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Effect of Employee Relations Program on Integration of Industrial

Employees

By

Ireen Akhter, B.Com (Hons.), M.B.S., M.B.A.
Institute of Business Administration

University of Dhaka

ABSTRACT

This research is an attempt to find out the possible impact of

employee relations program on the employee integration process. The

objective of this research is to assess the possible impact of ERPs on

employee integration towards ‘organization’, ‘management’, ‘the work’

and ‘the fellow employees’.

The main question of this dissertation research is: If the

voluntarily extended ERPs have a positive impact on employee

integration process.  To assess the impact of ERPs attitudes of non-

managerial employees have been measured towards four important

dimensions of integration.

The key research issues examined are: (a) attitudes of the non-

managerial employees as perceived by themselves,  (b) attitudes of the

non-managerial employees as perceived by managerial employees,  (c)

status of ERPs extended by the employers, (d) perception of non-

managerial employees  about the ERPs extended by the employers,

and ( e) factors (external) that may interfere with the employee

integration process.
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A comprehensive process have been undertaken to do the

research. A conceptual framework has been developed assuming

positive impact of employee relations programs.

The study followed standard methodology in case of selecting

sample size, sample companies, and sample respondents. Data were

collected from both primary and secondary sources. Data were

analyzed using standard statistical techniques.

It has been found that ERPs provided voluntarily by the

employers have significant impact on employee integration process.

Employees become more integrated towards organization,

management, work, and fellow employees. Employees’ preference for

the types of ERPs depends on type of organizations, type of jobs, and

their demography.

A number of external variables also have impact on integration

process. The variables that work positively on employee integration

process include age, marital status, tenure, and trade union

membership. Only educational status of employees appears to have a

negative influence on the integration process.

Thus, it has been concluded that ERPs have positive impact on

employee integration process. This study of employee relations

programs has huge implication on employee relations of industrial

employees of Bangladesh.
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CHAPTER I

INTRODUCTION

Overview

Industry is the way in which man makes not just a bare living

from nature, but an ever-better living, by combining material and

human resources to provide goods and services which raise the

material standards of life (Reza, 1963). The structure and quality of a

society depend to a great extent upon the forms of work and the

relationships among those who direct and those who do its work.

It is not a question of whose work or whose life is more useful;

rather it is a question of understanding the lives and work of masses

of people. Until recently the workers on an average have mostly lived

in poverty, have known want and insecurity and humiliation. And

most of them have been inarticulate about their state (Lorwin, 1967).

Employment is analyzed through the perspective of industrial

relations, which is the interdisciplinary field of study that

concentrates on individual worker, groups of workers and their unions

and associations, employers and their organizations, and the

environment in which these parties interact (Katz & Kochan, 2004).

Many researchers and scholars have been studying industrial

relations systems of various countries during the past few years. It is
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becoming clearer that any realistic program for large scale

industrialization requires analysis of human relationships as well as

of the power structure of the enveloping social system (Reza, 1963). A

quest for industrial harmony is indispensable when a country plans to

make economic progress. Industrial harmony inevitably leads to more

cooperation between employers and employees, which in turn, results

in more productivity and thereby contributes to overall prosperity of

the country.

It is needless to say that without harmonious labor-

management relations, it is impossible to develop a contended,,

committed and co-operative workforce to achieve the objectives of the

enterprise (Kerr, Clark & et al. 1960). A high-quality company always

tries to build up loyalty amongst its employees and motivates them to

higher productivity or better performance. To make high-quality

organizations work for their people, motivate their people, reward their

people beyond legal requirement and overall make psychological

contract1 between them (Raja & Ntalianis, 2004). Now, the ideas of

'psychological contract' have been accepted by employers and reflected

in their employee relations policies and aspirations (CIPD, 2008). It is

the mutual expectation of two parties (Guest, 2004) which includes

various unique personal details (Rousseau, 1989). There is strong

evidence that a positive psychological contract with employees will

1 Psychological contracts are a set of ‘promises’ or ‘expectations’ that are exchanged between the parties
in an employment relationship. These parties include employers, managers, individual employees and
their work colleagues. Unlike formal contracts of employment, they are often tacit or implicit.
Psychological contracts consist of unofficial assumptions and perceptions, often untested, of the
workplace relationship that exists between employer and employee. Although they are rarely written down
formally and explicitly, they have a powerful impact on employee motivation and performance. They are
closely bound up with notions of employment, employability and ‘career’.  Psychological contracts are
shaped by the assumptions that people make about their relationships with each other at work. These
often-untested assumptions have a strong influence on their performance and their attitudes towards
each other. Rousseau (2004) distinguishes between transactional contracts and relational contracts,
which overlap with, and ideally complement, each other. Transactional contracts are essentially what we
know as standard, written contracts of employment. They are usually agreed when someone joins a
particular organization, and they contain specific clauses that cover formal terms and conditions of
service, including remuneration and other rewards, together with sanctions, if the contract is not
satisfactorily fulfilled. Relational contracts concern the maintenance and quality of emotional and
interpersonal relationships between employer and employee and between peers.
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lead to superior economic performance (Emmott, 2003). When

employees are treated well by organizations, they are willing to

contribute to the organizations in return and they will feel they own

the organization.

Historical Perspective of Employee-Employer Relationships

Katz and Kochan (2004) said, “Whether we are at work or at

leisure, we are affected by the conditions under which we work and

the rewards we receive for working. And work plays such a central role

in our lives and in society that the study of relations between

employee and employer cannot be ignored”. The need for such studies

has become more acute in the developing nations like Bangladesh

where employer-employee relations are unusually eventful. And in

recent years employee relations have commanded growing attention

not only among industrialists and working people, but also to the

general public. Emotional support between all sections in industry

and fair conditions of work, industrial harmony are essential for

productive efficiency and industrial progress.

How people get on together at their work, what difficulties arise

between them, how their relations, including wages and working

conditions, are regulated and what organizations are set up for the

protection of different interests – are some of the major issues of

industrial relation system (Rastogi, Arya & Tripathi 1987).

Now, industrial relations phenomena embrace not only

problems of wage determination and employment, statistics of strikes,

histories of trade unions and analyses of legal frameworks. They are
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also in large part of the behavior of people in certain kinds of

situations and acting in certain kinds of roles (Bucklow, 1972).

According to Suzin S. Barnes (1998), "Good employee relations" means

to create an environment which delivers what people want today.

They want to feel good about who they are, what they do and where

they work.

Employees, in one hand, want to give their best effort and on

the other hand they want to be treated fairly. Employees feel it is

management responsibility to provide adequate benefits which will

fulfill their basic needs. Some authors claim that these practices raise

employee performance because they improve employee attitude to

work and job satisfaction. When management is not sympathetic and

do not understand workers’ problems within as well as outside the

organization then it may encourage instability and frustration within

employees (e.g. Appelbaum et al., 2000). In the context of the

employment relationship, employee effort refers to the physical and

cognitive input from the worker (Green, 2006; Locke et al., 1981).

When employers provide benefits to employees under legal and

contractual agreement, employees may take it granted. Consequently,

they may feel neither satisfied nor dissatisfied. Such a transactional

relationship between employers and employees may not create a sense

of ownership with the organization. On the other hand, when

employees are providing benefits beyond legal and contractual

requirements they feel comfortable doing their job, and psychologically

they feel ownership with the organization. It creates relational

contract between employers and employees. Eventually they are

integrated with the organization, management, fellow employees, and

with their work.
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The relational component emphasizes a socio-motive interaction

between the parties. In contrast, transactional terms are usually

short-term and more related with uncertainty, distrust, and instability

in the workforce along with the possibility of high turnover. In a

transactional exchange, organizations promise to provide specific

monetary remuneration for employee contributions. Therefore, a

short-term agreement between the two parties results because the

exchange is defined by purely economic terms (Rousseau, 1989).

The notion of integration has a long sociological ancestry, which

generally refers to the way shared cultural goods receive normative

expression, and also to the functional interdependence of the parts of

a social system as in a division of labor. The concept has its roots in

early modern European thought in which the question of social order

became salient in the light of the great changes that society was

undergoing (William and Swatos, 2013).

To build a strong employee relations program organization need

to create support environment which delivers what people want today,

they want to feel good about who they are, what they do and where

they work (Barnes, 1998). The study mainly attempted to find out the

degree of integration.

Traditionally, employee relations program ensures that

employees’ rights are protected and that local and state laws and

regulations are compelled by the employers. And these laws give the

right to every employee to form or join any union. But the Labor Law

and union contracts are not as comprehensive as to address all the

welfare issues of the employees and their family members.

Consequently, employees expect response positively to any kind of

employee relations program which the management may initiate
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voluntarily without any let or hindrance either from the government or

employee union.

Traditionally, Employee Relations Programs which are

mandatory include2:

• Leave and holidays;
• Hours of duty and work schedule;
• Incentive awards programs;
• Performance management programs;
• Health and fitness;
• Employee assistance program (EAP);
• Disciplinary and adverse actions;
• Absence without official leave (AWOL);
• Grievance procedure; etc.

In this research, ERPs is included/defined to those programs

that are extended voluntarily by the employers. These programs are

beyond legal requirement or contractual obligation of the employers.

The purpose of the employee relations programs is to make the

employees feel that they together belong to a family or a society who

owns the organization with common interests and mutual goals. The

process should result in employee integration.

When employees are provided benefits beyond legal and

contractual requirements they feel comfortable doing their job, and

psychologically they feel ownership with the organization. It creates

relational contract between employers and employees. Eventually they

feel integrated with the organization. The ERPs voluntarily extended

by organizations mainly focus on welfare measures either for the

employees, or for their families, or for both.

2 www.mcpherson.army.mil/cpac/employee-relations
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The Family Focused ERPs include:

• Occupational development of the family (spouse and
children);

• Provision of appointment of children or siblings;
• Education of the employees’ children;
• Children club (cultural and sports);
• Children library;
• Children scholarship program;
• Others.

The aim of the organization is to develop employee relations

program to motivate their employees so that they will integrate with

organization. In addition, when employees have a positive work

attitude, enjoy their work, and feel satisfied (work orientation) during

the practice and process of work, they will identify with and enjoy the

job, which may eventually generate a positive feeling.

Statement of the Research Problem

When the employees feel ‘satisfied’ they become integrated and

it is expected that their level of satisfaction become high again.

Though the integrated type of relationship has been studied mostly in

the context of industrial marketing (for example ‘strategic partnering’

Shapiro, 1985 in Rahman, N. 1989), it is recently gaining attention in

human resource management, particularly for employees working in

industry as core factory workers.

Employee relations program initiated by the organization may

motivate their employees to feel importance with the organization in

which they work, with the management under whom they work, with
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employee with which they work, and the job itself which they do as

their own work.

This research is an attempt to find out the possible impact of

employee relations program on the employee integration process.

ERPs may have instrumental effect in promoting employee integration.

Research Objectives

The broad objective of this research was to assess the possible

impact of ERPs on employee integration towards ‘organization’,

‘management’, ‘the work’ and ‘the fellow employees’. Following the

broad objective of the study, several specific objectives for the study

have been developed to assess the possible impact of ERPs on

employee integration towards organization, management, their work,

and fellow employees. The specific objectives are:

1) To assess the attitudes of the non-managerial employees
as perceived by themselves towards organization,
management, work, and the fellow employees,

2) To assess the attitudes of the non-managerial employees
as perceived by managerial employees towards
organization, management, work, and fellow employees,

3) To compare the perception of non-managerial employees
and managerial employers regarding attitudes of non-
managerial employees regarding the integration of non-
managerial employees,

4) To assess the status of ERPs extended by the employers,

5) To assess the perception of non-managerial employees
about the ERPs extended by the employers,
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6) To assess the current status of employer-employee
relations in terms of behavior of non-managerial
employees, and

7) To identify the external factors that may interfere the

employee integration process.

Research Issues

The mainly question of this research paper is: If the voluntarily

extended ERPs have a positive impact on employee integration

process. The main question is divided into four sub-questions to

address four different dimensions of non-managerial employees’

integration as identified for this study.

Thus, the specific questions relate to the possible impact of

ERPs on employee integration with the following:

• Do ERPs have any impact on attitudes of NME towards
the organization?

• Do ERPs have any impact on attitudes of NME towards
the management?

• Do ERPs have any impact on attitudes of NME towards
the work? and

• Do ERPs have any impact on attitudes of NME towards
the fellow employees?

Here,

• Organization3 is defined to the rules and regulation,
administration and overall policy of an organization,
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• Management4 means who is not part of employees
(workers or non-managerial employees) and who, by
virtue of their duties are related with managerial function
(decision mainly),

• Work5 means duties and responsibilities of a job, and

• Fellow employees6 means employees working within the
organization other than managerial position.

Research Approaches

A comprehensive process have been undertaken to do the

research. The purpose is to address all the questions/issues raised.

• First, a review of the literature covering employee
relations relating to the industrial employees has been
presented to identify the dimensions relevant to employee
relation,

• Second, development of a conceptual framework
describing the structure of the employee-employers
relationship by identify the pattern of relationship and
their measures,

3 In general an organization means a group of people working together to achieve common goals. Here, for
the purpose of our study organization means rules, and regulations of an organization. It shows the
values, ethics, moral, culture, believe by its rules and regulation to obey.

4 Bangladesh Industrial Relation Ordinance 1969 defines employers in section 2(viii) as “Employers
means any person or body of persons, who employees workmen in the establishment under a contract of
employment and includes— an heir, successor assign, or such person; any person responsible for the
management, supervision and control of the establishment; the Head of the Ministry or Division  or any
authorized person in relation to an establishment run by or under the authority of any Ministry or
Division of the Government; the Chief Executive Officer or any authority in relation to an establishment
run by or on behalf of a local authority; the proprietor, every director, manager, secretary, agent or other
officer or person, concerned with the management; and in the case of a banking company, who has
authority to sign, endorse or discharge negotiable Instruments on behalf of the banking company.

5 Work means duties and responsibilities of a job. In plant workers are directly related with production.
With their labour and using machine and materials workers/non-managerial employees produce product
for sale or in the market.

6 Fellow employees are others workers or non-managerial employees who work along them. They stay
together for most of the time together. They develop a community within the work group. They share their
good and bad with these co-workers. They stay like a family sometimes, as some of them stay away from
their family.
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• Third, a model has been developed to explain the different
pattern of integration between employees and employers,

• Fourth, hypotheses have been developed, tested and
analyzed, and

• Fifth, conceptual model has been analyzed through the
analysis and discussed of research findings.

Scope of the Research

The study includes only the employees of industry those are

related with core production and does not include sales people. The

study conducted on pharmaceutical industry of Bangladesh and the

sample employees have been selected from pharmaceutical industry in

Dhaka city proper and from outskirts of Dhaka city. The study is not

delineated to the pharmaceutical industry of Bangladesh.

Contribution of the Research

The study provides significant theoretical and practical

contributions. The model has been developed within the framework

from the understanding of the dynamic forces that work behind the

relationship between employees and employers. This study addresses

one of the major unsolved issues pertaining in industrial sector of

Bangladesh, that is, relation between employees and employers

focusing on employee integration process. The research may also

serve as a benchmark for similar companies who intend to develop

integrated work force by providing ERPs.
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In this paper the author selected Pharmaceutical Industries

assuming that the relation between management and employees is

healthier as industrial life in this sector is less eventful. And it is also

assumed that employees are more integrated with organization,

management, work and fellow employees as organizations provide

ERPs voluntary to their employees.

For a country like Bangladesh, this research shall contribute to

the dearth of literature which focuses on workforce development

(integration). Being able to contribute to the development of

manpower in the manufacturing sector, this will eventually be

contribution to the business/economic sector of Bangladesh.

Moreover, it may also provide a template for systematically assessing

the need of ERPs within the pharmaceutical industry.

Overview of Pharmaceutical Industry in Bangladesh

The pharmaceutical industry all over the world is highly

competitive (Durrant, 2001) and it is one of the vital and distinct

industries as it deals with the lives of the people. The roots of the

pharmaceutical industry are in the second half of the 19th century.

Merck in Germany was possibly the earliest company to move in this

direction. Originating as a pharmacy founded in Darmstadt in 1668

(Walsh, 2010). At a fundamental level, pharmaceuticals serve two

roles: both as a cure for disease and as a product. Product-side

impact includes research and development (R&D), employment in

facilities (Zadek, 2006), and sourcing from suppliers (Eliason, 2007).
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Bangladesh is a developing country with an excessive industrial

base. In Bangladesh, the pharmaceutical sector is one of the fastest

growing sectors. It has achieved remarkable growth and has ample

opportunity to grow in future (Shariat & Razzak, 2006). Presently,

the local companies enjoying a market share of around 80%, while the

multinational companies (MNCs) are having a market share of 20%7,

whereas in 1971, the local manufacturers had less than 15% market

share (Rahman, 2011).

According to Drugs (Control) Ordinance 1982 (which was last

renewed as the National Drug policy 2005), the pharmaceutical

industry is controlled and guided by the Ministry of Health, which

supervises various key tasks ranging from the manufacture to the

marketing of the drugs (Nayeem & Shamsher, 2011) including those of

Ayurvedic, Unani, Herbal and Homoeopathic system. Bangladesh

Pharmaceutical Society is affiliated with International Pharmaceutical

Federation and Commonwealth Pharmaceutical Association. At

present, there are two Govt. Drug Testing Laboratories in the country,

one in Chittagong and another in Dhaka ensure the quality, efficacy,

and safety of pharmaceutical products though the implementation of

relevant legislation.8

This sector started to improve from 1980s (Habib & Alam,

2011). In 2008, the total size of the pharmaceutical market in

Bangladesh was estimated to be USD 700 million and is growing at a

steady rate.9 Up to year 2000, there were 210 licensed allopathic

drug-manufacturers in the country; of them only 173 actively

7 www.thepharmaworld.com

8 Success Story of Generic Pharmaceutical Industry in Bangladesh, Retrieve from
www.thepharmaworld.com

9 Pharmaceutical Sector in Bangladesh, The 10th International Exibition on Asian Pharmaceutical
Industries, 23-25 February, 2013, Retrieve from http: www.asiapharma.org.
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produced the medicines while others were either closed down on their

organizational problems or by the authority for drugs administration

due to non-compliance of drug law.10 In 2011, there were 243 unani,

162 ayurvedic, 75 homeopathic and bio-chemic licensed

manufacturing units in Bangladesh (Table 1).

Table 1

Pharmaceutical Companies in Bangladesh.

Source: Directorate of Drug Administration (2011).

At present, there are almost 250+ registered pharmaceutical

manufacturing companies in Bangladesh with about 200 of them

actively involved in the manufacture or marketing of pharmaceutical

products (Table 2). Among them 50 pharmaceuticals companies are

actually leading the local market.11

Table 2:

Area Wise Pharmaceutical Companies in Bangladesh

Pharmaceuticals Func-
tional

Non-
Functional

Sus-
pended

Total

Dhaka 58 12 9 79
Gazipur 52 5 5 62
In other districts in Bangladesh 89 11 14 114
Total 199 28 28 255

Source: Directorate of Drug Administration (2011).

10 http://www.pharmadu.net (Retrieved on: December 10, 2009).

11 http://www.pharmadu.net/bps/companyinfo.htm (Retrieved on: December 10, 2009).

Function
al

Non-
functional

Suspen-
ded

Total

Pharmaceuticals 199 28 28 255
Uninani Manufacturers 243 2 23 268
Ayurvedic Medicine Manufacturers 162 1 38 201
Herbal Drug Manufacturers 12 12
Local Homoeopathic Manufacturers 63 1 15 79
Total 679 32 104 815
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The local pharmaceutical manufacturers cater to about 97% of

the internal demand. Among the 50 LDCs, Bangladesh is the only

country which had a strong base for the pharmaceutical

manufacturing. Due to recent development of this sector, the country

is exporting medicines to global market including European

countries.12 At present Bangladesh exports formulated medicines to

71 countries in the world. Through exporting medicines Bangladesh

earned Tk. 3.28 billion (328 crore), 3.48 billion (348 crore) and Taka

3.82 billion (382 crore) in 2008, 2009 and 2010 respectively.13

The pharmaceutical sector is the second highest sector (after

agriculture) in terms of national revenue, with an employment of

about 75,000 skilled and 15,000 unskilled employees. This sector is

the third largest in terms of the Bangladesh market, capturing near

about 12% of market capitalization. The turnover from the

pharmaceutical sector is encouraging, which is about 14% of the total

industry turnover. About 200,000 people are working in this specific

sectors, employee turnover ratio is between 10-15% per annum,

though majority of this coming from the sales and marketing areas

(Eva, 2010).

The employees in this sector usually belonged to enlightened

upper lower class of the society. All of them have crossed high school

certificate exam. A few of them completed their graduation under

national university. Many of them have done certificate courses

relating to need. And they clearly understand the weakness of the

employers (both in public and private sector), especially they were

quite aware of state law. On the other hand, employers of this sector

12 http://www.pharmadu.net

13 Success Story of Generic Pharmaceutical Industry in Bangladesh, Retrieve from
www.thepharmaworld.com
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provide lots of benefits to their employees besides benefits within legal

boundary. Generally, their attitudes are different from employees of

other sector.

Employee Relations Programs

The ERPs voluntarily extended by organizations mainly focus on

welfare measures either for the employees, or for their families, or for

both. Welfare measure sometimes works more than cash incentives.

That’s why Buraway (1979) said,

We must distinguish between coming to work, on the one
hand, and working on the other, that is, between the delivery of
labor power and its transformation into labour. The cash nexus
is an essential ingredient in bringing the workers to the factory
gates [but it] does not play the same role in the labour process.

Employee relations programs include benefits which should be

included in the terms and conditions of the employment. Workers who

feel that the term and conditions of their employment are less than

advantageous will not be as committed to perform and to remain with

an employer (Mello, 2001). Although there is probably an endless list

of opinions as to what employees want today, Suzin S. Barnes, (1998)

proposed 10 programs that are important for building an employee

relations program:

1. Employees want to be comfortable with what their
employer stands for. Social psychology research indicates
the chances of success are much greater when there is a
clearly defined vision that all employees can follow, and
are comfortable with that.



Chapter I
Introduction

17

Dhaka University Institutional Repository

2. Employees want to identify with corporate principles,
within which to develop principle-centered policies and
procedures or make principle-centered decisions
regarding difficult employment related issues.

3. Employees want to know their employer cares about their
opinions and concerns. To create a good employee
relations program, organizations need to have a
mechanism for finding out what their employees care
about.

4. Employees want to be productive and involved. The more
the employee interacts with other members of the team,
the greater the employee will be linked with the
organization.

5. Employees want to be appreciated and recognized for a
job well done. Linking performance with rewards also
promotes the entrepreneurial spirit and encourages
people to work as a team.

6. Employees want to be paid competitively. A principle
element of a sound employee relations program is to value
the knowledge, skills, and abilities of the employees.

7. Employees want to have challenging work. People like to
be challenged, particularly when they feel that they are
supported in taking on new challenges. Presenting an
organizational challenge stimulates employees thinking
and creates excitement within the organization.

8. Employees want to achieve the greatest possible results
professionally and personally during their career.

9. Employees today want to be knowledgeable about the
company's effectiveness and its activities. Organization
can communicate with their employees about what's
going on, which will not give option for creating dissent,
and rumor, rather pull the employee further into the
family of the organization.

10. Employees want to receive assistance in balancing their
work and family needs. This element of establishing a
good employee relations program has to do with
understanding that employees have lives outside the
business. By supporting their lives and providing
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assistance to balance their lives' organizations built
relationship with employees that tells them organizations
recognize the need for that balance.

In this research, the author included 34 programs mainly under

two heads: employee focused and family focused programs. The

author has drawn the idea of some of the programs from the research

of Suzin S. Barnes, (1998) and Henderson, (2003). Essentially, these

programs have been taken from extant literature (books, journals,

articles) that are consistent with the local culture of Bangladesh. Few

programs that are less relevant to this industry have also been

included to cross-check the accuracy of the responses. For example,

music at work, that is not relevant to the pharmaceutical sector, but

may be of use in service sector like restaurant.

The ERPs as categorized, employee focused vs. family focused

are included as:

Employee Focused

Appreciation of the Employees’ Performance: Some organizations start

an employee recognition program by giving points for attendance,

punctuality, teamwork, etc. and provide gifts, certificates to employees

who reach certain point goals. Some organizations also acknowledge

individual achievements by using employee’s name when preparing a

status report and establish a place to display memos, posters, photos

and so on, recognizing progress towards goals and appreciative

individual employees for their help.

Employee Assistance Program (EAP): EAP assures employees that if

any employee faces any problem (emotional, marital, legal, financial,
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alcohol or drug related) that may affect his/her job performance, will

receive assistance to resolve the problem in an effective and

confidential manner.

Opportunities for Further Education: The need for education is

imperative when one consider the literate rate of population in the

country like Bangladesh. Organizations may encourage and recognize

employees for pursuing continuing education. Literate workers would

be more likely to appreciate their role and importance in the scheme

of things (Reza, 1963).

News Letter or News Bulletin: Organization may provide employees a

membership or subscription to a journal that relates to their work.

They may also arrange publication of their own journal.

Suggestion Book or Box: The term "employee suggestion systems"

refers to a variety of efforts businesses make to solicit and utilize

input from their employees in hopes of achieving cost savings or

improving product quality, workplace efficiency, customer service, or

working conditions. These efforts range from simply placing

suggestion boxes in common areas to implementing formal programs

with committees to review ideas and rewards for the ones that are

accepted and adopted. The ideas generated can range from simple

quality of work life improvements to larger issues that can save the

company huge currency per year. Suggestion programs may create a

win-win situation. Formal suggestion systems encourage employees to

think about their jobs and want to participate in the operation of the

company.

Bonus for Good Suggestion:  As suggestion system is crucial for the

organization during the crises moment, organizations may provide
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suggestion bonus. Such systems may increase motivation and foster

loyalty and teamwork among employees.14 Kate Walter (1996) wrote

in the HR Magazine, "More involvement and input for employees and

improved efficiency and cost-savings for employers". Suggestion may

start from recruitment to retirement of an employee. It may also

include referral awards. Sometimes, employees who refer applicants

who accept employment and if they become full-time employees may

receive a small cash award for their efforts. This type of scheme is

generally used in a tight labor market conditions (Henderson, 2003).

Subsidize Cafeteria Facilities: Companies may offer on-premise

employee subsidized or free of cost dining lunch or refreshment

facilities directly or through commercial food-service contractors.

Employee Attendee Bonus: Absenteeism is a cost and quality problem

for many organization. Reduction of absenteeism has been a major

goal of many organizations. If an employee had no unexcused

absences in a year must be provided a attendee bonus (Henderson,

2003).

Contest Bonus: Many organizations develop contest on games or

cultural event to stimulate extra effort which in turn may focus on

productivity or quality improvement, development of a better safety

records, or reduction of costs, absenteeism, or tardiness. Generally,

contests encourage individual effort and foster a spirit of competition.

Some organizations design and implement contests to overcome

boredom and offer the winners a certain awards including

14Reference for business, Encyclopedia of Business, 2nd ed., Retrieve from
http://www.referenceforbusiness.com
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merchandise, cash premiums, special trips and even time off

(Henderson, 2003).

Length-of-service and Seniority Rewards: Some organizations follow

tradition and recognize long service-10, 15, 25, 30 years- through

some form of recognition awards. Employees (especially those in the

union movement) believe that seniority is the one stabilizing factor

available to all employees. It enables employees to know where they

stand in relation to coworkers, where they have been, and where they

are heading. It makes the future easier to live to see, used to look for.

Some organizations give separate years-of-service bonus in an attempt

to give importance of service (Henderson, 2003).

Transportation to and from Work: Employers may arrange

communication services to reduce employee transportation costs as

well as average timing for employees coming to organization. In some

areas, large employers provide commuter bus service that operate

between the company facilities and selected stops close to the

residences of many employees (Henderson, 2003).

Safety Clothing: To reduce risk and accident, some companies require

employees to wear safety clothing, which they provide at either no cost

or discount, or they may grant an allowance that the employees can

use to purchase the necessary clothing. This minimizes the chances of

accidents and also saves on the wear and tear on personal clothing.

Many employers grant an allowance for or provide work clothing to

employees involved and/or dirty work (Henderson, 2003).

Emergency Loans: Some employees may need to obtain emergency

loans at little or no interests. To minimize the abuse of such
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(Henderson, 2003) a privilege, the organization may have check and

balance system. .

Discounts on Merchandise: Some organization may, on their own or in

conjunction with merchandising businesses, provide discounts for

employees on a large range of products. Organization produces

desirable products may frequently make them available to employees

at a discount (Henderson, 2003).

Spirit Award: The Spirit Award is usually given annually to the

employee(s) who are considerate, supportive and respectful of others,

shows enthusiasm for team activities, motivates others to get involved

in team activities, consistently represents the team in a positive

manner, and cheers for all fellow teammates.

Medical Facilities for Employees: Medical facilities refer to the health

care facilities provided by a business enterprise to its employees in

case of their sickness, accident or diseases. The health care facilities

may include a proper arrangement for the treatment of the employees

free of cost or concessional rates.

Music at Work: Playing music at work could increase productivity and

lead to a happier and more motivated workforce, according to an

academic McGregor (2010) from University of Cumbria. He believes

the right level of background music can make the day seem shorter,

keep spirits high and reduce the number of stressful situations that

can occur. However, choosing the wrong type of music may lead to

problems than it was intended to solve.

Employee Appreciation Day: Employee Appreciation Day is an

opportunity for employers and companies to give thanks to their staff.
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No specific date marks this day, which gives employers more flexibility

with scheduling their own appreciation days. It allows employers to

show their gratitude for their workforce (Erickson, 2013). According

to the Journal of Extension15, employee appreciation ranked in the top

three most motivating factors for employee satisfaction. Creating an

entire day devoted to expressing thankfulness to staff can increase

employee contentment and thus company profits.

Social and Recreational Opportunities: Social and recreational

opportunities are probably the oldest of the benefits and the ones that

cause the greatest concern over whether benefits are worth the costs

(Henderson, 2003). These programs include the annual picnic,

company sponsored sports events, cultural and sports club (indoor

and outdoor games), health and fitness center, etc.

Family Focused

Managing work life and family life has become a major issue for

much of today’s workforce. Policy for employees family have emerged

a competitive force of today’s organization. When employers support

employee’s family, there can be many positive outcomes.

Appointment of Employees’ Children or Siblings: Employers may keep

provision or be flexible to employee’s children or siblings at the time of

appointment. It may work as future security to the employees.

Educational or Exam Fees for Children: Organization may provide

educational expense for employee’s children. It may be start from

regular tuition fees to exam fees. It may benefit employers in two

15 Retrieve from http://www.joe.org on 25 June 2013.
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ways. First, employees are motivated, it reduces their burden, and

second, it increases the total literacy rate of the country.

School for Children: School for children is more desirable when a large

number of mid aged employees work with the organization. Generally,

employees at this level keep their family in village for their children

education as it is costlier in urban areas. If they can keep their family

with them it ultimately reduces the rate of absenteeism.

Facilities of Indoor Games for Children: It is not applicable to that

organization where employees do not stay in the factory premises.

When employees are provided housing facilities in or near the factory

premises, employer may provide some sorts of indoor games facilities.

Library Facilities for Children: Employers may provide library facilities

for employees’ children. There may have some policy regarding library

management.

Scholarship for Children: Scholarship program is different from

disbursement of educational fees. In the first case employers provide

education fees for everyone whose children are students. Scholarship

is related with any sorts of competition. It encourages employee’s

children to be competitive.

Cultural Program for Children and Family: Employees, generally at

this level do not get the opportunity to join or enjoy any type of

cultural program. If they are provided this program, they may show

their interest by participating in the cultural programs.
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Medical Facilities for Family Members: Employers, if provided medical

facilities for family members encourages employees to be committed.

Employees know at the time of crises doctors and hospitals are there.

Facilities to Develop Family Members Vocationally: Employers may

provide vocational training for employee’s family members. It may be

from stitching to cooking, and work related with technology, like

computer programming. The aim of these programs is to make

employees family members’ self-dependents.

Housing Facilities: Sometimes it is not possible for the employees to

bear the housing expense, hence keep their family at village. In turn,

they become less productive as they always think about their family.

If organization provides housing facilities, employees can give most of

their time to the organization.

Picnic for Family Members: Outing for picnic is common culture in

every society.  To get relief from boredom work of employees and

chores of everyday life employees may go for picnic. It may conducted

by the organization. It is one of the ways to know each other.

Family Day: Family day is replica of employee appreciation day. If

employees family are rewarded for the good work of employees, make

employees committed and integrated towards organization.

Limitation of the Study

This is a descriptive study, and its findings may not be directly

relevant to every sector of Bangladesh. The study does not allow an

in-depth analysis of HR issues and problems. Thus, the findings may
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not be free of limitations, because all possible extraneous variables

which may not have been identified.

Moreover, the study finding may subject to respondents bias.

Thus, the finding may not be generalizable to all industrial sectors in

Bangladesh. But the finding may be relational to overall scenario of

industrial relations prevailing in Bangladesh

Structure of the Dissertation

This dissertation contents seven chapters. Chapter II is about

literature review. Literature concerning historical perspective of

employee employer relationship, importance and behavioral

consequences of employee relations as well as employee relations in

Bangladesh are the main focus of this chapter.

In chapter III, a conceptual model has been developed and

presented. This model is followed by four key hypotheses. In addition,

a large number of hypotheses collateral to the key hypotheses have

been presented in this chapter. In chapter IV research methodologies

have been provided. It is all about how and from where data were

collected, what procedures were applied to analyze data. The testing

procedures of hypotheses were also discussed in this chapter.

In chapter V, data have been analyzed using some standard

statistical procedures. All hypotheses have been tested in chapter VI.

The summary of all hypotheses also presented in this chapter.

Finally, discussion of the findings, its implications, limitations of the

study and agenda for future research have been presented in the

chapter VII.
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CHAPTER II

REVIEW OF LITERATURE ON EMPLOYEE-EMPLOYER

RELATIONSHIP

Overview

“Industrial relations are as old as industry, and being inherent

in industry, will always remain as a feature of industrial life”

(Henderson & Argyle, 1985). An industrial relations system, according

to Dunlop (1958), ‘at any one time in its development is regarded as

comprised of certain actors, certain contexts, an ideology which binds

the industrial relations system together, and a body of rules created to

govern the actors at the place of work and work community’. Dunlop’s

work has had a tremendous impact and it has dominated industrial

relations research (Walker, 1970). Dunlop isolates three main groups

of actors who take part in the rule making process:

1. A hierarchy of managers and their representatives in
supervision;

2. A hierarchy of workers (non-managerial employees) and
their spokesmen;

3. Specialized government agencies concerned with workers,
enterprises, and their relationships.

The actors involved in the process of industrial relations are not

completely free agents; they are confronted by the environment and
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are influenced and constrained by it.  It is clear that not all the

relationships associated with the organization of industry are relevant

(Flanders, 1965).  Only those associated with the employment

function need to be considered.

The management/employer and employees/workers or union as

their representative, are considered the main two parties of employee

relations considering the Government as third party who develops and

implements policies to keep good relations between these two parties.

But the situation is complicated when the Government becomes

employers in the case of state trading enterprise.

The management or the employer as a party has a dominant

role in the process of industrial relations.  The factories in the early

stage of economic development were initiated by the owners and

managed by the owners themselves.  At that time, the owner was in a

powerful position. He could hire and fire as he pleased and the

workers had to take the terms and conditions he offered, with

practically little negotiation.

Now over the time there have been many changes (Green, 1987),

particularly, in respect of labor regulations, separation of management

from ownership, and professionalization of management. On the

other side, the employees, who are at the center of industrial

relations, emerged as a party having influence on achievement of their

own objectives, shaping up their growth and formation of their

association in the form of trade union. According to Katz and Kochan

(2004), a number of union-management efforts now seek to improve

the quality of working life and employment security.
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The traditional academic models of industrial relations have less

relevance to what managers do today.  The fact that the employers are

in charge, and their role of ‘joint control’ and ‘rule-making’ have been

replaced substantially by employment regulation and the changing

organizational values (CIPD, 2008)1.

According to Rastogi et al. (1987), “industrial relations are

nothing else but a reflection of a social setup represents a segment of

population, which is a little assertive, which has over a course of

period devised tools to fight for its rights”. Industrial relations,

according to V. B. Singh (1968), when taken in its wider meaning, is a

“set of functional interdependence involving historical, economic,

social, psychological, demographic, technological, occupational,

political, and legal variables.”

At the workplace, there is no single best objective that satisfies

all the parties.  More recently, a view has developed that there may be

a scope for mutual gain, as managers search for competitiveness,

efficiency and employees for job survival in a context of globalized

pressures (Kochan et al. 1986; Kizilos & Reshef 1997) and both

parties appreciate the possibility of mutual gain (Keenoy, 1990). There

is evidence to demonstrate that, where there is a presence of effective

union, management often consults with unions to achieve this end

(McInnes 1985; Ramsay 1993; Ackers et al. 1992; Brown & Ainsworth

2000). Generally management tries to avoid any type of conflict with

employees or their representatives.

Employee relations are more complex and important than mere

strike avoidance.  By working towards good employee relations, in all

its contexts, the objective is to motivate employees, at all levels,

1 Chartered Institute of Personnel and Development
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towards achieving a productive, successful enterprise (Green, 1987).

Many aspects of industrial relations cannot be understood solely by

reference to the individual workplace (Marginson & Edwards, 1988).

Large organizations are more difficult to manage and demand a

greater attention to relations than the small firm, where relations are

more simple and straightforward.  There has been a considerable

debate in recent years over the nature and extent of strategic choice in

the management of industrial relations (Kochan, Katz, & McKersie

1986; Lewin 1988; Batstone 1988).

In 2004/5 CIPD undertook research into the changing nature of

employee relations work in British organizations, through interviews

with HR and Employee Relations managers to provide a snapshot of

current attitudes and practice.  At that time the term 'employee

relations' was conceived as a replacement for the term 'industrial

relations'.

Historical Perspective of Employee-Employer Relationship

Much of the early writing on industrial relations tended to place

considerable emphasis on an “institutional” and ‘factual’ approach.

The main aim of such work was to describe and classify what was

available or what came to light with a little searching or digging

(Jackson, 1977). Industrial relations as part of management had been

gradually increasing its appreciation of the more positive aspects of

the personnel function since World War II (Derber, 1977).

The perspective that guides the analysis of industrial relations

was first developed by institutional economist John R. Commons
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(1931) at the University of Wisconsin, the person who deserves the

title of “father of U.S. industrial relations”.  He defined an institution

as collective action in control, liberation and expansion of individual

action.  These individual actions are really transactions instead of

either individual behavior or the "exchange" of commodities.  It shifts

perspective from commodities and individuals to transactions and

working rules of collective action.

Employee relations practices vary according to the nature of

economic, social, political nature of a country. It is also govern by

industrial policy. Industrial policy of aa country is generally based on

the directives contained in the charter or constitution of the

Government (Verma, 1975). In Japan, employee relationships like

other human relationships are defined on the basis of group

membership. Normative, individual identities are largely submerged

into tightly knit groups with relatively few channels for contact and

movement between and among them (Hall 1962; Bennett, and Ishino

1963).  And the source of identity for Japanese workers is not the job

or the occupation or individual merit, as is common in western

countries.  Rather, it is the firm, the enterprise to which one belongs,

to which one is posted and which is one’s place (shozoku).  Employees

perceived their employer or the firm not as an objective entity with

which one has some kind of contractual relationship.  Rather, the

company for which ’I’ work is commonly perceived as ’my’ or ’our’

company (Karsh, 1983).

In Central and Eastern Europe employment relations (ER) are

widely recognized as key components of the national business systems

and the distinctive, structural characteristics they imprinted to

various industrialized market economies (Bamber & Lansbury 1998;

Whitley 1999; Aguilera & Jackson 2003).  In this subcontinent, as
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supply of non-managerial employees are more than demand, it is

easier for the management to abuse employees.  It may be argued that

as a consequence of this surplus, employers were able to abuse

workers unmercifully (G. B. Jathar & S. G. Beri, 1945).

The findings reported in the WERS (2004) by Kersley, et. al.

gave a mixed picture of the state of employee relations. Managers in

30 per cent of workplaces reported that relations have improved a lot

since 1998. However, employees’ views have changed little over the

period. Another Workplace Employment Relations Survey (WERS) in

1999 by Cully et. al. showed that union officials spent most of their

time not on negotiating pay and conditions but in supporting

grievances on behalf of individual members.  Another research for the

CIPD by Professor Mick Marchington (2001), shows that managers are

much more convinced than they were a decade ago that involvement

produces business benefits.

It is interesting to note that although rules of argumentative

logic remain the same throughout the centuries, the logic of the social

needs changes according to the demands of the time (Reza, 1963).

Lots of benefits within social needs became more attractive to

employees besides one and only one wage.  For example, the limitation

of hours was opposed on the ground that it would raise costs.  The

English Ten Hours’ act of 1847 was passed in the face of the most

expert economic opinion.  But the clinical evidence was added to the

historical experience of the previous century and the testimony of

enlightened employers to show that the longest hours did not

necessarily produce the most output.  In fact, long hours often

lowered output as well as producing an increased proportion of

defective and spoiled goods.  The rhythms of work were made more
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bearable when manual workers finally began to receive paid vacations

(Lorwin, 1967).

In the twenty-first century, “direct wages” or payments for time

or work done were supplemented by “indirect wages” or “fringe

benefits”. These indirect wages were introduced by employers’

unilateral action, collective bargaining, law, or by a combination of

initiatives. Family allowances and health and welfare benefits

gradually became parts of the very complex wage structures.

With vast changes in the socio-economic conditions, modern

industrial and business organizations are forced to adopt

sophisticated management practices that can exert maximum

cooperation from the working class and may avoid conflicts by all

means (Bhattacharya, 1986).

Employee Employer Relation in Bangladesh

Following independence of Indian subcontinent, the employers

in India attach more importance to the technical efficiency in order to

earn maximum profit.  It has generally been noticed that no attempt

was made on the part of employers to integrate the needs and

aspirations of workers and the goals of their formal and informal

groups with the objectives of the organizations.  In spite of a history of

over a century of labor movements, trade unions in India continue to

remain largely weak and divided (Rastogi, Arya, & Tripathi, 1987).

Erstwhile, East Pakistan had 209 registered unions, with a total

membership of 184,452 as of June 30, 1961. West Pakistan had 482
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registered unions, with a total membership of 156,760.  Thus we find

that, with a lesser number of trade unions, had a larger number of

membership (Reza, 1963).

In the then East Pakistan, many companies keep the records of

labor according to the administrative district (country) the workers

come from.  During the communal disturbances of 1947-48 in India, a

great number of Muslims refugees migrated from the Indian province

of Bihar and settled in the then East Pakistan.  As a result, in the

then East Pakistan factories, there are largely three groups of working

people, West Pakistanis, Bengalis and Biharis. Great strife occurs at

that time which took the lives of almost 600 persons at Adam Jee’s

Jute Mills Narayanganj in 1954.  Many Bengali workers believed that

the Punjabi managers were discriminating against them (Reza, 1963).

A Dacca University team (Hussain, & Farouk, 1963) conducted

a research on Industrial Unrest in Khulna, in the then East Pakistan

in 1963, where about 40,000 industrial workers were employed in

various juts mills and newsprint mills.  The main problem of

industrial unrest was due to the conflict among different groups base

on customs, language, origin, etc.  The main groups identified were

“Beharis” and “Bengalis”. Some of the findings of the report are as

follows:

The workers appear to have a strong feeling of group
consciousness among themselves. Two of the most
important groups in the factory identified by the workers
among a large number of similar groups on the basis of
customs, language, origin, etc., of the members are the
so-called “Beharis”(non-Bengalis) and the Noakhali
people. A significant characteristic of these groups is their
cultural isolation vis-s-vis other groups…. Several riots
and brawls occurred among groups of workers in the
previous three years both inside and outside the factory,
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the most important groups involved in these brawls being
“Beharis” and Bengalis.

As Morris (1965) observed that most of the factory workers in

the then East Pakistan came from rural areas and had no industrial

background, there has been a widespread tendency to argue that

rural migrants to the cities have been not only economically but also

socially the most depressed groups (Srinivas, 1959).

After the liberation of Bangladesh, the incidence of industrial

disputes was high, and more generally, there was widespread

perception among business that the social climate is unstable.

Improving labor-management relations can be expected to contribute

to a more stable social climate. In Bangladesh labour relations are

governed by the Industrial relation Ordinance (IRO) 1969. Bangladesh

Industrial Policy-2005 is also emphasizing on worker-management

relation. Section 10.11 under Chapter 10 of Industrial Policy 2005

says that, “The necessity for developing proper workers-management

relations in the industrial sector will be upheld, and if necessary,

some of the sections of the present labour law will be reformed in line

with recommendations of the Labour Law Commission, as committed

to the ILO, so that necessary steps can be taken to improve industrial

relations (Bangladesh Industrial Policy 2005).

The basic objective of Government policy is to raise living

standards. The attainment of this objective is dependent upon a rise

in national wealth developing from increased production in industry,

agriculture and improved efficiency.  Sound and healthy relationship

between the employers and employees is a pre-requisite of increased

productivity and efficiency.  Therefore, the objective of the

Government’s labour policy is, to create an environment in which both

the industrialists and the workers can work together to achieve higher
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productivity and equitable distribution.  It is also the aim of the

government to prevent exploitation of labour and increasingly to

promote its welfare (Muzzaffer, 1969).

In Bangladesh strikes, lockouts, etc. are now common

everywhere in industries.  This is an indication of poor employer-

employee relations.  It adversely affects the production and the

progress of an organization. One of the major reasons behind it is the

relationship gap between the employer and the employees.  And it is

needless to say that without harmonious labor-management relations,

it is impossible to develop a contended, committed and co-operative

workforce to achieve the objectives of the enterprise.

Employee relations have been viewed by most of the authors

from union perspective in Bangladesh.  Professor Muzaffer Ahmed

(1969) in his writing “Labour Management Relation in Bangladesh”

focused on social perspective through an analysis of class character of

labor, employer, labor leader and policy maker.  The study also

explored the labor policy of Bangladesh. From the study it is found

that employees were not satisfied fully.

They expressed their dissatisfaction about management’s
attitude towards workers.  They thought that the
managers were not doing enough to better their
conditions or had no time to readdress their grievances.
The employer came from a distinctly separate social class
who were generally used to better life and often to
unearned income.  The labor leaders are no longer pure
trade unionists.  They are now linked with political parties
and respond to international pressure, influence, as well
as national polarization in politics. Government failed to
recognize that, the conflicts cannot be resolved by their
suppression. As industrial peace is essential for economic
progress and prosperity of the country, Government,
therefore, hopes that both labor and management should
endeavor to maintain industrial peace through their active
and whole hearted cooperation. Government believes that
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settlement of such difference between the labor and
management is possible through peaceful and
constitutional means.

He also recommended some course of action to improve the

relationship between these two groups.  The workers’ organizations

should make arrangements, not only for imparting basic education

but also for acquainting the workers with their obligations and rights

under the various labor laws.  He also suggested that Government

must ensure that trade unionism is not exploited for political

purposes as Government is anxious that labor is not victimized for

legitimate trade union activities.

Professor M. A. Mannan, (1987) tried to unveil the conditions of

work and labor relations in the multinational enterprises operating in

four South Asian countries, such as, Bangladesh, India, Pakistan and

Sri Lanka.  In these countries they are involved mainly in drug and

pharmaceuticals, electrical and electronic goods, textiles including

garments, footwear, industrial chemicals, tobacco, banking, food

processing, and metals.  In his paper he discussed labor relations

practices under five broad heads:

(a) general aspects;
(b) freedom of association and the right to organize;
(c) collective bargaining;
(d) consultation and information practices, and
(e) examination of grievances and settlement of industrial
disputes.

He further observed that the standards of industrial relations by

the MNEs are generally more favorable than national employers.  For

obvious regions, the MNEs pay higher wages and financial incentive

as well as some benefits beyond the legal requirements.  Such

emoluments consists broadly of welfare and recreation facilities which
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include subsidized canteen facilities, free medical, bonus, house rent

allowance, transport facilities, stipend for the higher education of the

employee’s children, provident fund, group insurance, etc.

In another paper, Tiwari and Srivastaya (1987) tried to unveil

the attitudes of supervisory staff towards their subordinates and vice-

versa in Bangladesh.  He also suggested how an organization can

maintain good relation by changing the attitudes of employers as well

as employees.

Though the industrial labor in Bangladesh is conscious of their

position, but they were not fully conscious of their rights.  Majority of

employees even do not know the act by which they can bind their

employers for their right.  However, the scenario is changing. Now as a

class they are quite vocal and active in voicing their grievances.

Importance of Employee Relations

The importance of employee relations may be traced in the early

economic history, particularly industrial revolution which occurred in

eighteenth century in England.  A new generation of industrial

processes evolved with the industrial revolution. This evolution has

developed a new order in the industrial life which characterizes a new

culture for the recognition of employees as human beings with distinct

identity in the organization.

The organization, in which they work, is a dynamic social

organization which either promotes or inhibits their identity as human

beings.  In the workplace the employees also come across their boss

(superior) and their fellow colleagues. Moreover, the work itself which
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centers around the organization, management, and fellow employees

is the most significant factors in industrial life.

Today, one of the undisclosed major objectives of employee

relation is to make employee happy and satisfied in the workplace

influencing their positive work attitude.  Yu (2006) suggested that

work attitude consists of the employees' identification with the

organization, their devotion to work, and work satisfaction.

Supervision, the work itself, and co-workers are three aspects among

five aspects (other two are pay and promotion) of Job Description

Index (JDI), which measures a person’s satisfaction from job

(Hellriegel & Woodman, 1995).

Importance of Organization in Employee Relations

According to Oxford dictionaries organization means, an

organized group of people with a particular purpose, the action of

organizing something, and the way in which the elements of a whole

are arranged. Cambridge online dictionaries define organization as a

group of people who work together in an organized way for a shared

purpose.

Different authors have defined organization in different ways.

The different definitions of organization are: "Organization may be

defined as a group of individuals, large or small, that is cooperating

under the direction of executive leadership in accomplishment of

certain common object" (Davis, & Newstrom, 1997). "Organization is a

system of co-operative activities of two or more persons" (Barnard, &

Thompson, 1948), and "Organization is the process of identifying and

grouping the work to be performed, defining and delegating

responsibility and authority, and establishing relationship for the
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purpose of enabling people to work most effectively together in

accomplishing objectives" ( Allen, 1958).

According to Prasad Morye (2013), “Organization is the

foundation upon which the whole structure of management is built.  It

is related with developing a frame work where the total work is divided

into manageable components in order to facilitate the achievement of

objectives or goals”.

If we sum up all the definition, then we may conclude that

'organization' is a process, a structure of relationship, a system and a

group of persons.  Thus, as Burney (1987) stated that “Today a

company is regarded as a living, vital and dynamic social organism

with firm and deep-rooted affiliation with the rest of the community in

which it functions.”

Every organization has certain basic objectives and organization

serves as a tool in attaining these prescribed objectives. Different

organizations have different policies, work flows and objectives.

People and systems create a culture within the organization and guide

its operation (Kokemuller, 2013).

Miller et al. (2000) suggested that organizational identification

occurs when employees consider themselves as part of the

organization, identify with the mission, values, and objectives of the

organization and include organizational benefits in managerial

decisions.

The success or failure of an organization largely depends on the

managing of human element. The contents of every position should be

clearly defined. The duties, responsibilities, authorities and
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organizational relationship of an individual working on a particular

position should be well defined.  If the organization has good labor

policies along with a number of welfare activities it is bound to

succeed.  Every employee must know, what the authorities granted to

him and for what and to whom he will be responsible, liable and

accountable.  For this effective communication is necessary.  Proper

communication system establishes harmonious relationship between

employers and employees and enables execution of work in the right

manner.

The ‘pain avoidance model’ states that if people are not satisfied

with the organization, they may engage in withdrawal behavior.  Since

there is no positive feelings for the organization they would miss no

opportunity to try to be absent from work (Mahjabeen, 1992).

Importance of Supervision in Employee Relations

Stating the importance of supervision in influencing workers

attitudes, Putnam (1930) said “the relation between the first line

supervisors and the individual workman is more important in

determining the attitude, morale, general happiness, efficiency of the

employee than any other single factor”.  In a study of a steel container

factory, Whyte (1951) noted the importance of supervision; he argued

that conflict arose because of the autocratic attitude of the works’

manager.

The relationships between supervisor and subordinates are

called functional and entity relationships (Weiss, 2001).  This

relationship is based on salient job values which are normally related,

or are related to the rewards the employee can accrue for task
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performance (Locke, 1970). Employees often describe the supervisor

as a powerful gatekeeper who regulates the flow of job satisfaction to

or away from the employee (Hussain, 1990).

When the issue of supervision is overlooked by the management

authorities, it may create mounting resentment and disappointment

among the workers, the outbursts of which are observed from time to

time, sometimes in an organized but peaceful fashion and sometimes

in a violent manner. The workers’ psychological setbacks, whether

suppressed or expressed, cause immense harm to production, on one

hand, and tensed labor-management relations, on the other

(Bhattacharya, 1986).

There are many issues including bureaucratic behavior of

management towards workers, ill attitudes of supervisory staff

towards workers, lack of cordial industrial relations between workers

and management, etc. that beset their employee relations.  These

behavioral issues cause industrial unrest among workers.  Ill

intention of supervisory staff towards their subordinates also affects

industrial productivity and industrial peace.  Many psychologists have

assessed workers’ attitudes and tried to correlate these with

productivity. Several studies reveal that workers’ attitudes towards

their supervisory staff and vice-versa affect their morale and

productivity (Tiwari and Srivastaya, 1987).

A study of Hoque and Hossain (1992) indicates that the

attitudes of the first line supervisors and social relationships at work

are strong sources of overall job satisfaction of the industrial workers

in Bangladesh.
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Goyal (1965) found that employees’ attitudes towards their

executives determines the extent of their taking pressure and nervous

strain, working hours and sustained efforts. Ganguli T. (1983) studied

the workers attitude towards the management and tried to establish a

relationship of workers’ attitude with a number of variables- pay,

education, intelligence, personality, age, etc.

Importance of Work in Employee Relations

A job provides workers with the opportunity to share a major life

experience that can create a common basis for relationship formation

(Pogrebin, 1987).  Work is very important to any individual. Work is

more than an element in the productive process, more than the

provision of a means of sustenance; it provides social status and a

base for the whole way of life which an individual follows.

S. Cotgrove and C. Vamplew, (1968) said “Most industrial

relations behavior arises out of the realization of the importance

attached to work in contemporary society.  Much of the work

undertaken within the organizations is directed to the achievement of

objectives which are set down by the owners or the managers who

exercise control.  They are in positions of power to impose their ideas

upon those in inferior positions, who then have to accept constraints

upon their roles within an organization which are, in many cases, far

more stringent than those which govern the roles of their superiors”.

Work attitudes, has been explained by numerous behavioral

scientists (e.g., Mayo 1933; Herzberg 1966), who argue that working

individuals are primarily influenced in their working behavior, not by

the products of their labor, but by its process, the doing of the work
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itself. A study by Sharma (1980), states that for the workers in the

organized sector, the nature of work forms one of the determinants of

job satisfaction. It is natural that a worker would prefer human

working conditions.

In one of his book, Arendt (1958) wrote about the feelings of

employees: “In modern society it is apparently the concept of work as

labor that has overcome: ‘we live in a laborers’ society and we have

changed work into ‘laboring’. Whatever we do, we are supposed to do

for the sake of ‘making a living’”.  More recently a concern for

employee well-being through intrinsic motivation has prompted the

humanization of jobs and the decentralization of organizational

decision-making (Guest, 1979 & Gyllenhammer 1977).

Research studies on organizations, and types of jobs show that

when employees are asked to evaluate different facets of their job such

as supervision, pay, promotion opportunities, coworkers, and so forth,

the nature of the work itself generally emerges as the most important

job facet (Judge & Church, 2000; Jurgensen, 1978).

Kanungo (1982) defined work devotion as an individual's

psychological identification and participation at work.  Marshall,

Lassk, and Moncrief (2004) suggested that work devotion is defined as

employees' psychological identification with the work.  Hoppock (1935)

initially defined work satisfaction as employees' psychological,

emotional, and physical feelings as well as their natural reaction to

their work environment.  Robbins (1992) described work satisfaction

as employees' overall feelings and evaluation of work, including

internal and external returns, work attributes, and overall work

satisfaction.
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The attitudes and behavior of employees vary according to their

perception about their work.  It depends on how they feel about their

work. M. Hausknecht (1962) observed that workers doing similar jobs

and comparable rates of pay, in similar industries, responded quite

differently to questions about their perception of industrial relations

and adopted quite different industrial attitudes and behavior.

Importance of Fellow Employees in Employee Relations (Social

Relationship)

By definition an organization is a group of people working

together to achieve common goal.  This group of people is not coming

from a single society with shared views, common religion, common

culture, common norms and values.   Rather, organizations fit with

different cultures; they fit with the culture of organization.  Hence, in

organization these people stay more than eight hours a day and

develop a society.  Within this society people develop relationship with

their fellow employees. Sometimes it may become closer than blood

relation.  And close social relationships are associated with a number

of positive outcomes (e.g., happiness, less stress).

As it creates positive outcomes, it becomes necessary for the

organization to make these people integrated towards organization,

management, work, and fellow employees through providing physical

and psychological support or benefits.  And wage cannot be the one

and only one benefits for employees.  Stewart (1985) indicated that

work settings are frequently the second most important social unit (for

those employed) after the immediate family context.
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This is not surprising when one considers that most adults who

work spend at least eight hours a day in employment settings. This

significant amount of time provides frequent opportunities for workers

to get to know one another.

Walker and guest (1952) indicated that the importance of

congenial work associates and opportunity of social interaction are

important determinant of job satisfaction. Vroom (1964) has given an

extensive review of studies confirming the importance of good

relations among the employees for the job satisfaction.

According to Mustafa and Silvia (1976) a number of studies

have maintained that social relationships at work are a great source of

job satisfaction of the majority of the employees in different

occupations

The importance of social relationships has also been

documented in other research. For example, social relationships have

been associated with less stress (House, 1981) and a higher quality of

life (Hughes et al., 1995; Schalock, 2000). One of the most important

findings of the Hawthorne studies of Elton Mayo was that informal

social groups played crucial role in the workplace.  It can also provide

workers with outlets for their emotions and sentiments.  Absence of

informal groups therefore may be a cause of frustration and

dissatisfaction; ultimately they may be a cause of industrial conflict

(Jackson, 1977). Though not everyone who works will develop social

relationships with their co-workers.  Even though they have their jobs

in common, co-workers may share few other interests.

Two different types of social interactions that occur in work

settings: work-related and non-work related (Kirmeyer, 1988; Chadsey
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et al., 1999). Work related interactions (techno-social behavior) are

those related directly to job duties and non-work related interactions

(social behavior) are not related to job tasks and include behaviors like

teasing or joking, sharing information about sports, or asking

questions about a co-worker’s family. Both types of interactions are

important in work settings but for different reasons. Work-related

interactions are particularly important for establishing social

relationships with employers because they are important to getting

tasks done. Non-work related interactions, however, are probably

more important for establishing close social relationships, or

friendships, with co-workers because they allow individuals to

discover common interests and share intimate details (Salzberg et al.,

1986).

Chadsey et al. (1999) compared socially successful and

unsuccessful pairs of supported employees.  In their study, they found

that workers who were more successfully socially integrated worked in

business where employees worked the same shift, had non-work

related interactions with supervisors during work, spent time with co-

workers outside of work during informal social activities, and worked

in settings that were described as being informal and relaxed.  Similar

results were found in a recent study conducted by Butterworth et al.

(2000).

E. Vogel (1967) noted that the commitment of an individual to

his own group is much stronger than any commitment to a

transcendent value system. R.E. Cole (1971) found it remarable that

his coworkers associated only among themselves during the lunch

hours, despite the plan’t location in a crowded factory area.
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Behavioral Consequences of Employee Relations

Disputes are part and parcel of industrial life and may mean

difference between employers and employers or between employers

and workers, or between workers and workers which is connected

with the employment or non-employment or the term of employment

or the conditions of work of any person (Ord. XXII)2.

The conflict situation is viewed as a product of the labor market,

in which on the one hand there are workers who have to sell labor

power in order to subsist, while on the other hand there are buyers of

labor power who own the means of production and purchase labor

power (Allen, 1971).  Though, some writers focused on individual

frustrations, and individual dissatisfaction on different aspects of the

organization as a condition of conflict (Brown, 1954).

Conflicts or disputes may be of two types, viz., conflicts over the

matters of interest arising out of the market relationship and conflict

over the matters of right arising out of contractual obligations or out

of authority relationship (Clegg and Flanders, 1956). When there are

major changes in a group’s composition, particularly with regard to its

demographic and cultural homogeneity, it is likely to generate

negative stereotypes in individuals of the dominant group (Hopkins &

Hopkins, 2002).

Industrial conflict is human conflict. At its core are people with

certain interests and motives opposing to other people with divergent

interests and motives (Bucklow, 1972). It is ‘the total range of

behavior and attitudes that express opposition and divergent

2 Bangladesh Industrial Relations Ordinance’ 1969.
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orientations between individual owners and managers on the one

hand and working people and their organizations on the other’

(Kornhauser, et. al 1954).

If employees are not integrated it could produce industrial

conflict.  Many of the issues may related be to stress, job burnout,

depression, work-related problems, slowdown, tardiness, strike, go-

slow, infighting, distrust, anxiety, and relationship problems.

Eventually, exhausted employees could join to trade union, call

strikes, mislead, and last of all give up job; if not, sought after from

management, organization, and fellow employees.  As a consequence,

employers are more likely to grant pay increases when under pressure

from demand or supply (see, for example, Layard, Nickell Jackman

1991, Holmlund 1991).

The ‘industrial unrest’ is also a major industrial problem of

present day which means deprivation of mental peace, restlessness,

dissatisfaction in the mind of industrial workers.  Very often it is

manifested by overt behavioral symptoms viz. slogans, procession,

demonstration by wearing black bands/strips, gherao, go slow, poor

quality of work etc.

In the present-day social context, it is accepted that employees

should be able to express their dissatisfaction, weather it be a minor

irritation, a serious problem, or a difference of opinions with the

supervisor over termsand conditions of employment (Monappa &

Saiyadain, 1979).

According to Robbins and Judge (2011) employee behavior in

workplace is generally manifested in the term of:
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 Absenteeism:

 Failure to report to work,
 Delay in reporting to work.

 Turnover:

 Voluntary and involuntary withdrawal from an
organization.

 Deviant Workplace Behavior (also called antisocial

behavior, or workplace incivility):

 Voluntary behavior that violates significant
organizational norms and thereby threatens the
well-being of the organization and/or any of its
members.  Examples of these kinds of behavior are:
strike, lockout, infighting among different groups,
abuse of substances, stealing, etc.

According to Lawler (1974), “Absenteeism, turnover, and

tardiness are very expensive more costly than most realize”.

Depending on the nature of the job, employee absenteeism may

impose different costs on employer.  According to miner (1980)

employees may think of absenteeism as a way to reduce inequity.

Beehr and Gupta (1978) found a significant negative relationship

between job involvement and absenteeism.

Labor turnover, absenteeism and accident rates have all been

used as measures of industrial conflict because it has been argued

that they are alternative ways in which a worker may express

dissatisfaction with employment conditions and relations (Jackson,

1977).  It is notable that two forms of behavior-absenteeism and

turnover-which are often classed together in the literature as

’withdrawal’ behavior (Rambo 1982).   According to Kuzmits (1984)

and Ward & Hirsch (1985), by providing an incentive reward program

organization can accelerate attendance behavior.
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Strikes are probably the most visible and the most spectacular

aspect of industrial conflict (Jackson, 1977).  Put at its simplest, some

argue that “strikes are normal” (Tonny & Kenneth, 1971) because

workers and employers are fundamentally opposed.  The reasons for

this opposition vary. Some writers stress the role of the authority

system of modern industry: workers are subjected to direction from

above and are, therefore, in conflict with those who exercise authority

(Turkington, 1959).  In a revealing connection, Argyle (1974) notes

that, “there is still a very large number of strikes”, and there is often

considerable suspicion, misunderstanding or hostility between

’management’ and ’labour’.

Strike is not result of all social disorganization.  It is not shown

why “social disorganization” leads to strikes in some cases and not in

others; there are numerous cases of social change not leading to

strikes when the background factors suggest that conflict should

result (Edward, 1979).  Specific background influences on strike

activity might then be identified if one compares cases where a strike

did not occur with situations where strikes broke out (Gamson, 1975).

All are causes a great loss to national productivity, man days

and workers economically too.  And there is hardly a country in the

world which is not confronting with the problem of industrial unrest

(Tiwari & Srivastaya 1987).

Summary

It is a bare fact that the workers do not contribute their best

unless the fruit of that effort is assured to them or to those whose
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claims they recognize (Sinha, 1970). In other words, assurance for

rewarding their increased efforts by providing different types of fringe

benefits, other than wage and benefits under legal requirements

generates greater hope and confidence among them, hence creating a

highly favorable psychology and positive attitude towards

organization, management, work, and fellow employees.

Evidence suggests that companies are best able to get

employees to adjust, be flexible, and show commitment when a

broader array of rewards, rather than just money, is part of the

compensation package (Anne, et. al.).

It has been experienced that when workers start taking interest

in their work, they come forward with numerous sincere and often

practicable suggestions through which wastes in the whole production

system can be minimized by better distribution of work-loads and

technical adjustments (Bhattacharya, 1986).

Tiwari and Srivastaya (1987) suggested that “The ill attitude of

supervisors or executives towards workers and vice-versa could be

changed by holding different sessions of counseling, seminars, and

meetings in the presence of industrial psychologist of the organization.

Besides it, sympathetic and democratic nature of supervision would

be more conducive in getting higher production in the organization,

rather than other types of supervision and organizational climates like

autocratic and authoritarian.”

It is true that the commitment of a worker sprouts from

multiple factors, but cordial worker-management relation is the

prerequisite for this sprit. Maximum liability for developing and

maintaining such relation lies with the enterprise management as
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they offer him work and direct his activities at the work place

(Kuchhal, 1883). And the development of a cooperative attitude by all

concerned is more important than the machinery and methods

adopted for bringing the management and work people together

(Richardson, 1954).
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CHAPTER III

CONCEPTUAL FRAMEWORK AND RESEARCH HYPOTHESES

Overview

The proposed conceptual model or framework in Figure 2

includes four different ways an employee may be integrated in an

organization.  If organization provides ERPs (both voluntary and

mandatory) for their non-managerial employees, it may have positive

impact on non-managerial employee’s attitudes.  They may show

positive attitudes towards organization, management, work, and fellow

employees.  Conceptually, the four dimensions of integration have

been drawn from the work of Suzin S. Barnes (2008) and work of

Hussain & Farouk (1963).

According to Suzin S. Barnes, (1998), "Good employee relations

means to create an environment which delivers what people want

today.  They want to feel good about who they are, what they do and

where they work”. The definition has two parts.

First, emphasis on environment and time.  Here, environment

means physical as well psychological environment of both employees

and employers.  As environment is changing, culture is changing so

do people’s want and need.  May be the want of today will not match

with previous day.  May be the want of 2013 will not be same as 2014.
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Today, to have a mobile is not considered as want; rather it has

become need for every employee.

Second, the definition envisaged four different issues:

(a) They want to feel good about who they are.  It is true both
for the employees and employers.

(b) The employees want to feel good about what they do and
where they work.  It is about work they do and
organization where they work.

Thus, good employee relations involve four important aspects,

management (employer), fellow employee (workers), the work itself,

and the organization in which work is done.

A Dacca University team conducted a research on Industrial

Unrest in Khulna, in the then East Pakistan in 1963, where about

40,000 industrial workers were employed in various juts mills and

newsprint mills.  The main problem of industrial unrest was due to

the conflict among different groups base on customs, language, origin,

etc.  The main groups identified were “Beharis” and “Bengalis”.

In that study Hussain and Farouk (1963)1 found that workers’

attitudes (positive/negative) toward management, supervisors, trade

union, and work depends on the relationship of workers with their

management, supervisors, trade union within the organization and

with social group outside the organization.  They have found that if

employees do not have good relation with his or her landlord it may

also have impact on workers’ industrial life. The findings of Hussain

and Farouk’s study is presented in a schematic form in Figure 1.

1 Reference: Chapter 2, Literature Review.
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Figure 1: Schematic Presentation of Study on Social
Integration of Industrial Workers in Khulna

Thus, four different dimensions that have been considered for

integration process reflect psychological or relational contracts within

the company.  To measure each dimension four statements/items

have been selected for each dimension. These have been later

assessed by using a five point Liker Scale.

Dimensions of Employee-Employer Relationship

Definition of four dimensions of Employee Integration:

Employee Integration with the Organization

This dimension of integration with the organization refers that

the integrated employees feel that they own the organization and they

work betterment of the organization.  Here, organization means rules,
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policy, culture, norms of the organization.  The selected items

measuring attitudes of employee towards organization are:

1) Employees feel that they own the organization,
2) Employees work for the betterment of the organization,
3) Employees plan to continue their job in this organization,

and
4) Employees grow as the organization grows.

Employee Integration with the Management

Historically, management and supervisor has considered as

different two groups.  In this study, we have defined management as

employees who have decision making authority. Accordingly, the term

management includes, for the study, both managerial and supervisory

staff having decision making roles.  Integrated employees feel mutual

interest, and common objectives with the management thus gap

between management and employees will reduce.  The selected items

measuring attitudes of employee towards management are:

1) Employee’s work or job interest and objectives match with
my supervisor’s interest and objectives,

2) Employees think that management has positive views
regarding their activities,

3) Employees think that management always tries to take
right decision about them, and

4) Employees don’t see much difference of opinion with my
supervisor.

Employee Integration with the Work

Work means job of workers for which they are being paid by the

organization.  Employees having positive attitudes towards work take

the pride in their work, they think it is their job; they enjoy doing their
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work.  The selected items measuring attitudes of employee towards

work are:

1) Employees feel proud doing this job,
2) Employees enjoy doing their work,
3) Employees find opportunities doing this job, and
4) Employee’s job matches best with their capabilities.

Employee Integration with the Fellow Employees

Employees spend long hours in the organization.  Consequently,

they develop relations with co-workers or fellow employees.  Integrated

employees find common interest; they feel that they all belong to the

same interest group. The feeling of cohort should reduce

organizational conflict and infighting among themselves.  The selected

items measuring attitudes of employee towards fellow employees are:

1) Employees perceive that they belong to same interest
group,

2) Employees practically don’t engage in infighting with their
fellow employees,

3) Employees feel good for the better performance of their
fellow employees, and

4) Employees share their personal problems with their fellow
employees.

Hypotheses Derived from Conceptual Model

The four key hypotheses are:

Ho(org): ERPs do not have significant impact on integration of
NMEs towards organization.
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Ho(mgt): ERPs do not have significant impact on integration
of NMEs towards management.

Ho(work): ERPs do not have significant impact on integration
of NMEs towards work.

Ho(fellow): ERPs do not have significant impact on integration
of NMEs towards fellow employees.

In addition, a large number of working hypotheses have been

formulated and tested as collateral with or in support of the key

hypotheses.

Framework Explaining the Perceived Employee-Employer Relationship

We have developed a conceptual model on Effect of ERP on Non-

Managerial Employee’s Attitudes and Behavior.  In this model it is

presumed that organization provides or develops ERPs that in turn

have impact on employee attitudes and behavior with management,

organization, work, and fellow employees.

Employee attitudes influence employee behavior. Attitudes are

reflection of job satisfaction, job involvement, employee engagement,

employee commitment, employee performance, and overall

productivity of employees.  If employees’ perceived attitudes are

positive, their behavior should be positive. If employee’s attitudes

become positive it will affect positively on behavior of employees.  In

effect, employee’s positive behavior will be more positive and negative

behavior will be less negative.  It is also presumed that some external
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variables having intervene influence on employee’s attitudes and

behavior.

Figure 2: Effect of ERPs on Non-Managerial Employee’s
Attitudes and Behavior.

Possible Impact of External Factors as Variables on Employee

Integration

Eight variables have been identified that may intervene the

possible impact of ERPs on employee integration.  Each variable has

been divided into sub groups for convenient of the research and to see

and assess the impact on integration process. The possible external

(influencing) variables are:

a) Age: three categories (less than 27 years, 27-36 years, and
More than 36 years);

b) Gender: two categories (male and female);
c) Marital status: two categories (marries and unmarried);
d) Education: three categories (up to secondary, up to higher

secondary, and up to bachelor degree);
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e) Tenure: three categories (3-6 years, 6-9 years, 9-12 years,
and more than 12 years);

f) Neighborhood: two categories (local and non-local);
g) Social attachment: two categories (attached and not

attached); and
h) Trade union membership: two categories (member and

not member).

Hypotheses Relating to External Variables

A large number of working hypotheses relating to the

intervening variables have been developed to assess the impact on

employee integration

Hypotheses Relating to Age

Ho(age_org): Mean attitudes towards organization are equal for
all age categories.

Ho(age_mgt): Mean attitudes towards management are equal for
all age categories.

Ho(age_work): Mean attitudes towards work are equal for all age
categories.

Ho(age_emp): Mean attitudes towards fellow employees are equal
for all age categories.

Ho(age_overall): Mean attitudes towards total integration are
equal for all age categories.
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Hypotheses Relating to Gender

Ho(gender_org): Mean attitudes towards organization for male
equal to female.

Ho(gender_mgt): Mean attitudes towards management for male
equal to female.

Ho(gender_work): Mean attitudes towards work for male equal to
female.

Ho(gender_emp): Mean attitudes towards fellow employees for
male equal to female.

Ho(gender_overall): Mean attitudes towards total integration for
male equal to female.

Hypotheses Relating to Marital Status

Ho(marital status_org): Mean attitudes towards organization for
married equal to unmarried.

Ho(marital status_mgt): Mean attitudes towards management for
married equal to unmarried.

Ho(marital status_work): Mean attitudes towards work for
married equal to unmarried.

Ho(marital status_emp): Mean attitudes towards fellow
employees for married equal to unmarried.

Ho(marital status_overall): Mean attitudes towards total
integration for married equal to unmarried.
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Hypotheses Relating to Education

Ho(education_org): Mean attitudes towards organization are
equal for employees of all education levels.

Ho(education_mgt): Mean attitudes towards management are
equal for employees of all education levels.

Ho(education_work): Mean attitudes towards work are equal for
employees of all education levels.

Ho(education_emp): Mean attitudes towards fellow employees
are equal for employees of all education levels.

Ho(education _overall): Mean attitudes towards total integration
are equal for employees of all education levels.

Hypotheses Relating to Tenure

Ho(tenure_org): Mean attitudes towards organization are equal
for employees having different tenure with the organization.

Ho(tenure_mgt): Mean attitudes towards management are equal
for employees having different tenure with the organization.

Ho(tenure_work): Mean attitudes towards work are equal for
employees having different tenure with the organization.

Ho(tenure_emp): Mean attitudes towards fellow employees are
equal for employees having different tenure with the
organization.

Ho(tenur _overall): Mean attitudes towards total integration are
equal for employees having different tenure with the
organization.
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Hypotheses Relating to Neighborhood

Ho(neighborhood_org): Mean attitudes towards organization for
local equal to non-local.

Ho(neighborhood_mgt): Mean attitudes towards management for
local equal to non-local.

Ho(neighborhood_work): Mean attitudes towards work for local
equal to non-local.

Ho(neighborhood_emp): Mean attitudes towards fellow
employees for local equal to non-local.

Ho(neighborhood_overall): Mean attitudes towards total
integration for local equal to non-local.

Hypotheses Relating to Social Attachment

Ho(social_org): Mean attitudes towards organization for socially
attached equal to socially not-attached.

Ho(social_mgt): Mean attitudes towards management for socially
attached equal to socially not-attached.

Ho(social_work): Mean attitudes towards work for socially
attached equal to socially not-attached.

Ho(social_emp): Mean attitudes towards fellow employees for
socially attached equal to socially not-attached.

Ho(social_overall): Mean attitudes towards total integration for
socially attached equal to socially not-attached.
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Hypotheses Relating to Union Membership

Ho(union_org): Mean attitudes towards organization for union
members equal to non-union members.

Ho(union_mgt): Mean attitudes towards management for union
members equal to non-union members.

Ho(union_work): Mean attitudes towards work for union
members equal to non-union members.

Ho(union_emp): Mean attitudes towards fellow employees for
union members equal to non-union members.

Ho(union_overall): Mean attitudes towards total integration for
union members equal to non-union members.

The influence of external variables on employee integration

process is shown in figure 3.

Figure 3: Impact of External Variables on Employee Integration
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Hypotheses Relating to Employee Integration

A large number of working hypotheses relating to the ERPs have

been developed to assess the impact of ERPs on employee integration

Hypotheses Relating to Factor 1

Ho(F1_org): ERPs (factor 1) do not have significant impact on
integration of NMEs towards organization.

Ho(F1_mgt): ERPs (factor 1) do not have significant impact on
integration of NMEs towards management.

Ho(F1_work): ERPs (factor 1) do not have significant impact on
integration of NMEs towards work.

Ho(F1_emp): ERPs (factor 1) do not have significant impact on
integration of NMEs towards fellow employees.

Ho(F1_overall): ERPs (factor 1) do not have significant impact on
integration of NMEs towards total integration.

Hypotheses Relating to Factor 2

Ho(F2_org): ERPs (factor 2) do not have significant impact on
integration of NMEs towards organization.

Ho(F2_mgt): ERPs (factor 2) do not have significant impact on
integration of NMEs towards management.

Ho(F2_work): ERPs (factor 2) do not have significant impact on
integration of NMEs towards work.
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Ho(F2_emp): ERPs (factor 2) do not have significant impact on
integration of NMEs towards fellow employees.

Ho(F2_overall): ERPs (factor 2) do not have significant impact on
integration of NMEs towards total integration.

Hypotheses Relating to Factor 3

Ho(F3_org): ERPs (factor 3) do not have significant impact on
integration of NMEs towards organization.

Ho(F3_mgt): ERPs (factor 3) do not have significant impact on
integration of NMEs towards management.

Ho(F3_work): ERPs (factor 3) do not have significant impact on
integration of NMEs towards work.

Ho(F3_emp): ERPs (factor 3) do not have significant impact on
integration of NMEs towards fellow employees.

Ho(F3_overall): ERPs (factor 3) do not have significant impact on
integration of NMEs towards total integration.

Hypotheses Relating to Factor 4

Ho(F4_org): ERPs (factor 4) do not have significant impact on
integration of NMEs towards organization.

Ho(F4_mgt): ERPs (factor 4) do not have significant impact on
integration of NMEs towards management.

Ho(F4_work): ERPs (factor 4) do not have significant impact on
integration of NMEs towards work.

Ho(F4_emp): ERPs (factor 4) do not have significant impact on
integration of NMEs towards fellow employees.
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Ho(F4_overall): ERPs (factor 4) do not have significant impact on
integration of NMEs towards total integration.

The influence of ERPs on employee integration process is shown

in figure 4 on next page.

Figure 4: Impact of ERPs on Employee Integration

Model Explaining Impact of External Variables on Integration

A multiple regression model has been used to examine the

relationship between ERPs and attitudes of employees.  Analyses have

been done alternatively with or without inclusion of external variables

in the model.

The models have been formulated and shown below:

YAttitudes =ƒ(ERP). ……………………………………………….……..(1)

(without influence of external variables)
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Thus,

YAttitudes (organization) = 1 + β1X +

YAttitudes (management) = 2 + β2X +

YAttitudes (work) = 3 + β3X +

YAttitudes (employees) = 4 + β4X +

YAttitudes =ƒ(ERP, other variables)…………………………………….(2)

(external variables included)

Ŷ = + β1X1+ β2X2……………………..+ βnXn +

Thus,

YAttitudes (organization) = 1+ βa1Xa1+ βa2Xa2………..+ βanXan +

YAttitudes (management) = 2 + βb1Xb1+ βb2Xb2………..+ βbnXbn +

YAttitudes (work) = 3 + βc1Xc1+ βc2Xc2….……………..+ βcnXcn +

YAttitudes (employees) = 4 + βd1Xd1+ βd2Xd2………….+ βdnXdn +

Where,

Ŷ = Attitudes

 = Constant

βi = Regression co-efficient

Xi = External variables (age, gender, marital
status, education, tenure, social attachment,
trade union membership)

= Error terms

ai = Organization

bi = Management

ci = Work, and

di = Fellow employees
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CHAPTER IV

RESEARCH METHODS AND STUDY DESIGN

Overview

Based on the conceptual model outlined in the previous chapter

(Chapter 3) and literature review on employee relations as well as

employee relations program, this chapter present the total design of

this research (from designing to implementation) in order to explore

how the employee relations program affect integration of non-

managerial employees towards organization, management, work and

fellow employees.

The informations used are mostly from the primary sources,

secondary data focused on employee integration in pharmaceutical

industries of Bangladesh.  Information were collected both from NMEs

and MEs for purpose of finding out any pattern and for cross

checking.
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Survey Framework

Selection of the Industry

Two criteria have been used for selecting the industry for the

purpose of this research.  First, the researcher wanted to select that

industry which have good relation between employers and employees

and which have significant contribution in national life. And after

going through some industries, their contribution and employer-

employee relationship, the researcher selected pharmaceutical

industry.

In Bangladesh Pharmaceutical sector is one of the most

developed hi tech sector which has been contributing significantly in

the country's economy.  After the promulgation of Drug Control

Ordinance - 1982, the development of this sector was accelerated.

The professional knowledge, thoughts and innovative ideas of the

pharmacists working in this sector are the key factors for this

development.1

Population Frame and Sample Selection

The study has covered the pharmaceutical companies in

Bangladesh.  The study population covers all the Pharmaceutical

companies registered under the Drug Administration of Bangladesh.

However, population is further delineated to include 58 functional

1 Super Admin (August 2008), Industry Analysis of Bangladesh Pharmaceutical Sector
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pharmaceuticals located in and around Dhaka city.  Populations of

this research paper are of three types.

 Management of Pharmaceutical companies: it includes
people who are considered as employer by definition
under Bangladesh IRO 1969 (section 2).

 Employees of pharmaceutical companies: it includes
people who are considered as worker by definition under
Bangladesh IRO 1969 (section 2).

 People of Human resource department: it includes people
who are considered as employer by definition (section 2)
under Bangladesh IRO 1969 (section 2) and who is
responsible of the policies for Human resources2.

Table 3

Number of Pharmaceutical Companies in Bangladesh.

Pharmaceutical Companies Functio-nal
Non-

functional
Suspen-

ded Total

Dhaka 58 12 9 79
In other Districts of Bangladesh 141 16 19 176
Total 199 28 28 255

Source: Bangladesh Drug Administration

Selection of the Sample Companies

The study has covered the pharmaceutical companies

located in and around Dhaka city.  For this study companies has been

selected by using systematic sampling techniques.  A sub-set of 10

(ten) out of the population set of 58 pharmaceutical companies has

been selected.

2 Human resources are people recruited in the organization and treated as the prime mover and an
important element for success of any organization as defined by DeCenzo & Robbins (1998 ).
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Table 4

Selected Pharmaceutical Companies as Sample

Sl. Pharmaceutical
Companies Rank Value (Cr) TK Share Growth (%)

8,047.85 100.00 24.63
1 Beximco 3 703.86 8.75 33.14
2 Acme 7 342.57 4.26 16.55
3 Sanofi Aventis 11 203.85 2.53 13.65
4 Healthcare Pharma 12 151.36 1.88 39.76
5 Orion Pharma ltd. 13 148.86 1.85 19.31
6 General 17 128.43 1.6 21.77
7 Unimed & Unihealth 22 82.81 1.03 33.12
8 Beacon Pharma 29 42.89 0.53 24.27
9 Jayson 31 35.02 0.44 -2.95

10 Rangs Pharma 41 21.69 0.27 -5.02
Total Share 23.14

These ten companies (Table 4) are among the top 50

pharmaceutical companies3 (See Appendix B) in Bangladesh represent

23.14 percent of total share in this sector.

Selection of Sample Size:

35 [5 managerial employees + 30 non-managerial employees

(worker)] respondents from each selected company or organization has

been selected using convenient sampling techniques.  In case of HR,

Head of HR has been selected.

3 According to “Top 50 Pharmaceutical Company: Bangladesh Pharma Market, Bangladesh
Pharmaceutical Index, 3Q'2011, UK Trade & Investment Sector briefing: Pharmaceutical Opportunities in
Bangladesh, www.ukti.gov.uk, download on 17  November, 2011
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Table 5

Distribution of Sample Size in Each Company

Pharmaceutical
Companies (10)

No. of  Respondents
from each Company

Total no. of  Respon-
dents (10 Companies)

% of Total
Sample

Managerial
employees 5 50 14.01%

Non-managerial
employees 30 297* 83.19%

Head of HR 1 10 2.8%
Total 36 357 100%

*Three non-managerial employees from three organizations did not
participate or did not provide full information, hence excluded from the list.

Profile of Non-Managerial Employees

The researcher surveyed 300 non-managerial employees by

structured questionnaires from 10 companies. Three out of them had

to exclude from the sample as three respondents did not complete the

questionnaire. The features, which are considered as important have

been included for the demographic profile of these respondents.

1. Age:

 Less than 30 years : 121 (40.74%)
 30-40 years : 86    (28.96%) =100%
 More than 40 : 90    (30.30%)

2. Gender

 Male : 245 (82.49%) =100%
 Female : 52   (17.51%)

3. Marital status

 Married : 234 (78.79%) =100%
 Unmarried : 63   (21.21%)
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4. Education

 Up to secondary : 191 (64.31%)
 Up to higher secondary  : 78   (26.26%) =100%
 Up to bachelor degree :  28  (09.43%)

5. Tenure

 0-5 years : 60   (20.20%)
 5-10 years : 93   (31.31%) =100%
 10-15 years : 41   (13.81%)
 More than 15 years : 103 (34.68%)

6. Neighborhood

 Local: 48 : 48    (16.16%) =100%
 Non-local: 249 : 249  (83.84%)

7. Social attachment

 Attached: 102 :102  (34.34%) =100%
 Not attached: 195 :195   (65.66%)

8. Trade union member

 Member : 90   (30.30%) =100%
 Not member : 207   (69.70%)

Research Instrument

For the purpose of collecting information two sets of

questionnaires were developed.  One is for non-managerial employees

(Appendix C, Section I), and the other is for management (Appendix C,

Section II).  A preliminary questionnaire was developed in English in

line with the construct of the hypotheses.  To get the accurate result

and for better understanding, the questionnaire of non-managerial

employees was translated in Bengali (Appendix C, Section III).  Mostly

structured questionnaire were used but a few open ended questions
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were used to encourage the respondents to freely express their

opinion. A checklist also used for interviewing the HR Head (Appendix

C, Section IV).

The instruments were meticulously designed to identify:

 The ERPs given the sample organizations.

 The perception of the non-managerial employees about
the importance of these ERPs.

 How non-managerial employees see their organization,
management, work and their fellow employees.

 Perception of management about how non-managerial
employees see their organization, management, work and
their fellow employees.

 Behavior of the employees in terms of strike, lock-out,
absenteeism, go-slow, grievance, turnover, etc.

 The instrument4 used to  the NME has been structured
in two parts:

 Part I: About their attitudes towards organization,
management, work and fellow employees.

 Part II: Perception about ERPs extended by the
company.

 The questionnaire5 for interviewing ME included MEs
perception about attitudes of NME’s towards organization,
management, work and fellow employees.

 A checklist6 for HR are divided into two parts:

 Part I: About the ERPs extended by the company,
and

4 See Appendix C(I), & C(III).

5 See Appendix C(II)

6 See Appendix C(IV)
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 Part II: About behavior of NME with Management

and Fellow Employees.

Research Technique

 A quasi-experimental7 design has been used.

 To measure attitudes 5-point Likert Scale has been used.
Attitudes are abstractions, variously defined and often
used interchangeably with “morale” and “opinion” (Pigors
and Myers, 1965). To measure employees’ attitudes
different factors have been consider.

 To measure behavior, ratio scale has been used.

 The analytical techniques used in this research include:
SPSSTM (Statistical Package for the Social Science),
version 13.0 for data input

 To see the validity of the instrument or questionnaire
Reliability test (value of Cronbatch’s alpha) have been
used.

 T-test and F-test have been used to test Hypotheses.

 ANOVA (Analysis of Variance) have been used to see if
there is any difference between groups on some variables.

 Descriptive statistics, Independent Sample Test and
Fisher’s LSD method in multiple comparisons have been
used to see the impact of different intervening variables
on attitudes of NMEs.

7 The researcher cannot control all the factors that might affect the outcome. A quasi-experimenter treats
a given situation as an experiment even though it is not wholly by design.
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 Multiple Regression Model have been used to see the

impact of ERPs.

Pretesting of the Instrument

Pretesting of the questionnaire was done in order to ensure that

every effort was made to avoid biasness in the manner the questions

were carefully worded and ordered.  The scales for measurement were

selected to get accurate answer from the respondents.  And the

samples were selected in a manner, so to ensure the correct

categorization of the sample so that it will be representative of the

population.

Implementation of Field Plan

After the instruments of measurement (the questionnaire) were

pre-tested by experts, a final questionnaire was developed and

surveyed among 300 non-managerial employees, 50 management, and

10 experts from Humana Resource departments. The researcher took

appointment from the responsible persons of the sample companies.

Depending on their schedule/timing the researcher herself, with one

assistant surveyed the companies. For the convenient of the company,

the researcher had to go for more than one time (sometimes it was for

three times in one company).



Chapter IV
Research Methods and Study Design

79

Dhaka University Institutional Repository

While conducting the survey among non-managerial employees,

the researcher first welcome all respondents (Non-managerial

employees) to make them relaxed. Then the researcher made them

realize the goal of the research and contribution of their participation.

The researcher went through the questions one by one and translated

the questionnaire in their (employees) language. The researcher

explained each question and answered the queries that the

respondents raised while answering the questions.  In each session,

the questionnaires were administered to a group of 10 to 15

employees.  And each session took about one hour.

While collecting information from management, the researcher

interviewed one respondent in each session. Each session took about

30 minutes. Thus, to conduct survey among five managerial

employees, it took about three hours in each company.

To collect information from HR, the researcher sends a copy of

checklist to Head of HR.  The Head of HR given information and send

it back by post. Sometimes the researcher herself collected the paper

of checklist from the sample company.

Total interview process took almost one year to collect all the

information from 300 non-managerial employees, 50 managerial

employees and 10 HR Head from 10 sample companies.

The process flow of entire research has been shown in figure 5

on next page.
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Figure 5:  Process Flow Chart.
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CHAPTER V

ANALYSIS OF THE FINDINGS

Overview

The data collected have been used to analyze the findings and to

test the hypotheses (Chapter 6), ultimately providing useful insight

into the research statement. All data were entered into a personal

computer. The statistical program SPSSTM (Statistical Package for the

Social Science) for windows, version 13.0, was used for statistical

analysis. The analyses include data collected from management, non-

managerial employees, and Head of HR from 10 pharmaceutical

companies of Bangladesh were analyzed to test hypotheses and to

explain research objectives and conceptual model.

Reliability Test

Cronbach’s  is used to test the reliability of the instruments

used. Empirically, alpha can take on any values less than or equal to

1, including negative value. Some professional as rule of thumb,

require a reliability of 0.70.
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The instruments used to collect information for this study are:

(i) questionnaire for non-managerial employees, (ii) questionnaire for

management, and (iii) checklist for Head of HR.

 Reliability test of questionnaire for non-managerial
employees: The value of Cronbach's Alpha is .922 for
questionnaire developed for non-managerial employees
(sample size is 300).

 Reliability test of questionnaire for management: The
value of Cronbach's Alpha is .956 for questionnaire
developed for management (sample size 50).

 Reliability test of checklist for Head of HR: The researcher

did not apply this test as the researcher collected

information from particular position (Head of HR) and the

sample size was only 10.

Attitudes of the NMEs as Perceived by the NMEs

The first objective of this research was to identify the attitudes

of NMEs towards organization, management, work, and fellow

employees as perceived by the NMEs. As has been stated earlier,

NME’s attitudes have been measured by using 5-point Likert Scale.

NME’s attitudes towards ‘organization’, ‘management’, ‘work’, and

‘fellow employee’ has been separately evaluated by using four items of

measurements. Summary of the NME’s attitude rating is given in

Appendix D (I).



Chapter V
Analysis of the Findings

83

Dhaka University Institutional Repository

Attitudes of NMEs towards Organization

The analysis suggests that NME’s attitude towards organization

is positive (mean score = 4.776). All the items scored very high, mean

value of the scale is being 3. And the variation in response is low as

indicated by their relative low value of standard deviation (0.4828).

Table 6

NMEs’s Perceived Attitudes towards their Organization

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees feel that they own the
organization. 4.81 0.61

4.776 0.4828

Employees work for the betterment of the
organization. 4.9 0.431

Employees plan to continue their job in
this organization. 4.62 0.862

Employees grow as the organization
grows. 4.78 0.686

Attitudes of NMEs towards Management

The analysis suggests that NME’s attitude towards management

is positive (mean score = 4.351). However, the variation in response is

high as indicated by their relative high value of standard deviation

(0.7285) compared to that of organization.

Table 7

NMEs’s Perceived Attitudes towards their Management

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees’ work or job interest and
objectives matches with their supervisor’s
interest and objectives.

4.38 0.959

4.351
.7285

Employees’ think that management has
positive views regarding their activities. 4.62 0.814

Employees think that management always
tries to take right decision about them. 4.13 1.168

Employees don’t see much difference of
opinion with their supervisor. 4.27 1.014
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Attitudes of NMEs towards Work

This analysis suggests that NME’s attitude towards work is

positive (mean score 4.3704).

Table 8

NMEs’s Perceived Attitudes towards their Work

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees feel proud doing their job. 4.51 0.955

4.37
Employees enjoy doing their work. 4.65 0.73
Employees find opportunities doing their
job. 4.07 1.3 .8067

Employee’s job matches best with their
capabilities. 4.25 1.207

The variation in response is high as indicated by their relative

high value of standard deviation (0.8067) compared to that of

organization and management.  However, 13.8 percent employees do

not find opportunities doing their job. See Appendix D(II ).

Attitudes of NMEs towards Fellow Employees

The analysis suggests that NME’s attitude towards fellow

employees is also very positive (average mean 4.686). The variation in

response is low as indicated by their relative low value of standard

deviation (0.5139). Most of the employees (97 percent) feel good for

better performance of their fellow employees, though a small group of

employees (12.5 percent) do not like to share their personal problems

with their fellow employees. See Appendix A (Section II).
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Table 9

NMEs’s Perceived Attitudes towards their Fellow Employees

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees perceive that they belong to
same interest group. 4.56 0.932

4.686

Employees practically do not engage in
infighting with their fellow employees. 4.82 0.523

.5139
Employees feel good for the better
performance of their fellow employees. 4.87 0.53

Employees share their personal
problems with their fellow employees. 4.48 1.072

Attitudes of the NMEs as Perceived by the MEs

The second objective of this research was to assess the attitudes

of NMEs towards organization, management, work, and fellow

employees as perceived by the MEs.  Same measurement scale (5

point Likert Scale) and the same set of items have been used in

assessing the ME’s perception about NME’s attitudes.  Summary of

the NME’s attitude rating as perceived by MEs is given in Appendix

D(III).

Attitudes of NMEs towards Organization as Perceived by MEs

The analysis suggests that MEs perceive as NME’s attitude

towards organization as positive (mean score = 4.035).  However, the

score is not as high as it is in the case of attitudes scores as perceived

by attitudes NMEs themselves. The variation in response is high as

indicated their relative high value of standard deviation (0.6795).
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Table 10

Attitudes of NMEs towards Organization (As perceived by MEs)

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees feel that they own the
organization. 4.04 .880

4.035 .6795
Employees work for the betterment of
the organization. 4.08 .944

Employees plan to continue their job in
this organization. 3.94 .935

Employees grow as the organization
grows. 4.08 .966

Attitudes of NMEs towards Management as Perceived by MEs

The analysis suggests that NME’s attitude towards management

is positive (mean score = 3.84).  The mean score is lower than it is in

the case NMEs self-perception of attitudes towards management.  The

variation in response is high as indicated by their relative high value

of standard deviation (0.6364), but the value is lower than that of

organization.

Table 11

Attitudes of NMEs towards Management (As perceived by MEs)

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees’ work or job interest and
objectives matches with their
supervisor’s interest and objectives.

3.82 .661

3.84 .6364
Employees’ think that management has
positive views regarding their activities. 3.74 .899

Employees think that management
always tries to take right decision about
them.

3.74 .986

Employees don’t see much difference of
opinion with their supervisor. 4.06 .793
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Attitudes of NMEs towards Work as Perceived by MEs

This analysis suggests that NME’s attitude towards work is

positive (mean score 3.965).  The variation in response is high as

indicated by their relative high value of standard deviation (0.6566).

The variability is also as high as compared to attitudes towards

management.

Table 12
Attitudes of NMEs towards Work (As perceived by MEs)

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees feel proud doing their job. 4.04 .856

3.965 .6566
Employees enjoy doing their work. 3.84 .889
Employees find opportunities doing
their job. 4.04 .903

Employee’s job matches best with their
capabilities. 3.94 .843

Attitudes of NME towards Fellow Employees as Perceived by MEs

The analysis suggests that NME’s attitude towards fellow

employees is positive (mean score 3.91). The variation in response is

high as indicated by their relative high value of standard deviation

(0.6828). The variability is also as high as compared to that of

management and work.

Table 13
Attitudes of NMEs towards Employees (As perceived by MEs)

Items Mean Std.
Dev.

Overall
Mean

Overall
Std.
Dev.

Employees perceive that they belong to
same interest group. 4.06 .867

3.91 .6828
Employees practically do not engage in
infighting with their fellow employees. 3.86 .904

Employees feel good for the better
performance of their fellow employees. 3.80 1.07

Employees share their personal
problems with their fellow employees. 3.92 .966
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Differences in Perception of the NMEs and MEs

The mean rating value of attitudes of NMEs as perceived by

NMEs themselves and MEs towards organization, management, work,

and fellow employees is summarized in table 14 below:

Table 14

Compares of Mean Rating Value of Attitudes of NMEs and MEs

State
Mean Rating Value of Attitudes

As Perceived by NMEs
Themselves

As Perceived by MEs

Organization 4.776 4.035
Management 4.350 3.84
Work 4.3704 3.965
Fellow Employees 4.686 3.91

The figures in Table 14 suggest that perceived attitudes rating of

NMEs themselves compared to MEs about NMEs attitudes towards

organization, management, work, and fellow employees are more

positive.

Table 15

Coefficient of Variance of attitudes of NME and ME

Perception of NMEs
(X1)

Perception of MEs
(X2)

CV(X1) =

( / x )%

CV (X2)=

( / x )%
Mean Std. Dev. Mean Std. Dev.

Organization 4.7761 0.48276 4.035 0.67953 10.108 16.8409
Management 4.351 0.72851 3.84 0.6364 16.744 16.5729
Work 4.3704 0.80672 3.965 0.65662 18.459 16.5604
Employees 4.686 0.51386 3.91 0.68281 10.966 17.4632
Overall 4.546 0.48614 3.9375 0.57974 10.694 14.7236

To assess the variability in scores, Coefficient of Variance1 has

been calculated.  The analysis shows less variability in the attitudes of

NMEs as perceived by them compared to MEs’ perception about

1 CV = ( / x )%.  Lower CV indicates more firmness and less fluctuation in perception/attitudes.
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NME’s attitudes towards four dimensions of integration as stated

(Table- 15).

Status of ERPs Extended by the Employers Voluntary

Head of HR of each company were asked about the programs

extending to the NMEs. From the existing literature on ERPs, the

researcher has listed 34 items/programs which are relevant to this

(pharmaceutical) industry. While listing the ERPs of 34 items, the

researcher has taken with account economic, social and cultural

issues along with industry (pharmaceuticals) situation in a global

context.

The listed programs are typical ones and are provided by the

companies to their NMEs. Some of the less relevant ERP items were

also included in the response pattern, which are less relevant to this

industry.

The analysis suggested that among 10 sample companies, 4

companies provide between 50 to 60 percent, 4 companies provide

between 40 to 50 percent and 2 companies provide between 30 to 40

percent of ERPs and all together 10 companies are providing 46.76

percent of total ERPs included in the list by the researcher as ERP

programs. This has been summarized in Appendix E (I).

Incidentally, nor even a single company provide all 34 programs.

Among 34 programs only three programs are provided by all sample

organizations and five programs are provided by none of the
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companies as these programs were perceived as non-relevant with this

type of industry.  This has been summarized in Appendix E (II).

Perception of NMEs Regarding ERPs Extended by the Employers

Voluntarily.

NMEs rated all 34 ERP programs presented in the form of Likert

Scale (5 point). The value rated ranges were between 1.83 to 4.87. See

Appendix E(III). Subsequently, all programs have been divided in four

groups depending on the ratings of the NMEs. This has been done by

factor analysis.  See Appendix E(IV), and Appendix E(V).

The analysis (using KMO and Bartlett’s Test) shows that the

value of Chi-Square, with 561 degree of freedom is 6005.682 with

corresponding significance level is 0.000. From initial Eigenvalues

and Rotated Component matrix four factors: Factor_1, factor_2,

Factor_3, and Factor_4 have been found significant.

Factor 1 (Table-16) consists of 13 ERP Programs as listed. These

programs can be termed as EF_FDC (Employee Focused Financial

Direct Compensation).  These ERP Programs are provided by 64.62

percent of sample companies.

Factor 2 (Table-17) consists of 13 ERP Programs as listed. These

programs can be termed as FF_FC (Family Focused Financial

Compensation).  These ERP Programs are provided by 29.2 percent of

sample companies.
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Table 16

Factor 1_Employee Focused ERPs (Financial Direct Compensation)

Sl. Employee Focused ERPs Impor
-tance

% of
access

in these
programs

Overal
l

Mean
Value

1 Food subsidized in the cafeteria. 4.57
100

4.469
6

2 Safety clothing at free of charge. 4.87
3 Emergency loans or salary advances. 4.6
4 Transportation to and from works. 4.41 90
5 Medical facilities for employees. 4.73
6 Suggestion book or suggestion box. 4.29 70
7 Discounts on merchandise. 4.59 60
8 News letter or news bulletin for

employees.
4.06 50

9 Bonus for good attendance. 4.51 40
10 Bonus for good suggestion. 4.38

3011 Provision for contest bonuses. 4.23
12 Length-of-service and seniority awards. 4.63
13 Spirit award for team work. 4.22 10

Table 17

Factor 2_Family Focused ERPs (Financial Compensation)

Sl. Family Focused ERPs Impor
-tance

% of access
in these

programs

Overall
Mean
Value

1 Arrange picnic for family members. 4.57 90

4.0357

2 Provision for appointment of
employees' children or siblings.

4.63 60

3 Arrange cultural program for
children and family.

3.66 50

4 Arrange employee day. 4.33 40
5 Arrange family day. 3.69
6 Reimburse educational or exam fees

for children.
4.39 30

7 Provide different kind of scholarship
for children.

4.12

8 Have medical facilities for family
members.

4.54 20

9 Facilities to develop family members
vocationally.

3.71 10

10 Have housing facilities. 4.19
11 Have own school for children. 3.98

012 Provide facilities of indoor games for
children.

2.94

13 Have library facilities for children. 3.7
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Factor 3 (Table-18) consists of 3 ERP Programs as listed. These

programs can be termed as EF_NFC (Employee Focused Non-Financial

Compensation).  These ERP Programs are provided by 83.33 percent

of sample companies.

Table 18

Factor 3_Employee Focused ERPs (Non-Financial Compensation)

Sl. Family Focused ERPs Impor
-tance

% of access
in these

programs

Overall
Mean
Value

1 Appreciation for employees' good
performance.

4.45
90

4.40972 Assist or counsel on employees'
personal problem.

4.28
80

3 Opportunities for further or
continuation of education.

4.5

Factor 4 (Table-19) consists of 5 ERP Programs as listed. These

programs can be termed as EF_FIC (Employee Focused Financial

Indirect Compensation).  These ERP Programs are provided by 20

percent of sample companies.

Table 19

Factor 4_Employee Focused ERPs (Financial Indirect Compensation)

Sl. Family Focused ERPs Impor
-tance

% of access
in these

programs

Average
Mean
Value

1 Cultural program or activities. 4.03 60

3.2949
2 Facilities for indoor games. 3.41

203 Facilities for outdoor games, like
football, volleyball,etc.

3.48

4 Health and fitness center like
Gymnasium.

3.72
0

5 Music at work. 1.83

ERP programs included in the Factor 1 (total value of rotation

sums of squared loadings is 7.278) are more important than those

included in Factor 2 (total value of rotation sums of squared loadings
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is 6.594).  Again, items included in the Factor 2 are more important

than those included in the Factor 3 (total value of rotation sums of

squared loadings is 2.656). Likewise, Factor 3 is more important than

Factor 4 as total value of rotation sums of squared loadings is 2.094.

See Appendix E (IV).

The rating suggested the following hierarchy of the factors

containing the ERPs in Figure 6 on the next page .

Figure 6: The Hierarchy of Factors Loaded with ERPs

Thus, the factor analysis shows that the ERPs provided by the

employers relate to the following categories of benefits with differential

significance or importance to the NMEs:

Factor 1: Employee Focused Financial Direct Compensation

(EF_FDC).

Factor 2: Family Focused Financial Compensation (FF_FC).

Factor 3: Employee Focused Non-Financial Compensation

(EF_NFC).

Factor 4: Employee Focused Financial Indirect Compensation

(EF_FIC).
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The schematic form of these benefits has been presented in

Figure 7.

Figure 7: Schematic Presentation of ERPs as Contained in Different Factors.

Details of Factor Analysis

It is hypothesized that when employees are provided more ERPs

their attitudes (towards organization, management, work, and fellow

employees) become more positive. And they become more integrated.

For the ease of the analysis, ERPs, provided by the companies have

been divided into four ranges and these are between 0-< 25%, 25-

<50%, 50-<75% and between >75-100%.  It is assumed that

employees who get more ERPs should be more positive and more

integrated.

To assess the possible association between ERPs and

integration, each factor (Factor_1, Factor_2, Factor_3, and Factor_4)

has been analyzed using different test.
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Association between ERPs and Integration (ERPs Included in Factor_1)

Factor_1 (EF_FDC) includes 7 companies who provide 50-75

percent of ERPs. And 209 employees get these benefits. Factor_1 also

includes 3 companies who provide 75-100 percent of ERPs. And only

88 employees get these benefits.

The analysis (Table 20) shows that the employees who get more

than 75 percent of ERPs are more integrated than employees who get

less than 75 percent of ERPs under Factor_1 as revealed by NMEs

mean score ratings.

Table 20

Group Statistics for Factor 1

Percentage of facilities
provided by the
organization for Factor 1

N Mean Std.
Deviation

Std. Error
Mean

att_org
50-<75 209 4.7596 .52968 .03664
75-100 88 4.8153 .34636 .03692

att_mgt 50-<75 209 4.3098 .70839 .04900
75-100 88 4.4489 .76953 .08203

att_work 50-<75 209 4.3182 .83663 .05787
75-100 88 4.4943 .72017 .07677

att_fellow 50-<75 209 4.6687 .54206 .03750
75-100 88 4.7273 .43982 .04689

ave_att
50-<75 209 4.5141 .49594 .03430
75-100 88 4.6214 .45588 .04860

The schematic form of integration of NMEs, who get ERPs

(Factor 1) have been shown in Figure 8.
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Figure 8: Overall Mean Rating Score under Factor 1

Association between ERPs and Integration (ERPs Included in Factor_2)

Factor_2 (FF_FC) includes 9 companies, among them 4

companies provide 1-25 percent of ERPs and 5 companies provide 25-

50 percent of ERPs. 267 employees get these benefits. Among them

120 employees get between 1-25 percent and 147 employees get 25-50

percent of ERPs. Factor_2 also includes 1 company who provides 50-

75 percent of ERPs. And only 30 employees get these benefits.

The analysis (Table 21, 23, & 24) shows that the employees who

get more than 50 percent of ERPs are more integrated (towards

organization, work, and fellow employees) than employees who get less

than 50 percent of ERPs under Factor_2. It is also true from

employees who get more than 25 percent of ERPs compare to those

who get less than 25 percent. But it is not true while consider

integration towards management.  More ERPs (Table 22) do not make

them integrated towards management as revealed by NMEs mean

score ratings under Factor_2.
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Table 21

Descriptive Statistics for Factor 2 (Organization)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 120 4.7521 .49205 .04492 4.6631 4.8410
25-<50 147 4.7704 .51477 .04246 4.6865 4.8543
50-<75 30 4.9000 .18099 .03304 4.8324 4.9676
Total 297 4.7761 .48276 .02801 4.7210 4.8312

Table 22

Descriptive Statistics for Factor 2 (Management)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 120 4.2604 .71552 .06532 4.1311 4.3898
25-<50 147 4.4167 .74043 .06107 4.2960 4.5374
50-<75 30 4.3917 .70614 .12892 4.1280 4.6553
Total 297 4.3510 .72851 .04227 4.2678 4.4342

Table 23

Descriptive Statistics for Factor 2 (Work)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 120 4.2083 .82715 .07551 4.0588 4.3578
25-<50 147 4.4439 .81183 .06696 4.3115 4.5762
50-<75 30 4.6583 .54331 .09919 4.4555 4.8612
Total 297 4.3704 .80672 .04681 4.2782 4.4625

Table 24

Descriptive Statistics for Factor 2 (Fellow Employees)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 120 4.6521 .47776 .04361 4.5657 4.7384
25-<50 147 4.6769 .57279 .04724 4.5835 4.7702
50-<75 30 4.8667 .26042 .04755 4.7694 4.9639
Total 297 4.6860 .51386 .02982 4.6273 4.7447
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The schematic form of integration who get ERPs (Factor 2) have

been shown in Figure 9.

Figure 9: Overall Mean Rating Score under Factor 2

Association between ERPs and Integration (ERPs Included in Factor_3)

Factor_3 (EF_NFC) firstly, includes 1 company, who provide 25-

50 percent of ERPs. These benefits get by 30 employees.  Secondly,

includes 3 companies who provide 50-75 percent of ERPs and 90

employees get these benefits. Factor_3 also includes 6 companies who

provide 75_100 percent of ERPs and 177 employees get these benefits.

The analysis (Table 25, 26, 27 & 28) shows mixed response. The

mean attitudes rating are not same for four different dimensions

(organization, management, work, and fellow employees).

For organization (Table 25), the employees who get more than

75 percent of ERPs are less integrated than employees who get less

than 75 percent of ERPs under Factor_3. Also, the employees who

get more than 50 percent of ERPs under Factor_3 are less integrated

than employees who get less than 50 percent of ERPs under Factor_3

as revealed by NMEs mean score ratings.
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Table 25

Descriptive Statistics for Factor 3 (Organization)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

25-<50 30 4.9000 .18099 .03304 4.8324 4.9676
50-<75 90 4.8250 .36422 .03839 4.7487 4.9013
75-100 177 4.7302 .55994 .04209 4.6472 4.8133
Total 297 4.7761 .48276 .02801 4.7210 4.8312

For management (Table 26), the employees who get more than

75 percent of ERPs are more integrated than employees who get less

than 75 percent of ERPs under Factor_3. But, the employees who get

more than 50 percent of ERPs under Factor_3 are less integrated than

employees who get less than 50 percent of ERPs under Factor_3.

Table 26

Descriptive Statistics for Factor 3 (Management)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

25-<50 30 4.3917 .70614 .12892 4.1280 4.6553
50-<75 90 4.2194 .84868 .08946 4.0417 4.3972
75-100 177 4.4110 .65836 .04949 4.3134 4.5087
Total 297 4.3510 .72851 .04227 4.2678 4.4342

Table 27

Descriptive Statistics for Factor 3 (Work)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

25-<50 30 4.6583 .54331 .09919 4.4555 4.8612
50-<75 90 4.2000 .90427 .09532 4.0106 4.3894
75-100 177 4.4082 .77586 .05832 4.2931 4.5233
Total 297 4.3704 .80672 .04681 4.2782 4.4625

For work (Table 27), the employees who get more than 75

percent of ERPs are more integrated than employees who get less than
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75 percent of ERPs under Factor_3.  But, the employees who get more

than 50 percent of ERPs under Factor_3 are less integrated than

employees who get less than 50 percent of ERPs under Factor_3.

For fellow employees (Table 28), the employees who get more

than 75 percent of ERPs are less integrated than employees who get

less than 75 percent of ERPs under Factor_3. Also, the employees

who get more than 50 percent of ERPs under Factor_3 are less

integrated than employees who get less than 50 percent of ERPs

under Factor_3.

Table 28

Descriptive Statistics  for Factor 3 ( Fellow Employees)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

25-<50 30 4.8667 .26042 .04755 4.7694 4.9639
50-<75 90 4.7361 .41793 .04405 4.6486 4.8236
75-100 177 4.6299 .57843 .04348 4.5441 4.7157
Total 297 4.6860 .51386 .02982 4.6273 4.7447

And on average the overall mean rating attitudes of NMEs who

get more than 75 percent ERPs (Factor 3) are more integrated than

who get less than 75 percent ERPs. But who get less than 50 percent

ERPs are more integrated than who get more than 50 percent ERPs

(Table 33). The schematic form of integration who get ERPs (Factor 3)

have been shown in Figure 10.
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Figure 10: Overall Mean Rating Score under Factor 3

Association between ERPs and Integration (ERPs Included in Factor_4)

Factor_4 (EF_FIC) firstly includes 8 companies, who provide 0-

25 percent of ERPs. These benefits get by 237 employees. Secondly,

includes 1 company who provides 25-50 percent of ERPs and 30

employees get these benefits. Factor_4 also includes 1 company who

provides 50_75 percent of ERPs and 30 employees get these benefits.

The analysis (Table 29, 30, 31 & 32) shows mixed response.

Though, the mean attitudes ratings are similar for all four different

dimensions (organization, management, work, and fellow employees).

Employees who get less than 50 percent of ERPs are less integrated

than employees who get more than 50 percent of ERPs, also less

integrated than who get less than 25 percent of ERPs under Factor_4.
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Table 29

Descriptive Statistics for Factor 4 (Organization)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 237 4.7911 .41763 .02713 4.7377 4.8446
25-<50 30 4.5333 .92086 .16813 4.1895 4.8772
50-<75 30 4.9000 .18099 .03304 4.8324 4.9676
Total 297 4.7761 .48276 .02801 4.7210 4.8312

Table 30

Descriptive Statistics for Factor 4 (Management)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 237 4.3597 .72310 .04697 4.2672 4.4522
25-<50 30 4.2417 .80538 .14704 3.9409 4.5424
50-<75 30 4.3917 .70614 .12892 4.1280 4.6553
Total 297 4.3510 .72851 .04227 4.2678 4.4342

Table 31

Descriptive Statistics for Factor 4 (Work)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 237 4.3470 .80259 .05213 4.2443 4.4498
25-<50 30 4.2667 1.00201 .18294 3.8925 4.6408
50-<75 30 4.6583 .54331 .09919 4.4555 4.8612
Total 297 4.3704 .80672 .04681 4.2782 4.4625

Table 32

Descriptive Statistics for Factor 4 (Fellow Employees)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

1-<25 237 4.6677 .49154 .03193 4.6048 4.7306
25-<50 30 4.6500 .78948 .14414 4.3552 4.9448
50-<75 30 4.8667 .26042 .04755 4.7694 4.9639
Total 297 4.6860 .51386 .02982 4.6273 4.7447
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The schematic form of integration who get ERPs (Factor 4) have been

shown in Figure 11.

Figure 11: Overall Mean Rating Score under Factor 4

Results of all factors have been summarized in the following

table (Table 33).

Table 33

Impact of ERPs on Status of Integration

No. of
benefi-
ciaries

% of
ERPs

NME’s Ratings of Different Dimensions of
Integration

Org. Mgt Work Fellow Overall

Factor_1
209 50- <75 4.760 4.311 4.319 4.668 4.514

88 75- <100 4.815 4.450 4.494 4.727 4.622

Factor_2

120 0 - <25 4.752 4.260 4.208 4.652 4.468

147 25- <50 4.772 4.418 4.445 4.876 4.628

30 50- <75 4.9 4.392 4.658 4.867 4.704

Factor_3

30 25- <50 4.9 4.392 4.658 4.867 4.704

90 50- <75 4.825 4.219 4.2 4.736 4.495

177 75- <100 4.732 4.413 4.409 4.630 4.546

Factor_4

237 0 - <25 4.792 4.362 4.349 4.668 4.542

30 25- <50 4.533 4.242 4.267 4.65 4.423

30 50- <75 4.9 4.392 4.658 4.867 4.704
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Current Status of Employer-Employee Relationship

To assess the impact of employee integration on employer-

employee relationship some behavioral factors have been considered.

These factors/events are: strike, lockout, destructive activities,

infighting among employees, conflict among employer and employee,

conflict among employee-employee.

Some of these factors/events are totally absent in the sample

companies. Thus, it may be surmised that employees are integrated

with their organization, their supervisors, their work and their fellow

employees.

Specifically, events like strike, lockout, destructive activities,

infighting among employees, conflict among employer and employee,

conflict among employee-employee were absent in the recent history of

the pharmaceutical industries. Incidentally, these destructive events

are common in other industrial sectors of Bangladesh. The unwanted

events as recorded in the sample companies are summarized as:

a) Absenteeism is very low in this sector (about 4%).

b) Sixteen disciplinary cases are found and mostly found in
the public sector.

c) Instances of grievances are also few (24 in total) and the
number of reported grievances is high in companies where
employees belong to trade union.

d) Actual performance compared to standard was about
96%. Actual performance is higher in private companies.
And employee performance is slightly higher in companies
without trade union.

e) Employee turnover in this sector is 6%, which is low
compared to other industrial sectors of Bangladesh. And
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within this sector employee turnover is relatively high in
public companies.

The incident of these events are summarized in the following

table (Table 34)

Table 34

Employee Behavior in Terms of Incidents

Pvt./
Pub.

Trade
Union

% of
average
absente

eism

No. of
Discipli

nary
case

No. of
reported
grievan-

ces

% of actual
performanc
e compare

to standard.

Turnover
rate

(percenta
ge)

Pub. (3) Tu (1) 6 7 15 94 8
NTU (2) 3.5 1 4 94.5 6

Pvt. (7) Tu (2) 4 4 5 95.5 5
NTU (5) 3.2 4 0 96 6

Influence of Intervening Factors on Employee Integration Process

It is assumed that some external variables may intervene in the

process of employee integration. Eight such external variables have

been identified. These variables are: age, gender, marital status,

education, neighborhood, tenure, social attachment, and trade union

membership.  These profiles of variables are considered as

independent variables that may intervene the impact of ERPs on the

process of integration. Thus the four dimensions of integration

(organization, management, work and fellow employees) are treated as

dependent variables. Details of each variables have been discussed

below:
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Impact of Age on the Process of Integration

To assess the impact of age on attitudes of NMEs, age has been

divided in three categories (i) less than 30 years (121 employees), (ii)

30 years to 40 years (86 employees), and (iii) more than 40 years (90

employees).

Descriptive statistics [Appendix F (I)] and Fisher’s LSD method

in multiple comparisons [Appendix F (II)] have been used to assess the

impact of different age groups on attitudes of MNEs. The analysis

suggests that attitude towards organization, management, work, and

fellow employees is very positive for all age group and it becomes more

positive as age increases for all categories except attitudes towards

fellow employees. For fellow employees, attitudes ratings are less at

middle age (30-40 years). May be in this period employees give more

concentration to their family compared to early and later stage of life.

Impact of Gender on the Process of Integration

NMEs have been divided into two groups as male (245), and

female (52) in accordance to assess possible impact on integration

process.

Group statistics [Appendix F(III)] have been used to assess the

impact of gender (male and female). The analysis suggests that

attitude towards organization, management, work, and fellow

employees are very positive for both male and female. In some cases

male are more integrated (organization and work), in other cases

female are more integrated (management and fellow employees). It



Chapter V
Analysis of the Findings

107

Dhaka University Institutional Repository

may concluded that male are more concern about process and female

are more concern about people with whom they work.

Impact of Marital Status on the Process of Integration

NMEs have been divided into two groups as married (234), and

unmarried (63) in accordance to assess possible impact on integration

process.

Group statistics [Appendix F(IV)] have been used to assess the

impact of marital status (married and unmarried). The analysis

suggests that attitude towards organization, management, work, and

fellow employees are very positive for married and unmarried

employees. It has been found that married employees are more

integrated towards organization, management, work, and fellow

employees. Thus, marital status may have significant impact on

Employee Integration Process.

Impact of Education on the Process of Integration

To assess the impact of education on attitudes of NMEs,

education has been divided in three categories. (i) up to secondary

(191 employees), (ii) up to higher secondary (78 employees), and (iii)

higher education (Degree/Hons.) (28 employees).

Descriptive statistics [Appendix F (V)] and Fisher’s LSD method

in multiple comparisons [Appendix F (VI)] have been used to assess

the impact of different education levels. The analysis suggests that

attitude towards organization, management, work, and fellow
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employees is very positive for all education level though it becomes

less positive as level of education increases for all categories except

work. Higher educated employees are more integrated with their own

work. In overall, education is negatively related with NMEs

integration process.

Impact of Tenure on the Process of Integration

To assess the impact of tenure on attitudes of NMEs, tenure has

been divided in four categories. (i) 0 to 5 years (60 employees), (ii) 5 to

10 years (93 employees), (iii) 10 to 15 years (41 employees), and (iv)

more than 15 years (103 employees).

Descriptive statistics [Appendix F(VII)] and Fisher’s LSD method

in multiple comparisons [Appendix F(VIII)] have been used to assess

the impact of different tenure. The analysis suggests that attitude

towards organization, management, work, and fellow employees are

very positive for employees with different tenure. But interestingly up

to certain period attitudes ratings increases, then it falls again. It

happens for all dimension of integration except work. In the case of

work, employees become more integrated as they stay for long period

of time with organization.

Impact of Neighborhood on the Process of Integration

To assess the impact of neighborhood on attitudes of NME,

Neighborhood has been divided in two categories. (i) local (48), and (ii)

non-local (249).



Chapter V
Analysis of the Findings

109

Dhaka University Institutional Repository

Group statistics [Appendix F(IX)] have been used to assess the

impact of neighborhood (local and non-local). The analysis suggests

that attitude towards organization, management, work, and fellow

employees are very positive for both local and non-local. It has been

found that local employees are more integrated towards organization,

management, work, and fellow employees. May be stay away from

home and family members is one of the reason for non-local

employees to be less integrated with organization, management, work,

and fellow employees.

Impact of Social Attachment on the Process of Integration

To assess the impact of social attachment on attitudes of NMEs,

social attachment has been divided in two categories. (i) Socially

attached (102), and (ii) Socially not-attached (195).

Group statistics [Appendix F (X)] have been used to assess the

impact of social attachment (socially attached and socially not-

attached). The analysis suggests that socially not attached employees

are more integrated. May be involvement in other areas make them

less integrated or otherwise, less integrated employees become more

involved in other social activities outside of the organization.

Impact of Union Membership on the Process of Integration

To assess the impact of trade union membership on attitudes of

NME, Union membership has been divided in two categories. (i) union

member (90 employees), and (ii) non-union member (207 employees).
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Group statistics [Appendix F (XI)] have been used to assess the

impact of trade union membership (union membership and non-union

membership). The analysis suggests that employees who are

members of trade union are more integrated. May be right to

organize, develop their association, and join to their association make

them more integrated with organization, management, work, and

fellow employees.

From the above analysis it is assumed and concluded that all

variables except gender may have impact on integration process. To

judge its validity hypotheses test have been conducted in the next

chapter (Chapter 6).

Analysis of Results by Using Multivariate Techniques

Multivariate Model

To measure the variability of the dependent variable

(organization, management, work, and fellow employees) based on its

covariance with all the independent variables (age, gender, marital

status, education, tenure, neighborhood, social attachment, and trade

union membership), multiple regression models have been developed

(See chapter 3).

The models used are:

YAttitudes =ƒ(ERP). ……………………………………………….……..(1)

(external variables not included)
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YAttitudes =ƒ(ERP, other variables)…………………………………….(2)

(external variables included)

For the ease of the analysis, ERPs, provided by the

organizations have been divided into four ranges and these are

between 0-< 25%, 25-<50%, 50-<75% and between >75-100%.  It

creates 16 forms of ERPs. These are summarized in table 35.

Table 35

Sixteen Forms of ERPs with Reference to Percentage

Factors
Factor 1 Factor 2 Factor 3 Factor 4Percen-

Tage
0-25 % F1(1) F2(1) F3(1) F4(1)

25-50 % F1(2) F2(2) F3(2) F4(2)

50-75 % F1(3) F2(3) F3(3) F4(3)

75-100 % F1(4) F2(4) F3(4) F4(4)

Factor 1:     f1(1)=0-25% , f1(2)=25-50%, f1(3)=50-75%, f1(4)=75-100%

Factor 2:     f2(1)=0-25% , f2(2)=25-50%, f2(3)=50-75%, f2(4)=75-100%

Factor 3:     f3(1)=0-25% , f3(2)=25-50%, f3(3)=50-75%, f3(4)=75-100%

Factor 4:     f4(1)=0-25% , f4(2)=25-50%, f4(3)=50-75%, f4(4)=75-100%

Definition of Reference Category for Purpose of Comparison

a) Results have been compared with respect to reference

category.

 d1_f1(4)=employees received 75-100% facilities for factor 1
(Employees received 50-75% facilities for factor 1 is
considered as the reference category therefore not
included in the model)

 d1_f2(2)=employees received 25-50% facilities for factor 2



Chapter V
Analysis of the Findings

112

Dhaka University Institutional Repository

 d2_f2(3)=employees received 50-75% facilities for factor 2
(Employees received 1-25% facilities for factor 2 is
considered as the reference category therefore not
included in the model)

 d1_f3(2)=employees received 25-50% facilities for factor 3

 d2_f3(3)=employees received 50-75% facilities for factor 3
(Employees received 1-25% facilities for factor 3 is
considered as the reference category therefore not
included in the model)

 d1_f4(3)=employees received 50-75% facilities for factor 4

 d2_f4(4)=employees received 75-100% facilities for factor 4
(Employees received 25-50% facilities for factor 4 is
considered as the reference category therefore not
included in the model)

b) Independent Variables Included in the Regression Model

 d1_age(2)=age of the employees is 30-40 years

 d2_age(3)=age of the employees is more than 40 years
(Employees age less than 30 years is considered as the
reference category therefore not included in the model)

 d1_gender (1)=male
(Employees who are female is considered as the reference
category therefore not included in the model)

 d1_marital(1)=married
(Employees who are unmarried is considered as the
reference category therefore not included in the model)

 d1_educ(2)=Higher secondary
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 d2_educ(3)=Higher education
(Employees whose education are up to secondary is
considered as the reference category therefore not
included in the model)

 d1_tenure(2)=5-10 years

 d2_tenure(3)=10-15 years

 d3_tenure(4)=15+ years
(Employees whose work duration are 0-5 years is
considered as the reference category therefore not
included in the model)

 d1_residence(1)=local
(Employees who are non-local is considered as the
reference category therefore not included in the model)

 d1_Social(1)= belongs to social organization
(Employees who does not belongs to social attachment is
considered as the reference category therefore not
included in the model)

 d1_union(1)=belongs to union membership
(Employees who does not belongs to union membership is
considered as the reference category therefore not
included in the model)

Note: The data for d2_f2(3) & d2_f3(3) are same. Therefore in
regression model only d2_f2(3) has been included. The result for the
variable d2_f3(3) is same as the results for d2_f2(3).
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Impact of ERPs on Attitudes towards Organization

Without Effect of External Variables: To see the validity of the model,

ANOVA technique has been used. Here, the significance value is .017

at 90% level of confidence.

Table 36

ANOVAa (Organization: Without Effect of External Variables)

Model Sum of
Squares

df Mean Square F Sig.

1
Regression 3.179 5 .636 2.812 .017b

Residual 65.806 291 .226
Total 68.985 296

a. Dependent Variable: att_org
b. Predictors: (Constant), d2_f4(4),  d1_f1(4), d1_f3(2), d2_f2(3), d1_f2(2)

Table 37

Coefficientsa (Organization: Without Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.799 .055 87.321 .000
d1_f1(4) -.096 .104 -.091 -.919 .359
d1_f2(2) .174 .104 .181 1.674 .095
d2_f2(3) .101 .103 .063 .983 .326
d1_f3(2) -.346 .124 -.216 -2.794 .006
d2_f4(4) -.094 .067 -.095 -1.390 .165

a. Dependent Variable: att_org

First, it has been considered that attitude towards organization

is only function of ERPs.

 The above table (Table 37) shows that the attitude
towards organization of the employees does not differ with
respect to the ERPs received assigned for Factor 1.

 The employees who get 25-50% ERPs for Factor 2 have
attitude rating towards organization higher than that of
who get 1-25% ERPs (mean rating is greater by 0.174: see
coefficient, Table 37) while the attitude does not differ
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significantly between the employees who received 1-25%
and 50-75% facilities for Factor 2.

 The employees who get 25-50% ERPs for Factor 3 have
attitude towards organization smaller than that of who get
1-25% ERPs (mean rating is reduced by 0.346: see
coefficient, Table 37) while the attitude rating does not
differ significantly between the employees who received 1-
25% and 50-75% ERPs for Factor 3.

 The attitude towards organization of the employees does
not differ with respect to the facilities received assigned
for the Factor 4.

YA_org =ƒorg(ERP)

=  4.799 + 0.174*{d1_f1(4)} - 0.346*{d1-f3(2)}

=  4.627

Note: for d1_f1(4), “1” means equal to 75-100% ERPs of Factor 1, and
“0” means not equal to 76-100% ERPs of Factor 1.

for d1_f3(2), “1” means equal to 26-50% ERPs of Factor 3, and
“0” means not equal to 26-50% ERPs of Factor 3.

With Effect of External Variables: The tables (Table 38 and Table 39)

provide the effects of ERPs on the attitude towards organization

controlled for some other intervening factors. That means it is

assumed that attitude towards organization is function of ERPs and

other intervening variables.

To see the validity of the model, ANOVA technique has been

used. Here, the significance value is .005 at 90% level of confidence.
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Table 38

ANOVAa (Organization: With Effect of External Variables)

Model Sum of
Squares

df Mean
Square

F Sig.

1
Regression 8.135 17 .479 2.194 .005b

Residual 60.851 279 .218
Total 68.985 296

a. Dependent Variable: att_org
b. Predictors: (Constant), d1_union(1), d2_tenure(3), d2_educ(3),

d1_residence(1), d1_Social-attachment(1), d1_age(2), d1_f3(2),
d1_educ(2), d1_marital-status(1), d1_gender(1), d1_tenure(2), d2_f4(4),
d1_f1(4), d2_f2(3), d2_age(3), d3_tenure(4), d1_f2(2).

Table 39

Coefficientsa (Organization: With Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.718 .104 45.575 .000
d1_f1(4) -.199 .137 -.188 -1.451 .148
d1_f2(2) .284 .131 .295 2.175 .031
d2_f2(3) -.219 .141 -.137 -1.558 .120
d1_f3(2) -.302 .138 -.189 -2.192 .029
d2_f4(4) -.287 .088 -.292 -3.265 .001

d1_age(2) .053 .074 .050 .714 .476
d2_age(3) .222 .102 .212 2.170 .031

d1_gender(1) .028 .084 .022 .332 .740
d1_marital(1) .093 .076 .079 1.235 .218
d1_educ(2) -.031 .067 -.028 -.466 .642
d2_educ(3) -.169 .098 -.102 -1.718 .087

d1_tenure(2) .011 .086 .010 .126 .900
d2_tenure(3) .070 .110 .050 .640 .523
d3_tenure(4) -.151 .108 -.149 -1.405 .161

d1_residence(1) .115 .086 .088 1.339 .182
d1_Social(1) -.018 .064 -.017 -.278 .781
d1_union(1) .239 .093 .228 2.579 .010

a. Dependent Variable: att_org

 The results remain same for Factors 1 2 and 3. For example,
employees who get 25-50% ERPs for Factor 2 have attitude
ratings towards organization higher than that of who get 1-25%
ERPs (mean is greater by 0.284: see coefficient table 39) while
the attitude does not differ significantly for the employees
received 1-25% and 50-75% ERPs for Factor 2. Therefore ERPs
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assigned by Factor 2 and 3 are important predictors for
attitude towards organization.

 Attitude towards organization varies with respect to age. The
employees whose ages are more than 40 years have attitude
towards organization more positive than that of employees
whose ages are less than 30 years (mean rating is greater by
0.222: see coefficient, table 39) while the attitude does not
differ significantly for the employees ages less than 30 years
and 30-40 years.

 The attitude towards organization of the employees decreases
as education increases. The employees whose education is
higher have attitude towards organization lesser than that of
whose education is up to secondary (mean is reduced by 0.169:
see coefficient table 39) while the attitude does not differ
significantly for the employees having education up to
secondary and secondary.

 The employees who are union member have attitude towards
organization higher than that of who are not union member
(mean is greater by 0.239: see coefficient table 39).

 Again, the effect of ERPs (without including external variables)
assigned by factor 4 was insignificant, it become significant
when controlled for other external variables. Thus, ERPs
assigned by Factor 4 affect the attitude towards organization
linked to other external variables like age, education and union
membership.

YA_org =ƒorg(ERP, other variables)

= 4.718 + 0.284*{d1_f2(2)} - 0.302*{d1_f3(2)} -

0.287*{d2_f4(4)}      +0.222*{d2_age(3)}–

0.169*{d2_educ(3)} +0.239*{d1_union(1)}

=  4.705

Note: for d1_f2(2), 1 means equal to 25-50% ERPs of Factor 2,
0 means not equal to 25-50% ERPs of Factor 2

for d1_f3(2), 1 means equal to 25-50% ERPs of Factor 3,
0 means not equal to 25-50% ERPs of Factor 3

for d2_f4(4), 1 means equal to 75-100% ERPs of Factor 4
0 means not equal to 75-100% ERPs of Factor 4

for d2_age(3), 1 means equal to age more than 36,
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0 means not equal age more than 36
for d2_educ(3), 1 means equal to higher education,

0 means not equal higher education
for d1_union(1), 1 means belong to union,

0 means not belong to union

Impact of ERPs on Attitudes towards Management

Without Effect of External Variables: To see the validity of the model,

ANOVA technique has been used. Here, the significance value is .119

at 90% level of confidence.

Table 40
ANOVAa (Management: Without Effect of External Variables)

Model Sum of
Squares

df Mean
Square

F Sig.

1
Regression 4.633 5 .927 1.768 .119b

Residual 152.462 291 .524
Total 147.095 296

a. Dependent Variable: att_mgt
b. Predictors: (Constant), d2_f4(4), d1_f1(4), d1_f3(2), d2_f2(3), d1_f2(2).

Table 41
Coefficientsa (Management: Without Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.167 .084 49.809 .000
d1_f1(4) .013 .159 .008 .081 .936
d1_f2(2) .146 .158 .100 .921 .358
d2_f2(3) .225 .156 .093 1.439 .151
d1_f3(2) -.258 .188 -.107 -1.371 .172
d2_f4(4) .188 .103 -.127 1.829 .068

a. Dependent Variable: att_mgt

First consider attitude towards management is only function of

ERPs.
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 The above table (Table 41) shows that the attitude
towards management of the employees does not differ
with respect to the ERPs received assigned for the Factor
1, 2 and 3.

 The employees who get 75-100% facilities for Factor 4
have attitude towards management higher than that of
who get 25-50 % ERPs (mean rating is greater by 0.188:
see coefficient table 41) while the attitude does not differ
significantly for the employees received 1-25% and 25-
50% ERPs for Factor 4.

YA_mgt =ƒmgt(ERP)

=  4.167 + 0.188*{d2_f4(4)}

=  4.355

Note: for d2_f4 (4),  1 means equal to 75-100% ERPs of Factor 4,
0 means not equal to 75-100% ERPs of Factor 4

With Effect of External Variables: The tables (Table 42 and Table 43)

provide the effects of ERPs on the attitude towards management

controlled for some other external variables.  That means, attitude

towards management is function of ERPs and other external variables.

Table 42

ANOVAa (Management: With Effect of External Variables)

Model Sum of
Squares

Df Mean
Square

F Sig.

1
Regression 18.634 17 1.096 2.209 .004b

Residual 138.461 279 .496
Total 157.095 296

a. Dependent Variable: att_mgt
b. Predictors: (Constant), d1_Union(1), d2_tenure(3), d2_educ(3),

d1_residence(1), d1_Social-attachment(1), d1_age(2), d1_f3(2),
d1_educ(2), d1_marital-status(1), d1_gender(1), d1_tenure(2), d2_f4 (4),
d1_f1(4), d2_f2(3), d2_age(3), d3_tenure(4), d1_f2(2).
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To see the validity of the model ANOVA technique has been

used. Here, the significance value is .004 at 90% level of confidence.

Table 43

Coefficientsa (Management: With Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.023 .156 25.761 .000
d1_f1(4) .065 .207 .041 .315 .753
d1_f2(2) .124 .197 .085 .628 .531
d2_f2(3) .026 .212 .011 .124 .901
d1_f3(2) -.163 .208 -.068 -.784 .434
d2_f4(4) .028 .133 .019 .210 .834

d1_age(2) .195 .112 .122 1.751 .081
d2_age(3) .401 .154 .254 2.603 .010

d1_gender(1) -.108 .126 -.056 -.852 .395
d1_marital(1) .130 .114 .073 1.145 .253
d1_educ(2) .023 .101 .014 .227 .821
d2_educ(3) -.281 .148 -.113 -1.895 .059

d1_tenure(2) .134 .129 .085 -1.037 .301
d2_tenure(3) .273 .166 .130 1.649 .100
d3_tenure(4) .055 .163 .036 .336 .737

d1_residence(1) .228 .130 .115 1.752 .081
d1_Social(1) -.172 .096 -.112 -1.786 .075
d1_union(1) -.010 .140 -.006 -.070 .944

a. Dependent Variable: att_mgt

 The results remain same for Factor 1, 2 and 3.

 Attitude towards management varies with respect to age.
The employees whose ages are more than 40 years have
attitude towards management higher than that of
employees whose ages are less than 30 years (mean
rating is greater by 0.401: see coefficient table 43).
Attitudes also differ significantly for the employees whose
age is less than 30 years with 30-40 years (mean rating is
greater by .195).

 The attitude towards management of the employees
decreases as education increases. The employees whose
education is higher have attitude towards management
lesser than that of whose education is up to secondary
(mean rating is reduced by 0.281: see coefficient table 43)
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while the attitude does not differ significantly for the
employees having education up to secondary and
secondary.

 Attitude towards management varies with respect to
tenure. The employees whose experience is 10-15 years
have attitude towards management higher than that of
employees tenure is less than 5 years (mean rating is
greater by 0.273: see coefficient table 43).

 Attitude towards management varies with respect to
residence. The employees who are local have attitude
towards management higher than that of employees who
are non-local (mean rating is greater by 0.228: see
coefficient table 43).

 The workers who are socially attached with any
organization have attitude towards management lower
than that of who are not socially attached (mean rating is
reduced by 0.172: see coefficient table 43).

 Again, the effect of ERPs (without included external
variables) assigned by factor 4 was significant, it becomes
insignificant when controlled for other external variables.
Thus, ERPs assigned by Factor 4 does not affect the
attitude towards management linked to other external
variables like age, education, tenure, residence and social
attachment.

YA_mgt. =ƒmgt(ERP, other variables)

= 4.023 + 0.195*{d1_age(2)} + 0.401*{d2_age(3)}

– 0.281*d2_educ(3)} + 0.273*{d2_tenure(3)}

+ 0.228*{d1_residence(1)} -0.172*{d1_social(1)}

=  4.667

Note: for d1_age(2), 1 means age equal to 30-40,
0 means age not equal to 30-40.

for d2_age(3), 1 means age equal to more than 40,
0 means age not equal to more than 40.

for d2_educ(3), 1 means equal to higher education,
0 means not equal higher education.

for d2_tenure(3), 1 means belong to union,
0 means not belong to union.
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for d1_residence(1), 1 means belong to local area,
0 means not belong to local area.

for d1_social(1),         1 means belong to social group,
0 means not belong to social group.

Impact of ERPs on Attitudes towards Work

Without Effect of External Variables: To see the validity of the model,

ANOVA technique has been used. Here, the significance value is .012

at 90% level of confidence.

Table 44

ANOVAa (Work: Without Effect of External Variables)

Model Sum of
Squares

Df Mean
Square

F Sig.

1
Regression 9.374 5 1.875 2.977 .012b

Residual 183.260 291 .630
Total 192.634 296

a. Dependent Variable: att_work
b. Predictors: (Constant), d2_f4(4), d1_f1(4), d1_f3(2), d2_f2(3), d1_f2(2)

Table 45

Coefficientsa (Work: Without Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.115 .092 44.864 .000
d1_f1(4) .084 .174 .048 .483 .630
d1_f2(2) .172 .174 .107 .991 .322
d2_f2(3) .544 .171 .203 3.171 .002
d1_f3(2) -.207 .207 -.078 -1.004 .316
d2_f4(4) .187 .112 -.114 1.666 .097

a. Dependent Variable: att_work
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It has been considered that attitude towards work is only function of

ERPs.

 The above table (Table 45) shows that the attitude
towards work of the employees does not differ with
respect to the ERPs received assigned for the Factor 1 and
3.

 The employees who get 50-75% ERPs for Factor 2 have
attitude towards work higher than that of who got 1-25%
ERPs (mean rating is greater by 0.544: see coefficient
table 44) while the attitude does not differ significantly for
the employees received 1-25% and 25-50% ERPs for
Factor 2.

 The employees who get 75-100% ERPs for Factor 4 have
attitude towards work higher than that of who get 25-50%
ERPs (mean rating is increased by 0.187: see coefficient
table 44) while the attitude does not differ significantly
between the employees received 25-50% and 50-75%
ERPs for Factor 4.

YA_work =ƒwork(ERP)

=  4.115 + 0.544*(d2_f2) + 0.187*(d2-f4)

=  4.846

Note: for d2_f2(3),  1 means equal to 50-75% ERPs for Factor 2,
0 means not equal to 50-75% ERPs for Factor 2

for d2_f4(4),  1 means equal to 75-100% ERPs for Factor 4
0 means not equal to 75-100% ERPs for Factor 4

With Effect of External Variables: The tables (table 46 and table 47)

provide the effects of ERPs on the attitude towards work controlled for

some other external variables. That means it is assumed that attitude

towards work is function of ERPs and other external variables.

To see the validity, ANOVA technique has been used. Here, the

significance value is .000 at 90% level of confidence.
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Table 46

ANOVAa (Work With Effect of External Variables)

Model Sum of
Squares

df Mean
Square

F Sig.

1
Regression 40.132 17 2.361 4.319 .000b

Residual 152.502 279 .547
Total 192.634 296

a. Dependent Variable: att_org
b. Predictors: (Constant), d1_Union(1), d2_tenure(3), d2_educ(3), d1_residence(1),

d1_Social-attachment(1), d1_age(2), d1_f3(2), d1_educ(2), d1_marital-
status(1), d1_gender(1), d1_tenure(2), d2_f4 (4), d1_f1(4), d2_f2(3), d2_age(3),
d3_tenure(4), d1_f2(2).

Table 47

Coefficientsa (Work: With Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

T Sig.

B Std. Error Beta

1

(Constant) 3.696 .164 22.553 .000
d1_f1(4) -.045 .217 -.025 -.205 .837
d1_f2(2) .272 .207 .169 1.316 .189
d2_f2(3) .168 .223 .063 .754 .452
d1_f3(2) -.145 .218 -.054 -.666 .506
d2_f4(4) -.055 .139 -.033 -.393 .695

d1_age(2) .099 .117 .056 .849 .397
d2_age(3) .379 .162 .226 2.450 .015

d1_gender(1) .262 .132 .123 1.976 .049
d1_marital(1) .157 .120 .080 1.315 .190
d1_educ(2) -.070 .106 -.038 -.666 .506
d2_educ(3) -.763 .156 -.277 -4.906 .000

d1_tenure(2) .257 .136 .148 1.894 .059
d2_tenure(3) .227 .174 .097 1.303 .194
d3_tenure(4) .103 .171 .061 .607 .544

d1_residence(1) .185 .136 .085 1.357 .176
d1_Social(1) -.022 .101 -.013 -.214 .831
d1_union(1) .049 .147 .028 .334 .739

a. Dependent Variable: att_work

 The results remain same for Factor 1 and 3.

 Attitude towards work varies with respect to age. The
employees whose ages are more than 40 years have
attitude towards work higher than that of employees
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whose ages are less than 30 years (mean rating is greater
by 0.379: see coefficient, table-47) while the attitude does
not differ significantly for the employees ages less than
30 years and 30-40 years.

 The attitude towards work of the employees is more when
they are male (mean is increased by 0.262: see coefficient
table 47).

 The attitude towards work of the employees decreases as
education increases. The employees who have higher
education have attitude towards work smaller than that
of whose education is up to secondary (mean is reduced
by 0.763: see coefficient table 47) while the attitude does
not differ significantly between the employees having
education up to secondary and secondary.

 The attitude towards work of the employees increases as
tenure increases. The employees whose tenure is 5-10
years have attitude towards work more than that of
whose tenure is 0-5 years.

 Again, the effect of ERPs (without considering external
variables) assigned by Factors 2 and 4 were significant, it
becomes insignificant when controlled for the external
factors. Thus, ERPs assigned by Factors 2 and 4 affect
the attitude towards work linked to other external
variables like age, gender, tenure, and education.

YA_work. =ƒwork.(ERP, other variables)

= 3.696 + 0.397*{d2_age(3)} + 0.262*{d1_gender(1)} –

0.763*{d2_educ(3)} + 0.257*{d1_tenure(2)}

=  3.849

Note: for d2_age(3), 1 means equal to age more than 40,
0 means not equal age more than 40.

for d1_gender(1), 1 means equal to male,
0 means not equal male.

for d2_educ(3),        1 means equal to higher education,
0 means not equal higher education.

for d1_tenure(2),     1 means belong to union,
0 means not belong to union.
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Impact of ERPs on Attitudes towards Fellow Employees

Without Effect of External Variables: To see the validity of the model,

ANOVA technique has been used. Here, the significance value is .105

at 90% level of confidence.

Table 48

ANOVAa (Fellow Employees: Without Effect of External Variables)

Model Sum of
Squares

df Mean
Square

F Sig.

1
Regression 2.395 5 .479 1.840 .105b

Residual 75.765 291 .260
Total 78.160 296

a. Dependent Variable: att_fellow
b. Predictors: (Constant), d2_f4(4), d1_f1(4), d1_f3(2), d2_f2(3), d1_f2(2)

Table 49

Coefficientsa (Fellow Employees: Without Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.705 .059 79.794 .000
d1_f1(4) .139 .112 .124 1.243 .215
d1_f2(2) -.047 .112 -.046 -.422 .674
d2_f2(3) .161 .110 .095 1.463 .145
d1_f3(2) .098 .133 .058 .740 .460
d2_f4(4) -.107 .072 -.102 -1.474 .142

a. Dependent Variable: att_fellow

It has been considered that attitude towards fellow is only

function of ERPs.

 The above table (Table 49) shows that the attitude
towards fellow of the employees does not differ with
respect to the ERPs received assigned for the factor 1, 2,
3, and 4.

 So, ERPs do not have any impact on attitudes of
employees towards fellow employees.



Chapter V
Analysis of the Findings

127

Dhaka University Institutional Repository

YA_fellow =ƒfellow(constant, ERPs)

=  4.705

With Effect of External Variables: The tables (Table 50, and Table 51)

provide the effects of ERPs on the attitude towards fellow controlled

for some other external variables. That means it is assumed that

attitudes towards fellow is function of ERPs and other external

variables.

To see the validity of the model ANOVA technique has been

used. Here, the significance value is .178 at 90% level of confidence.

Table 50

ANOVAa (Fellow Employees: With Effect of External Variables)

Model Sum of
Squares

Df Mean
Square

F Sig.

1
Regression 5.820 17 .342 1.320 .178b

Residual 72.339 279 .259
Total 78.160 296

a. Dependent Variable: att_fellow
b. Predictors: (Constant), d1_Union(1), d2_tenure(3), d2_educ(3),

d1_residence(1), d1_Social-attachment(1), d1_age(2), d1_f3(2),
d1_educ(2), d1_marital-status(1), d1_gender(1), d1_tenure(2), d2_f4
(4), d1_f1(4), d2_f2(3), d2_age(3), d3_tenure(4), d1_f2(2)
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Table 51

Coefficientsa (Fellow Employees: With Effect of External Variables)

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std. Error Beta

1

(Constant) 4.714 .113 41.769 .000
d1_f1(4) .222 .149 .198 1.485 .139
d1_f2(2) -.128 .142 -.124 -.896 .371
d2_f2(3) .110 .154 .065 .718 .474
d1_f3(2) .202 .150 .118 1.341 .181
d2_f4(4) -.159 .096 -.152 -1.659 .098

d1_age(2) -.064 .081 -.057 -.799 .425
d2_age(3) .111 .111 .099 .995 .321

d1_gender(1) -.095 .091 -.070 -1.039 .300
d1_marital(1) .124 .082 .099 1.511 .132
d1_educ(2) -.013 .073 -.011 -.177 .860
d2_educ(3) -.065 .107 -.037 -.611 .542

d1_tenure(2) .048 .093 .044 .516 .606
d2_tenure(3) .154 .120 .104 1.288 .199
d3_tenure(4) -.066 .117 -.061 -.563 .574

d1_residence(1) .127 .094 .091 1.352 .177
d1_Social(1) -.078 .070 -.072 -1.118 .264
d1_union(1) -.001 .101 -.001 -.008 .993

b. Dependent Variable: att_fellow

 The results remain same for the Factor 1, 2 and 3.

 The effect of ERPs (without considering external
variables) assigned by factor 4 was insignificant. It
becomes significant when controlled for other external
variables. Thus, ERPs assigned by Factor 4 affect the
attitudes towards fellow employees linked to other
external variables.

YA_fellow =ƒfellow(constant, ERPs, other variables)

= 4.714 – 0.159*{d2_f4(4)

=  4.555

Note: for d2_f4(4), 1 means equal to 75-100% ERPs for Factor 4,
0 means not equal 75-100% ERPs for Factor 4.
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Summary

In this chapter, the researcher analyzed data to arrive at the

conclusion of the study. The findings show a positive attitude of both

NMEs and MEs towards the process of employee (NMEs) integration

(see Table 14). Of course, a significant difference exists between the

NMEs and MEs in their attitudes towards the issues of integration.

Mean rating scores of NME’s are more positive compared to MEs.

However, the attitudes of NMEs as perceived by them compared

to MEs’ perception about NME’s attitudes towards four dimensions of

integration shows less variability (see Table 15).

In this study, it has been hypothesized that if employees are

provided ERPs voluntarily beyond legal requirements, employees feel

more integrated. It has been found that altogether 10 companies are

voluntarily providing 46.76 percent of total ERPs [see Appendix E(I)]

included in the list as ERP programs. Incidentally, not even a single

company provides all 34 programs as listed in the Appendix. NMEs

rated these ERP programs between 1.83 to 4.87 ranges.

Although the researcher first divided these ERP programs

between two groups: “employee focused” and “family focused”, the

employee focused ERPs has been divided among three groups

according to the priorities of the respondents. Employee focused

financial direct compensation category got the highest ranking

followed by family focused financial compensation category. Employee

focused financial indirect compensation category rank third and

employee focused financial indirect compensation ranked the lowest.
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It has been hypothesized that if employees are provided more

ERPs, they become more integrated. It has been found that employees

become more integrated for financial direct compensation. Employee

focused financial direct compensation and family focused financial

compensation make employees more integrated.  It is not true in the

case of employee focused non-financial or employee focused financial

indirect compensation.  It works inversely for employee focused non-

financial compensation.  And in the case of employee focused financial

indirect compensation, the result is like U shape.  First, it decreases,

and then it increases again.

It has been assumed that some external variables may intervene

in the process of employee integration. Eight external variables

(which were considered as independent variables) such as: age,

gender, marital status, education, neighborhood, tenure, social-

attachment, and trade union membership have been considered in the

analysis. Multivariate techniques used to analysis their impact on

integration.  Age, education, and union membership have impact on

integration towards organization.  Age, education, tenure,

neighborhood, and social attachment have significant impact on

integration towards management.   Age, gender, education, and tenure

have impact on integration towards work.  Interestingly, these

variables do not have impact on integration towards fellow employees.
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CHAPTER VI

HYPOTHESIS TESTING

Overview

Hypothesis is considered as the principal instrument in

research. It is a predictive statement, capable of being tested by

scientific methods, that relates an independent variable to some

dependent variable (Kothari 1995).

Three sets of hypotheses have been developed following the

conceptual framework of the study. These are:

(i) Ho (perception): There is no difference between the
perception of NMEs and MEs about the NME’s attitudes
towards organization, management, work, and fellow
employees.

(ii) Ho (external variables): External variables do not have
impact on employee towards the integration process.

(iii) Ho (integration): ERPs do not have significant impact on
NME’s integration with the organization, management,
work, and fellow employees.
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Hypotheses about the Perception of NMEs and MEs

To assess the gap (if any) between perception of NMEs and MEs

regarding attitudes of NMEs towards organization, management, own

work, and fellow employees, a sets of four hypotheses have been

developed and tested (Table 52). The NMEs attitudes towards four

dimensions of attitudes may be perceived differently by the MEs.

Ho(perception_org): There is no difference between the perception of

NME and ME about the NMEs’ attitudes towards organization.

Analysis shows that the P value is less than 0.01. That means

Ho (perception_org) may be rejected at 1% level of significance.

Therefore, there is a significant difference between perception of

NMEs and MEs about the NME’s attitudes towards the

organization in which they work.

Ho(perception_mgt): There is no difference between the perception of

NMEs and MEs about the NMEs’ attitudes towards management.

Analysis shows that the P value is less than 0.01. That means

Ho (perception_mgt) may be rejected at 1% level of significance.

Therefore, there is a significant difference between perception of

NMEs and MEs about the NME’s attitudes towards

management.

Ho(perception_work): There is no difference between the perception of

NMEs and MEs about the NMEs’ attitudes towards the work they do.

Analysis shows that the P value is less than 0.01. That means

Ho(perception_work) may be rejected at 1% level of significance.

Therefore, there is a significant difference between perception of

NMEs and MEs about the NMEs attitudes towards their work.
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Ho(perception_emp): There is no difference between the perception of

NMEs and MEs about the NMEs’ attitudes towards fellow employees.

The P value of the test is less than 0.01. That means Ho

(perception_emp) may be rejected at 1% level of significance.

Thus, NMEs attitudes is significantly different from the

perception of MEs about NMEs attitudes toward their fellow

employees.

If we take summative view of the attitude towards organization,

management, work, and fellow employees, we may conclude obviously,

test will reveal the same result.

Table 52

NMEs vs. MEs: Perception about NME’s Attitudes

Mean of
X1 (NME)

Mean of
X2 (ME)

p-value

Attitude towards
organization

4.776 4.035 p-value is
0.0000000006377<0.001

Attitude towards
management

4.351 3.840 p-value is
0.00000225<0.001

Attitude towards
work

4.370 3.965 p-value is
0.0002069<0.001

Attitude towards
fellow employees

4.686 3.910 p-value is
0.0000000001973 <0.001

Overall attitudes 4.546 3.938 p-value is
0.000000002141<0.001

Hypotheses about the External Variables

Eight independent variables have been identified from extensive

review of the literature to analyze their likely impact on the process of

integration. Different testing procedures (ANNOVA, t-test, F-test )

have been used to see the impact.
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Impact of Age on the Process of Integration

Considering the age structure the NMEs have been categorized

into (i) less than 30 years (121 employees); (ii) 30 years to 40 years (86

employees), and (iii) more than 40 years (90 employees). The

summary of hypotheses tested (Table 53: ANNOVA) showing the

impact of age, has been presented in a schematic form in figure 12.

Table 53

ANOVA (Age)

Sum of
Squares

df Mean
Square

F Sig.

att_org
Between Groups 1.068 2 .534 2.311 .101
Within Groups 67.918 294 .231
Total 68.985 296

att_mgt
Between Groups 5.367 2 2.683 5.199 .006
Within Groups 151.728 294 .516
Total 157.095 296

att_work
Between Groups 10.564 2 5.282 8.529 .000
Within Groups 182.070 294 .619
Total 192.634 296

att_fellow
Between Groups .514 2 .257 .972 .379
Within Groups 77.646 294 .264
Total 78.160 296

ave_att
Between Groups 2.944 2 1.472 6.458 .002
Within Groups 67.009 294 .228
Total 69.953 296

Ho(age_org): Mean rating attitudes towards organization are equal for

all age categories.

P value of F-test is 0.101 which is more than .05. That means

Ho(age_org) is accepted at 5% level of significance. Thus, age

does not have significant impact on NMEs attitudes towards

organization.

Ho(age_mgt): Mean rating attitudes towards management are equal for

all age categories.
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P value of F-test is 0.006 which is less than .05. That means

Ho(age_mgt) is rejected at 5% level of significance. Thus, age has

significant impact on NMEs attitudes towards management.

Ho(age_work): Mean rating attitudes towards work are equal for all age

categories.

P value of F-test is 0.000 which is less than .05. That means

Ho(age_work) is rejected at 5% level of significance. Thus, age

has significant impact on NMEs attitudes towards work.

Ho(age_emp): Mean rating attitudes towards fellow employees are

equal for all age categories.

P value of F-test is 0.379 which is more than .05. That means

Ho(age_emp) is accepted at 5% level of significance. Thus, age

does not have significant impact on NMEs attitudes towards

fellow employees.

Ho(age_overall): Overall mean rating attitudes towards total integration

are equal for all age categories.

P value of F-test is 0.002 which is less than .05. That means

Ho(age_overall) is rejected at 5% level of significance. Thus, age

have significant impact on NMEs attitudes towards total

integration.

Figure 12: Impact of Age on Four Dimensions of Integration
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Impact of Gender on the Process of Integration

The respondents (NMEs) consist of (i) male (245 employees), and

(ii) female (52 employees). The summary of hypotheses tested (Table

54: Independent Samples Test) showing the impact of gender has been

presented in a schematic form in figure 13.

Table 54

Independent Samples Test (Gender)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed .001 .975 .350 295 .727 -.1195 .1711

Equal variances
not assumed .417 92.69 .678 -.0972 .1488

att_mgt

Equal variances
assumed .003 .955 -.052 295 .959 -.2251 .2135

Equal variances
not assumed -.053 75.53 .958 -.2241 .2125

att_work

Equal variances
assumed 17.82 .000 3.421 295 .001 .1759 .6522

Equal variances
not assumed 2.656 61.07 .010 .1023 .7257

att_fellow

Equal variances
assumed .047 .828 -.394 295 .694 -.1856 .1237

Equal variances
not assumed -.395 74.43 .694 -.1871 .1252

ave_att

Equal variances
assumed 2.07 .151 1.360 295 .175 -.0451 .2467

Equal variances
not assumed 1.264 69.33 .211 -.0583 .2599

*LTEV means Levene's Test for Equality of Variances

Ho(gender_org): Mean rating attitudes towards organization for male

equal to female.

Assuming equal variance (significance level is 0.975 from F

test), the value of p is 0.727 (t test). That means Ho(gender_org)

is accepted at 5% level of significance. So gender does not have

significant impact on attitudes towards organization.
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Ho(gender_mgt): Mean rating attitudes towards management for male

equal to female.

Assuming equal variance (significance level is 0.955 from F

test), the value of p is 0.959 (t test). That means Ho(gender_mgt)

is accepted at 5% level of significance. So gender does not have

significant impact on attitudes towards management.

Ho(gender_work): Mean rating attitudes towards work for male equal

to female.

Assuming unequal variance (significance level is 0.000 from F

test), the value of p is 0.001 (t test). That means

Ho(gender_work) is rejected at 5% level of significance. So gender

has impact on attitudes towards work.

Ho(gender_emp): Mean rating attitudes towards work for male equal to

female.

Assuming equal variance (significance level is 0.828 from F

test), the value of p is 0.694 (t test). That is Ho(gender_employee)

is accepted at 5% level of significance. So gender does not have

significant impact on attitudes towards fellow employees.

Ho(gender_overall): Mean attitudes towards total integration for male

equal to female.

Assuming equal variance (significance level is 0.151 from F

test), the value of p is 0.175 (t test). That means

Ho(gender_overall) is accepted at 5% level of significance. So

gender does not have significant impact on attitudes towards

total integration.
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Figure 13: Impact of Gender on Four Dimensions of Integration

Impact of Marital Status on the Process of Integration

The respondents (NMEs) consist of (i) married (234 employees),

and (ii) unmarried (63 employees). The summary of hypotheses tested

(Table 55: Independent Samples Test) showing the impact of marital

status has been presented in a schematic form in figure 14.

Ho(marital_org): Mean rating attitudes towards organization for

married equal to unmarried.

Assuming unequal variance (significance level is 0.032 from F

test), the value of p is 0.125 (t test). That means Ho(marital_org)

is accepted at 5% level of significance. So, marital status does

not have significant impact on attitudes towards organization.

Ho(marital_mgt): Mean rating attitudes towards management for

married equal to unmarried.

Assuming equal variance (significance level is 0.083 from F

test), the value of p is 0.004 (t test). That means Ho(marital_mgt)

is rejected at 5% level of significance. So, marital status has

impact on attitudes towards management.
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Table 55

Independent Samples Test Table (Marital Status)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed 4.638 .032 1.664 295 .097 -.0208 .2482

Equal variances
not assumed 1.550 89.75 .125 -.0321 .2595

att_mgt

Equal variances
assumed 3.035 .083 2.882 295 .004 .0934 .4955

Equal variances
not assumed 2.638 88.05 .010 .0726 .5162

att_work

Equal variances
assumed 7.548 .006 3.094 295 .002 .1271 .5714

Equal variances
not assumed 2.578 80.32 .012 .0797 .6188

att_fellow

Equal variances
assumed 7.224 .008 1.584 295 .114 -.028 .2584

Equal variances
not assumed 1.428 86.61 .157 -.0452 .2757

ave_att

Equal variances
assumed 4.697 .031 3.211 295 .001 .0844 .3519

Equal variances
not assumed 4.638 .032 2.856 85.45 .005 .0663 .367

*LTEV means Levene's Test for Equality of Variances

Ho(marital_work): Mean rating attitudes towards work for married

equal to unmarried.

Assuming unequal variance (significance level is 0.006 from F

test), the value of p is 0.012 (t test). That means

Ho(marital_work) is rejected at 5% level of significance. So,

marital status has impact on attitudes towards work.

Ho(marital_emp): Mean rating attitudes towards fellow employees for

married equal to unmarried.

Assuming unequal variance (significance level is 0.008 from F

test), the value of p is 0.157 (t test). That meas Ho(marital_emp)

is accepted at 5% level of significance. So, marital status does

not have significant impact on attitudes towards fellow

employees.
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Ho(marital_overall): Mean rating attitudes towards total integration for

married equal to unmarried.

Assuming unequal variance (significance level is 0.031 from F

test), the value of p is 0.005 (t test). That means

Ho(marital_overall) is rejected at 5% level of significance. So,

marital status has impact on attitudes towards total integration.

Figure 14: Impact of Marital Status on Four Dimensions of Integration

Impact of Education on the Process of Integration

Considering the structure of education NMEs has been divided

in three categories. (i) up to secondary (191 employees), (ii) up to

higher secondary (78 employees), and (iii) higher education

(Degree/Hons.) (28 employees).

Table 56

ANOVA (Education)

Sum of Squares df Mean Square F Sig.

att_org
Between Groups .536 2 .268 1.151 .318
Within Groups 68.449 294 .233
Total 68.985 296

att_mgt
Between Groups 2.733 2 1.366 2.602 .076
Within Groups 154.362 294 .525
Total 157.095 296

att_work
Between Groups 16.427 2 8.213 13.704 .000
Within Groups 176.208 294 .599
Total 192.634 296

att_fellow
Between Groups .046 2 .023 .087 .916
Within Groups 78.113 294 .266
Total 78.160 296

ave_att
Between Groups 2.738 2 1.369 5.987 .003
Within Groups 67.216 294 .229
Total 69.953 296



Chapter VI
Hypotheses Testing

141

Dhaka University Institutional Repository

The summary of hypotheses tested (Table 56: ANNOVA) showing the

impact of education has been presented in a schematic form in figure

15.

Ho(education_org): Mean rating attitudes towards organization are

equal for employees of all education levels.

P value of F-test is 0.318 which is more than .05. That means

Ho(education_org) is accepted at 5% level of significance. Thus,

education does not have significant impact on NMEs attitudes

towards organization.

Ho(education_mgt): Mean rating attitudes towards management are

equal for employees of all education levels.

P value of F-test is 0.076 which is more than .05. That means

Ho(education_mgt) is accepted at 5% level of significance. So

education does not have any impact on employees’ attitudes

towards management.

Ho(education_work): Mean rating attitudes towards work are equal for

employees of all education levels.

P value of F-test is 0.000 which is less than .05. That means

Ho(education_work) is rejected at 5% level of significance. So

education has impact on employees’ attitudes towards work.

Ho(education_emp): Mean rating attitudes towards fellow employees

are equal for employees of all education levels.

P value of F-test is 0.916 which is more than .05. That means

Ho(education_emp) is accepted at 5% level of significance. So

education does not have any impact on employees’ attitudes

towards fellow employees.
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Ho(education_overall): Mean rating attitudes towards total integration

are equal for employees of all education levels.

P value of F-test is 0.003 which is less than .05. That means

Ho(education_overall) is rejected at 5% level of significance. So

education has impact on employees’ attitudes towards total

integration.

Figure 15: Impact of Education on Four Dimensions of Integration

Impact of Tenure on the Process of Integration

Considering the year of experience with the organization NMEs

has been divided in four categories. (i) 0 to 5 years (60 employees), (ii)

5 to 10 years (93 employees), (iii) 10 to 15 years (41 employees), and

(iv) more than 15 years (103 employees).

Table 57

ANOVA (Tenure)

Sum of Squares df Mean Square F Sig.

att_org
Between Groups .542 3 .181 .773 .510
Within Groups 68.443 293 .234
Total 68.985 296

att_mgt
Between Groups 5.588 3 1.863 3.602 .014
Within Groups 151.507 293 .517
Total 157.095 296

att_work
Between Groups 12.473 3 4.158 6.762 .000
Within Groups 180.161 293 .615
Total 192.634 296

att_fellow
Between Groups .438 3 .146 .550 .648
Within Groups 77.722 293 .265
Total 78.160 296

ave_att
Between Groups 2.777 3 .926 4.038 .008
Within Groups 67.176 293 .229
Total 69.953 296
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The summary of hypotheses tested (Table 57: ANNOVA) showing

the impact of tenure has been presented in a schematic form in figure

16.

Ho(tenure_org): Mean rating attitudes towards organization are equal

for employees having different tenure with the organization.

P value of F-test is 0.510 which is more than .05. That means

Ho(tenure_org) is accepted at 5% level of significance. So tenure

does not have significant impact on employees’ attitudes

towards organization.

Ho(tenure_mgt): Mean rating attitudes towards management are equal

for employees having different tenure with the organization.

P value of F-test is 0.014 which is more than .05. That means

Ho(tenure_mgt) is rejected at 5% level of significance. So tenure

has impact on employees’ attitudes towards management.

Ho(tenure_work): Mean rating attitudes towards work are equal for

employees having different tenure with the organization.

P value of F-test is 0.000 which is less than .05. That means

Ho(tenure_work) is rejected at 5% level of significance. So tenure

has impact on employees’ attitudes towards work.

Ho(tenure_emp): Mean rating attitudes towards fellow employees are

equal for employees having different tenure with the organization.

P value of F-test is 0.648 which is more than .05. That means

Ho(tenure_employees) is accepted at 5% level of significance. So

tenure does not have significant impact on employees’ attitudes

fellow employees.
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Ho(tenure_overall): Mean attitudes towards total integration are equal

for employees having different tenure with the organization.

P value of F-test is 0.008 which is less than .05. That means

Ho(tenure_average) is rejected at 5% level of significance.  So

tenure has significant impact on employees’ attitudes towards

total integration.

Figure 16: Impact of Tenure on Four Dimensions of Integration

Impact of Neighborhood on the Process of Integration

Considering the neighborhood NMEs have been divided in two

categories. (i) local (48), and (ii) non-local (249).

Table 58

Independent Samples Test (Neighborhood)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed 3.087 .080 1.307 295 .192 -.0501 .2489

Equal variances
not assumed 1.838 107.34 .069 -.0078 .2065

att_mgt

Equal variances
assumed 3.903 .049 1.442 295 .150 -.0603 .3909

Equal variances
not assumed 1.827 88.69 .071 -.0145 .3450

att_work

Equal variances
assumed .825 .364 .678 295 .498 -.1642 .3368

Equal variances
not assumed .718 70.22 .475 -.1534 .3260

att_fellow

Equal variances
assumed .095 .758 .175 295 .861 -.1455 .1739

Equal variances
not assumed .171 65.16 .865 -.1513 .1797

ave_att

Equal variances
assumed 1.205 .273 1.192 295 .234 -.05944 .242

Equal variances
not assumed 1.408 79.95 .163 -.0378 .2203

*LTEV means Levene's Test for Equality of Variances
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The summary of hypotheses tested (Table 58: Independent

Sample Test) showing the impact of neighborhood has been presented

in a schematic form in figure 17.

Ho(neighborhood_org): Mean rating attitudes towards organization for

local equal to non-local.

Assuming equal variance (significance level is 0.080 from F

test), the value of p is 0.192 (t test). That means

Ho(neighborhood_org) is accepted at 5% level of significance. So

neighborhood does not have significant impact on attitudes

towards organization.

Ho(neighborhood_mgt): Mean rating attitudes towards management for

local equal to non-local.

Assuming unequal variance (significance level is 0.049 from F

test), the value of p is 0.071 (t test). That means

Ho(neighborhood_mgt) is accepted at 5% level of significance. So

neighborhood does not have significant impact on attitudes

towards management.

Ho(neighborhood_work): Mean rating attitudes towards work for local

equal to non-local.

Assuming equal variance (significance level is 0.365 from F

test), the value of p is 0.498 (t test). That means

Ho(neighborhood_work) is accepted at 5% level of significance.

So neighborhood does not have significant impact on attitudes

towards work.

Ho(neighborhood_emp): Mean rating attitudes towards fellow

employees for local equal to non-local.
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Assuming equal variance (significance level is 0.758 from F

test), the value of p is 0.861 (t test). That means

Ho(neighborhood_employees) is accepted at 5% level of

significance. So neighborhood does not have significant impact

on attitudes towards fellow employees.

Ho(neighborhood_overall): Mean rating attitudes towards total

integration for local equal to non-local.

Assuming equal variance (significance level is 0.273 from F

test), the value of p is 0.234 (t test). That means

Ho(neighborhood_overall) is accepted at 5% level of significance.

So neighborhood does not have any impact on attitudes towards

total integration.

Figure 17: Impact of Neighborhood on Four Dimensions of Integration

Impact of Social Attachment on the Process of Integration

Considering social attachment respondents (NMEs) have been

divided in two categories. (i) Socially attached (102), and (ii) Socially

not-attached (195).

The summary of hypotheses tested (Table 59: Independent

Sample Test) showing the impact of social attachment has been

presented in a schematic form in figure 18.
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Ho(social_org): Mean rating attitudes towards organization for socially

attached equal to socially not-attached.

Assuming equal variance (significance level is 0.531 from F

test), the value of p is 0.967 (t test). That means Ho(social_org) is

accepted at 5% level of significance. So, social attachment does

not have significant  impact on attitudes towards organization.

Ho(social_mgt): Mean rating attitudes towards management for socially

attached equal to socially not-attached.

Assuming equal variance (significance level is 0.682 from F

test), the value of p is 0.077 (t test). That means Ho(social_mgt)

is accepted at 5% level of significance. So, social attachment

does not have significant impact on attitudes towards

management.

Table 59

Independent Samples Test (Social Attachment)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed

)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed .393 .531 .041 295 .967 -.1139 .1187

Equal variances
not assumed .046 274.12 .964 -.1014 .1062

att_mgt

Equal variances
assumed .169 .682 1.777 295 .077 -.0170 .3321

Equal variances
not assumed 1.833 223.78 .068 -.0118 .327

att_work

Equal variances
assumed .002 .966 .193 295 .847 -.1752 .2134

Equal variances
not assumed .192 201.03 .848 -.1770 .2152

att_fellow

Equal variances
assumed .313 .576 1.184 295 .237 -.0492 .1978

Equal variances
not assumed 1.184 205.36 .238 -.0494 .1979

ave_att

Equal variances
assumed .004 .951 1.066 295 .287 -.0535 .1802

Equal variances
not assumed 1.095 220.86 .275 -.0506 .1773

*LTEV means Levene's Test for Equality of Variances
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Ho(social_work): Mean rating attitudes towards work for socially

attached equal to socially not-attached.

Assuming equal variance (significance level is 0.966 from F

test), the value of p is 0.847 (t test). That means Ho(social_work)

is accepted at 5% level of significance. So, social attachment

does not have significant impact on attitudes towards work.

Ho(social_emp): Mean rating attitudes towards fellow employees for

socially attached equal to socially not-attached.

Assuming equal variance (significance level is 0.576 from F

test), the value of p is 0.237 (t test). That is Ho(social_employees)

is accepted at 5% level of significance. So, social attachment

does not have significant  impact on attitudes towards fellow

employees.

Ho(social_overall): Mean attitudes towards total integration for socially

attached equal to socially not-attached.

Assuming equal variance (significance level is 0.951 from F

test), the value of p is 0.287 (t test). That is Ho(social_overall) is

accepted at 5% level of significance. So, PS attachment does not

have significant impact on attitudes towards total integration.

Figure 18: Impact of Social Attachment on Four Dimensions of Integration
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Impact of Union Membership on the Process of Integration

Considering the union membership NMEs have been divided in

two categories. (i) union member (90 employees), and (ii) Non-union

member (207 employees).

The summary of hypotheses tested (Table 60: Independent

Sample Test) showing the impact of trade union membership has been

presented in a schematic form in figure 19.

Table 60

Independent Samples Test (Trade Union)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed

)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed 9.338 .002 -2.480 295 .014 -.2688 -.0310

Equal variances
not assumed -3.217 293.69 .001 -.2416 -.0582

att_mgt

Equal variances
assumed 2.502 .115 -1.679 295 .094 -.3345 .0265

Equal variances
not assumed -1.816 204.83 .071 -.3212 .0132

att_work

Equal variances
assumed 8.847 .003 -2.919 295 .004 -.4916 -.0956

Equal variances
not assumed -3.419 249.30 .001 -.4627 -.1245

att_fellow

Equal variances
assumed 2.413 .121 -.644 295 .539 -.1678 .0879

Equal variances
not assumed -2.622 188.67 .520 -.1624 .0825

ave_att

Equal variances
assumed 5.351 .021 -3.026 295 .009 -.2790 -.0397

Equal variances
not assumed -3.026 240.69 .003 -.2631 -.0556

*LTEV means Levene's Test for Equality of Variances

Ho(union_org): Mean rating attitudes towards organization for union

members equal to non-union members.

Assuming unequal variance (significance level is 0.002 from F

test), the value of p is 0.001 (t test). That means Ho(union_org) is
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rejected at 5% level of significance. So, union membership has

significant impact on attitudes towards organization.

Ho(union_mgt): Mean rating attitudes towards management for union

members equal to non-union members.

Assuming equal variance (significance level is 0.115 from F

test), the value of p is 0.94 (t test). That means Ho(union_mgt) is

accepted at 5% level of significance. So, union membership does

not have significant impact on attitudes towards management.

Ho(union_work): Mean rating attitudes towards work for union

members equal to non-union members.

Assuming unequal variance (significance level is 0.003 from F

test), the value of p is 0.001 (t test). That means Ho(union_work)

is rejected at 5% level of significance. So, union membership

has significant impact on attitudes towards work.

Ho(union_emp): Mean rating attitudes towards fellow employees for

union members equal to non-union members.

Assuming equal variance (significance level is 0.121 from F

test), the value of p is 0.539 (t test). That means H04 is accepted

at 5% level of significance. So, union membership does not have

significant impact on attitudes towards fellow employees.

Ho(union_overall): Mean attitudes towards total integration for union

members equal to non-union members.

Assuming equal variance (significance level is 0.021 from F

test), the value of p is 0.003 (t test). That means

Ho(union_overall) is rejected at 5% level of significance. So,

union membership has significant impact on attitudes towards

total integration.
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Figure 19: Impact of Trade Union Membership on Four Dimensions of

Integration

Above analysis suggest that at least one independent variable

has significant influence on different dimension of employee

integration (Figure 20).  Age, education, marital status, tenure, trade

union membership have significant effect on the process of employee

integration (Figure 21).  How much they are affecting is being

considered for future research. The schematic form of relation have

been showed in  figure 20 and figure 21.

Figure 20: Influence of External Variables on Dependent Variables.
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Figure 21: Influence of External Variables on Integration Process.

Hypothesis about Employee Integration

To examine the significant impact of four factors   importance

as perceived by the NMEs on employee integration the following set of

hypotheses have been tested. The testing procedures included ANOVA

and Independent Sample Test. In Factor analysis the researcher used

10% level of significance instead of 5% level of significance as used in

the entire study (At 5% level of significance all hypotheses become

insignificant) .

Impact of Factor One on Integration Process

The summary of hypotheses tested (Table 61: Independent

Samples Test) showing the impact of Factor 1 has been presented in a

schematic form in figure 22.
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Table 61

Independent Samples Test (Factor 1)

Attitudes Assumption of
variances

LTEV* t-test for Equality of Means
F Sig. t df Sig.

(2-
tailed

)

95% Confidence
Interval of the

Difference
Lower Upper

att_org

Equal variances
assumed 2.479 .116 -.909 295 .364 -.17654 .0650

Equal variances
not assumed -1.072 243.82 .285 -.15823 .0467

att_mgt

Equal variances
assumed .101 .751 -1.505 295 .133 -.32086 .0428

Equal variances
not assumed -1.455 152.06 .148 -.32784 .0497

att_work

Equal variances
assumed 3.404 .066 -1.724 295 .086 -.37722 .0250

Equal variances
not assumed -1.832 188.51 .069 -.36578 .0135

att_fellow

Equal variances
assumed 1.593 .208 -.897 295 .370 -.18717 .0699

Equal variances
not assumed -.976 199.70 .330 -.17699 .0598

ave_att

Equal variances
assumed 1.024 .313 -1.744 295 .082 -.22855 .0138

Equal variances
not assumed -1.805 176.93 .073 -.22479 .0100

*LTEV means Levene's Test for Equality of Variances

Ho(F1_org): ERPs (Factor 1) do not have significant impact on

integration of NMEs towards organization.

Assuming equal variance (significance level is 0.116 from F

test), the value of p is 0.364 (t test). That means Ho(F1_org) is

accepted at 10% level of significance. So, ERPs (Factor_1) do not

have significant impact on attitudes of NMEs towards

organization.

Ho(F1_mgt): ERPs (Factor 1) do not have significant impact on

integration of NMEs towards management.

Assuming equal variance (significance level is 0.751 from F

test), the value of p is 0.133 (t test). That means Ho(F1_mgt) is

accepted at 10% level of significance. So, ERPs (Factor_1) do not

have significant impact on attitudes of NMEs towards

management.
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Ho(F1_work): ERPs (Factor 1) do not have significant impact on

integration of NMEs towards work.

Assuming equal variance (significance level is 0.066 from F

test), the value of p is 0.069 (t test). That means Ho(F1_work) is

rejected at 10% level of significance. So, ERPs (Factor_1) have

significant impact on attitudes of NMEs towards work.

Ho(F1_emp): ERPs (Factor 1) do not have significant impact on

integration of NMEs towards fellow employees.

Assuming equal variance (significance level is 0.208 from F

test), the value of p is 0.370 (t test). That means Ho(F1_nme) is

accepted at 10% level of significance. So, ERPs (Factor_1) do not

have significant impact on attitudes of NMEs towards fellow

employees.

Ho(F1_overall): ERPs (Factor 1) do not have significant impact on

integration of NMEs towards total integration.

Assuming equal variance (significance level is 0.313 from F

test), the value of p is 0.082 (t test). That means Ho(F1_overall)

is rejected at 10% level of significance. So, ERPs (Factor_1) have

significant impact on attitudes of NMEs towards total

integration.

Figure 22: Impact of Factor 1(EF_FDC) on Four Dimensions of Integration
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Impact of Factor Two on Integration Process

The summary of hypotheses tested (Table 62, 63, 64 & 65)

showing the impact of Factor 2 has been presented in a schematic

form in figure 23.

Table 62

ANOVA (Organization_Factor 2)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups .535 2 .267 1.148 .319
Within Groups 68.451 294 .233
Total 68.985 296

Ho(F2_org): ERPs (Factor 2) do not have significant impact on

integration of NMEs towards organization.

The P value of F-test is 0.319 which is more than .10. That is

Ho(F2_org) is accepted at 10% level of significance. So, ERPs

(Factor_2) do not have significant impact on attitudes towards

organization.

Table 63

ANOVA (Management_Factor 2)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 1.668 2 .834 1.578 .208
Within Groups 155.427 294 .529
Total 157.095 296

Ho(F2_mgt): ERPs (Factor 2) do not have significant impact on

integration of NMEs towards management.

The P value of the test is 0.208 which is more than .10. That is

Ho(F2_mgt) is accepted at 10% level of significance. So, ERPs
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(Factor_2) do not have significant impact on attitudes towards

management.

Table 64

ANOVA (Work_Factor 2)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 6.433 2 3.216 5.078 .007
Within Groups 186.202 294 .633
Total 192.634 296

Ho(F2_work): ERPs (Factor 2) do not have significant impact on

integration of NMEs towards work.

The P value of the test is 0.007 which is less than .10. That is

Ho(F2_work) is rejected at 10% level of significance. So, ERPs

(Factor_2) have significant impact on attitudes towards work.

Table 65

ANOVA (Fellow Employees_Factor 2)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 1.130 2 .565 2.155 .118
Within Groups 77.030 294 .262
Total 78.160 296

Ho(F2_emp): ERPs (Factor 2) do not have significant impact on

integration of NMEs towards fellow employees.

The P value of the test is 0.118 which is more than .10. That is

Ho(F2_emp) is accepted at 10% level of significance. So, ERPs

(Factor_2) do not have significant impact on attitudes towards

fellow employees.
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Figure 23: Impact of Factor 2(FF_FC) on Four Dimensions of Integration

Impact of Factor Three on Integration Process

The summary of hypotheses tested (Table 66, 67, 68, & 69 )

showing the impact of Factor 3 has been presented in a schematic

form in figure 24.

Ho(F3_org): ERPs (Factor 3) do not have significant impact on

integration of NMEs towards organization.

The P value of the test is 0.007 which is less than .10. That is

Ho(F3_org) is rejected at 10% level of significance. So, ERPs

(Factor_3) have significant impact on attitudes towards

organization.

Table 66

ANOVA (Organization_Factor 3)

Sum of
Squares

Df Mean
Square

F Sig.

Between Groups 2.282 2 1.141 5.030 .007
Within Groups 66.703 294 .227
Total 68.985 296

Ho(F3_mgt): ERPs (Factor 3) do not have significant impact on

integration of NMEs towards management.
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The P value of the test is 0.671 which is more than .10. That is

Ho(F3_mgt) is accepted at 10% level of significance. So, ERPs

(Factor_3) do not have significant impact on attitudes towards

management.

Table 67

ANOVA (Management_Factor 3)

Sum of
Squares

Df Mean
Square

F Sig.

Between Groups .426 2 .213 .400 .671
Within Groups 156.669 294 .533
Total 157.095 296

Ho(F3_work): ERPs (Factor 3) do not have significant impact on

integration of NMEs towards work.

The P value of the test is 0.104 which is more than .10. That is

Ho(F3_work) is accepted at 10% level of significance. So, ERPs

(Factor_3) do not have significant impact on attitudes towards

work.

Table 68

ANOVA (Work_Factor 3)

Sum of
Squares

Df Mean
Square

F Sig.

Between Groups 2.939 2 1.470 2.278 .104
Within Groups 189.695 294 .645
Total 192.634 296

Ho(F3_emp): ERPs (Factor 3) do not have significant impact on

integration of NMEs towards fellow employees.

The P value of the test is 0.125 which is more than .10. That is

Ho(F3_emp) is accepted at 10% level of significance. So, ERPs

(Factor_3) do not have significant impact on attitudes towards

fellow employees.
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Table 69

ANOVA (Fellow Employees_Factor 3)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 1.097 2 .549 2.093 .125
Within Groups 77.062 294 .262
Total 78.160 296

Figure 24: Impact of Factor 3(EF_NFC) on Four Dimensions of Integration

Impact of Factor Four on Integration Process

Table 70

ANOVA (Organization_Factor 4)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 1.130 2 .565 2.155 .118
Within Groups 77.030 294 .262
Total 78.160 296

Ho(F4_org): ERPs (Factor 4) do not have significant impact on

integration of NMEs towards organization.

The P value of the test is 0.118 which is more than .10. That is

Ho(F4_org) is accepted at 10% level of significance. So, ERPs

(Factor_4) do not have significant impact on attitudes towards

org.
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Table 71

ANOVA (Management_Factor 4)

Sum of
Squares

Df Mean
Square

F Sig.

Between Groups 2.245 2 1.122 2.131 .121
Within Groups 154.850 294 .527
Total 157.095 296

Ho(F4_mgt): ERPs (Factor 4) do not have significant impact on

integration of NMEs towards management.

The P value of the test is 0.121 which is more than .10. That is

Ho(F4_mgt) is accepted at 10% level of significance. So, ERPs

(Factor_4) do not have significant impact on attitudes towards

mgt.

Table 72

ANOVA (Work_Factor 4)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 5.353 2 2.677 4.202 .016
Within Groups 187.281 294 .637
Total 192.634 296

Ho(F4_work): ERPs (Factor 4) do not have significant impact on

integration of NMEs towards work.

The P value of the test is 0.016 which is less than .10. That is

Ho(F4_work) is rejected at 10% level of significance. So, ERPs

(Factor_4) have significant impact on attitudes towards work.

Table 73

ANOVA (Fellow Employees_Factor 4)

Sum of
Squares

df Mean
Square

F Sig.

Between Groups 1.761 2 .881 3.389 .035
Within Groups 76.398 294 .260
Total 78.160 296
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Ho(F4_emp): ERPs (Factor 4) do not have significant impact on

integration of NMEs towards fellow employees.

The P value of the test is 0.035 which is less than .10. That is

Ho(F4_emp) is rejected at 10% level of significance. So, ERPs

(Factor_4) have significant impact on attitudes towards fellow

employees.

Figure 25: Impact of Factor 4(EF_FIC) on Four Dimensions of Integration

Summary

In this chapter, the researcher tested all the hypotheses.  Three

sets of hypotheses were developed.  These hypotheses related to

perception, impact of external variables, and significance of employee

integration.

A set of four hypotheses have been developed and tested to see

the significant difference between the perception of NMEs and MEs

about the attitudes of NMEs towards organization, management,

work, and fellow employees.  In every case the difference is significant.

A set of forty hypotheses have been developed and tested to see

the impact of external variables. Although all variables have
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significant impact on four dimensions of integration, they have

significant impact on total integration process except gender,

neighborhood, and social attachment.

A set of twenty hypotheses have been developed and tested to

see the significant impact of different categories of ERPs.  All

categories of ERPs do not have same significant impact on four

dimensions of integration.  Employee focused financial direct

compensation (Factor 1) has significant impact on work. Family

focused financial compensation (Factor 2) has significant impact on

work.  Employee focused non-financial compensation (Factor 3) has

significant impact on organization. Employee focused financial

indirect compensation (Factor 4) has significant impact on work and

fellow employees.

Thus, ERPs have significant impact on employee integration

process towards organization, work, and fellow employees except

towards management.  Management does not depend on only ERPs.
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CHAPTER VII

DISCUSSIONS AND CONCLUSION

Overview

Traditionally employee relations program ensures that

employees’ right are protected and that local and state laws are

compelled by the employers. When employees are provided benefits

beyond legal requirements, they feel integrated. In recent times the

subject of employee relations is one of the most contemporary issues.

The importance of employee relations program (welfare

programs) is accentuated in a country like Bangladesh where

industrial and commercial wages are very low. In such a situation,

any employee relations programs (ERPs) are welcome to the workers,

who are not able to attend many amenities of life. This research is an

attempt to find out impact of employee relations program on the

employee integration process.

This chapter has been organized into six sections: (i) a general

discussion, (ii) a study findings, (iii) an implications of findings, (iv) a

discussion of strengths and constraints of the study, and (v) agenda

for future research.
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General Discussion

This study addresses the possible impact of ERPs on employee

integration towards its four significant dimensions: organization,

management, work, and fellow employees. This study assessed the

attitudes of non-managerial employees, their perception about the

employee relations programs extended by the employers, their present

relation with their employers, and possible variables that intervene in

the process of integration.

A conceptual model (see Figure 2) has been developed

describing the pattern of relationships between employees and

employers. The model shows that employees’ behavior is outcome of

employees’ attitudes towards organization, management, work and

fellow employees.  Attitudes are influenced by the ERPs provided by

the organization.  If employees are provided ERPs beyond legal

requirements and they perceive those ERPs as their need, make them

feel a sense of integration. The outcomes of attitudes of integrated

employees are highly desirable by the organization.

The model hypothesized that ERPs have impact on attitudes of

non-managerial employees towards organization, management, work

and fellow employees.  To test these four hypotheses, this model

examines the impact of ERPs on employees’ four dimensional

integration: integration towards organization, integration towards

management, integration towards work, and integration towards

fellow employees.

This model also examines the impact of eight external variables

(see Figure 2) on integration process. The same ERPs may have

different impact on male and female.  Again, same ERPs may not have
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same impact on employees belonging to different age groups.  The

study examines these intervening (external) variables on integration

process.

To collect data three sets of instruments were used: a

questionnaire for non-managerial employees, a questionnaire for

management, and a checklist for head of HR. Non-managerial

employees were asked about their attitudes towards four important

dimensions of organization and their perception about the ERPs

extended by the organization.  Management was asked about the

attitudes of non-managerial employees. The head of HR was asked

about ERPs they are extending for their non-managerial employees.

The head of HR wasalso asked about employees’ behavior. After

collecting data from 10 sample companies, the researcher used

different statistical techniques for analysis.

Study Findings

The NMEs’ response to the questionnaire about their attitudes

towards organization, management, work, and fellow employees reveal

differential rating. In general, all employees are positively integrated

towards four dimension of integration. Of course, the degree of

integration varies.  NME’s attitudes have been measured in terms of

16 statements (four statements for each dimension) by using five-

point Likert Scale. The mean rating of attitudes towards organizations

ranked highest (4.776) followed by fellow employees (4.686), work

(4.37) and management (4.351).
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On the other hand, when the same statements were presented

in front of management to know their perception regarding attitudes of

NMEs, the overall mean attitudes scores were less than NME’s

perceived rating. The attitudes towards organizations ranked highest

(4.035) followed by work (3.965), fellow employees (3.91) and

management (3.84). In both the cases, the attitudes towards

organization scored highest and management scored lowest.

Management perceives that NMEs are less integrated towards

management.

From the type of companies’ perspective the employees of public

companies having trade union are more integrated as perceived by

NMEs. Private companies having trade union scored second, private

companies without trade union scored third and public companies

without trade union scored last. In individual cases (organization,

management, work, and fellow employees), companies (private and

public) having trade union scored high [ See Appendices D(IV) & D(V)].

Overall and in individual cases (organization, management,

work, and fellow employees), private companies having trade union

scored highest. Private companies without trade union scored second

and public companies without trade union scored third and public

companies with trade union scored last [ See Appendices D(IV) &

D(V)].

.

If we look at 19th century, the relation between employers and

employee was considered as master-servant relation at that time.

Labor was considered as just more than a commodity. Now this

relation is becoming more human, more integrated.  That’s why the

perception of both MEs and NMEs are positive towards organization,
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management, work, and fellow employees; though still there is some

difference between NMEs and MEs in their perception.

The head of HR of each company were asked about ERPs

extended to the NMEs.  The analysis indicated that among 34

programs, none provides all of them.  Some programs were perceived

less relevant with pharmaceutical companies. The analysis suggests

that all 10 sample companies provided ERPs from 32.35 percent to

58.82 percent which is actually amount to 46.76 percent of ERPs [see

Appendix E(I)].  Four companies provide between 50 to 60 percent, 4

companies provide between 40 to 50 percent, and 2 companies

provide between 30 to 40 percent of ERPs. Besides these listed ERPs,

few companies provided other benefits (for example umbrella in rainy

season) beyond legal requirements.

NMEs rated all these ERPs according to their importance in the

form of 5 point Likert Scale. Safety clothing at free of charge got the

highest rating scores (4.87) and which is provided by all sample

companies. Food subsidized in the cafeteria (rating score is 4.57) and

emergency loans (rating score is 4.6) are also provide by all sample

companies. Medical facilities for employees got second highest rating

which is provided by nine (out of 10) sample companies.

The researcher divided these ERPs into two groups (employee

focused and family focused), subsequently these programs were

divided into four groups.  These groups are employee focused financial

direct compensation (Factor 1), employee focused financial indirect

compensation (Factor 2), employee focused non-financial

compensation (Factor 3), and family focused financial compensation

(Factor 2).
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According to the importance of the respondents (NMEs) the

employee focused financial direct compensation (EF_FDC) got the

highest rating. Family focused financial (direct & indirect)

compensation (FF_FC) got second highest followed by employee

focused non-financial compensation (EF_NFC) which got third rating

scores.  Employee focused financial indirect compensation (EF_FIC)

got lowest rating scores. Thus the analysis suggests that EF_FDC is

highly valued among employees.

The analysis explains Factor 1 that employees who get more

ERPs (EF_FDC) are more integrated (see Figure 8) towards

organization, management, work, and fellow employees.  Employees of

three companies, who provide 75 to 100 percent of ERPs (mean

attitude rating scores 4.82) are more integrated than seven

companies, who provide 50 to 75 percent of ERPs (mean attitude

rating scores 4.76).

Factor 2 explained that overall integration is more among

employees who get more ERPs (FF_FC). Employees of one company,

who provides 50 to 75 percent of ERPs are more integrated than five

companies, who provide 25 to 50 percent of ERPs. Again, employees

of five companies, who provide 25 to 50 percent of ERPs are more

integrated than employees who provide 0 to 25 percent of ERPs. But

the findings are different in case of NMEs attitudes towards

management.

It has been found that employees are less integrated towards

management who get 50 to 75 percent of ERPs (mean value 4.39) than

employees who get 25 to 50 percent of ERPs (mean value 4.41). This

difference is not very significant as the number of respondents is only

30.
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Factor 3 explained that overall integration is less among

employees who get more ERPs (EF_NFC). The three programs under

this headings are “Appreciation for employees' good performance”,

“Assist or counsel on employees' personal problem”, and

“Opportunities for further or continuation of education”. Integration

is high when employees get less than 50 percent of ERPs than who get

more than 50 percent of ERPs. Very few employees are willing to go for

further education.  Consequently, the importance of further education

has less implication on them rather than financial compensation.

Further, employees may feel comfortable if organizations provide

counseling on personal problems. They may share their personal

problems with their colleagues.

The analysis explains that overall integration is like U-shape for

employees who get ERPs (EF_FIC) under Factor 4. Only employees of

two companies get more than 25 percent ERPs under factor 4.  Among

these two, employees of one company get more than 50 percent of

ERPs (see Figure 11).  Actually, programs under Factor 4 are less

relevant in the case of pharmaceutical industry may in turn cause

inverse relation with ERPs.

Four categories of ERPs as revealed by factor analysis have

definite impact on employee integration. The hypotheses were tested

to measure the level of significance of relationship between ERPs and

different dimension of integration. Finally, the study shows that ERPs

have impact on overall integration process, though employee

integration with the management is not significant.

Analysis shows that four external variables have positive impact

(age, marital status, tenure, and trade union), while three variables

(gender, neighborhood, and social-attachment) do not have any
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significant impact.  And education has negative impact towards

organization, management, work, and fellow employees.

Thus the study shows that the ERPs have significant impact on

NMEs integration with organization, management, work, and fellow

employees.

Implications of Findings

The analysis suggested that ERPs have impact on employee

integration process.  If employees are provided ERPs beyond legal

requirements, they will feel positive towards the organization. If

organization fulfills only legal requirements relating to ERPs, it does

not make employees satisfied though absence of these facilities makes

them dissatisfied (Herzber’s Two-Factor Theory).

The ERPs must be relevant to the type of company, nature of

work, and demography of employees. For example, music at work is

not relevant to nature of work of employees of pharmaceutical

companies.  Though length of service bonus is not irrelevant in the

case of pharmaceutical companies, may not be preferred by all

employees. It will be preferred by employees who work with the

companies for a long period of time. Fees for children education is

preferred by young and middle aged employees. Thus, type of

companies, nature of work, and demography of employees are

important issues while designing ERPs for employees.
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Katz & Kochan (2004) define five assumptions about labor and

conflict.  Among them one is “the inherent nature of conflict”.  Katz &

Kochan (2004) describe:

A critical assumption underlying analysis of industrial relations
is that there is an inherent conflict of interest between
employees and employers. That conflict arises out of the clash of
economic interests between workers seeking high pay and job
security and employers pursuing profits.  Thus conflict is not
viewed as pathological. Although conflict is a natural element of
employment relations, society does have a legitimate interest in
limiting the intensity of conflicts over work.

Among different types of ERPs non-managerial employees

preferred direct financial benefits compared to non-financial or

indirect financial benefits. Because of inherent nature of conflict,

sometimes employees neither believe in future benefits, nor do they

much have interest in indirect financial benefits.  Thus, while

designing ERPs organization may emphasize more on financial

benefits for non-managerial employees.

Generally, majority of the non-managerial employees come from

village.  They generally cannot cope with urban life economically and

psychologically. These non-managerial employees generally keep their

families in village with their old parents. To them facilities like school

for children, indoor or outdoor games are less important.  On holidays

they prefer to stay with their families in village.  Thus, it is important

for companies to see the demography of employees while designing

ERPs for employees.

It is perhaps important for any companies to provide facilities

beyond legal requirements. If employers fulfill legal requirements

(provide all the benefits required by state law), employees will be
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satisfied (according to Herzberg two-factor theory). In the absence of

hygiene factors employees will feel dissatisfied. When employers fulfill

legal requirements (provide all the benefits required by state law) as

well as provide ERPs voluntarily make employees satisfied.

Similarly, Maslow has argued that workers have a hierarchy of needs,

ranging from those concerning simple survival to those which enable

them to make full use of all of their resources; once the most basic

needs have been met a worker will look to the next stage of the

hierarchy and so on (Maslow, 1954).

Strengths of the Study

Bellenger & Greenberg (1978) states the qualities of a good

research as, it is systematic, logical, empirical, and replicable.

This study randomly selected 10 pharmaceutical companies

from public and private sector.  Among these ten companies three

companies have trade union (one in public and two in private sector).

Thus the study collected data from all types of companies (public with

trade union, public without trade union, private with trade union, and

private without trade union). After collecting data the researcher

followed standard statistical procedure for analyzing and presenting

data.

This study not only collected data from non-managerial

employees, also collected data from managerial employees to cross

check their perception.  Standard methodology has been used

throughout the process.  The data has been collected by the
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researcher herself.  Thus, these is no chance of invalid data input; an

attempt has been made to minimize the information bias.

This study emphasized on one of the burning issue, which is

not only major concern for employers, and employees also for the

government.  In this study the researcher presented the model of good

the employee-employer relations.

The research results are reliable as all the information regarding

analysis are valid. Thus this study claims its strength of reliability,

validity throughout the system. Industries other than pharmaceutical

also may use this model to make people integrated towards

organization, management, work, and fellow employees.

Constraints of the Study

The study has used data obtained through questionnaire

survey. Although the data has been collected by the researcher

herself by following the well-thoughtful methodology, the data might

not be absolutely free from possible respondents’ bias.

The attitudes of non-managerial employees have been

comprehensively measured. But in respect of behavior, the items of

investigation were selective because of some practical problems.

Conceptually, the study is based on extensive literature.  The

framework and models were logically developed consistent with extent

literature.
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Agenda for Future Research

The present study (impact of ERPs on employee’s integration)

has been conducted on the basis of employees’ attitudes. Attitudes

are not observable. Attitudinal survey data might be fraught with

some extent respondent bias. The study has been done in on one

sector, that is, pharmaceutical industry. To develop a comparative

picture, a cross-industry study is needed. The data provided by the

employees have been considered as valid and reliable.  Future studies

should look into in-depth behavioral perspective.
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Appendix B
Top 50 Pharmaceutical Companies in Bangladesh

RANK
COMPANY Value (Cr) TK Share Gr%

Total Pharmaceutical
Market 8,047.85 100.00 24.63

1 SQUARE 1,511.53 18.78 22.03
2 INCEPTA PHARMA 740.96 9.21 29.17
3 BEXIMCO 703.86 8.75 33.14
4 OPSONIN PHARMA 407.84 5.07 28.81
5 RENATA 391.56 4.87 27.86
6 ESKAYEF 386.34 4.80 22.07
7 ACME 342.57 4.26 16.55
8 A.C.I. 337.89 4.20 21.91
9 ARISTOPHARMA 324.79 4.04 24.55
10 DRUG INTERNATIONAL 292.54 3.63 17.08
11 SANOFI AVENTIS 203.85 2.53 13.65
12 HEALTHCARE PHARMA 151.36 1.88 39.76
13 ORION PHARMA LTD. 148.86 1.85 19.31
14 NOVO NORDISK 148.06 1.84 26.88
15 GLAXOSMITHKLINE 145.39 1.81 10.47
16 SANDOZ 131.25 1.63 44.89
17 GENERAL 128.43 1.60 21.77
18 POPULAR PHARMA 119.42 1.48 64.10
19 NOVARTIS 116.53 1.45 60.50
20 IBN SINA 91.77 1.14 2.42
21 NUVISTA PHARMA 91.62 1.14 36.06
22 UNIMED &UNIHEALTH 82.81 1.03 33.12
23 SUN PHARMA 74.36 0.92 61.55
24 GLOBE 62.50 0.78 19.13
25 ROCHE 60.10 0.75 51.39
26 BIO PHARMA 56.22 0.70 0.57
27 RADIANT PHARMA 52.96 0.66 70.35
28 PACIFIC 49.08 0.61 34.64
29 BEACON PHARMA 42.89 0.53 24.27
30 SMC 36.61 0.45 15.81
31 JAYSON 35.02 0.44 -2.95
32 KEMIKO PHARMA LTD. 33.46 0.42 20.86
33 NAVANA 33.23 0.41 22.02
34 DELTA PHARMA 32.72 0.41 44.74
35 OPSO SALINE 32.28 0.40 12.50
36 SERVIER 29.88 0.37 23.04
37 ORION INFUSION 29.57 0.37 -2.05
38 ALCO PHARMA 23.56 0.29 16.17
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39 APEX PHARMA 21.88 0.27 21.93
40 SOMATEC 21.83 0.27 -9.27
41 RANGS PHARMA 21.69 0.27 -5.02
42 PHARMADESH 20.04 0.25 51.11
43 LIBRA 19.29 0.24 -13.59
44 MEDIMPEX 14.54 0.18 -15.19
45 SILVA PHARMA 12.56 0.16 -10.24
46 WHITE HORSE PHARMA 12.48 0.16 70.31
47 RAK PHARMA LTD. 12.38 0.15 142.64
48 ZISKA 11.97 0.15 27.43
49 ASIATIC 10.23 0.13 71.66
50 MODI MUNDI PHARMA 9.55 0.12 56.95
Sources: Top 50 Pharmaceutical Company: Bangladesh Pharma Market’ 2011
(According to recently published Bangladesh Pharmaceutical Index, 3Q'2011).
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Appendix C (I)

Research Questionnaire for Non-Managerial Employees

I. Indicate your opinion about the following statement.
[Here, 1= strongly disagree, 2=disagree, 3=neither disagree nor agree, 4=agree,

5=strongly agree.]
1 2 3 4 5

1. I feel I own the organization.

2. I work for the betterment of the organization.

3. I plan to continue my job in this organization.

4. We grow as the organization grows.

5. I feel mutual interest, and common objectives with the

management.

6. I think that management has positive views regarding

our activities.

7. I think that management always tries to right decision

about us.

8. I do not see much difference of opinion with our

supervisor.

9. Take pride in their work, and they think it is their job.

10. I enjoy doing my work.

11. I find opportunities for our growth.

12. I find That my job matches with my capabilities.

13. I feel that I and my co-workers belong to the same

interest group.

14. We do not practically engage in infighting among us.

15. I feel better for the good performance of my fellow

employees.

16. I share my personal problem with my fellow employees.

II. Please indicate how much importance you attach to the following benefits/
opportunities (provided by the employers.)  [Here, 1= not at all important, 2=not
important, 3=neutral, 4=important, 5=very important]

A. Employee Focused 1 2 3 4 5

1. Appreciation for employees’ good performance.

2. Assist or counsel on employees’ personal problem.

3. Opportunities for further or continuation of education.
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4. In-house news letter or news bulletin for employees.

5. Suggestion book or suggestion box.

6. Bonus for good suggestion.

7. Food subsidized in the cafeteria.

8. Bonus for good attendance.

9. Provision for contest bonuses.

10. Length-of-service and seniority awards.

11. Transportation to and from work.

12. Safety clothing at free of charge.

13. Emergency loans or salary advances.

14. Discounts on merchandise.

15. Spirit award for team work.

16. Medical facilities for employees.

17. Health and fitness center like Gymnasium.

18. Cultural program or activities.

19. Facilities for indoor games, like ludu, carom, etc.

20. Facilities for outdoor games, like football, volleyball, etc.

21. Soft music at Work.

22. Employee day.

B. Family Focused

23. Provision for appointment of employees’ children or

siblings.

24. Reimburse educational or exam fees for children.

25. Have own school for children.

26. Provide facilities of indoor games for children.

27. Have library facilities for children.

28. Provide different kind of scholarship for children.

29. Arrange cultural program for children and family.

30. Have medical facilities for family members.

31. Facilities to develop family members vocationally.

32. Have housing facilities.

33. Arrange picnic for family members.

34. Arrange family day.
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III. Please tick the information which matches with your personal profile.

1. Gender : ∆ Male ∆ Female

2. Age : ∆ <30 ∆ 30-40 ∆ 40+

3. Marital status : ∆ Married ∆ Unmarried

4. Education  (equal or) : ∆ SSC ∆ HSC ∆ Degree

5. Working with this org. : ∆ <5 yrs. ∆>5 yrs.

∆ >10 yrs. ∆>15 yrs.

6. Location of heredity : ∆ Local ∆ Non local

7. Social Attachment : ∆ Yes ∆ No

8. Trade Union Member : ∆ Yes ∆ No
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Appendix C (II)

Research Questionnaire for Management

I. Kindly indicate your opinion about the Non-Management Employees of your organization
concerning the issues listed below:

[Here 1=strongly disagree, 2=agree, 3=neither disagree nor agree, 4=agree, 5=strongly agree]

Our Non-Management Employees: 1 2 3 4 5

1. Feel they own the organization.

2. Work for betterment of the organization.

3. Plan continuing their job in this organization.

4. Feel they grow as the organization grows. `

5. Feel mutual interest, and common objectives with the management.

6. Think that management has positive views regarding their activities.

7. Think that management always tries to right decision about them.

8. Do not see much difference of opinion with their supervisor.

9. Take pride in their work, and they think it is their job.

10. Enjoy doing their work.

11. Find opportunities for their growth.

12. Find their job matches with their capabilities.

13. Feel they and their co-workers belong to the same interest group.

14. Do not practically engage in infighting among them.

15. Feel better for the good performance of their fellow employees.

16. Share their personal problem with their fellow employees.
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Appendix C (III)

Checklist for Head of HR

I. Benefits given by the organization.

A. Employee Focused √

1. Appreciation for employees’ good performance.

2. Assist or counsel on employees’ personal problem.

3. Opportunities for further or continuation of education.

4. News letter or news bulletin for employees.

5. Suggestion book or suggestion box.

6. Bonus for good suggestion.

7. Food subsidized in the cafeteria.

8. Bonus for good attendance.

9. Provision for contest bonuses.

10. Length-of-service and seniority awards.

11. Transportation to and from work.

12. Safety clothing at free of charge.

13. Emergency loans or salary advances.

14. Discounts on merchandise.

15. Spirit award for team work.

16. Medical facilities for employees.

17. Health and fitness center like Gymnasium.

18. Cultural program or activities.

19. Facilities for indoor games

20. Facilities for outdoor games, like football, volleyball, etc.

21. Music at Work.

22. Employee day.

B. Family Focused

23. Facilities to develop family members vocationally.

24. Provision for appointment of employees’ children or siblings.

25. Reimburse educational or exam fees for children.

26. Have own school for children.

27. Arrange cultural program for children and family.

28. Provide facilities of indoor games for children.

29. Have library facilities for children.
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30. Provide different kind of scholarship for children.

31. Have medical facilities for family members.

32. Arrange picnic for family members.

33. Have housing facilities.

34. Arrange family day.

II. Employee work behavior demonstrated during different time frame.

last 1
year

last 2
years

1. No. of strikes took place.

2. No. of man days lost because of strikes.

3. No. of lockout took place.

4. No. of man days lost because of lockouts.

5. Percentage of absenteeism.

6. Percentage of workers showed tardiness.

7. No. of cases where destructive activities were reported.

8. No. of disciplinary cases reported for violation of rules.

9. No. of cases of infighting among workers were reported.

10. No. of cases of conflict occurred among employees.

11. No. of cases where employees subordination is reported.

12. No. of cases where employees reported their grievances.

13. No. of cases where employees go-slow were reported.

14. Turnover rate.

15. Percentage of employees actual performance compare to
standard performance.
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Appendix C (IV)

Research Questionnaire for Non-Managerial Employees (Bangla)

I. `qv K‡I  Avcbvi  gZvgZ cÖKvk Kiæb| [ GLv‡b, 5= cy‡ivcywi GKgZ, 4 = wKQzUv GKgZ, 3 = GKgZI bv
wØgZI  bv, 2 = wKQzUv wØgZ, 1 = cy‡ivcywi wØgZ ]

1 2 3 4 5
1. Avwg g‡b Kwi GUv Avgv‡`iB †Kv¤úvwb|

2. Avwg GB †Kv¤úvwbi mvwe©K Dbœq‡bi KvR Kwi|
3. Avwg A‡bK w`b/`xN©w`b GLv‡b KvR Ki‡Z PvB|
4. ‡Kv¤úvwbi DbœwZ gv‡bB Avgv‡`i DbœwZ|
5. Kg©‡ÿ‡Î Avgvi Ges Avgvi mycvifvBRv‡ii jÿ¨gvÎv GK Ges Awfbœ|
6. Avgvi g‡b nq g¨v‡bR‡g›U Avgv‡`i Kv‡R mš‘ó|
7. Avgvi g‡b nq g¨v‡bR‡g›U Avgv‡`i e¨vcv‡i mwUK wm×všÍ †bqvi †Póv K‡i|
8. mycvifvBRv‡ii  g‡Zi mv‡_ Avgvi g‡Zi †Zgb †Kvb cv_©K¨  nq bv|
9. GB KvR K‡i Avwg Me©‡eva Kwi|
10. Avwg GB KvR Ki‡Z cQ›` Kwi Avvi Avgvi KvRUv LyeB Avb›``vqK|
11. Avgvi GB Kv‡R DbœwZ Av‡Q|
12. ‡hvM¨Zvbyhvqx GB KvRB Avgvi Rb¨ Dchy³|
13. mwZ¨Kvi A‡_© Avgv‡`i mevi ¯̂v_©B GK|
14. mnKgx©‡`i mv‡_ Avgvi †Kvb we‡iva †bB|
15. mnKg©xiv fvj KvR Ki‡j Avgvi Avb›` jv‡M|
16. e¨w³MZ mgm¨v n‡j Zv Avwg mnKg©x‡`i mv‡_ Av‡jvPbv K‡i _vwK|

II. `qv K‡i ejyb bx‡P D‡jwLZ ( Kg©KZ©v KZ…©K cÖ̀ Ë) myweavw` Avcbvi Kv‡Q KZUv ¸iæZ¡ enb K‡i| [ GLv‡b 5= LyeB
¸iæZ¡c~b©, 4 = †gvUvgywU ¸iæZ¡c~b©, 3= ¸iæZ¡c~b©I bv A¸iæZ¡c~b©I bv, 2= ¸iæZ¡c~b© bv, 1 = G‡Kev‡iB ¸iæZ¡c~b©
bv|]

Kwg©i Rb¨ cÖ̀ Ë myweavw` t 1 2 3 4 5

1. Kgx©i fvj Kv‡Ri g~j¨vqb Kiv|

2. Kgxi© e¨w³MZ mgm¨v mgvav‡b Dc‡`k †`qv ev mnvqZv Kiv|
3. covïbv Kivi my‡hvM †`qv|
4. Kgx©‡`i Rb¨ cÎcwÎKvi e¨e ’̄v Kiv|
5. mv‡Rmb eB ev  ev· _vKv|
6. civgk© fvj n‡j †evbv‡mi e¨e ’̄v _vKv |
7. K¨v‡dwUwiqv‡Z Kg Li‡P LvIqvi e¨e ’̄v|
8. Kgx©‡`i nvwRiv †evbv‡mi e¨e¯’v _vKv|
9. ‡h ‡Kvb cÖwZ`wÜZvq wRZ‡j †evbv‡mi e¨e ’̄v|
10. `xN©w`b †Kv¤úvwbi mv‡_ _vKvi Rb¨ †evbv‡mi e¨e ’̄v|
11. Kg©̄ ’‡j hvZvqv‡Zi Rb¨ cwien‡bi e¨e ’̄v|
12. Kv¤úvwbi Li‡P wbivcËvg~jK †cvlvK-cwi”Q‡`i e¨e ’̄v _vKv|
13. Kgx©i Avï mgm¨v wgUv‡bvi Rb¨ FY A_ev AwMÖg †eZb cÖ̀ v‡bi e¨e ’̄v|
14. Kg `v‡g ( wWmKvD›U) †Kv¤úvwbi cb¨ †Kbvi e¨e ’̄v _vKv|
15. `jMZ mvd‡j¨i Rb¨ cyi®‹v‡ii e¨e ’̄v _vKv|
16. Kg©x‡`i Rb¨ wPwKrmvi e¨e ’̄v _vKv|
17. kixi PP©v ‡K‡›`ªi e¨e ’̄v _vKv|
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18. mvs¯‹…wZK Abyôvb ev Kg©Kv‡Ûi myweav _vKv|
19. Avf¨šÍixb µxovi ( jyWy,K¨vivg BZ¨vw`) e¨e ’̄v _vKv|
20. Db¥³ ’̄v‡b ev gv‡V ( dzUej,fwjej,BZ¨vw`) µxovi e¨e ’̄v  _vKv|
21. Kv‡Ri mgq g„`y msMx‡Zi e¨e ’̄v _vKv|
22. Kg©x w`em cvjb Kiv|

Kg©xi cwievii Rb¨ cÖ̀ Ë myweavw` t
23. mšÍvb ev fvB-‡evb‡`i PvKzixi e¨e ’̄v _vKv|
24. mšÍv‡bi covïbv ev cixÿvi LiP en‡bi e¨e ’̄v _vKv|
25. Kg©xi mšÍvb‡`i †jLvcovi Rb¨ †Kv¤úvwbi wbR¯̂ ¯‹y‡ji e¨e ’̄v  _vKv|
26. mšÍvb‡`i Rb¨ Avf¨šÍixb µxovi ( jyWy,K¨vivg BZ¨vw`)   e¨e ’̄v _vKv|
27. mšÍvb‡`i Rb¨ MÖš’vMv‡ii e¨e ’̄v _vKv|
28. mšÍvb‡`i Rb¨ wewfbœ iKg e„wËi e¨e ’̄v Kiv|
29. cwievi Ges mšÍvb‡`i Rb¨ mvs¯‹„wZK Abyôv‡bi e¨e¯’v _vKv|
30. mšÍvb Ges cwiev‡ii Rb¨ wPwKrmvi e¨e ’̄v _vKv|
31. cwiev‡ii m`m¨‡`i Rb¨ KvwiMix wkÿvi e¨e ’̄v _vKv|
32. cwiev‡ii Rb¨ evm ’̄v‡bi e¨e ’̄v _vKv|
33. cwiev‡ii Rb¨ eb‡fvR‡bi e¨e ’̄v _vKv|
34. cwievi w`em D`hvcb Kiv|

III. bx‡Pi ‡h Z_¨¸‡jv Avcbvi e¨w³MZ Z‡_¨i mv‡_ wg‡j hvq Zv wPwýZ Kiæb

1. ‡RÛvi : ∆ cyyil ∆ gwnjv

2. eqm : ∆ 30 eQ‡ii Kg ∆ 30-40 eQi ∆ 40 eQ‡ii AwaK

3. ‰eevwnK Ae ’̄v : ∆ weevwnZ ∆ AweevwnZ

4. wkÿvMZ †hvM¨Zv : ∆ Gm.Gm.wm cvk ∆ GBP.Gm.wm cvk ∆ wWMÖx cvk

5. eZ©gvb †Kv¤úvbxi mv‡_ Kv‡Ri
†gqv`:

∆ 5 eQ‡ii Kg ∆ 5 - 10 eQi

∆ 10 - 15 eQi ∆ 15 eQ‡ii AwaK

6. ‰cwÎK wbevm : ∆ ’̄vwbq ∆ A ’̄vxbq

7. mvgvwRK msMV†bi mv‡_ hy³Zv : ∆ n¨v ∆ bv

8. ‡UªW BDwbq†bi mv‡_ hy³Zv : ∆ n¨v ∆ bv
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Appendix D (I)

Attitudes of NMEs as Perceived by NMEs

ITEMS Mean Std.
Dev.

Mean Std.
Dev.

Mean Std.
Dev.

Employees feel that they own the
organization. 4.81 .610 4.7761 .48276

4.5459 .48614

Employees work for the betterment of the
organization. 4.90 .431

Employees plan to continue my job in this
organization. 4.62 .862

Employees grow as the organization grows. 4.78 .686
Employees’ work or job interest and objectives
matches with their supervisor’s interest and
objectives.

4.38 .959

4.3510 .72851Employees’ think that management has
positive views regarding our activities. 4.62 .814

Employees think that management always
tries to take right decision about them. 4.13 1.168

Employees don’t see much difference of
opinion with their supervisor. 4.27 1.014

Employees feel proud doing their job. 4.51 .955

4.3704 .80672
Employees enjoy doing their work. 4.65 .730
Employees find opportunities doing their job. 4.07 1.300
Employee’s job matches best with their
capabilities. 4.25 1.207

Employees perceive that they belong to same
interest group. 4.56 .932

4.6860 .51386
Employees practically do not engage in
infighting with their fellow employees. 4.82 .523

Employees feel good for the better
performance of their fellow employees. 4.87 .530

Employees share their personal problems with
their fellow employees. 4.48 1.072
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Appendix D (II)

Percentage of Agreement and Disagreement about the
Perception/Attitudes of NMEs

In Percentage
ITEMS SD D N A SA

Employees feel that they own the organization. 1.0 0.7 2.7 7.7 87.9
Employees work for the betterment of the
organization.

0.7 .07 6.1 92.6

Employees plan to continue my job in this
organization.

3.4 0.7 3 16.5 76.4

Employees grow as the organization grows. 1.7 0.7 2.7 8.1 86.9
Employees’ work or job interest and objectives
matches with their supervisor’s interest and
objectives.

2.7 2.7 9.8 23.2 61.6

Employees’ think that management has positive
views regarding their activities.

1.7 2.0 5.1 15.2 76.1

Employees think that management always tries to
take right decision about them.

6.4 4.4 10.8 26.6 51.9

Employees don’t see much difference of opinion with
their supervisor.

3.7 2.7 11.1 27.9 54.5

Employees feel proud doing their job. 3.7 1.7 5.7 17.5 71.4
Employees enjoy doing their work. 1.3 0.7 5.1 17.5 75.4
Employees find opportunities doing their job. 10.1 3.7 9.1 22.9 54.2
Employee’s job matches best with their capabilities. 8.1 3.0 5.7 22.6 60.6
Employees perceive that they belong to same
interest group.

2.7 3.0 5.7 12.5 76.1

Employees practically do not engage in infighting
with their fellow employees.

0.3 1.0 1.3 10.4 86.9

Employees feel good for the better performance of
their fellow employees.

1.0 0.7 0.3 6.1 91.9

Employees share their personal problems with their
fellow employees.

4.7 4.4 3.4 12.8 74.7



Appendices 200

Dhaka University Institutional Repository

Appendix D (III)

Attitudes of NMEs as Perceived by MEs

ITEMS Mean Std.
Dev.

Mean Std.
Dev.

Mean Std.
Dev.

Employees feel that they own the
organization. 4.04 .880

4.0350 .67953

3.9375 .57974

Employees work for the betterment of the
organization. 4.08 .944

Employees plan to continue my job in this
organization. 3.94 .935

Employees grow as the organization grows. 4.08 .966
Employees’ work or job interest and objectives
matches with their supervisor’s interest and
objectives.

3.82 .661
3.8400 .63640

Employees’ think that management has
positive views regarding our activities. 3.74 .899

Employees think that management always
tries to take right decision about them. 3.74 .986

Employees don’t see much difference of
opinion with their supervisor. 4.06 .793

Employees feel proud doing their job. 4.04 .856
3.9650 .65662Employees enjoy doing their work. 3.84 .889

Employees find opportunities doing their job. 4.04 .903
Employee’s job matches best with their
capabilities. 3.94 .843

Employees perceive that they belong to same
interest group. 4.06 .867

3.9100 .68281
Employees practically do not engage in
infighting with their fellow employees. 3.86 .904

Employees feel good for the better
performance of their fellow employees. 3.80 1.069

Employees share their personal problems with
their fellow employees. 3.92 .966
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Appendix D (IV)

Integration of NMEs as Perceived by NMEs VS.MEs

Name &
Type of

Companies.

Org. Mgt. Work Fellow Overall
Mean value

Score
Mean value

Score
Mean value

Score
Mean value

Score
Mean value

Score

NME ME NME ME NME ME NME ME NME ME

A Pvt. 4.879 3.850 4.500 3.550 4.474 3.450 4.552 3.400 4.601 3.563

B Pvt._TU 4.931 4.650 4.629 4.550 4.535 4.700 4.672 4.600 4.692 4.625

C Pvt._TU 4.808 4.250 4.383 3.950 4.558 4.300 4.642 4.050 4.598 4.138

D Pub. 4.567 3.950 4.333 4.000 4.175 3.850 4.525 4.100 4.400 3.975

E Pub._TU 4.900 3.700 4.392 3.500 4.658 3.350 4.867 3.200 4.704 3.438

F Pvt. 4.533 3.850 4.242 3.800 4.267 3.700 4.650 4.000 4.423 3.838

G Pvt. 4.842 3.800 4.333 3.600 4.500 3.950 4.767 4.000 4.610 3.838

H Pvt. 4.672 4.000 4.388 3.600 4.448 4.050 4.741 3.650 4.563 3.825

I Pvt. 4.925 4.500 4.292 4.550 4.208 4.400 4.700 4.450 4.531 4.475

J Pub. 4.708 3.800 4.033 3.300 3.892 3.900 4.742 3.650 4.344 3.663

Total 4.776 4.035 4.351 3.840 4.370 3.965 4.686 3.910 4.546 3.938
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Appendix D (V)

Integration of NMEs of Private-Public Companies

Type & No. of
the

Companies.

Org. Mgt Work Fellow Overall

Mean value
Score

Mean value
Score

Mean value
Score

Mean value
Score

Mean value
Score

NME ME NME ME NME ME NME ME NME ME
Pvt._T

U 2 4.870 4.45 4.506 4.25 4.546 4.5 4.657 4.325 4.645 4.382

Pvt. 5 4.770 4 4.351 3.82 4.380 3.91 4.682 3.9 4.546 3.908

Pub. 2 4.638 3.875 4.183 3.65 4.034 3.875 4.634 3.875 4.372 3.819
Pub._T

U 1 4.9 3.7 4.392 3.5 4.658 3.35 4.867 3.2 4.704 3.438

Total 4.776 4.035 4.351 3.84 4.37 3.965 4.686 3.91 4.546 3.938
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Appendix E (I)

ERPs Provided by the Sample Organizations

Programs
Sample Companies

A B C D E F G H I J %

1 1 1 1 1 0 1 1 1 1 1 90
2 1 1 1 1 1 1 1 1 0 0 80
3 1 1 1 1 0 1 0 1 1 1 80
4 0 1 1 1 0 1 0 1 0 0 50
5 1 1 1 0 0 0 1 1 1 1 70
6 1 1 0 0 0 0 1 0 0 0 30
7 1 1 1 1 1 1 1 1 1 1 100
8 0 1 1 0 1 0 1 0 0 0 40
9 0 0 0 0 1 0 0 1 1 0 30
10 0 1 1 1 1 1 1 1 0 0 70
11 1 1 1 1 0 1 1 1 1 1 90
12 1 1 1 1 1 1 1 1 1 1 100
13 1 1 1 1 1 1 1 1 1 1 100
14 0 1 0 1 0 1 0 1 1 1 60
15 0 0 0 0 0 0 1 0 1 0 20
16 1 1 1 1 1 0 1 1 1 1 90
17 0 0 0 0 0 0 0 0 0 0 0
18 0 1 0 1 1 1 0 1 1 0 60
19 0 0 0 0 1 0 0 0 0 1 20
20 0 0 0 0 1 1 0 0 0 0 20
21 0 0 0 0 0 0 0 0 0 0 0
22 1 1 0 0 1 0 0 1 0 0 40
23 0 0 0 0 0 1 0 0 0 0 10
24 1 1 1 1 1 1 1 0 0 0 70
25 0 1 0 0 0 1 1 0 0 0 30
26 0 0 0 0 0 0 0 0 0 0 0
27 0 1 0 1 1 0 1 1 0 0 50
28 0 0 0 0 0 0 0 0 0 0 0
29 0 0 0 0 0 0 0 0 0 0 0
30 1 0 0 0 1 1 0 0 0 0 30
31 0 0 0 0 1 0 0 1 0 0 20
32 1 1 0 1 1 1 1 1 1 1 90
33 0 0 0 0 0 0 0 1 0 0 10
34 1 0 1 0 1 0 0 1 0 0 40

% of access
in these
programs

44.1
2

58.8
2

41.1
8

44.1
2

52.9
4

50.0
0

47.0
6

58.8
2

38.2
4

32.35 46.
76
%

Grande
Average

46.76%

Note: "1" means providing, and "0" means not providing.
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Appendix E (II)

Percentage of Benefits Provided by the Sample Organizations

No. Programs Providi
ng

Percent
age

1 Food subsidized in the cafeteria.
100 19.612 Safety clothing at free of charge.

3 Emergency loans or salary advances.
4 Appreciation for employees' good performance.

90 23.535 Transportation to and from works.
6 Medical facilities for employees.
7 Arrange picnic for fsamily members.
8 Assist or counsel on employees' personal problem. 80 10.46
9 Opportunities for further or continuation of education.
10 Suggestion book or suggestion box. 70 4.58
11 Discounts on merchandise.

60 11.7612 Cultural program or activities.
13 Provision for appointment of employees' children or siblings.
14 Newsletter or news bulletin for employees. 50 6.54
15 Arrange cultural program for children and family.
16 Bonus for good attendance.

40 7.8417 Employee day.
18 Arrange family day.
19 Bonus for good suggestion.

30 9.80
20 Provision for contest bonuses.
21 Length-of-service and seniority awards.
22 Reimburse educational or exam fees for children.
23 Provide different kind of scholarship for children.
24 Facilities for indoor games.

20 3.9225 Facilities for outdoor games like Football, Volleyball, etc.
26 Have medical facilities for family members.
27 Spirit award for team work.

10 1.9628 Facilities to develop family members vocationally.
29 Have housing facilities.
30 Health and fitness center like Gymnasium.

0 0
31 Music at work.
32 Have own school for children.
33 Provide facilities of indoor games for children.
34 Have library facilities for children.
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Appendix E (III)

Importance Rated by NMEs

Sl. Programs Importance
1 Safety clothing at free of charge. 4.87
2 Medical facilities for employees. 4.73
3 Length-of-service and seniority awards. 4.63
4 Provision for appointment of employees' children or siblings. 4.63
5 Emergency loans or salary advances. 4.6
6 Discounts on merchandise. 4.59
7 Food subsidized in the cafeteria. 4.57
8 Arrange picnic for family members. 4.57
9 Have medical facilities for family members. 4.54
10 Bonus for good attendance. 4.51
11 Opportunities for further or continuation of education. 4.5
12 Appreciation for employees' good performance. 4.45
13 Transportation to and from works. 4.41
14 Reimburse educational or exam fees for children. 4.39
15 Bonus for good suggestion. 4.38
16 Arrange employee day. 4.33
17 Suggestion book or suggestion box. 4.29
18 Assist or counsel on employees' personal problem. 4.28
19 Provision for contest bonuses. 4.23
20 Spirit award for team work. 4.22
21 Have housing facilities. 4.19
22 Provide different kind of scholarship for children. 4.12

23 News letter or news bulletin for employees. 4.06

24 Cultural program or activities. 4.03
25 Have own school for children. 3.98
26 Health and fitness center like Gymnasium. 3.72
27 Facilities to develop family members vocationally. 3.71
28 Have library facilities for children. 3.7
29 Arrange family day. 3.69
30 Arrange cultural program for children and family. 3.66
31 Facilities for outdoor games, like football, volleyball, etc. 3.48
32 Facilities for indoor games. 3.41
33 Provide facilities of indoor games for children. 2.94
34 Music at work. 1.83
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Appendix E (IV)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .931

Bartlett's Test of Sphericity

Approx. Chi-Square 6005.682
Df 561
Sig. .000

Total Variance Explained
Comp
onent

Initial Eigenvalues Extraction Sums of Squared
Loadings

Rotation Sums of Squared
Loadings

Total % of
Varianc

e

Cumula-
tive %

Total % of
Varianc

e

Cumulati
ve %

Total % of
Variance

Cumulativ
e %

1 13.150 38.676 38.676 13.150 38.676 38.676 7.278 21.405 21.405
2 2.168 6.376 45.052 2.168 6.376 45.052 6.594 19.394 40.799
3 1.915 5.632 50.684 1.915 5.632 50.684 2.656 7.812 48.611
4 1.389 4.086 54.769 1.389 4.086 54.769 2.094 6.159 54.769
5 1.367 4.020 58.789
6 1.194 3.513 62.302
7 1.062 3.124 65.426
8 1.007 2.962 68.388
9 .861 2.533 70.921
10 .771 2.268 73.189
11 .691 2.031 75.220
12 .669 1.967 77.188
13 .627 1.843 79.030
14 .585 1.722 80.752
15 .558 1.641 82.393
16 .519 1.528 83.921
17 .493 1.449 85.370
18 .477 1.404 86.774
19 .458 1.347 88.121
20 .420 1.236 89.357
21 .378 1.112 90.469
22 .345 1.016 91.485
23 .337 .992 92.477
24 .321 .943 93.420
25 .311 .914 94.334
26 .294 .864 95.198
27 .269 .790 95.988
28 .247 .727 96.715
29 .228 .670 97.384
30 .207 .608 97.993
31 .198 .581 98.574
32 .175 .516 99.090
33 .171 .502 99.592
34 .139 .408 100.000

Extraction Method: Principal Component Analysis.
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Appendix E (V)

Rotated Component Matrix a

Variables Components
1 2 3 4

1 Appreciation for employees' good performance. .077 -.034 .066 .716
2 Assist or counsel on employees' personal problem. .029 -.016 .166 .778
3 Opportunities for further or continuation of education. .092 .042 -.014 .705
4 News letter or news bulletin for employees. .579 .147 .373 -.107
5 Suggestion book or suggestion box. .557 .140 .289 .009
6 Bonus for good suggestion. .696 .293 .083 .026
7 Food subsidized in the cafeteria. .701 .120 .130 .043
8 Bonus for good attendance. .698 .367 .053 .168
9 Provision for contest bonuses. .714 .359 .112 .117
10 Length-of-service and seniority awards. .799 .289 .061 .090
11 Transportation to and from works. .648 .390 .114 -.042
12 Safety clothing at free of charge. .452 -.126 .192 .039
13 Emergency loans or salary advances. .681 .386 .037 .101
14 Discounts on merchandise. .415 .298 .062 .314
15 Spirit award for team work. .623 .496 .137 .183
16 Medical facilities for employees. .682 .296 .024 .169
17 Health and fitness center like Gymnasium. .403 .384 .473 .024
18 Cultural program or activities. .457 .250 .578 .029
19 Facilities for indoor games. .191 .242 .773 -.026
20 Facilities for outdoor games, like football,volleyball,etc. .201 .399 .657 .199
21 Music at work. -.018 .037 .358 .126
22 Arrange employee day. .183 .308 .257 .306
23 Provision for appointment of employees' children or siblings. .455 .502 -.006 .129
24 Reimburse educational or exam fees for children. .530 .580 .093 .090
25 Have own school for children. .357 .593 .180 .114
26 Provide facilities of indoor games for children. .010 .574 .438 .039
27 Have library facilities for children. .165 .755 .217 .084
28 Provide different kind of scholarship for children. .291 .737 .261 -.024
29 Arrange cultural program for children and family. .195 .606 .309 -.145
30 Have medical facilities for family members. .491 .619 .078 .030
31 Facilities to develop family members vocationally. .176 .769 .160 .091
32 Have housing facilities. .244 .688 .122 .050
33 Arrange picnic for family members. .503 .559 -.019 -.038
34 Arrange family day. .240 .571 .119 -.090

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 9 iterations.
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Appendix F (I)

Descriptive Statistics (Age)
N Mean Std.

Deviation
Std.
Error

95% Confidence Interval for
Mean

Lower Bound Upper Bound

att_org

Less than 27 yrs 121 4.7314 .46900 .04264 4.6470 4.8158
27-36 yrs 86 4.7442 .65189 .07030 4.6044 4.8840
more than 36 yrs 90 4.8667 .24632 .02596 4.8151 4.9183
Total 297 4.7761 .48276 .02801 4.7210 4.8312

att_mgt

Less than 27 yrs 121 4.1963 .83927 .07630 4.0452 4.3473
27-36 yrs 86 4.4041 .66218 .07140 4.2621 4.5460
more than 36 yrs 90 4.5083 .57992 .06113 4.3869 4.6298
Total 297 4.3510 .72851 .04227 4.2678 4.4342

att_work

Less than 27 yrs 121 4.1880 .87754 .07978 4.0301 4.3460
27-36 yrs 86 4.3459 .86532 .09331 4.1604 4.5315
more than 36 yrs 90 4.6389 .54064 .05699 4.5257 4.7521
Total 297 4.3704 .80672 .04681 4.2782 4.4625

att_fellow

Less than 27 yrs 121 4.6860 .47382 .04307 4.6007 4.7712
27-36 yrs 86 4.6308 .60113 .06482 4.5019 4.7597
more than 36 yrs 90 4.7389 .47391 .04995 4.6396 4.8381
Total 297 4.6860 .51386 .02982 4.6273 4.7447

ave_att

Less than 27 yrs 121 4.4504 .51928 .04721 4.3569 4.5439
27-36 yrs 86 4.5313 .52438 .05655 4.4188 4.6437
more than 36 yrs 90 4.6882 .35597 .03752 4.6136 4.7627
Total 297 4.5459 .48614 .02821 4.4904 4.6014

Appendix F(II)

Multiple Comparisons Table (Age)
LSD
Dependent
Variable

(I) age of the
workers

(J) age of the
workers

Mean
Difference

(I-J)

Std.
Error

Sig. 95% Confidence
Interval

Lower
Bound

Upper
Bound

att_org

Less than 27 yrs 27-36 yrs -.01278 .06779 .851 -.1462 .1206
more than 36 yrs -.13526* .06690 .044 -.2669 -.0036

27-36 yrs Less than 27 yrs .01278 .06779 .851 -.1206 .1462
more than 36 yrs -.12248 .07248 .092 -.2651 .0202

more than 36 yrs Less than 27 yrs .13526* .06690 .044 .0036 .2669
27-36 yrs .12248 .07248 .092 -.0202 .2651

att_mgt

Less than 27 yrs 27-36 yrs -.20779* .10132 .041 -.4072 -.0084
more than 36 yrs -.31205* .10000 .002 -.5089 -.1153

27-36 yrs Less than 27 yrs .20779* .10132 .041 .0084 .4072
more than 36 yrs -.10426 .10833 .337 -.3175 .1089

more than 36 yrs Less than 27 yrs .31205* .10000 .002 .1153 .5089
27-36 yrs .10426 .10833 .337 -.1089 .3175

att_work

Less than 27 yrs 27-36 yrs -.15791 .11099 .156 -.3764 .0605
more than 36 yrs -.45087* .10954 .000 -.6665 -.2353

27-36 yrs Less than 27 yrs .15791 .11099 .156 -.0605 .3764
more than 36 yrs -.29296* .11867 .014 -.5265 -.0594

more than 36 yrs Less than 27 yrs .45087* .10954 .000 .2353 .6665
27-36 yrs .29296* .11867 .014 .0594 .5265

att_fellow

Less than 27 yrs 27-36 yrs .05514 .07248 .447 -.0875 .1978
more than 36 yrs -.05294 .07153 .460 -.1937 .0878

27-36 yrs Less than 27 yrs -.05514 .07248 .447 -.1978 .0875
more than 36 yrs -.10807 .07749 .164 -.2606 .0444

more than 36 yrs Less than 27 yrs .05294 .07153 .460 -.0878 .1937
27-36 yrs .10807 .07749 .164 -.0444 .2606

ave_att

Less than 27 yrs 27-36 yrs -.08084 .06733 .231 -.2134 .0517
more than 36 yrs -.23778* .06645 .000 -.3686 -.1070

27-36 yrs Less than 27 yrs .08084 .06733 .231 -.0517 .2134
more than 36 yrs -.15694* .07199 .030 -.2986 -.0153

more than 36 yrs Less than 27 yrs .23778* .06645 .000 .1070 .3686
27-36 yrs .15694* .07199 .030 .0153 .2986

*. The mean difference is significant at the 0.05 level.
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Appendix F(III)

Group Statistics Table (Gender)

Gender of the
worker.

N Mean Std.
Deviation

Std. Error
Mean

att_org
Male 245 4.7806 .50213 .03208
Female 52 4.7548 .38185 .05295

att_mgt Male 245 4.3500 .73286 .04682
Female 52 4.3558 .71460 .09910

att_work Male 245 4.4429 .71989 .04599
Female 52 4.0288 1.07404 .14894

att_fellow Male 245 4.6806 .51492 .03290
Female 52 4.7115 .51303 .07114

ave_att
Male 245 4.5635 .47518 .03036
Female 52 4.4627 .53181 .07375

Appendix F(IV)

Group Statistics Table (Marital Status)

Marital status of the workers N Mean Std. Deviation Std. Error
Mean

Married 234 4.8002 .46772 .03058
Unmarried 63 4.6865 .52932 .06669
Married 234 4.4135 .69389 .04536
Unmarried 63 4.1190 .80929 .10196
Married 234 4.4444 .72886 .04765
Unmarried 63 4.0952 1.00646 .12680
Married 234 4.7105 .49056 .03207
Unmarried 63 4.5952 .58790 .07407
Married 234 4.5921 .45514 .02975
Unmarried 63 4.3740 .55828 .07034
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Appendix F(V)

Descriptive Statistics Table (Education)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

att_org

Upto Secondary 191 4.7984 .45734 .03309 4.7332 4.8637
Higher
Secondary 78 4.7660 .55294 .06261 4.6414 4.8907

Higher 28 4.6518 .43748 .08268 4.4822 4.8214
Total 297 4.7761 .48276 .02801 4.7210 4.8312

att_mgt

Upto Secondary 191 4.3966 .70950 .05134 4.2953 4.4979
Higher
Secondary 78 4.3429 .71067 .08047 4.1827 4.5032

Higher 28 4.0625 .85696 .16195 3.7302 4.3948
Total 297 4.3510 .72851 .04227 4.2678 4.4342

att_work

Upto Secondary 191 4.4921 .73802 .05340 4.3868 4.5975
Higher
Secondary 78 4.3205 .74391 .08423 4.1528 4.4882

Higher 28 3.6786 1.05597 .19956 3.2691 4.0880
Total 297 4.3704 .80672 .04681 4.2782 4.4625

att_fello
w

Upto Secondary 191 4.6950 .48895 .03538 4.6252 4.7648
Higher
Secondary 78 4.6731 .58430 .06616 4.5413 4.8048

Higher 28 4.6607 .48693 .09202 4.4719 4.8495
Total 297 4.6860 .51386 .02982 4.6273 4.7447

ave_att

Upto Secondary 191 4.5955 .44799 .03242 4.5316 4.6595
Higher
Secondary 78 4.5256 .51168 .05794 4.4103 4.6410

Higher 28 4.2634 .57493 .10865 4.0405 4.4863
Total 297 4.5459 .48614 .02821 4.4904 4.6014
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Appendix F(VI)

Multiple Comparisons (Education)
LSD

Depende
nt
Variable

(I) Education
Qualification

(J) Education
Qualification

Mean
Differen
ce (I-J)

Std.
Error

Sig. 95% Confidence
Interval

Lower
Bound

Upper
Bound

att_org

Upto Secondary Higher Secondary .03240 .06484 .618 -.0952 .1600
Higher .14664 .09764 .134 -.0455 .3388

Higher Secondary Upto Secondary -.03240 .06484 .618 -.1600 .0952
Higher .11424 .10630 .283 -.0950 .3234

Higher Upto Secondary -.14664 .09764 .134 -.3388 .0455
Higher Secondary -.11424 .10630 .283 -.3234 .0950

att_mgt

Upto Secondary Higher Secondary .05365 .09737 .582 -.1380 .2453
Higher .33410* .14663 .023 .0455 .6227

Higher Secondary Upto Secondary -.05365 .09737 .582 -.2453 .1380
Higher .28045 .15963 .080 -.0337 .5946

Higher Upto Secondary -.33410* .14663 .023 -.6227 -.0455
Higher Secondary -.28045 .15963 .080 -.5946 .0337

att_work

Upto Secondary Higher Secondary .17163 .10403 .100 -.0331 .3764
Higher .81358* .15666 .000 .5053 1.1219

Higher Secondary Upto Secondary -.17163 .10403 .100 -.3764 .0331
Higher .64194* .17056 .000 .3063 .9776

Higher Upto Secondary -.81358* .15666 .000 -1.1219 -.5053
Higher Secondary -.64194* .17056 .000 -.9776 -.3063

att_fellow

Upto Secondary Higher Secondary .02195 .06926 .752 -.1144 .1583
Higher .03431 .10431 .742 -.1710 .2396

Higher Secondary Upto Secondary -.02195 .06926 .752 -.1583 .1144
Higher .01236 .11356 .913 -.2111 .2359

Higher Upto Secondary -.03431 .10431 .742 -.2396 .1710
Higher Secondary -.01236 .11356 .913 -.2359 .2111

ave_att

Upto Secondary Higher Secondary .06991 .06425 .277 -.0565 .1964
Higher .33216* .09676 .001 .1417 .5226

Higher Secondary Upto Secondary -.06991 .06425 .277 -.1964 .0565
Higher .26225* .10534 .013 .0549 .4696

Higher Upto Secondary -.33216* .09676 .001 -.5226 -.1417
Higher Secondary -.26225* .10534 .013 -.4696 -.0549

*. The mean difference is significant at the 0.05 level.
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Appendix F(VII)

Descriptive Statistics (Tenure)

N Mean Std.
Deviation

Std.
Error

95% Confidence Interval for Mean
Lower Bound Upper Bound

att_org

3-6 yrs 60 4.6917 .51331 .06627 4.5591 4.8243
6-9 yrs 93 4.8038 .38457 .03988 4.7246 4.8830
9-12 yrs 41 4.7927 .30569 .04774 4.6962 4.8892
12+ 103 4.7937 .59039 .05817 4.6783 4.9091
Total 297 4.7761 .48276 .02801 4.7210 4.8312

att_mgt

3-6 yrs 60 4.1167 .87026 .11235 3.8919 4.3415
6-9 yrs 93 4.3172 .71298 .07393 4.1704 4.4640
9-12 yrs 41 4.5183 .66471 .10381 4.3085 4.7281
12+ 103 4.4515 .64460 .06351 4.3255 4.5774
Total 297 4.3510 .72851 .04227 4.2678 4.4342

att_work

3-6 yrs 60 3.9917 1.06461 .13744 3.7166 4.2667
6-9 yrs 93 4.3790 .71438 .07408 4.2319 4.5262
9-12 yrs 41 4.4268 .64770 .10115 4.2224 4.6313
12+ 103 4.5607 .69704 .06868 4.4245 4.6969
Total 297 4.3704 .80672 .04681 4.2782 4.4625

att_fellow

3-6 yrs 60 4.6625 .56152 .07249 4.5174 4.8076
6-9 yrs 93 4.6801 .45200 .04687 4.5870 4.7732
9-12 yrs 41 4.7805 .29683 .04636 4.6868 4.8742
12+ 103 4.6675 .60064 .05918 4.5501 4.7849
Total 297 4.6860 .51386 .02982 4.6273 4.7447

ave_att

3-6 yrs 60 4.3656 .56442 .07287 4.2198 4.5114
6-9 yrs 93 4.5450 .41940 .04349 4.4587 4.6314
9-12 yrs 41 4.6296 .34697 .05419 4.5201 4.7391
12+ 103 4.6183 .51812 .05105 4.5171 4.7196
Total 297 4.5459 .48614 .02821 4.4904 4.6014

Appendix F(VIII)

Multiple Comparisons (Tenure)
LSD
Dependen
t Variable

(I) Duration
of work with
this
company.

(J) Duration
of work with
this company.

Mean
Differen
ce (I-J)

Std.
Error

Sig. 95% Confidence
Interval

Lower
Bound

Upper
Bound

att_org

3-6 yrs
6-9 yrs -.11210 .08003 .162 -.2696 .0454
9-12 yrs -.10102 .09793 .303 -.2938 .0917
12+ -.10202 .07849 .195 -.2565 .0525

6-9 yrs
3-6 yrs .11210 .08003 .162 -.0454 .2696
9-12 yrs .01108 .09060 .903 -.1672 .1894
12+ .01007 .06914 .884 -.1260 .1461

9-12 yrs
3-6 yrs .10102 .09793 .303 -.0917 .2938
6-9 yrs -.01108 .09060 .903 -.1894 .1672
12+ -.00101 .08925 .991 -.1767 .1746

12+
3-6 yrs .10202 .07849 .195 -.0525 .2565
6-9 yrs -.01007 .06914 .884 -.1461 .1260
9-12 yrs .00101 .08925 .991 -.1746 .1767

att_mgt

3-6 yrs
6-9 yrs -.20054 .11907 .093 -.4349 .0338
9-12 yrs -.40163* .14571 .006 -.6884 -.1149
12+ -.33479* .11678 .004 -.5646 -.1049

6-9 yrs
3-6 yrs .20054 .11907 .093 -.0338 .4349
9-12 yrs -.20109 .13480 .137 -.4664 .0642
12+ -.13425 .10286 .193 -.3367 .0682

9-12 yrs
3-6 yrs .40163* .14571 .006 .1149 .6884
6-9 yrs .20109 .13480 .137 -.0642 .4664
12+ .06684 .13279 .615 -.1945 .3282
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12+
3-6 yrs .33479* .11678 .004 .1049 .5646
6-9 yrs .13425 .10286 .193 -.0682 .3367
9-12 yrs -.06684 .13279 .615 -.3282 .1945

att_work

3-6 yrs
6-9 yrs -.38737* .12985 .003 -.6429 -.1318
9-12 yrs -.43516* .15889 .007 -.7479 -.1225
12+ -.56901* .12735 .000 -.8196 -.3184

6-9 yrs
3-6 yrs .38737* .12985 .003 .1318 .6429
9-12 yrs -.04780 .14700 .745 -.3371 .2415
12+ -.18165 .11217 .106 -.4024 .0391

9-12 yrs
3-6 yrs .43516* .15889 .007 .1225 .7479
6-9 yrs .04780 .14700 .745 -.2415 .3371
12+ -.13385 .14480 .356 -.4188 .1511

12+
3-6 yrs .56901* .12735 .000 .3184 .8196
6-9 yrs .18165 .11217 .106 -.0391 .4024
9-12 yrs .13385 .14480 .356 -.1511 .4188

att_fellow

3-6 yrs
6-9 yrs -.01761 .08528 .837 -.1855 .1502
9-12 yrs -.11799 .10436 .259 -.3234 .0874
12+ -.00498 .08364 .953 -.1696 .1596

6-9 yrs
3-6 yrs .01761 .08528 .837 -.1502 .1855
9-12 yrs -.10038 .09655 .299 -.2904 .0896
12+ .01263 .07367 .864 -.1324 .1576

9-12 yrs
3-6 yrs .11799 .10436 .259 -.0874 .3234
6-9 yrs .10038 .09655 .299 -.0896 .2904
12+ .11301 .09511 .236 -.0742 .3002

12+
3-6 yrs .00498 .08364 .953 -.1596 .1696
6-9 yrs -.01263 .07367 .864 -.1576 .1324
9-12 yrs -.11301 .09511 .236 -.3002 .0742

ave_att

3-6 yrs
6-9 yrs -.17940* .07929 .024 -.3354 -.0234
9-12 yrs -.26395* .09702 .007 -.4549 -.0730
12+ -.25270* .07776 .001 -.4057 -.0997

6-9 yrs
3-6 yrs .17940* .07929 .024 .0234 .3354
9-12 yrs -.08455 .08976 .347 -.2612 .0921
12+ -.07330 .06849 .285 -.2081 .0615

9-12 yrs
3-6 yrs .26395* .09702 .007 .0730 .4549
6-9 yrs .08455 .08976 .347 -.0921 .2612
12+ .01125 .08842 .899 -.1628 .1853

12+
3-6 yrs .25270* .07776 .001 .0997 .4057
6-9 yrs .07330 .06849 .285 -.0615 .2081
9-12 yrs -.01125 .08842 .899 -.1853 .1628

*. The mean difference is significant at the 0.05 level.

Appendix F(IX)

Group Statistics Table (Neighborhood)

Type of Residence N Mean Std. Deviation Std. Error Mean

att_org Local 48 4.8594 .30029 .04334
Non- Local 249 4.7600 .50939 .03228

att_mgt Local 48 4.4896 .53085 .07662
Non- Local 249 4.3243 .75869 .04808

att_work Local 48 4.4427 .75131 .10844
Non- Local 249 4.3564 .81766 .05182

att_fellow Local 48 4.6979 .52834 .07626
Non- Local 249 4.6837 .51208 .03245

ave_att Local 48 4.6224 .39147 .05650
Non- Local 249 4.5311 .50167 .03179
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Appendix F(X)

Group Statistics Table (Social Attachment)

Social and Political Attachment N Mean Std. Deviation Std. Error Mean

att_org Yes 102 4.7745 .36646 .03629
No 195 4.7769 .53449 .03828

att_mgt Yes 102 4.2475 .67806 .06714
No 195 4.4051 .74955 .05368

att_work Yes 102 4.3578 .82016 .08121
No 195 4.3769 .80165 .05741

att_fellow Yes 102 4.6373 .51298 .05079
No 195 4.7115 .51379 .03679

ave_att Yes 102 4.5043 .45888 .04544
No 195 4.5676 .49957 .03577

Appendix F(XI)

Group Statistics Table (Trade Union)

Trade Union Member N Mean Std. Deviation Std. Error Mean

att_org No 207 4.7307 .54771 .03807
Yes 90 4.8806 .25481 .02686

att_mgt No 207 4.3043 .76546 .05320
Yes 90 4.4583 .62626 .06601

att_work No 207 4.2814 .87521 .06083
Yes 90 4.5750 .57505 .06062

att_fellow No 207 4.6739 .53114 .03692
Yes 90 4.7139 .47339 .04990

ave_att No 207 4.4976 .52515 .03650
Yes 90 4.6569 .36022 .03797


