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EXECUTIVE SUMMARY

Quality of work life is concerncd about the tmpact of work on people as well as
on organisation olfectiveness and the idea of participation n organisational problem
solving and decision making. An individual in the organisation wants to satisfy his necds
while working tor it. Depending on (he nature of the individual. he may want equitable
linancial package, employment benedits, job security, interesting work. mvolvement i
decision making process affecting him and his work, and getting proper feedback about
his performance. {f these fuctors are favourable the ndividual will have job involvement,
2 sense of competence, and conscqucmly-‘]oh salisfaction.

The primary objective of this study was to analyse the quality of work lile of the
cmployees at Hindustan Photo Films Manutacturing Company I imited. Ooty. Stratified
random sampling was used 10 identify a sample of 143 cmployees at FIPT who were
administercd a questionnaire during a period of four weeks Factors like recognition for
the work done, competitive pay, [ringe benelits, supervisor-subordinate relationshup,
work schedule were taken into account. The data colieeted was analysed using tools like
pereentage analysis and chi-square test.

The study revealed that despite a very difficult financial crunch being faced by
the company and meagre salaries being paid to the cmployees the industrial relations n
the  company  scem harmenious. The general dissatislaction in the almosphere is
atributable 1o the low pay scales and lack of incentives for performance which would

improve with the company's revival and a wage revision being implemented.
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CHAPTER1
1.1 INTRODUCTION TO THE STUDY
WHAT IS QUALITY OF WORKN LIFE?
The term refers to the favourableness or anfavourableness of a total job
envirommuent for people WL programs arc a way i1 which organisations recognise their
responsibility to develop jobs and working conditions that are excellent for people as weli

as lor cconomic health of the organisation.

The elements m a typical QWL program inchude

o Open communications.

Bquitable reward systens.
o A concern lor employee job sceurity

s Salislving carcers and

Participation in decision making.

In addition o improving the work systenn. OWIL. programs usually emphasis
development ol employee skills, the reduction ol occupational stress and the development

of more co-operative labour-management relations.

Thus OWL is a process by which an oruanization responds 1o cmployee needs for
developing mechanisms to atlow thew to share {ully in making the decisions that design
(heir lives at work, The aim ol QWL is to identily and implenent alternave prograns to
improve the quality of professional as well as personal life of an organization’s
cmployees, The QWL approach considers people as an assct’ 10 the organization rather
than as “costs'. [ believes that people perform better when they are aliowed to participate
o managing their work and make decisions. This approach motivates people by
satistying not enly thewr ceonomic needs but also their social und psychological ones. To
satisly the new generation workloree, organizations need o concentrate on job designs
and orsanization of work, Further. tday's workloree Is realizing the importance ol

relationships and is rving to sirike a balance belw een career and personal Hves.



FACTORS THAT INFLUENCE AND DECIDE TIIE
QUALITY OF WORK LIVE

(i) Fair compensation and job security:

The cconomic interests ol people drive them to work at a job and employvee
satisfaction depends at feast partially. on the compensation offered. Pay should be fixed
on the basis ol the work done, responsibilities undertaken. individual skills. performance
and accomplisliments, The committee
an Fair Wages delined fair wage as “the wage which is above the minimum wage but
helow the living wage.” Tob security is another lactor tat is of concern o employecs.

Permanent empioyient provides seeurity o (he emplovees and improves their QWL

(i) Sate and Healthy Working Conditions:

Orroanizations should realize that thewr true wealth lies in their employees and 50
providing a
healthy work environment for employees should be their primary objective. Most o fthe
organisations provide safe and  healthy  working conditions  duc 1o humanitarian
requirements  andsor legal reguirements. [ lact. these conditions are a matter of

enlightencd sell-interest.

(iii) Opportunity to Use and Develop Human Capabilitics:

Comrary to the raditional assumptions, QWL has improved ihe extent that the
worker can excrelse more control over his or her work. and the deurce o which the b
embraces an entire meaninglul task. Furtber, QWL provides for opportunitics like

autenonty in work and participaiion in planning in order o use human capabilities.

(iv) Opportunity for Carcer Growth:
Opportunilics for promotions are limited in case of all categories of employees
i Loy
cither due e cducational barriers ot due to limited openings at the higher level QWL

provides future apportunity for continued orowth and security by expanding one’s




A

capabilitics, knowledge and qualifications and prepare thenr to accept responsibilities at

higher fevels.

(v) Participative management style and recognition:

Flat organizational structures help organizations lacilitate cmployee paiticipation,
A participative management stvle improves the quality ol work life. Workers [eel that
they have contral over their work processes and they also offer innovative ideas (o
nmprove  them.  Recognition also helps to motivale employees to perlorm  beiter.

Recognition can be in the lorm of rewarding employees lor jobs well done.

(vi) Constitutionatism in the Work Organisation:

QWL provides counstitutional protection io the emplovees ouly to the level of
desirability as it hampers workers. [t happens because the management's action s
challenged in every action and burcaucratic procedures need Lo be followed at that level.
Constitutional protection is provided to cmployees on such matters as privacy, frec

speech. equity and due process.

(vil) ¥Work-life balance:

Oreanizations should provide relaxation time for the employees and olfer tips o
balance their personal and professionat lives. They should not strain cmployee’s personal
andd social life by forcing on them demanding working hours, overtime work, business

travel, untimely transters ele.

(viii) Social Relevance of Work:
OWI. is concerned about the establishment of social relevance to work inoa
socially beneficial manner. The workers” sellzesteem would be high il his work is uselul

{0 the society and the vicesversa is also true.

-



1.2REVIEW OF LITERATURE

(Mrs 1. Kanagalakshmi & Miss Nirmala Devi)', in their study have combined the
work related factors in six categories:

e working cnvironment.

s wellare measures,

»  safely measures.

e SUPCIVISION.

»  participation in decision meking and

s intercommunication, The results hold that demographic factors and work related

inctors have significant relationship with perception ol quality o€ work life.

(Kawai Chande 'l'h(_nmls;.;-\.\-\-’};m): in their study have examined Quality ol Work life
(OWL) in China in terms of how their work lives satisty cight basic needs of cmpioyees
and how the satisfaction of cach individual necd in their life alleets cimployees” job
satisfaction, alfective commitment. twrnover intention, Hfe satistaction and general well-
heing.

A total ol 319 questionnaires were collected [rom cight organizations in Shanghai,
China,  Resulis conlirm hypotheses regarding the velationship between pereeived QWL
and 2l the dependent vartables. Multiple regression analvses conliom using levels of
satisfretion of six dilferent individual needs as significant predictors of the [ive
depondent vartables,

steem need satisfaction is found to be the most important for lite satislaction and
trnoser intention while four needs (esteam, actualization. cconomics and family, and
health and safety) predict genera) well-being. Knowledee and health and salety need
predict allective comnutment. Three needs (ceonomic and Tamily, healih and safety. and

Lnowledee) are tmportant for job satisfaction. Being recognized and appreciated for one’s

Lhe poreeplion of qualiny ol work Tife amoeny lextile workers iy Tiumeivel, bcting
“Oualiny of Work Bafer A Siady ol Fimployees i Shanghai. China.
Vel Pacifie Business Review S0l T3 N, 40301 317, Octoher 2007



work is found to be a strong predictor of how satisficd employees Shanghai feel with

reaard to their lives.

(Geoffrey S, Peruniak)’ in his study revealed quality of lile i1s a value-based
concent and docs not lend itsclf te knowing entirely through traditional. fogical. or
positivist means. Intuitive, meditalive, narrative-metaphorical, historical. ccological. and
personal-social methods have important roles as well.

A key assumption in this article is that people have within themselves the capacity
to know their guality of life. Sometimes. this knowing may be buried at the level ol the
inner self or it may become distorted or otherwise unacknowledged. One implication
From this is the counsellor’s potential role in helping people to become explicitly attuned
to their own quality of lile as part ol the life career journey. Research findings have
shown that people are fairly good judges of their guality of life it given the opportunity 1o
tiink about it Counsellors need o give them this chance as an explicit part of the carcer
development process, This chance can be pursued normatively or through paper-and-
pencil surveyvs. Other implications ivolve eritical rellection on the beliels and attitudes
that help to ereate judgments on quality of life. Tor a quality ot life approach, an ability to
navicate the different levels of awareness is necessary. This means addressing beliefs and
values that cmerge at cach level —frem bodily conditions. to basic needs. to relationships

with Tamily and [riends. to paliiical considerations

(Jamues | Ktine)' conducied a study on QWL programs for mait handlersin LS. AL
OWI, for mail handlers began in October 1982 when the Post Master Ceneral and the
president of the National Postal Mail Handlers Union signed an agreentent that was based
on the beliel that mail hendlers want o be responsible and cllective in their work und
deserve a say in probleny solving. but that those necds couldu't be met unless conditions
al the Service were restructured, At the same time, however, organizational effectiveness

and elTicicney would improve il the Serviee invested in this eilort.

a Volwme 8P a6-61 June 2008

Promise of qualiny ol e, fowmal of Puiployment Counsellin

COuality of working life at the United States Post Office. The journal for quality and participation.
Salmme A8 P 380 October 2009



The core components of QWL include the tollowing:

A clear philosophy and purpose.

-

"Mutuality and jointness.”

Committed leadership.

Jomt structure.

Staff support.

Appropriate training.
* Systems and structural support

The philosophy and purpose of QWL, therelore, is somewhat at odds with the
prevailing Service culture, partially explaining some of the delays in adopting simple.
cost-elfective solutions to system-wide problems and accounting lor the dominance of
mundane team projects. Some supervisors and managers do not sce ay reward n
cncouraging team problem solving on a large scale and prefer to marginadize QWL
aclivitics: however. where there s management support for QWL the service s the

beacliciary.

(Dr. S, S, C.‘h(m(lhm'y)'; conducted a study relating o the Quality ol life of people in
Tea Industry of West Bengal, In this study, the development of Tea [ndustry since carly

it . .
18% century has been divided into three stages:

i Formative stage
i Transitional stage &
i, Present phase

Unhveienic work surroundings in which workers lived were full ol epidemics, hook-
worm: dependence on jhora for drinking, kucheha houses o thatched roofs made by
workers themselves, absence of drainage svstem latrines and urinals. transport and
communication e, were the conditions of plantation work life, Workers had no voice

nor any options open to them. Whatever management theueht proper was 10 be aceepted.

CChalenes of tea management by twenty (Trst century, N L Publishers. Dibreearh & Siligurr. 2006

O



Naturally thercfore, commitment to work, job satisfaction, safety, productivity that
characterize quatity of work life were conspicuous by their absence on the part of

worketrs.

{l.ooSce Beh) Faculty of Economics & Administration, University of Malava
viewed that quality of work life (QWL) has increasingly  wained  recognition, as
cmplovees want to [eel respected at work for what they do and who they are. Literature
on QWL is limited and several studics commonly correlates with job satisiaction bul no
study on QWL has associated with carcer related factors. This empirical study was done
to predict QWL in refation o carcer-related dimensions. The sample consists ol 475
managers [rom the lree trade zones in Malaysia for both the multinational corporations
(MNC’s) and the small-medium industrics (SMi's).  The result indicates that three
exogenous variables are significant: career satisfaction, carcer achicvement. and carcer

batance, with 63% of the vartance in QWL

U Predicting guality of work like: The implications of cazeu cdimension. Qualiny ol Working Tite.
Votume 2P Nop D389



.3 COMPANY PROTILIE

Hindustan Photo Fitms Manulacturing Company Limited (HPF) is a Public Sector

Undertaking. under the Department of Heavy fndustry. incorporated in the year 1960.

HPT is the only integrated manufacturer of Photo sensitised goods in the whole of
South East Asia with the technology for manulacture of Medical X-ray, Graphic Arts and

Black and White products of international standards.

It manufactures and markets its flect of products under the brand name INDU.
The mainline products of HPE are:

»  Medical X-ray

= Industrial X-rayv fims

= Graphic Arts llms for the printing scctor

»  Bromide Paper and Rofl s lor the Photographic sector

s Acrial Film [or the Delence sector and

a  [pkjet papers for the Digital Market

NManpower 710
Date ol incorporation 30th November 1960
Commencement of Commereial Production 1967

Cortilication SO 00012000

Brand Name T INDLUJ

Inlrastractural Facilitics [ibrary.

Guest House

Training ceatre

School,

Iealth Centre.

Drinking water reservoir,

Around 500 quarlers 1o the township
Un-interrupted Power Supply system
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VISION
To be a world teader in the photo imaging products and to play a sienificant role
i domestic and global market by meeting the needs o { the custoniers in accordance with

their expectation and become a centre of excellence in the arcas of operation.

MISSION

To be the market leader in the manufacturing and marketing of photo imagimyg,
product of international quatity m health care. industrial and defence sector and to gain a
competitive edge  through a highly motivated, quality conscious and  empowered
employees by producing them with opportunitics to reabize their career voals and selt

fullilment and to be cco-fricndly in all operations.

QUALITY POLICY

The company will manulacture and market hish guality photographic and allied
products with systematic process approach strive [or continual improvement o achicve
high productivity involving all employees in an cco-Iriendly sale enviromnent aid

provide effective after sales service Lo our Customers.

Thanks to HPE, india today has a self - suflicient industry from raw materials to
the lnished productions tor @ wide range of photo sensitive goods. A record which many

countries cannel claim.

Yer HPE is not complacent for its goal is towards minite excellence. With all its
potentials in the arcas of science and technology the company recognizes iis employees
alt its major assels Lo meet its growing objectives [ The company strives 1o provide a
congenial atmosphere and a conducive cnvivonment to all its employees to lacilitate

carcer vrowth, personal needs. job- satislaction, team  development and above all

comnutment 1o the organizaton,



PERSONNEL PHILOSOPHY/POLICY
The company recognizes its employees as the most precious assets and is
commitied to nourish and nurture them with all possible care and comfort and in their
best contributions to the company towards this objective TIPF shall:
»  Offcr them reasonably appreciable benelits in monetary terms. pay  scales,
allowvances ete.
s Always be in readiness Lo listen to whatever grievances any employee may have
at any time with an open door policy and fook into them with sympathy
e Provide safety at work and sccurity at job toeether with attractive retirement
henelits.
e The objective and rational 1 its policies and procedures by which cmplovees will
he treated uniformly
e Lxpend welfare faciities and scrvices such that substantial benelits are made
avatlable cven o dependents
*  Appreciate and recognize all good jobs done by emplovees in a variety ol wavs
including non-monctary awards so as to {ulfil their sell esteem needs
o Plun [or employce carcer growth thus providing scope lor advancement.
o Irain and provide scope for employees to advance their academic and technical
qualifications for taking up challenging higher roles and responsibitities.
o Motvate emplevees o volunteer and participate in the operational decisions of
the concerned work arcas through forums such as self - development councils

(qualily clreles),
Medical attendances

Officers and their families may have medical attendance from private medical
praciitioners ol their choice at their residence, at the residence ol the doctors or at their
consulting roems. The reimbursement ol medical expenses incurred will be restricted o
actual or what the olhicers would otherwise be cligible had they consulted and taken
beatment from government ov state aided hospitals whichever is less. Sucly claims are

rauted through the chicl medical officer of the company.




Participative management

HPF believes that active participation of cmployees n vartous aspects of
productive operations in true participative spirit is essential lor the creation ol a climate
of involvement and commitment which can motivate them in a great measure (o
contribute their best for the sustained growth and prosperity of the organization. It was n
pursuance of this beliel that HPE set up the bi-partite committees at the shop and plant

levels in 1974
Quality circles

1682 being the year of productivity, quality circle was introduced in HPF on an
experimental basis tn the roll films and cine scctions. The tirst quality circle was

: i
inaueurated on 29" June 1982,

[ EIPE at every stage of production operation. defects are climinated and quality
is cnsured  belore the photographic products reach the customers. A lorum or a
programme is required o chanoelize the untapped knowledge and unused expertise ol the
cmployees to pul o best use in problem solving operation in any particular arca, so that
delects are detected instantly and elimimated. This forum in HPF is named as self

development council (quality cirele)

The benefits achieved out of the cllective Tunctioning of this cirele are immense.
The active participation, exchange ol ideas and views and proper communication help to
sohve probleny, achieve high standards i quality and 1t results in all round growth and

prosperity. This activity renders job satisfaction to employeces.
Grievance procedure

It 1s the policy of the company that the gricvance of the emplovees i the company

sheuld be settfed promptly and as Lar as possibie within the department and lowards this

end a simple ertevance procedure has been evolved the procedure at the various stages.

(1) An emplovee™s who has a grievance should T up the grievance procedure from

and present it to the immediate sectionad ofhicer

7



(2) Sectional officer hands over the form to the department head without loss of time.

(3) The department head must dispose off the complaint within 48 hours {from receipt
of complaint.

(4) Any employee who is dissatisfied with the answer given may take his grievance

o the divisional head.
Pav and perks
Besides attractive pay scales, HPEF offers number of other additional benefits.

o Dearness allowance linked to the cost of living index

o Cityrhill compensatory allowance

o House rent allowance of 12.3% tor workmen and 109 for ollicers at Ooty.
o Winter allowance for 4 moniths (November to FFebruary) at Ooty only.

o Night shilt allowance

¢ooAnnual bonus

o Preductvity based incentive bonus

o Conveyance allowance
Other welfare facilities
o Cash vour idea scheme
o Death rvelief fund
o Coroup insurance scheme
s [ncentive lor aequiring additional qualilicaiton
o Incentive bonus scheme

e Index merit scholarship



INDUSTRY STRUCTURLE AND DEVELOPMIENT

The photographic products market in India is controlled by the Indian Tront
Company (IFC) and MNC giants like KODAK, FUIL KONICA, and AGFA. Products of
China Lucky Tilm Corporation arc also available in the markets. Due to technelogical
advancements digital products have taken a lion’s sharc n the consumer hmaging
scament. But in the health sector the place ol digitalization is not that steady resulting n
continuous generation of demand for com entional health imaging products where HPE

has a strong and notable presence. HPT has also made progress in digital products.

OPPORTUNITIES AND THREATS

OPPORTUNITILS:

L~ CGrowth of [ndian cconomy and growing photographic market with positive
arowth rate.

» Increasing health awarencss

» Increasing government allecations o health, infrastructure and heavy industries,
delense wherein HPE's products are paromzed.

~ Closing ol operations in black and white photographic products by MINC

+ Lxistence ol export potential Tor black aud white products.

L, Development of digital media preduets,

»  Customer’'s preference for INDU products.

TUHREATS:
+ Government policy in favour of traders and against indigenous manufacturers
o Gradual invasion ol digital products in health seetor,
+ Unlair competition in market place.
o Pixistence of grey markets and irregular imports.

+ lechnical obsolescence.



FUTURE PROSPECTS:

The luture prospects of the company largely depend on the implementation ol the
financial restructuring and revival through fund infusion by the government.
Policy support requested from the government il given lor creating a level playing
fGeld in the market will improve the [uture prospeets of the company.

The products ol the company have enough demand in the market for some more
years 1o come.

Being the only manufacturer and also the faci that MNC's are switching over to
digital products is a good opportunity that exists [or the company’'s survival,

With the introduction of new products, indigenization of base and reduction in
coating work, the company can take up challenges thrown by competitors m terms

of quality, price and supplics.

3



1.4 STATEMENT OF THE PROBLEM

fHlindustan Photo Films Manufacturing Company Limited is at the threshold of
revival and implementation of financial restructuring. A study on the quality of work life
would give the company, the knowledge of where it stands .and the factors the company
needs 10 concentrate on to improve the job involvement, job satistaction and job

performance to ensure vizhle operations .

1O




LSOBJECTIVES OF THE STUDY

PRIMARY QRJECTIVE
~ Tostudy the quullil_v ol'work life of the employees at HPE.
SECONDARY QRJECTIVF
~ T dentily the assoctation between level of emplovment and quality of work life
variables.
» Toidentify the most prominent motivational insights.
»~ o lnd out the employees level of sauslaction with respect o atirtbutes fike pay.

benelits, rewards,




1.6 SCOPE OF THE STUDY

This project provides an opportunity to cvaluate the workplace environment at HeT

and includes information about components ol quality ol work such as:

" Stress
v Job satisfaction
*  Tairness of pay and

*  [aboor-management relationships.

IS
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1.7 LIMITATIONS OF THE STUDY

The study is limited 1o the Goty unit of HP.T and hence cannon be applicd 1o

other units.,

The opinions of the respondents may start varying over a period ol time.

Duc to time constraints only limited 1.

conducting rescearch,

o

143 respondents were selected Jor
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CHAPTER I
RESEARCII METHODOLOGY

RESFEARCH

Research is a systematic and scientilic scarch for pertinent information on a
specific topic. it includes testing, verification, classification, organization and orientation

which include prediction and application.

Webster's Noew International Dictionary defines rescarch “as a carctul and entical
mguiry or examination in secking facts or principles. diligent investigation in order to

ascertai something,”

2.1 TYPE OF RESEARCH

The type of rescarch used in the study is descriptive in nature. Descriptive
rescarch includes surveys and facts. findings, enquiries of different kinds. The major
purpese of deseriptive rescarch is description ol the state of affairs as 10 exists al present
The main characteristic ol this type of research is that the researcher has no control over

the variables: he can only report what happened oy what is happening,

2.2 SAMPLING FRAMEWORK

The sampling techigque followved was propertionate stratitied random sampling.

AMPLING "}

JOB LEVEL [ NO.OF ELIMENTS  PROPOTIONATE !

\ :
| | {20% of the clements) |

| Teplevel exeentives | ) hol , , ! L , i
| Mi,d,dlc ]c_}_g_l nanagers I 256 : i__ B ;
) SUPCIVISOrs | 365 & i
a7 ? |

Totl o o 143



Population:
The population of the siudy cludes all the employees of H.P.TT that account to 710

in number,

Sample size:

The sample size sclected lor the study is 143,

2.3 SOURCES OF DATA

Dyata refers to information or facts. Bothy primary and sccondary sources were used
[or data collection,
~  Primary data:
[he primary data was collected through questionnaire.
~  Secondary data:

The secondary data was collected [rom company manuals and websites,

2.4 TOOLS USED

1 he tools wsed For the study are:

I Simple pereentage method &

2. Chi-square test

2.5 TIME FRAME

he study weas carried out Tov a period of four weeks,

i



CHAPTER-II
DATA ANALYSIS AND INTERPRETATION

Analysis means a critical examination of the assembled and grouped data for
studying the characteristics ol the object under study and for determining the patterns of

relationship among the variables relating to i

The analysis ol data requires a number ol closely refated opurations such as
establishment ol categories. the application of these categorics or raw data through

coding. tabulation and then drawing statistical inferences.

The wide data should necessarily be condensed into a few manageable groups and
tables for farther analysis. The researcher can analyze the coltected data with the help ol

Larious statistical measures and bring out the views through interpretation,

interpretation means application of logical thinking and derivation Lo the facts
anderstand and explain the link between the variables, Imerpretation of data plays a vital

role in rescarch,



TABLE 3.1
LEVEL OF EMPLOYMENT

I.evel of employment Frequency Percent
Top level executives 18 12.6
Middle level managers 51 35.7
| Supervisors 73 51.0
Clerk | 0.7
Total 143 100.0

From the above table it can be understood that 31% of the respondents are
supervisors,36% are middie level managers (13% of the respondents are top level
exeeutives and 0.7% are clerks Stratiticd random sampling was followed and 20% ol the

population [rom cach level was chosen for the study.
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TABLE 3.2

OPPORTUNITY FOR CAREER GROWITH

Levet of agreement

Frequency

Percent

Strongly agree 22 154

Agree 32 224

- Neaval 20 14.0
Disagrec 49 343 ]

Strongly Disagree 20 L4.0

Total i43 100.9

The above table shows that 34% ol the respondents disagree that the opportunity
for carcer growth at H.PF is cood. This is because the company has been operating at

Detow 3%hcapacity utilization and continues t be sick.

CHART 3.2
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TABLE 3.3
SUPERVISORS CONCERN ABOUT THE WELFARE ACTIVITIES
OF THE EMPLOYEES

Level of agreement Frequency Pereent
| Swonglyawee |22 L 154 |
i Agree 51 35.7
3 Neutral 30 21.0
Disagree 30 21.0
Strongly disagree L0 _ 7.0 a
Total 143 100.0

The above table shows that 36% of the respondents believe that the SUPCIVISOT 18
concerncd about the welfare activitics ol the cmployees. Employees are provided with

wellure Tacilities such as death refiel tund, cash your idea scheme, Indu Merit

Scholarship.
CHART 3.3
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TABLE 34
RESPONDENTS OPINION ABOUT LEARNING AND DEVELOPMENT

Level of zgreement Frequency ~ Percent
Strongly agree 19 13.3
8 Agree 73 2.4 B
| Neutral 15 12.6
- Disagree 7 I 7 T
Strongty disagree 20} ' 14.0 N
Total 143 100.0

5205 ol the respondents agree that there is learning and development beyond the
current job. This can be atiributed to the activities of the Self development council at

H.P.L.

CHIART 3.4
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CONGENIAL WORKER SUPERVISOR RELATION

TABLE 3.5

Level of agreement Frequency Percent
Strongly agree 20 14.0
- Agree 29 203
- Neutral 62l 448
| Disagree 20 150
Stronaly disagree 10 7.0 ]
Total [43 100.0

The above table reveals that 43% ol the respondents neither agree nor disagree

that there exists a congenial relationship between them and their supervisors,20% agree

that there exists a congenial relation. whercas 14%

respectively. and 7%

relation in the

14
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TABLE 3.6
FREEDOM AND AUTONOMY AT WORK PLACE

i.evel of satisfaction Frequeney Percent
Highly Satistied 24 16.8 ﬂ{
Satislied 79 552
Neutral 28 19.0
Dssatisfied 0 472
thighly dissatisfied O 4.2
Total 143 100.0

It can be understood rom the above table that 33% of the respondents are
satisticd with the freedom and autonomy they enjoy in the work place. This is due to the

lack of close supervision followed 1n the company.
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TABLE 3.7
COMPETITIVE PAY

Satisfaction ievel Frequency Percent
Highly satisticd 15 1.5
Satisticed 24 ] 168
u Neutral 7 17 )
B Dissatisited _ +7 - ‘ 329 ]
Highly Dissatis{ied 40 28.0
Total 143 100.0

33% of the respondents are dissatisticd and 28% ol the respondents are highly
dissatistied with the pay being oftfered by the company, this is because the company still

(ollows the 1987 pay scale and there has been no revision since then.

CHART 3.7
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TABLE 3.8 L
FRINGE BENEFITS

Sfatisf‘.lction lcvv_e_l 7 Frequency ) Percent ]
Highly satistied g 17 i

B Satislied 24 16.8
Neutral 2 1.4 ]
Dissatistied &1 427 N

Highly dissatished 45 315

Total 143 100.0

The above table shows that 432 of the respondents are dissatistied with the Tringe
benelits oftered by the company. The company has been incurring a high net loss because

of whicli it is not in a position to provide additional benefits,

CHART 3.8
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TABLE 3.9
INCENTIVES FOR HIGH PERFORMANCE

| Satisfaction level Frequency Percent
Highty satislied 11 _ 7.7
- Satished I8 126 _
o Newsd | oo 98
| Dissauslied 53 37.1
| Highty dissatishied 47 I 32.9
Total 143 1000

37 9% of the respondents are dissatislied, 33% of the respondents are highly

dissatisticd with the incentives given for high performance, §39% are satistied while 10%

are neither satisiied nor dissatisfied, and 8% are highly satisfied.

CIHART 3.9

O Highly satisfied

@ Satisfied

Neutrat

@ Dissatisfied

1 Highly dissatisfied




TABLLE 3.10
PARTICIPATIVE MANAGEMENT

Level of Frequency Percent
gurecment

Strongly agree L6 1.2
_Agree 45 35
~Neutral _ 38 o 40.6
Disagree 14 _ A
Strongly disagrec 10 7.0
Total 143 100.0

409 of the respondents neither agree nor disagree that there exists participative
management in the organisation. Though the company belicves the active participation
ol emplovees [or the prosperity ol the organisation the employees believe that therr

opinion s not sought on alf oceasions.

CHART 3,10
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TABLE 3.11
RECOGNITION AWARDS

Satisfaction level Frequency ~ Percent
Satishied ) 21 117
B Newtrad 24 16.8
77777 Dissatistied 05 45.3
Highty dissatisticd | 33 231
Total 143 100.0

From the above table it can be scen that 46% of the respondents are dissatisticd
with the recognition awards. The respondents are ot the view that apart lrom salary there

is ne other recognition for their work at present.
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TABLE 3.12
SECURITY OF INCOME

Sﬂﬁsfﬁction }L‘\'Cl FI'C(}“(‘HC‘\' Pcr(\_cnt
Highly satis{ied 3 3.5
S;uisﬁcd 30 21.0
i Nculru] b 37.8
Dissatisfied 33 2.3
Highly dissatisfied & 19 7 ‘ 13.3 B
Total 143 ITHIRY

The above table reveals that 38% of the respondents are neither satistied nor
dissatisticd with the seeurity ol income This is because the company is at the threshold

ol revival and ance the financial restructuring is implemented it would become viable.

CHART 3.12
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TABLE 3.13
SAFETY AT WORK PLACE 7

Satisfaction Level Frequencey Percent
Highly satisiied 10 7.0
Satisfied 78 54.5
Neutral 32 22,4
i Dissatishied 12 8.4
B Highly dissatisticd i1 ) 7.7
Total 143 100.0

33% of the respondents are satisfied with the safety provisions provided by the
company. Since the company deals mostly with harmful chemicals gogeles & unitorms
are provided and morcover alarm signals and lire extinguishicrs are present at every nook

and corner o the company.

CHART 3.13
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TABLE 3.14
WORK SCHEDULE

;“iatisfarc_tion [cv.cl Frequency Percent
Hichly satisfied 9 6.3
- Satisfied 85 59,4 B
Neutral 35 24.5
Dissatistied 8 5.6
| Ilighly dissatistied 1§ i 4.2
Tortal 143 100.0

59% ol the respondents are satisfied with the work schedule Imployees at H.PF

work for 8-9 hours on a normal working day in which they are provided with 3 rest

intervals of hall an hour cacl.
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TABLE 3.15
GUIDANCE, SUPPORT AND DIRECTION GIVEN BY THE SUPERIOR

Satistaction level Frequency 1 Percent
FHighly satistied 9 6.3
] Satistied 35 94
Neutral R 245
Dissatisiied ' 3 ) i 5.6 ]
Highly dissatis(icd 6 7 4.2
Total 143 160.0

39% of the respondents are satisticd with the guidance, support and direction
siven by the superior. When the employees are assigned a task they are offered a clear

dircetion of how to complete the task effectively and timely assistance is provided when

necded.

CHART 3.15
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TABLE 3.16
GENERAL WORKING CONDITION

Satistaction level Frequency Percent
Highly satisficd 21 14.7
Satisfied 32 57.3
Neutrai 33 231
Pissatished 3 3.5
Higehly dissatistied 2 1.4
Total 143 10400

The above table shows that 37% of the respondents are sutisfied with the general
working condition at HLP.T. they believe that ibe pasic amenitics provided by the

company are good.

CHART 3.16
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TABLE 3.17
FREQUENCY OF PROMOGTION

Frequency of Frequency Percent
promotion
Always 22 [5.4
| Often 2 154
Sometines 34 LN
Never 15 10.5
Toial 143 16110
50% of the respondents opined that they are offered with promotions only

sometimes. Since the Company has not recruited sinee 1992 job rotalions are mote

frequent than promotion.
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TABLE 3.18
OPINION ABOUT STRESS

Opinion on stress Frequency Percent
Always 12 8.4
Olten 36 2572 N
Sometimes 67 40.9
Never 28 19.6 |
Total 143 130.0

47% ol the respondents are of the view that they are stressed out only at times,
The work schedule is framed in such @ way that it gives them time to relax and morcover

since the company works only at below 3 26 capacity utilization there Is not much work.

CIHITART 3.18
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TABLE 3.19 RELATIONSHIP BETWEEN LEVEL OF EMPLOYMENT
AND OPPORTUNITY FOR CAREER GROWTII

lLevel of Opportunity for carcer growth Total
cinployment SA A | N 1 SO |
- Top level 7 2 3 n 2 18

cxecutives

Middle level 'l 13 2 s | 7 51
l}]ill‘.iig_t)l'.\'i
Supervisors | 4 7 1 15 | 20 Il 73
[ Clek 0 0 0 1 0 b
Total 22 32 20 19 20 | 143

Degree of I.evel of Table value

frecdom significance

i

\

i

i

| :

I - - - - - —_—-
|

HYPOTHESIS:

Null 1y pothesis (Ho): There is no signiticant relation between the fevel of employment
and opportunity for carcer growth.

Alteruative Hypothesis (1113 There s signilicant relation between the level of

cmploviment and opportunity Tor carcer growth.
INFERENCH:

From  the above table. caleulated value is (22.59) higher than the criueal
value (21.03) ar 3% level, so Null hypothesis [HG] has 1o be rejected (Le) there
s« siendlicant relationship between level of employment and oppottunity for career

orowth,



TABLE 3.20
RELATIONSHIP BETWEEN THE LEVEL OF EMPLOYMENT AND
SUPERVISORS CONCERN FOR WELFARE OF EMPLOYEES

Level of Supervisors concern Total
employment SA A\ N D $D
Top level + 4 10 0 0 [
| exeeutives .
Middle Tevel 13 16 9 7 4 51
. InEnagers _
Supervisors 3 30 11 23 0O 73

Clerk 0 b 0 0 {0 ]

Total 22 31 3¢ 30 [0 [43
___D_L}_{!(‘C()f ' Level of ' ( llLlll]t;(i\:HlL E Tni)lc \':ﬂueij
| freedom ‘ sieniticance '
‘ 12 3% ‘ 38.80 | 21.03 ‘

HYPOTHESLS:

Null Hypothesis (Ho): There is no significant relationship between the level of
empioyment and supervisors concern [or employees.
Adternative Hypothesis (I11): There s significant relationship between the level of

emplovment and the supervisors concern for emplovees.

INFERENCE:

[Fronmy the above tweble, caleulated  wvalue is (38.80) hicher than the  eritical
value (21.03) at 3% level, so Null hvpothesis [HO] has to be rejected (e} there
s a significant relationship between the tevel ol emplovaent and the supervisors concern

[or cruployees.



TABLE 3.21
RELATIONSHIP BETWEEN THE LEVEL OF EMPLOYMENT AND
CONGENIAL WORKER SUPERVISOR RELATION

Level of Worker supervisor relation | Total
cmployment SA A N D SD
Top level () 0 LS 0 0 B
| exeeutives )
Middle fevel 7 2 24 10 3 51
| munagers \
Supcrvisors 12 27 22 10 2 73
| Clak 1 0 0 0 0 [
Total 20 29 644 20 10 143
T)Lgl; of ‘ T Levelof | Caleulated \_(1_llu,7 Table value
1 freedom significance | ! i
N 1 T 7i 3756 77 2103
5 I _ Al - _ S o

HYPOTHESIES:

~ull Hypothesis (flo): There is no signilicant relationship between the level of
cmployment and congenial worker supervisor relation.
Alternative Hypothesis (1) There is significant relationship between the level of

cmployment and congenial worker supervisor relation.

INFIERENCE:

From the above table. caleulated  value is {57.50) higher than the critical
value (20033 at 3% level, so Null hypothesis [HO] has to be rejected {ie) there
i o sionificant relationship between the level of employment anel congenial worker

SUPCIVISOr

e



TABLE 3.22
RELATIONSHIP BETWEEN THE LEVEL OF EMPLOYMENT AND
PARTICIPATIVE MANAGEMENT

Participative Management Total
Levelof SA A N D sD
~ Employntent N
Top level 7 5 0 0 0 18
______ execulives i L
Middie level 7 18 25 | 0 51
managers ) I o
Supervisors 22 27 | 13 10 73
Clerk 8] [ 0 0 () 1
Total 16 43 R 4110 143
i)egrée of | Levelof ‘  Caleulated value  Table value
freedom sienificance \ :
I 5% '777’ ) 10387 203

HYPOTHESIS:

Null Hypothesis (Ho): There s no sienificant relationship between the level of
cployment and participative management.

Alernative ilvpothesis (111): There s signilicant relationship between the Tevel of

cinployient und parlicipative manageinent.

INFERENCE:

Fron: the above wble, caleulated  value (H1.59) is higher than the critical
calue (21.03) ot 3% level. so Null hapothests [HO] has o be rejected (e there
is o signtficant relationship between the fevel of emploviment and participative

managenzent,



TABLE 3.23
RESPONDENTS RANKING OF THE MOTIVATIONAL INSIGHTS

SNO:  FACTORS L2 a4 s
f Interesting work | 32 | 8[43 40| i4
T3 Recognition TRRCERCRE Y
3. Awards &Rewards | 27 | 538 22| 33
S ‘ (_'“0111};cnsuli(;h —18_ 39 012 L1s 27
5. Friendly co-workers | 25 os e 22 5

From the above table it can be mlored that respondents have  ranked
compensation as  the most motivating  factor, fotowed by awards and  rewards,
recognition has been ranked third while interesting work has been ranked Tourth. Friendly

co-workers have been ranked [Hth among the five motivational isigits.



CHAPTER 4
4.1 FINDINGS

349% ol the respondents disagree that the opportunity for career arowth is good.

36% ol the respondents agree that the supervisor is coneerned about the welfare

activities of the employcees.

135% of the vespondents neither agree nor disagree that congenial worker

supervisor relations exisl.

5395 of the respondents agree that there is learning and development bevond the

currettt Job.

417 of the respondents neither agree nor disagree that participative masagement

exists in the organisation.

339 of the respondents
nlace.

33% ol the respondents
13% ol the respondents
37% of the respondents
performance.

46%% ol the respondents
38" ol the respondents
3595 of the respondents
39% of the respondents
59% of the respondents
SUPCTIOrs.

57% of the respondents
389 ¢l the respondents

sometimes.

are

are

Hre

arc

are

Hre

aie

are

alre

are

are

satisficd with the freedom and autonomy at the work

dissatizhed with the pay.
dissatisficd with the Dringe benelits.

dissatislied with the incentives given tor their

dissaiisficd with the recounition awards.
dissatis{ied with the security ol inecome.

satislicd with the safety measures,

satisficd with the work schedule.

satisficd with the suidance & support given by their
ocneral working conditions,

fa)

satisbied with the

ol the view that they are olfered promotion onty

179% ol the respondents find the work stresslul sometimes,

Mast of the respondents have vanked compensation as the Tactor that motivates

them the most,



CHI SQUARE TEST:
The results of the chi-syuare test show that there exists a sienificant relationship between
the tevel ol employment and

s oppottunity lor career growth

. supervisors coneern for welfare of employees
. congenial worker supervisor relation and

. parlicipative management



4.2 SUGGESTIONS

Onee the financial re-structuring has been implemented the company may take steps
to improvise on the following arcas:

s Pay

o Trinuc benclits

o Incentives given for the performance and

o Recounition awards as most ol the employees are dissatisticd with the above

mentioned attributes.
Emphasis must be laid on avoiding denuding of talent at alt levels and the avatlable

manpower must be put to the best possible use through retraining and re-deploynient.



4.3 CONCLUSION

Eyen though the company has incurred a high net loss, the available manpower 13
being put to good use. In spiie of a very difficult {inancial crunch bemg taced by the
company and meagre salaries heing paid to the cmployees the industnal relations m the
compuny scem  harmonious. Fhe cmployees are constantly well informed on the
srecarious [inancial position of the company and the cltorts of revival being made.

in the ovent ol one lime settiement and financial re-structuring the company
would hecome viable. The post revival projections show break even within a short time
and the company is confident of achicving viability. Thus the aencral dissatisfaction in
e atmosphere is atributable to the low pav scales and lack of incentives for
performanee which would immprove with the company’ s revival and awage revision being

implemented.
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QUESTIONNAIRE

ASTUDY ON THE QUALITY OF WORK LIFE Al HPF

1. Personal details:

»  Nuame (Optional):
s CGiender:

a) Male b) Female
o Age (Yrs.)

i) Ifmale

a) Below 30 by 31-40

cyA1-50 d)y 31 -00

2y I female

2) Below 25 h) 26-30 ¢y 31-35
dy 36-40 ¢) 41-50 0 51-60

o Marital status
2 Married b) Unmarried
o lHow many children do you have:
ay 0-1 b) 2-3 ¢) More than 3
o Lo which of the following age group do your children belong
a) 04 h) 5-12 ¢y 13-19 )y 20-23 ¢) Above 25
o Tovel of employment:
a) Officers hy Supervisors ¢) Workmen
e Qualification :
a) High School b) Graduate ¢) Post Graduate
o Lxpericnce(Yrs):
a) 0-5 b) 6-10
ey HE-20 d) More than 20

' Indicate the number of davs vou normally work ina week:

1) 0.2 by 3-3 ¢) 6-7



3. How many hours of work do you engage yourscelt' in a normal working day:
ay 0-4 b) 5-8 ¢) More than 8
4. Do vou work bevond the normal working hours:
a) Yos b) No
If ves then mdicate i
a) Overtime pay is given b) Overtime payment is not given

5. Which ol the tollowing best desceribes vour work shift:

a)y Day shilt b} Noon shili
¢) Night shift d) Irregular shilt on call
0. Is vour work shift: @) Routine in nature b) Changes lrequently

~1

Indicate vour level of agreement with respect to the following:

Keve SA-Strongly Agree A-Agree
N-Neither agree nor disagree D-Disagree SD-Strongly Disagree
S.No. Attribute L OSA A N
I The opportunity  for carcer growth s
vood

5D

The supervisor 1s concerned about the

welfare activities of the employees !

3 Congenial worker supervisor relations
E
: ; e o . I -
A There 1s learmning  and  development .

bevond the curvent job

5 Participative management




8. Indicate the kind of leave that you have availed the maximuni:

a} Casual (with pay and allowance)

b) Medical leave

¢) Vacation

9. Indicate your satisfaction level with respect to the following attributes:

Key:  HS-Highly Satisiied
N-Neither satisticd nor dissatistied
HD-Highly Dissatisticd
e B A _
S.No. | Attribute
_— | —_— _— — —_— —_— — — —_— ——
| rFrccdom and autonomy at work
} place
2 Competitive pay
3 Fringe benelits
4+ | Incentives for high performance
3 Recognition Awards
6 ¢ Sceurity of income
I Salety/Personal Sceurity
8 Work schedule
y CGuidanee,  supporl and  directions
siven by the superior
16| General working conditions

S-Satistied

D Dissatistied




L3.How often arc you oflered promotions Lor your job:
~ Always

Olten

v

~  Sometimes
»  Never
VL How often do you find the work stresstul?
- Always
~ Often
~  Sometimes
#  Never
{2, Rank the following motivational insights:

Einsights R ' 'Reu-lnl;(l—i-)-

[ | [nteresting work

2| Recognition

Awards & Rewards

wd

4| Compensation

CFriendly co — workers

L

[3.Y our suggestions for the overall improvement of HPF and the quality of work hifc.

=

Thank You!



