working in the refinery giv
perience of ground level issues.

f the organization. All the

en confidence, exploits one’s leadership

quality and also gaining €X

We need to shed the public sector image o
made more accountab
d take suitable steps to retain it.

employees need to be le and suitably reqarded.

d identity taken an

Management shoul
Jture and professional attitude t

Change of work cu owards work are

required to be improved.
OC and particularly at Mathura Refinery is a great

The working in I
experience of life. It is the greatness of the GOD who has given this
opportunity.

Excellent display of leadership skill and team management.

Field Unit (West)
areful steps are to be taken considering

Organization is doing well. C

financial status and future growth.
otivation, drive, safety and security.

Improvement requires inm
However you need to blend

o0s is visible.
d approach. Indian Ethos are fine. That is

be harsh at times and

Management by Indian Eth

these and make more focuse
However

s linked with reward

you need to

soft approach and helps. .
s in true sense should be

accountability at all level
blended with ethos for an effec
Yes this is very much visible 10

Management by Indian culture/philosoph '
help in better understanding of the inter personal relations

tive tomorrow.

day to day dealings and it really helps.

y is far superior because it
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Corporate HQ

Practicing Management by Indian Ethos helped top & middle

management as well as employees in raising their morale and increase

in productivity.
Management being Indian the cultured inclination in decision making
is visible and its help can be assume g0

and Ok in dealing with Outsiders (not Indian).

od in dealing with employees

Leadership is rarely visible.

As the company is in fuel and petrochemical business the profitability

is very high.

Excellent. It is visible as we are still profitable and running under

onditions and environment.
d image of the organization has been re
and I think that will be overcome in due course,

pany is the largest in India in Hydrocarbon

adverse market ¢
The overall profit an
to Government policy
because till now the com
field.

Company is doing excellent j

management. Minor setback

duced due

ob under very dynamic leadership of top
due to some compelling reasons of Govt
Policy.

icularly with focus on care, innovation,
by Indian Ethos gets reinforced by

representing physical,

It was very much visible part
Management

of care,
iritual energies of employees.

corporate values.

Corporate  values

intellectual, emotional and sp

innovation,

No company can be perfect but We can reach closer to it. The
company is trying its pest to att
nies has very high

ain it.
image in the eye of public. Lot of

The compa
transparency in the working.
The company has high image but there seems to be some erosion.
the time in all the issues and running

n is running with
Mana

Our organizatio

me 1ssucs gement is one of the best among all
o .

ahead also in S
ns/PSUs.

the organizatio
in day to day deal

Yes it is visible ings and helped also.
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e It is visible to some extent only.

e A very good organization maintaining very good working environment
but seems having partial behavious in promotional front.

e Indian Ethos are visible in practicing Management and I believe that

this help in day to day dealings in work areas.

e Improvement is needed in training input at entry level of executives

and workers.

Private Corporate

e Management by Indian Ethos was very clearly visible and made the

he best industry to work.

organization one of t
t by Indian Ehtos is less visible now a days and

¢ Practising Managemen

can really help.

e Everything was very good and I have enjoyed my work.

e Marginally visible, yes it helps.
e Overall It was excellent, however thinking has to be done for

improving HS&E of staff and proﬁtability.
e Yes, It did help. Gave me all opportunity to work in various locations

and plants which had widened by know
unit.

Jedge to various refinery units

rather than confined to one

Group Company
e Visible to the extent of 1
Higher employee morale,

self is need of the hour in

onitoring by Govt and vigilance department.

team work and service to society instead of

pSU.

Good value orientation inspite of several

e Yes did help immensely-
odds exhibited.

Working Abroad
e In view of rapid change
has to be open for making &

market and hold reputation:

s taking place in the oil industry, Management
djustments t0 survive in the competitive
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e 1980-end 1986. Indian Oil having very good public image with well

walified and capable top leadership.
e There was a big gap between officers & workers as regards to

responsibility. It we are looking IOC, it is of very high repute and all

efforts should be made to retain its highly qualified manpower.

e The above assessment was based on my tenure in Gujarat Refinery

From 1982-1993.

e Indian Culture of Subside nature is okay. Every boss wants yes man

with workable experience & intelligence. It you go beyond boss even

in interest of organization, no body likes.

Retired Employees
dian Ethos was glaringly visible in day to day

e Management by In
The overall

dealings and helpe

performance of the organ
anagement by Indian Ethos.

d achieving greater efficiency.
ization will reach greater heights if practicing

managers follow the m

5.3 INTERVIEWS

5.3.1 Introduction

As part of research, personal interviews Were conducted at Industrial unit
ad worked as unit head for about three years. The
erviews
response from each cadre of the

where the researcher h

Samples were deliberately taken for the int
y. This insured the

from to various levels of

organisational hierarch

y to learn about their experiences with the researcher,

organisational hierarch . .
the impact of his ideology on them and the visible changes in the employee

XD erienced by them during researcher’s tenure with
em €

them. The interviews Were conducted by chairperson and Founder, Integrating
Spirituality and Organizational Leadership Foundation (ISOL) to know the

impact of Management style of the researcher as the psyche of erstwhile

Colleagues. The interviews and interv

mindset and the syst

jewees response are in subsequent

sections.
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5.3.2 Interviews of Erstwhile Colleagues At Industry Unit

Date of Interview
9" October-2009
Interviewer

Chairperson and Founder ISOL

Employee — A (Junior Management cadre)
The leadership style practiced by Researcher was unique in its nature. His time

was a difficult time when it was said that due to Mathura Refinery the

surrounding environment is being polluted and the smoke is making the Taj

stained. Therefore, it should be shut down to protect the Taj. However,
Researcher taking the differe
the real situation to them was a

his unique style. He believed in 1
s first and then change the organization. A

nt stakeholders into confidence and explaining
ble to win the case. This happened because of

cading by example. And also emphasized

that we have to change ourselve
salient feature of his leadership style included respecting the seniors. The
of the employee (such as grand parents / parents)

elderly people in the family
ong bonding

used to be invited and honoured. This created a very str

amongst the leader and the employees:

Refinery Geet was created and the ethos «work as a sacred place’ was practiced.

i W
The dedication and commitment towards Refinery . |
Kk culture’ was promoted in which ‘work’

of our family. A ‘duty oriented WO

was emphasized in employees’ life.
gi Group consisted 0

as emphasized as it took care

To realize this ‘Karmayogi Groups’ were
£12 — 14 employees. These employees

Created.
ed. The Karmayo gi Group’. The focus was: (1) To do

d to prepare ‘Sahayo

work by p¢
| activities — blood donation etc. (5)

were trained and aske

on k. (2) To show the rforming. (3) To help each other in
e’s work. o sho

all ivate to do soci?
respects. (4) Mo (6) To organize once in a month

e.
Lead for human caus '
¢ by cxampe gramme » The two Groups used to motivate people to
motivation training pro .
give their best to the organizatio

‘Karmayogi’ and consider Refinery a holy P

n. The assumption was all will become

lace and work for it and subsequently
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for the nation. Further to it, Shop Floor Committees were formed and
interaction was made very easy. This had a very positive impact as it led
towards minimized IR problems and cent per cent safety. The safety and security

boosted the morale of the employees. A strong culture that emphasized on self

change first for organizational change.

Employee — B (Middle Management Cadre)
Under the leadership of Researcher we at this unit experienced a work climate

of ‘one big family’. The leadership style was work centric rooted in self

discipline and strategic planning. He himself used to practice it.

‘Walk the Talk® was literally practiced by visiting various departments

frequently and meeting people. The tenure of Researcher was the period when

e. He use to address people on discussing various

globalization was taking plac
facets of globalization and how to adapt and adopt it. The duration of such
0 — 90 minutes once Or twice in a week. Researcher

forum was normally 6

made all the efforts to create bi
minimized. One of the practices he started was

nding and relationship at workplace so that

the gaps amongst people are
celebrating the birthdays.

Stakeholder engagement was a remarkable practice initiated with true spirit.
To address the issues raised in Specialist Committee Report he involved all the

stakeholders:

Departmental Heads
Vendors

Political Leaders
Freedom Fighters
Saints and

Media

egul tings with media people Were held and were ensured that the
Regular meetin
IT an
correct information reaches t0 people ) )
1 system.
geared towards bringing more transparency 1n the sy,

d the community. All the efforts were
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The most striking feature during his tenure was meeting with Saints in

neighbouring areas. Regular discourses by spiritual masters were arranged. To

name a few:

1. Industry and Discipline and
2. Industry and Time Management.

Another striking feature was the introduction of ‘Shift Manager’ — who used to
work during off hours. Perfection and cleanliness became the integral part of
the day to day organizational behavior. The management practice was

rooted in strong value system that believed in transparency and growth of

the employees.

Employee — C (Middle Management Cadre)
The leadership style of Researcher connccted the top and bottom

hierarchies of the organization. Many ‘people centric’ initiatives took place.
For example he started the practice where one officer use to meet him daily
and discuss his problems with him. All the efforts were made to make the
system more communicative, open and responsive. For illustration he created
a Joint Committee comprising of members from management, employees
union and officers association that us€ to meet frequently and discuss the

issues and try to sort it out. He use to meet the casual workers once in every

month. ‘Love to all and regard t0 al
The concern for neighbourhood and ca

i r
environment constituted the integral pa .
ere taken. To list a few,

|’ was the principle that was practiced.
re for the local community and

t of Researcher’s leadership

i ise initiatives W
style. Several community service initiativ

1. The unit to provide health care to its neighbouring locality created a
. eu

hospital.

2. Roads were con
not a problem.
Many schools wer

4, Many hand pumps W
in the local community.

tructed in surrounding villages so that commuting is
s

e aided for the children of the villagers.
ere installed to solve the drinking water problems
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Besides this some of the striking features were:

1. The local governing body (i.e. Gram Pradhan) was honoured on every

26" January and 15" August.

2. Regularly inviting freedom fighters to share their thoughts and ethos.

3. Regular ‘satsang’ was a unique practice followed.

This unique leadership style was based on ‘respect for all’ and creating

interconnectedness in the society. He connected himself spiritually with each

and all. He valued ‘human values’ and ‘self dignity’ above everything else.

The unique leadership style exhibited by Researcher was rooted in Indian
thos and drew insights from it. Regular ‘kavi goshthi’ was a very
Mathura Refinery. People believed and practiced ‘truth’ with

tradition and e

striking feature of

an inner drive to grow. The message Was coming loud and clear from every

corner of the Industry unit that «work is worship and workplace is temple’.

A leadership style based on Indian ethos enabled Researcher to instill
confidence and trust amongst people and as 2 result instead of the shut down
ee Report people started talking

Mathura Refinery as per specialist Committ

about diversification and expansion. The dep .
quality and innovation. Environmental protection first
as on

artmental upgradation took place

and emphasis w
ty next was the ethos practi

e in creation of Ecological

ce followed and implemented and

and profitabili
Parks etc.

that took the shap

Employee — D (Staff Cadre) .

The leadership style exhibited by Researcher was based on the importance of

‘truth’, It : aged showing and maintaining loyalty towards company,
uth’. It encour

coll d society. A Very proactive style that seemed to be reflection of
eague and society. he Industry unit to bring organizational

turnaround social
f action for neighbourhood dealings.

his own convictions enabled
turnaround, To bring this
; lan O
establi veloping a strong P
O abh;hzd > ie fI;tures other than others as shared by other respondents
ne of the striking 1€

was the creation of «Good W

interconnectedness was

ill Ambassadors’. Distinguished people from
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n s - . .
eighbouring places were invited and requested to have a look of Ecological

P . e
ark. These convinced distinguished people became the ambassador to

convi . - )
ince others that the unit is not creating pollution in the environment as

charged by Specialist Committee Report.

L .
eadership when rooted in simplicity and respect for all automatically

cre . ..
ates an environment where people start aligning themselves with the leader.

f Researcher’s leadership style was that he

One of the unique features ©
at was

‘doing’ and any problem or error occurring because of th

sorted out very amicably with face to face interaction. Punishment was not
her conscience Wwas awakened by regular

leadership style portrayed

emphasized on

used to control the people rat

(&) 1 3 . 1
mphasis on ‘karma’ through various means. This

leaders ‘As a Man of Work’.

Cadre)

s leader having a magnet
1 efforts to create

Employee — E (Junior Management
ic personality

A very good example of courageot

elationship and made al

le. People started perceiving

m during his tenure as

R . . .
esearcher believed in man to manr

it. As a result he was able to get the trust of peop
him as one of them. This was the reasof of no IR proble
was completely changed

y. The work culture
One Big Family. S

Holi and Deepawal
embeddedness t0 the

people enjoyed safety and securit
by his belief in the place of work as everal initiatives started

during his time, i.e., celebration of
and enriChed the

Company. At various occasions and through ;nnumerable examples people felt

and realized the Loyalty and Commitment

i etc. created positive

feeling amongst the employees
of Researcher to the

Organization. People remember his as @ «Crusader
Employee — F (Middle Management Cadre)
Researchet
t of

e Industry unit is creating lo

The Specialist Committee REPC .
hal. The pollution generated by Industry 1s

Pollution and is threat t0 TajMa

hazardous to people” health
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Un i
der the leadership of Researcher the unit was able to negate the assumed

char i i
ges. Environment and wellbeing of the surrounding environment was

ven iori
g topmost priority. As a move to address the related issues ‘Swarnajayanti

HO 3 k] . . .« ey
spital’ was built alongwith other initiatives, i.e., creatio

co i ; '
nstruction of roads, installation of hand pumps etc. This created
unit and the larger community.

n of ecological park,

a social

connectedness between the Industry
R .
esearcher was a good administrator and believed strongly in taking people

together for growth and development.
Humility and personal touch Were the integral part of Researcher’s
personality. He believed in consensus and whe

went to the concerned people / department and keepin
Kk the decision. Many su

never he had to take decision he
g things transparent and

ch Joint Management

nvolving the stakeholder t00
h management, representative of employees’

C . ) )
ommittees were formed in whic
s association Were the membe

rs. Such

uni :
nion and representative of officer’
gs more transparent. Researcher is

committees further enabled to make thin
person’. He possessed a calm,

re
membered as a ‘sarvagund sampanna’
power and sharp mind.

Ci . . . [P
omposed mind with extra ordinary convincing

gement Cadre)
n’ and this was full
¢ efforts 10 relat

y ambiguity that
Researcher,

Employee — G (Senior Mana
We grow with the organizatio
of Researcher. He made all th

s .
takeholders and convince them O an
aviction,

y realized during the time
e himself with all the
they had because of
external various factors. A Man of €O used a reflective
style of leadership Wwhich subsed” -

bouring communitie

ce and the neigh
s remarkable and fee

ndustry unit Wa
jon and behaviour. People had

various occasions through his interact

tremendous faith and trust
Developing and strengthening interpersot
importance, We felt the purity of his heart
that he had for his people- people pecame very
he feeling ‘He

ently created @ positively charged
s. The loyalty and

enve
nvironment at workpla I
ing was felt at

commitment towards the I

1 him and Were ready to do whatever he asked for.
al relationship was given special
and the compassion and love

possessive of him and he

. man’.
was able to create t is my
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A leader who use to draw strength from his inner self very humanely
created a work culture of positive attitudes and concern for each other

Every one felt it to a matter of pride to be a part of the Industry unit. A

wonderful leader who brought innovation and turnaround through people by

practicing human values.

5.3.4 Conclusion

The interviews done along a wide spectrum of
d by the researcher’s ideology,

people point towards the fact

that the interviewees were definitely influence
his leadership style and experienced tangible changes in the organisation

dunng researcher’s tenure with them.

el

u trust the people you work

“A great place to work is where yo
for, have pride in what you do and enjoy the people you work

with”
_-Robert Levering
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