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CHAPTER ONE
INTRODUCTION

1.1. Backgroud of the study

Employee management relationship is one of thegmwnsomponents to a strong organzational
culture. It is fundamental to achieve organzatiogabls and objectives. Employers and
employees often work in close contact and inveytatdvelop a relationship. Managing these
relationships is vital to organizational successmcé strong relationship can lead to greater
employee happiness resulting increased productivBuccessful employee management
relationship puts the company in higher positiorating highly motivated,competitive and

satisfied employees who considers the companyeaisdtvn ( Amsalu,2011 ).

There is a positive relationship between role gaioa and an employee’s performance
evaluation. The degree of congraence that exidtgee®m an employee and his or her boss in the
perception of the employee’s Job influences theaketp which that employee will be Judged as
an effective performer by the boss. To the exteat the employee’s role perception fulfills the
boss’s role expectations. The employee will recavhigher performance evalvation. Teams
provide the natural vehicle for employees to shiaeas and to implement improvements
(Robbins, 2001: 271).

Employee relations procedures provid fair and neaBte standards of behaviour to resolve in a
peaceful manner issues over which employers andogegs have differences ( Gennard and
et.al, 2002:7).

1.2 . Background of the Ethiopian Red Cross SocieffERCS)

The Ethiopian Red Cross Society was estabilisheddwernmrnt decrees on 8 July 1935, after
much of the second Ethio-Italian war (1935-1941)thv& few months of it establishment,the

ERCS began its involvement in humanitarian servimesraining and deploying 300 first aider



and 6 ambulances to various war fronts to caretlier wounded.Its national headquarter is
situated in Addis Abeba where the Secretary _ Gereerd 3 Deputy Secretary _ Generals. At

head quarter level has 232 employees.
1.3 . Statement of the problem

Motivated employees are always looking for bettaysvto do a job. This statement can apply to
corporate strategists and to production workerseiVpeople activeiy seek new ways of doing
thing,they usually find them. It is the responsipilof managers to make employees look for

better ways of doing their jobs (Aswathappa, 213, 316 )

The dynamic nature of needs often poses challemgeny manager in motivating his or her
subordinates, An employee, at any give time, hasows needs, desires, and expectations.
further, all these change overtime and may alsdlicowith each offer. Employees who put in
extra hours at work to fulfill their needs for aocggishment may find that these extra hours
conflict directly with needs for affiliation and d@h desire to be with their families
(Aswathappa, 2002: 313, 316)

If the employers are not motivated employees dgtior the communication is not good the
performance of employees will not be motivatedotder to be productive and to have agood
image, organizations should emphasize on employm®gement relationship by many means.
From pereliminary assessment and information dgoaswith some staff members Ethiopian
Red Cross Society has many problems concerningoge®lmanagement relationship, there is
unwell relations between employees and managerss ik a hole between the management and
employees working in mostly areas of communicationl the employees don’t consider the
organization as their own because the managemeaysigives orders and act like they only
responsible of the organization goal. Therefore,student researcher will develop the employee

and management relationship.
1.4. Research Questions

The study tries to seek ansewer for the followiagkoquestions.

1. What is the existing employee management relatipngtactice in the Ethiopian Red

Cross Society?



2. What are the problems that are associated withethisting employee management
relationship ?

3. What is the attitude of employees to wards emplayemagement relationship in the
organization ?

4. How the management is trying to solve the problemelation to employee management

relationship ?
1.5 . Objective of the Study

The general objective of this paper is to asseggmme management relationship in Ethiopian

Red Cross Society. There are two objectives Gewbjattive and Specific objectibe.
1.5.1 . General Objective explanatory

The general objective of this study is to examimernajor problems that existed on employees in

employee management relationship of the Ethiopiath & 0ss Society.
1.5.2. Specific Objective

+« To identify existing employee management relatigmginthe organization.

+ To identify the problems of employee managemeiatigrship.

s To identify the employees attitude of employee ngemaent relationship in the
organization.

+ To investigate how the management is trying toestive problem.

+«+ Based on the finding to suggest possible recomntiemda
1.6 . Delimitation of the study

Employee management relationship is the back bérteeoorganization activities. This study
accessed the employee management relationshighiopietn Red cross Society which is located
around the area of “stadium” and does not inclutierobranches of the organization. This study
was delimited on the data of 2003 up to 2005 bex#us data are easy accessible when the time

is early.

1.7. Significance of the study



The student researcher trust this study have sagmfisances. Firstly, it helps to provide
additional understanding about employee and manegemelationship in the organization.
Secondly, it can give awareness to the managernentansequences of employee management
relationship and it reminds the management of tigarization to provide big concern for the
issues related. And it helps to used as a basthé&r tesearchers who is interested in writing this

type of research.

1.8. Research Design and methodology

1.8.1. Research design

The research design method used descriptive rés@aethod. This is because the method is
important for descriptions of a characteristicswaparticular subject usually to describe answers
to the questions. Therefore, this study tried teeaswhat are the main reasons and who is

responsible for employee management relationship
1.8.2. Population, Sample Size and Sampling Teclouies

The population of ERCS has 11 regional and 28 zoffae. There are many employees but at
headquarter level situated in Addis Abeba has 28pl@yees. The reserch focus on the head
quarter level out of these 30% of sample size kertaThe study selected its sample by use

stratified sampling with simple random sampling lneet. This gives fair and equal chance to all

respondents.
No Catagory Populatior Percentage @ Sample
size
1 | National general assembly 30 30% 9
2 | DSG,programs 47 30% 14
3 | DSG,branch & resource development 71 30% 21
4 | DSG,support services 84 30% 25
Total 232 69

1.8.3. Types of Data Collected



Data Collected and Used both Primary and Secorditey Primary data were collected through
the distribution of open and closed ended questivas and personal interview was made to
manger. The secondary data are collected througbweof books and other related documents

found in the organization.
1.8.4. Method of Data Collection

The mothod of data collection used in this studylath questuinnaire and structured interview.
The questionnaire contains both open ended ande cbrsled questions. The open ended
guestionnaire tried to reveal more information fromapondents. Questionaire was distributed to
employees and the interview was made to managepilect primary data and through review of

Books and other document of the organization wasenta collect secondary data.
1.8.5 . Data Analysis Method

After data obtaind from primary and secondar sairaeing questionnires, interviews and
document method, the researcher used to analyzentergret data is descriptive analysis tool.
Thus, percentage and tabulation were used. This ttelcompare and show how frequently each

response occurred in relation to the problem.
1.9. Limitation of the Study

These studies have challenge on time, money ared gsources are limited. What is particular
for this study is that limitation on some resportdewere not completed and return the

guestionnaires, by overcoming these challengeseiearch were conducted in a better way.
1.10. Organzing of the Study

The research is organized in a four chapters,itiedhapter deals with the introduction part of
the resarch which includes background of the stgthtement of the problem, basic research
guestion, objective of the study, significant oé ttudy, delimitation/scop of the study, research
design and methology. The second chapter is thevrelrelated literature. The third chapter

incorporated with data presentation, analysis amerpretation. And the last chapter shows the

summary, conclusion and recommendation.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction to Employee Management Relationsip

According to Blyton and et.al Employee Relationsds about general trends, social aggregates
or institutions but about people: people interagtinith one another, pursuing objectives,
reaching agreements, engaging in co-operative anflictual behavior. As such, an enquiry into
the nature of employee relations will be signifitarenhanced by examining specific cases as

well as general trends and developments (BlytonTamdbull, 2004:7).

The traditional distinction between personnel mamaent and Industrial Relations was tolerably
clear: according to Blyton and et.al the formerlde&th individual aspects of the employment
relationship while the latter addressed the callecaspects. HRM contains certain ‘collectivist’
notions, its overall approach has been centerearstyuon the individual and the way individuals
may be managed to enhance the achievement of iroagmizational objectives. As a result:

» HRM emphasizes the employer’s solutions to lababl@ms whereas an employee-
relations approach also considers workers as walbenmunity and societal solutions

» HRM focuses on forces internal to the firm wheraasemployee-relations approach also
considers forces external to the organization sischmarkets, class and property rights

» HRM’s primary goal is organizational competitiveseshereas an employee relations
approach combines this objective with a concernefoployee wellbeing (as well as a
consideration of how the latter influences the fern

» HRM focuses on creating a unity of interests betwemployer and employee whereas
employee relations focus on the generation andatiediof conflicting interest.

» HRM sees management as the primary contributorogitipe employment outcomes,
with unions and government as occasionally necgs&ag. in relation to health and
safety) but more often a burdensome constraintredseemployee relations recognizes
the limitations of management action and the psiprof trade union intervention and

government regulation (Blyton and Turnbull, 2004:12



It is not a matter of employers gaining what woskése, or vice versa, but of the coming

together of the two sides in a relationship whishinherently contradictory: employers need

workers’ creative capacities, but cannot give thieee rein because of the need to secure a
surplus and to maintain a degree of general corawal workers, although subordinate, do not
simply resist the application of managerial con{Blyton and et.al, 2004:41).

According to Dessler careful selection is import@edecting the right employees is important for
three main reasons. First, your own performanceaywlepends in part on your subordinates.
Employees with the right skills and attributes wiidl a better job for you and the company.

Second, it is important because it's costly tougand hire employees. Hiring and training even
a clerk can cost 5000 dollar or more in fees amuesisors time. The total cost of hiring a
manager could easily be 10 time as high once ydusadrch fees, interviewing time, reference
checking, and travel and moving expenses. Thigljrmtportant because of the legal implications
of incompetent hiring.

According to Dessler Negligent hiring underscores heed to think through what the job’s

human requirements really are. Employees protehagnegligent hiring claims by:

» Carefully scrutinizing all information supplied bilye applicant on his or her employment
application. For example, look for unexplained gepsmployment.

» Getting the applicant’s written authorization fefarence checks, and carefully checking
references.

» Saving all records and information you obtain alibatapplicant.

» Rejecting applicants who make false statementsaténal facts or who have conviction
records for offenses directly related and importarthe job in question.

» Keeping in mind the need to balance the applicgmi\gacy rights with others’ need to
know especially when you discover damaging inforomat

» Taking immediate disciplinary action if problemssdop (Dessler, 2003:127).



Accorging to Fisher & et.ahany people assume that discrimination implies st of illegal
act .In fact, to discrimination means simply totidiguish clearly or differentiate. One example of
desirable discrimination is the effort to achieveistinction between good and poor workers in a

company’s performance management system.

lllegal discrimination occurs when unfair actions gaken toward members of a protected class.
A protected class or group consists of individwelt® share some characteristic in common, such
as their race, color, religion, sex, national orjgage, disability status, or status as military
veterans. These individual are protected by lawas pihevent discriminatory employment action
against them because of the characteristic. Theg ira common. Suppose, for instance, that
most white employees in a company were rated astanging performers but the majority of
Hispanic employees were rated as unsatisfactorfonpeers. Such discrimination would be
guestionable and, if based solely on ethnicity, idoe illegal (Fisher and et.al, 2006:181).

2.1. Union Security

According to Dessler first and probably foremostions seek security for themselves; they fight
hard for the right to represent a firm's workersl da be the exclusive bargaining agent for all
employees in the unit. (As such, they negotiatearects for all employees, including those not

members of the union.) Five types of union secuaigy/possible.

1. Closed Shop The company can hire only union members. Congoesdamed this in
1947, but it still exists in some industries (sashprinting)

2. Union Shop The company can hire non union people but thestioin the union after a
prescribed period of time and pay due const theybesfired.)

3. Agency Shop Eemployees who do not belong to the union stilst pay union dues on
the assumption that the union set forts benefithaliworkers.

4. Open Shop It is up to the workers whether or not they jdie union those who do not
do not pay does.

5. Maintenance of Membership Arrangement.Employees do not have to belong to the
union. However union members employed by the firmstrmaintain membership in the
union for the contract period (Dessler, 2003:398).



2.2. The Meaning of Power

According to MShane and et.al Power is the capacity of a pertsam or organization to
influence others. Power is not the act of changtigers attitudes or behavior; it is only the
potential to do so people frequently have powey tthe not use they might not even know they
have powe(McShane and et.al, 2000:370).

2.3. The Theory of Employee Relations
2.3.1.Unitary Theory

According to Hollinshead and et.al the unitary tlyeportrays the employment relationship as
harmonious, with employer and employed working thge to achieve success. It assumes a
common set of values which binds the two partiegetiter and ensures there is no potential
source of conflict. Although this might be conselérthe earliest theory used to describe the
employment relationship, it clearly connects witlany of the contemporary ideas associated
with corporate culture and the use of human resonrangement(HRM).
For this harmonious relationship to exist requigetigh level of consensue beetwn the two
parties in the employment relationship.
The consensue about the objectives of an orgaoizaéin be produced by:-
» ldeas and values beetwn employers and employeeg bBbsolutely identical as a result
of a happy coincidence;
» ldeas and values being a condition of entry todiganization,their existence there fore
being estabilished at the recruitment and selestiage of employment;
» ldeas and values originating with management beéesgnt by those entering the
oreganazation on a voluntary basis and subsequadhtlyted by employees;
» ldeas and values being part of a socialisationraragie and,through corporate induction
courses and other training activities, being inntduily learnt and adopted,;
» Employees being confronted with these ideas andegahnd their adopted or not by

employees, depending on their own circumstancesifidioead and et.al,2003:10).



2.3.2. Theories of Comparative Employee Relations

» Convergence Theory

According to Hollinshead and et.al if overseasgrat of employee relations are to be compared,
then there must exist a series of assumptions atdoaitis being compared. A number of theories
raise some interesting questions about the comtiglxin which those systems exist. In the 1960s,
Kerr and his colleagues popularized the expres&onvergence”. In their book industrialism
and industrial man, Kerr et al. (1974) suggested timder the influence of modern technology,

national systems of employee relations were berag/d together.

The pressures of organizing modern workplaces baped collective bargaining ensured that
requirements for education and training unleasheskrées of related institutional pressures,
which, when combined, had the effect of establigliommon patterns of institutional life. These
in turn led to pluralistic employee relations syssecontributing to a range of democratic societal
systems (Hollinshead and et.al, 2003:35).

» Development Theory

In development theory according to Hollishead aal @ different, though elated, theory comes
from a more critical perspective, which does oweaaallegiance to the Marxist theories of
economic development. Development theory tendgptag the changes taking place within the

economic system as a series of stages that areuttito void (Hollinshead and et.al, 2003:36).
> Internal Theory

The final theory in this section may underlie thajonity of approaches in this area. According to
Hollinshead and et.al it can be referred to asikernal theory of the comparative approach.
Quite simply, the approach here is to play downcihtextual/historical factors, take the features
of the employment relationship and collect dataualibose features in a variety of different
nations. Data verifying the existence and exterd @hrticular phenomenon are then compared

and explained according to some internal logic.
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In one sense this type of comparative theory caasa first stage in the development of a more
rigorous understanding, which will require the gigs from the other two comparative theories
discussed above. Whatever the level of theoretoghistication, it is clear that comparative
research in the area of employee relations willtiooe to expand as all the pressures of
internationalization push business to become isongdy global in its design and

implementation.

In that sense, as the pressure of internationadizabntinue to build, it will become increasingly
important to recognize the details of divergencensure that in areas of employment particular

national characteristics are understood for whey tre ( Hollinshead and et.al, 2003:37).
2.4.Importance of Communication

According to Hitt and et.al the need for communaatpervades organizations. Jobs cannot be
adequately accomplished, goals cannot be met, sedes cannot be filled, and problems cannot
be solved without adequate communication. Althoefflective communication is difficult to

achieve.

Good communication, then, is vital to better orgatonal performance. Effective
communication is important because few things a@m@plished in organizations without it.
Managers must communicate with their subordinatesorder for jobs to be performed

effectively.

Top management must communicate organizationakgoalhe associates who are expected to
achieve them. May jobs require coordination witheo$ in the organization, and coordination
requires communication. In fact, Communicationushsan important part of a manager’s job
that mangers spend between 50 and 90 percent of tilne at work communicating. Top

managers must digest information, shape ideas,dowie tasks, listen to others, and give
instructions. Decisions and policies are of littedue unless they are fully understood by those

who must implement them.

11



Good communication is also the basis for effectaadership, the motivation of subordinates,
and the exercise of power and influence. It is @soessary for establishing effective relations

with important external entities, such as supplieesisumers, and government agencies.

Communication can take many forms, such as fadae®-discussions, letters, memos, phone
calls, notes posted on bulletin boards, presemsitio groups of people, e-mail, and computer-
based information systems. The purposes of commatioic are to provide information and
instructions, to influence others, and to integeatgvities (Hitt and et.al.2006:321).

2.4.1. The Communication Process

According to Hitt and et.al communication involv® sharing of information between two or
more people to achieve a common understanding ahoubbject or situation. Successful
communication occurs when the person receivingiteesage understands it in the way that the
sender intended. Thus, communication does not dtid the message sent. We also need to
consider the message that is received. Think oha then you meant to compliment someone,
but the person understood your remark as an inBhis. was not successful communication-the

message received was not the same as the one sent.

The starting point in the communication processths sender-the person who wishes to
communicate a message. To send a message, the samidirst encode it. Encoding involves
translating information into a message or a sighhé encoded message is then sent through a
communication medium, or communication channethéintended receive.

Communication media are numerous and include wyitface-to-face verbal exchanges, verbal
exchanges without face-to-face contact (for examplene conversations), e-mail, television,
body language, facial expressions, touch (such patan the shoulder), and visual symbols

(such as an “okay”sign).

Once the message has been received, the receiwsrdecode it. In decoding, the receiver
perceives the message and interprets its meaningenBure that the meaning the receiver

attaches to the message is the same as the onddadtby the sender, feedback is necessary.

12



Feedback is theprocess through which the receimeodes the message received and sends it
back to the original sender. Communication thatuides feedback is referred to as two-way
communication. If feedback is not present(resultimgone-way communication), the receiver
may walk away with an entirely different interprta than that intended by the sender (Hitt and
et.al 2006:322).

2.4.2. Direction of Organizational Communication

Communication within organization can occur in afiyhree direction:-

» Downward Communication, which refers to communication from superviser to
subordinate, is necessary to provide job instragtioformation on organization policies,
and performance feedback. Downward communicatiom a@so be used to inform
associates about the organization’s goals and eldaged by the organization.

» Upward Communication, which flows from subordinats to supervisor, is resegy to
provide feedback on downward communication. ItifBadilit to achieve, however, thus it
is one of the least frequently used forms of comgation in organization. Common
channels for obtaining upward communication includgievance procedures,
departmental meetings, "open door” policies, sutigesboxes, attitude surveys,

participation in decisions, and exit interviews.

Upward communication seems particularly difficlt i@arger organizations, probably because
relationship in large organizations are more forpeal. Certainly larger size may inhibit the
guality of interaction between supervisor and aisgechowever, the quality of the interaction is
the most critical element.

» Horizontal Communication, which takes place between associates at the samke ig
also important but is frequently over looked in thesign of organization. Coordination
among organizational units is facilitated by hontsd communication (Hitt A.and et.al
2006:326).

13



2.4.3. Communication Media

According to Hitt and et.al Interpersonal commuha@a as already mentiond, can use many
different media, and different media vary in degoéeichness. Recall that richness desribes the
amount of information a medium can convey. Richndspends on (1) the availability of

feedback, (2) the use of multiple cues, (3) the afseffective language, and (4) the extent to

which the communication has a personal fotusrder of richest to least rich, they are :

Face-to-face communication

Telephone communication

Electronic messaging(such as e-mail)

Personal written text (such as letters,notes,antosd

Formal writte text (such as report,documents,bakeand notices)

Formal numerical text(such as statistical repataphs,and computer printouts)

N o o bk~ 0w Db P

Choosing the type of media to use usually involvémde-off between the richness of the

medium and the cost of using it (Hitt and et.al@23Q9).

2.5. Role Relationships
Accordingto Mullins In order that the organization can acki@ég goals and objective, the work
of individual members must be linked into coheneatterns of activities and relationships. This
is achieved through the role structure of the omgion.
A role is the expected pattern of behaviors assetiavith members occupying a particular
within the structure of the organization. It alsesdribes how a person perceives their own
situation. The concept of role is important to thectioning of groups and for an understanding
of group processes and behavior. It is through ddferentiation that the structure of the work
group and relationships among its members arelettadd. The development of the group entails
the identification of distinct roles for each of inember. Some form of structure is necessary for
teamwork and co/operation. The concept of rolepshed clarify the structure and to define the
pattern of complex relationship within the group.
The role, or roles, that the individual play withire group is influenced by a combination of:-

» Situational factors, such as the requirements of the task, the styleadership, position

in the communication network

14



» Personal factorssuch as values, attitudes, motivation, ability padsonality.
The role that a person plays in one work group beyuite different from the role that person
plays in other work groups. However, everyone withi group is expected to behave in a

particular manner and to fulfill certain role exfons(Mullins, 2005:536).

2.5.1.A Person’s Role-Set

In addition to the role relationships accordindvollins with members of their own group peers,
superiors, subordinates the individual will havawember of related relationship with outsiders
for example, members of other work groups, traderuofficials, suppliers, consumers. This is a
person’s role set. The role set comprises the rafgessociations or contacts with which the
individual has meaningful interactions in connectiwith the performance of their ro(&ullins
2005:536).

2.5.2.Role Incongruence

According to Mullins an important feature of rolelationship is the concept of role
incongruence. This arises when a member of staféiseived as having a high and responsible
position in one respect but a low standing in aaotlspect. Difficulties with role incongruence
can arise from the nature of groupings and forneddtionships within the structure of the
organization.

There are a number of work related relationshipsh s doctor and nurse or senior manager and
personal assistant, which can give rise to a pialeimbalance of authority and responsibility
(Mullins 2005:537).

2.5.3.Role Expectation
Many role expectations are prescribed formally articate what the person is expected to do
and their duties and obligations. Formal role mipdons provide guidelines for expected

behaviors and may be more prevalent in a mechamigganizatior(Mullins, 2006:538).

15



2.5.4Role Conflict

According to Mullins Role conflict arises from inegqliate or inappropriate role definition and
needs to be distinguished from personality clashiesse arise from incompatibility between two
or more people as individuals even though theiesahay be defined clearly and understood
fully. In practice, the manner in which a persotually behaves may not be consistent with their
expected pattern of behaviors’. This inconsistemay be a result of role conflict. Role conflict

as a generic term can include

» Role Incompatibility arises when a person faces a situation in whichulsmeous
different or contradictory expectations create msistency. Compliance with one set of
expectations makes it difficult or impossible torguy with other expectation.

» Role Ambiguity occurs wherhere islack ofclarity as to the precise requirements of the
role and the person is unsure what to do. The peosan perception of their role may
differ from the expectation of others. This implidsat insufficient information is
available for the adequate performance of the Rtde ambiguity may result from a lack
of formally prescribed expectations. It is liketydrise in large, diverse groups or at times
of constant change.

» Role Overloadis when a person faces too many separate rolesoogreat a variety of
expectation(Mullins, 2005:539).

2.6. Sources of power in Organizations

Over 40 years ago John French and Bertram Rawted lifive sources of power within

organizations: legitimate, reward, coercive, experd referent.

> Legitimate power is an agreement among organizational membersp#uwile in certain
roles can request specific behaviors of otherss Plrceived right generally comes from
the person’s position, such as boss’s right to irequou to perform different tasks.
Executives are the most obvious sources of legiarpawer.

» Reward power is derived from the person’s ability to control tAkocation of rewards
valued by others and to remove negative sanctioms, (hegative reinforcement).
Managers have formal authority that gives them poweer the distribution of

organizational rewards such as pay, promotion, trfigvacation schedules, and work
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assignments. Employees may have reward power bglliegt praise and extending
personal benefits within their discretion to otherworkers.

» Coercive power is the ability to apply punishment. Managers ha&eercive power
through their authority to reprimand, demote, anelémployees. Labor unions might use
coercive power tactics, such as withholding sesjic® influence management in
collective agreement negotiations.

» Expert power originates from within the person. It is an indiwal’s or work unit’s
capacity to influence others by possessing knovdemstgskills that they want. Employees
are gaining expert power in the work place as aaiety moves from an industrial to
knowledge based economy.

> Referent power people have referent power when other identifigh them, like them,
or otherwise respectct them. like expert powereresit power comes form within the
person. It is largely a facntion of the personteiirmpersonal skills and usually develops
slowly (Mcshane and et.al, 2000:371).

2.7. Learning through Feedback

According to Mishane and et.al Feedback is anyrmétion that people receive about the
consequences of their behavior. Feedback has arfubw#ect on behavior and job performance
by improving role perceptions, ability, and motieat With respect to role perception, feedback
lets people know what behaviors are appropriatsemressary in a particular situation. For
example, your boss might remind you to spend mone ton a certain activity and less on
another. Feedback improves employee ability byueedy providing information to correct

performance problems.

Employees develop better skills and acquire johteel information by watching instrument dials
or non verbal cues from customers. This is knowrc@sective feedback, because it makes

people aware of their performance errors and hekrs correct those errors quickly.

Feedback is a source of motivation. Positive feekllfalfills personal needs and makes people

more confident that they are able to accomplistagetasks (Mcshane and et.al, 2000:47).
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CHAPTER THREE

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This chapter of the research deals with the prasient analysis and interpretation of data based
on the information gathered through questionnawmetaining close ended and open-ended
guestion and through interviewon gathering data 69 questionnaires had been distdboft

which 41 respondent filled and returned the quastdes.

3.1. General Characteristics of Respondents
The profile of respondents with regarded to age, séucational background and years of service

in the organization are summarized below in thio¥ahg table.

Table 1 Characteristic of Respondents.

No Item Respondent Frequency %
20-30 11 26.83
31-40 19 46.34
1 Age 41-50 7 17.07
Above 50 4 9.76
Total 41 100
Male 27 65.85
2 Sex Female 14 34.15
Total 41 100
Below 10" Grade 2 4.9
High School Complete 4 9.75
Certificate 6 14.63
Educational Diploma 10 24.4
3 Background 1% Degree 16 39.02
2" Degree 3 7.31
Above 2" Degree 0 0.0
Total 41 100
Below 2 years 6 14.63
3-5 years 19 46.34
6-10 years 13 31.70
4 Year of Service 10-15 years 2 4.9
Above 15 years 1 2.43
Total 41 100

Source: questionnaire
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As shown item 1 of table 1, 11(26.83%)of the resigon were between 20-30,19(46.34%)of
them were between 31-40,7(17.07%)of them were htwkl-50,and 4(9.76%)of them were
above 50 yearsespectively. This indicates that majority of tespondents were between 31-40

age groups and found in adolescent and maturigesta

Regarding item 2 of the same table 27(65.85%) efré#ispondent were male at the same time as
the rest 14(34.15%) of them were female. This iaigis that the organization is highly dominated

by male. That shows the organization doesn’t eraggifemale employees.

ltem 3 states that about educational background®@{¥of respondents were below™@rade,
4(9.75%) were high school complete, 6(14.63%) spoadents have certificate, 10(24.4%) and
16(39.02%) of respondents were diploma afidiégree and 3(7.31%) wer&? 2legree holders
respectively. From this one can understand th@nmaof the employees in the organization are
1% degree holders that means the organization whictble task properly if they have handle

carefully.

With regarding to the years of service /work exgece/ of the respondents, as shown in item 4
of the same table, 6(14.63%) of the respondent bal@mv 2 years service, 19(46.34%) of them
have 3-5 years, 13(31.70%) of them have 6-10 y@§4s9%) of them 10-15 years, 1(2.43%) of
the have above 15 years of work experience. Thisates that the working environment of the
organization suitable for the employees. Now a slalyiere is more competitive market
environment, employees are always enforced to sdteknative for their better satisfaction.
Therefore, this indicates that the managementebtiganization has to give proper attention for

the happiness of employees.
3.2. Analysis of the Major Findings

The major findings collected through the questidgrenand interview are summarize below in the

following tables
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Table 2 Respondents value for there Working Conditin

no ltem Value Frequency %

1 | The location and the organization| Strongly Agree 6 14.63
/suitability for transportation Agree 18 43.90

Neutral 13 31.70
Disagree 3 7.32
Strongly Disagree 1 2.44

2 | The suitability office structure to | Strongly Agree 4 9.76

implement duties Agree 22 53.66
Neutral 9 21.95
Disagree 6 14.63
Strongly Disagree - -

3 | The attractiveness offices and | Strongly Agree 4 9.76
working environment (i.e. Agree 15 36.58
cleanness, well ventilation and Neutral 20 48.78
facility’s ) Disagree 2 4.87

Strongly Disagree - -

Source: questionnaire

Item 1 of table 2, 6(14.63%) of the respondentsewstrongly Agree, 18(43.90%) of the
respondents Agreed, 13(31.70%) of them were neud@.32%) of them were Disagreed,
1(2.44%) of them were strongly Disagreed. This lteshows that most of the respondents have
the same opinion about concerning the locatiorhefdrganization. Employees always the first
choose is one organization have suitable trandpaitcom this Ethiopian Red Cross Society are

good position for transportation.

Regards to item 2 of table2, 4(9.76%) of the redpats were strongly Agreed, 22(53.66%) of
the respondents Agreed, 9(21.95%) of them wererale®(14.63%) of them were Disagreed.
From this data, that majority of the respondentgehpleasure regarding to the suitability of
office structure. Therefore, the organization hauetable office structure it's important to

employees working there task comforting.
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According to item 3 of table 2 shows the attragiegs of offices in the organization, 4(9.76%) of
the respondents were strongly Agreed, 15(36.58%hefrespondents Agreed, 20(48.78%) of
them were neutral, 2(4.87%) of them were Disagredtat indicated that majority of the

respondents have the same opinion about concettmnigcation of the organization. That shows

the organization good concerning about the attrantiss of office environment.

In General, as it can be observed from above tafployees in the organization have agreed
with most of the item related with working conditioFrom this one can concluded that the

organization has attractive surroundings and offiith suitable office structure.

Table 3 Respondents Response Concerning to Promatio

no ltem Value Frequency %
1 | The supervisors use a proper Strongly Agree 4 9.76
evaluation to measure a Agree 8 19.51
performance of employees Neutral 23 56.1
Disagree 6 14.63

Strongly Disagree - -

2 | The opportunities for Strongly Agree 6 14.63
advancement/promotion on my jopAgree 12 29.26
Neutral 19 46.34

Disagree 4 9.76

Strongly Disagree - -

3 | The fairness of the management {&Strongly Agree - -

provide promotion for each Agree 2 4.87
employee without discrimination. | Neutral 8 19.51
Disagree 25 60.98
Strongly Disagree 6 19.63

Source: questionnaire
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Item 1 of table 3 shows that employee’s attitudetten performance evaluation given by their
supervisor. As indicated in the table 4(9.76%) bé trespondents were strongly Agreed,
8(19.51%) of the respondents Agreed, 23(51.1%hemtwere neutral, 6(14.63%) of them were
Disagreed. According to this data majority of thapboyees in the organization have agreed

regarding the performance evaluation given by thepervisor.

With regards to the item 2 of table 3, 6(14.63%)tlué respondents were strongly Agreed,
12(29.26%) of the respondents Agreed, 19(46.34 P4hem were neutral, 4(9.76%) of them

were Disagreed. This reveals that majority of #spondent were within the categories of neutral
and agreed. According to the above data, in cag&tlebpian Red Cross Society the fact made

the employees to be fulfilled.

Concerning the item 3 of table 3, 26(4.87%) of thgpondents were Agreed, 8(19.51%) of the
respondents neutral, 25(60.98 %) of them were dhealy 6(19.63%) of them were strongly
disagreed. It's also indicates that majority af tiespondent were despondent. Based on above
data in case of Ethiopian Red Cross Society theonitias of employees were disagreeing and
strongly disagreed about the fairness of the manageto provide promotion for each employee
without discrimination.

Overall according to the data in the table 3, telini indicated that majority of the employees in
the organization have no satisfaction about thenptmn and related issues. This implies, the
organization should have concerning regarding améss of the management to provide

promotion for each employees without discrimination
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Table 4 Respondents Response with Regard to Commuaion

no ltem Value Frequency %
1 Employees and management Strongly Agree 3 7.32
usually known on time when Agree 6 14.63
important things/change/happen. | Neutral 9 21.95
Disagree 16 39.02
Strongly Disagree 7 17.07

2 | Employees hear about vital change&drongly Agree _ _
happen in ERCS through rumors | Agree 4.87
before formal communication is | Neutral 6 14.63
conducted. Disagree 21 51.21
Strongly Disagree 12 29.26
3 | In our organaization we have Strongly Agree 7.32
effective and well communication| Agree 12.2
way and communication in all Neutral 19 46.34
dismensions i.e. Upward, Disagree 11 26.82
downward /or diagonal Strongly Disagree 3 7.31

communication.

Source: questionnaire

Item 1 of table 4, 3(7.32%) of the respondents wstrengly Agreed, 6(14.63%) of the
respondents Agreed, 9(21.95 %) of them were neut(39.02%) of them were Disagreed,
7(17.07%) of them were strongly Disagree. From tlaita the majority of the respondents have

not agreed regarded to knowing important thinggime. This indicates the employees of the

organization feel that organization have not gomghimunication system.

As indicated in the item 2 of table 4, 2(4.87%}lté respondents were Agreed, 6(14.63%) of the
respondents neutral, 21(51.21 %) of respondentg wesagreed, 12(29.26%) of respondents

were strongly Disagreed.
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This indicated that the majority of the respondemtsdisappointed. Moreover, the data obtained
through interview indicated, employees hear abonmiportant changes before formal
communication it is difficult to handle the emplegerespond because without conducted formal
communication maybe the employees hear not cldarnmation, from that information they

confused or fear about the change.

As it can be observed the item 3 of table 4, 3@Baf the respondents were strongly Agreed,
5(12.2%) of the respondents Agreed, 19(46.34 %hefespondents were neutral, 11(26.82%) of
the respondents disagreed, 3(7.31 %) of the regmisdvere strongly disagreed. From this data
the majority of the respondent not satisfied relgsmsl of communication. According to
SEKARAN (2004:120), communication also meets theiadoneeds of organization members,
through expression of their emotions regardingrtiagrk, other official and the organization.
Poor communication may create conflict between aagar and an employee in the work place.
Based on above data in case of Ethiopian Red (Gosity the majorities of employees were

neutral and disagreed about communication of tgarozation.

Table 5 Respondents Response with Regard to Relatghips

no Item Value Frequency %
1 | There is a chance to develop clogeStrongly Agree 24 58.54
friendships with my co-workers. | Agree 13 31.70
Neutral 4 9.76
Disagree _ _

Strongly Disagree

2 | The management practice for Strongly Agree

organization social events after | Agree

working hours. Neutral _ _
Disagree 26 63.41
Strongly Disagree 15 36.58

Source: questionnaire
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As it can be observed the item 1 of table 5, tlgpeadents frequency only 24(58.54%) of the
respondents were strongly Agreed, 13(31.70 %) efréspondents were agreed and 4(9.76%) of
the respondents neutral. Therefore, majority of rrgpondent were happy about the chance to
develop close friendships with their co-workersisTihdicates the organization gives freedom to

employees to make friendship each others.

According to item 2 of table 5, the respondentseweithin categories of disagreed and strongly
disagree with frequency of 26(63.41%) and 15(36%8 respondents respectively. For that
reason employees of the organization have no aetiish about the management practice for

organization social events after working hours.

Table 6 Respondents Response with Regard to Recdgm.

no Item Value Frequency %

1 | The acceptance of your suggestiaorStrongly Agree

by your superior. Agree 6 14.63
Neutral 17 41.46
Disagree 14 34.15
Strongly Disagree 4 9.75

2 | The management always gives | Strongly Agree

attention for employee’s issues. | Agree

Neutral 8 19.51
Disagree 29 70.73
Strongly Disagree 4 9.76
3 | Recognition will be given for the | Strongly Agree _ _
work you do. Agree 6 14.63
Neutral 9 21.95
Disagree 18 43.90
Strongly Disagree 8 19.51

Source: questionnaire
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As indicated in the item 1 of table 6, 6(14.63%}ltd respondents were Agreed, 17(41.46 %) of
the respondents were neutral and 14(34.15%) afesigondents disagreed and 4(9.75%) of them
were strongly disagreed. From this, majority of tagpondents were neutral and disagreed. This
indicates that the management of the organizaticuld focus about employee’s suggestion.
Furthermore, the data obtained through interviewiceted, the acceptance of employees

suggestion He said” Manager should improved em@soye share ideas freely”

Table 6 of Item 2 indicates that the attentionhe& management for employees issues. The data
in the table shows that 8(19.51%) of the resporsd@veére neutral and 29(70.73 %) of the
respondents were disagreed and 4(9.76%) of theomdspts were strongly disagreed.
Furthermore, majority of the respondents state tiatmanagement of the organization didn’t
care about employees issues and this leads thegre&d disagreement. From the respondents
frequency concluded that employees in the organizabhave no satisfaction regarding the

attention given to them by the management.

Table 6 of Iltem 3 indicates that the recognitiorpkyees get for the work they do, 6(14.63%) of
the respondents were Agreed, 9(21.95 %) of theorelgnts were neutral and 18(43.90%) of the
respondents disagreed and 8(19.51%) of them wevagby disagreed. This indicates that the
majority of the respondents have disagreed abeutetognition they get for the work they do.

Table 7: Respondents Response to Management Skalsd Abilities.

no ltem Value Frequency %

1 | There is a smooth administration| Strongly Agree

practices in the organization. Agree 3 7.31
Neutral 33 80.5
Disagree 5 12.19
Strongly Disagree _

2 | The satisfaction of grievance Strongly Agree 1 2.44
handling system by the Agree _ _
organization. neutral 37 90.24

Disagree 3 7.32

Strongly Disagree

Source: questionnaire
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Item 1 of table 7 reveals that the way the managéaministered the organization, 3(7.31%) of
the respondents were Agreed, 33(80.5 %) of theoretlgmts were neutral and 5(12.19%) of the
respondents were disagreed. According to Aswath@qe?, 313), Ability refers to the skill and
competence of the person to complete a given tdswever, ability alone is not enough. The
persons desire to accomplish the task is also sapesOrganizations become successful when
employees have abilities and desire to accompligéngtasks. This indicates the organization

have much work to do on management administration.

As it can be indicated in the item 2 of table 7erethough 1(2.44%) of the respondents were
strongly agreed, 3(7.32 %) of the respondents wWa&greed, majority of the respondents were
neutral categories 37(90.24%). This confirms tmajority of employees have not complain

regarding the grievance handling system of the gament but that is not mean they are

satisfied.

Table 8: Respondents Response Regarding to Managam&upportiveness.

no Item Value Frequency %

1 | The management takes care of theStrongly Agree

interests of employees on the Agree _ _

working environment. Neutral _ _
Disagree 25 60.98
Strongly Disagree 16 39.02

2 | The way the management providesstrongly Agree _ _
help to the employees in case of | Agree 7 17.07
hard problems. Neutral 30 73.17
Disagree 4 9.76

Strongly Disagree

Source: questionnaire

As it can be observed from item1 of table 8 thedency of respondents is mainly within the
categories disagreed and strongly disagreed, wki2h(60.98%) and 16(39.02 %) respectively.
Therefore, all respondents were unhappy regardiegntay the management takes care of the

interests of employees. In addition, the data abthithrough interview indicated in relation to
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management takes care of the employee’s interessaite “We tried our beast but in nature

human being interest growing time to time in diéier cause's

With regarding to item 2 of table 8, 7(17.07%) loé trespondents were agreed, 30(73.17 %) of
the respondents were neutral and 4(9.76%) resptsdare disagreed. Therefore, majority of

the respondent were neutral with regards to theagement support in case of hard problems.
Overall, according to the information in table 8poyees of the organization have displeasure

about the management supportiveness

Table 9 Respondents Response with the Company Padis

no Item Value Frequency %
1 | The employees are informed abouStrongly Agree 3 7.31
company policies clearly. Agree 28 68.3
Neutral 10 24.39
Disagree _ _

Strongly Disagree

2 | The content of the company policeStrongly Agree

for the sake of employees and Agree 6 14.63
management relationship Neutral 3 7.32
smoothness. Disagree 32 18.05

Strongly Disagree

3 | The company polices are executedstrongly Agree

as it is written in practice. Agree 13 31.71
Neutral 18 43.90
Disagree 8 19.51
Strongly Disagree 2 4.88

Source: questionnaire

Item 1 of table 9 indicates that how employeesr@@med about the company policies. Though
3(7.31%) respondents were strongly agreed and 2B(®f of the respondents were agreed,

10(24.39%) respondents were neutral. Thereforg@lames in the organization have agreed
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regarding the way how employees are informed albloeitcompany policies. This indicates

shown the organization give good orientation fow menployees about the organization policy.

With regarding to item 2 of table 9, 6(14.63%) loé¢ respondents were agreed, 3(7.32 %) of the
respondents were neutral and 32(18.05%) respondemesdisagreed. In the questionnaire some
respondents point out that the company policy isteonly for the organization; it ignores the

interest of the employees .That shows the majofityre respondents were disagreed or unhappy.
Hence, employees in the organization have disagremabout the content of the company

polices.

According to item 3 of table 9, 13(31.71%) of tlespondents were agreed, 18(43.90 %) of the
respondents were neutral, 8(19.51%) respondentg wiagreed, 2(4.88%) of them were
strongly disagreed. This indicates that majorityh@ respondent neutral and agreed regarding

the way the company policies implemented.

Table 10 Respondents Response with Regard To Freedo

no Item Value Frequency %
1 | The freedom to use my own Strongly Agree _ _
judgment (to make decisions) Agree 13 31.71
Neutral 12 29.31
Disagree 9 21.95
Strongly Disagree 7 17.03
2 | The freedom to express my Strongly Agree 6 14.63
opinions freely. Agree 28 68.3
Neutral 5 12.2
Disagree 2 4.87
Strongly Disagree _ _
3 | The chance to do the kind of work Strongly Agree 5 12.2
that | do best. Agree 20 48.78
Neutral 15 36.58
Disagree 1 2.44
Strongly Disagree _ _

Source: questionnaire
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As it can be observed from the above table of iterh3(31.71%) of the respondents were agree,
12(29.31 %) of the respondents were neutral,9(22)98f the respondents were disagree, 7
(17.03%) of the respondents were strongly agreéérefore, this indicates the majority of the
respondents have agreed and neutral regardingediréledom to make decisions. This implies

that the leadership style in the organization gpsutive.

Concerning the item 2 of table 10, 6(14.63%) of tbgpondents were strongly agreed, 28(68.3
%) of the respondents were agreed, 5(12.2%) of therme neutral, 2(4.87%) of them disagreed.
This indicates the majority of the respondents teatesfaction about the freedom to express their
opinions freely. This result shows employee’s femado express their opinions freely that helps
the manager to know employees feeling.

As it can be observed from table 10 of item 3, 5{%) of the respondents were strongly agreed,
20(48.78 %) of the respondents were agreed, 1836.5f them were neutral, 1(2.44%) of them

were disagreed. From these data, majority of tspamrdent were within the categories agreed
and neutral. Therefore, employees in the orgamizdtave chance to do the kind of work they do

best. These chances have great impact on produoesse
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CHAPTER FOUR

SUMMARY, CONCLUSION, RECOMMENDATION

This chapter summarizes and concludes the findofgthe research and forwards possible

recommendations.

4.1. Summary of the Major Findings

4

The majority of respondents with regard to workiogndition, which includes the
attractiveness of offices and working environmehg suitability of office stricture and
location of the organization suitability, were agpleand has approval.

With regarding to the opportunities for promatidghe fairness of the management to
provide promotion without discrimination, majorigf the respondent were strongly
disagreed which means they have no satisfaction.

Concerning to the employee hear about importanbgddnappen through rumors before
formal communication, the majority of the employeksagreed 21(51.21%), which they
have not cheerful with communication.

The majority of the respondents i.e. 24(58.54%poedent were unhappy about the
management practice for organization social evaités working hours.

With regards to recognition, 29(70.73%) of them evelisagreed concerning with
management always gives attention for employease$ss18(43.90%) of them were
disagreed regards to recognition gives for the wioely do.

According to the study majority of the respondemtrevneutral regarding to the way of
the management administration and grievance handiistem of the organization.

The majority of the respondent i.e. 25(60.98%)isgpthat, to lower extent management
of the organization are taken care of the emplayesgest. On the other hand 30(73.17%)
of the respondent replied that, the management teelpmployees in case of hared
problems happen.

With regards to the company policies, the majooityemployees agreed about employee
informed about the company policies clearly. 3205%) of them were disagreed
regarding to the company policies for the sakengbleyees and management relationship

smoothness.
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Concerning to freedom, the majority of the respomdeere satisfied about to express
their opinions freely, to work by themselves, tordew things, to make decisions and to
do the kind work they can do best.

According to open-end questionnaires the majofiithe respondents were agree with the
organization have a problems regarding to emplayaragement relationship. Especially
with the management don’t know the different betwemployees performance, there are
big gap communication between employees and empltlye management don’t give
any encouragement for good performance, the exjmttaf employers for employees is
very low, the management don’t gives answers okthployees question on time and the
management don't participate with employees onat@sient.

4.2. Conclusions

The student resercher has drawn the following emieh based on major findings that have been

discussed so far.

In accordance with research findings, the orgammahad an attractive offices and
working environment with a suitable office struguand appropriate location of the
organization for transportation facilities is orfelte positive findings of the research.
The research reveals that employees have the ojpytees for promotion based on their
job and performance evaluation by their supervistowever, the management of the
organization is unfair to provide promotion withaliscrimination, it can be concluded
that the organization have negative impact on ptamno

With regard to communication, the finding showsttithe majority of the employees
disappointed about employees hear important chhageen in the organization before
formal communication is announcement.

With regard to the relationship among employees\aitid the management, the finding
shows that employees of the organization they aw@ glose friendship among them.
However there were poor personal relationship betmtbe management and employees
after working hours.

In relation to recognition, the research identitiest the organization had not ethnicity to
provide any encouragement for the employee whooperkfficiently. In line with this,
the management had not given proper consideratiothé employee’s issues.
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In accordance with research finding, the way of thanagement to administer the
organization and appropriate grievance handlingesysthough the majority of the

employees are impartial. This indicates the majarftemployees not fully happy about
the management administration and grievance hansiistem.

In general, the finding of the research indicates thanagement supportiveness in
regarding to the interest of the employees ancetp them in case of hard problems were
poor and made them to be frustrated.

According to the findings of the research, the ngamaent of the organization had a
practice to inform its employees about the policiesles and regulations of the

organization. However, the content of the orgammatpolice had not enough

consideration for the sake of employees that mdkesmajority of the employees

unhappy.

As the finding of this research, the employees h&f brganization have freedom to
manage their own job, to make decision an expitess opinions freely. Therefore, the

organization gives freedom for the employees orkimgrenvironment freely.

The management of the organization is not takingsagnificant measure to resolve the
problem of the employee’s management relationship.

In accordance with research findings, the orgamnat have a problems with the

management don’t know the different between em@syeerformance, there are big gap
communication between employees and employer, theagement don’'t give any

encouragement for good performance, the expectafiemployers for employees is very
low, the management don’t gives answers of the eyegls question on time and the
management don'’t participate with employees onat@sient. Therefore, the organization

doesn’t consider the problems regarding with empdsymanagement relationship.
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4.3. Recommendations

In the above findings and conclusions, the researshggests the following recommendation to

improve the level of employee’s management relatign

The Ethiopia Red Cross Societies should give pramstfor each employees without
discrimination.

The organization should provide good communicatigih employees and management
to improve the organization goals.

The management must participate with employeesakewient after working hours its
helping the manager to know employees behavioerg@st) clearly.

Providing recognition and incentives for good waskone of the main factors to give
employees happiness. In line with this managemieesattentions for employees issues
is the successful of the organization so, the mamagt should have to give proper
consideration for employees issues.

The management should focused establish on apptegyrievance handling system on
the organization.

The management should take care of the interestmpfloyees because the interest of
employees great impact of the organization.

The organization revises their content of the camppolicy; the content should have
consideration for the sake of employees advantagemly the organization goal. This
may advance to develop smooth and good workingittondn the organization.

The management of the organization should have uneds resolve the problem of the
employee’s management relationship. This implieat tii the situation is continue
indefinitely, this will affect the organization pioctivity, motivation of the employees
and also great impact to achieve the organizatiahsg

The management should look those problems affeptayme management relationships

in the organization.
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Appendix A
St mary’s University
Faculty and Business
Department of Management

The questionnaire to be filed by employees.

This questionnaires is prepared to get informatonEthiopian Red Cross Society (ERCS)
employee and management relationship to assesarchséor academic purpose only. The
success or failure this research depends largelyoantrue and accurate responses. Please note
that any information obtained from so will be teshtis strict confidence. Therefore, | kindly
request you to attempt each question as you caankllgou very much in advice for your
cooperation.

Instruction: Please read each items carefully indicate youroresgs by making a tick mark
( x) inside the box your chose.
Part | General Characterities

1. Age

20-30 [ ] 41-50 [ ]

31-40 |:| Over 50 |:|

2. Sex

Male [ ]
Female |:|

3. Educational Background

Below 10th Grade [ ] First Degree [ ]
High School Complete [ ] Second Degree ]
Certificate |:| Above Second Degree
Diploma I:I ( Spedjfy
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4. How long you been work in this organization?

Below 2 years

3 —5years
6 — 10 years
10 — 15 yars

Above 15 years

UL

Part 11 Question Directly related number of item tothe study.

No

Pleas indicate Strongly Agree, Agree, Disagres

D

Strongly Agree

Neutral or Strong Disagree for the following staterant

Agree

Neutral

Disagree

Strong Disagree

Question related in work condition

1 The location and the organization/suitability for
transportation

2 | The suitability office structure to implementies

3 The attractiveness offices and working environtr{g.e.

cleanness, well ventilation and facility’s )

Questions related with promotion

4 | The opportunities for advancement/promotion onjaby

5 | The fairness of the management to provide promdton
each employee with out discrimination

6 The performance evaluation given by my supervisor

Questionnaires related to communication

7

Employees and management usually known on tinenwh
important things/changes/happen
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8 Do you believe employees hear about importanhgés|
happen in ERCS through rumors before formal
communication is conducted

9 In our organization we have effective and well

communicated way and communication in all dimensi

i.e. upward,downward/or diagonal communication

on

Question related with relationships

10

The chance to develop close friendships with coy—

workers

11

The management practice for organizing sociants.

after working hours

Question related with recognition

12

The acceptance of your suggestion by your soiperi

13

The management always give attention for empgleye

issues

14

Recognition will be given for the work you do

Question ralated with management skills and abiligs

15

The way of management administered the orgaoizat

16

The satisfaction of Grivance handling system thg

organization

Question related with management support

17

The management takes care of the interests plogees

on the working envaroment

18

The way the management provides help to the ®raps

in case of hard problems

Question related with company polices

19 | The employees are informed about company pslicie
clearly
20 | The content of the company polices for the sake

employees and management relationship smoothness
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21 | The company policies are executed as it istemriin

practice

Question related with freedom

22 | The freedom to use my own judgment ( to makésaets )

23 | The freedom to express my opinions freely

24 | The chance to do the kind of work that | do best

Part 111. Open End Questions

25. What are the major problems the organizatiaredarelated employee and management

relationship ?

26. Please indicate the possible solution for tieblpms related to the organization.
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Appendix B

Part v. Interview question for managerial positions

What is one characteristic that you believe eveapager should possess?
What are the main challenges facing managers toélay®ell in your organization?
How do you encourage employee and other manageysuinorganization to communicate the
“core values” and other formal communication?

4. How do you delegate power to employee found in yanganization? How do you check and
cross check the correct applicability?

5. What are the mechanisms used by the organizatiaolte employee management relationship

problem?
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