TEAMSIN ORGANIZATIONS
(A Case Study of Nepal Telecom)

A THESIS

Submitted By:
Shantosh Paudel
Nepal Commerce Campus
T.U. Registration No: 37991-94
Campus Roll No: 552/ 059
MBSII Year Symbol No. 2168063

Submitted To:
Office of The Dean
Faculty of Management
Tribhuvan University

In Partial Fulfillment of the Requirementsfor the

Master’s Degree of Business Studies (M.B.S.)

New Baneshwor, Kathmandu
April, 2009



RECOMMENDATION

Thisisto certify that the thesis

Submitted by:
SHANTOSH PAUDEL

Entitled:

TEAMSIN ORGANIZATION
(A CASE STUDY OF NEPAL TELECOM)

Has been prepared as approved by this Department in the prescribed format
for the Faculty of Management. Thisthesisis forwarded for examination.

(Dr. Bhuba Prasad Tripathi) (Mr. Diwakar Pokhrel)
Thesis Supervisor Campus Chief

(Prof. Dr. Bihari Binod Pokhrel)
Chair person, Research Department



VIVA -VOCE SHEET

We have conducted the viva— voce examination of the thesis presented

By
SHANTOSH PAUDEL

Entitled:

TEAMSIN ORGANIZATION

(A CASE STUDY OF NEPAL TELECOM)

And found the thesis to be the original work of the student and written according to
the prescribed format. We recommended the thesis to accepted as partia fulfillment
of the requirements for

Master’s Degree of Business Studies (M.B.S.)

Viva— voce committee

Chair person, Research Department
Member (Thesis Supervisor)

Member (External Expert)



DECLARATION

| hereby declare that the work reported in this thesis entited TEAMS IN
ORGANIZATION (A case study of Nepal Telecom) submitted to Nepal commerce
Campus, Faculty of Management, Tribhuvan University, is my original work donein
the form of partial fulfillment of the requirement for the Master’s Degree of Business
Studies (M.B.S.) under the supervision of Dr. Bhuba Prasad Tripathi.

SHANTOSH PAUDEL

Resear cher

T.U. Registration No. 37991 — 94
Campus Roll No. 552/ 059

Date ..o



Acknowledgements

I would like to express my heart-felt gratitude to my teachers at Nepal
Commerce Campus for their guidance, encouragement and assistance for the
completion of this research work. | am deeply indebted to Dr. Bhuba Prasad Tripathi
Lecturer, under whose guidance and supervision this research has been carried out.

| also express my gratitude to my parents and my wife Laxmi who supported
me in every possible way. Finally, my special thanks go to my friends Thir Bahadur
Budhathoki, Siddhartha Dhungana, Pramila Shakya, Kiran Baracharya and Sundar

Ghimire for their cooperation and val uable suggestion.

Shantosh Paudel

Nepa Commerce Campus



TABLE OF CONTENTS

Contents Page No.
VIVA -VOCE SHEET
RECOMMENDATION
DECLARATION
ACKNOWLEDGEMENTS
TABLE OF CONTENTS
LIST OF TABLES
LIST OF FIGURES
LIST OF ABBREVIATIONS

CHAPTER -1
INTRODUCTION 1-8
1.1 Background of the Study 1
1.2 Conceptual Framework: 4
1.2.10rganizational Development 4
1.2.2 Team 5
1.2.3 Types of Team 5
1.2.4 Characteristics of Team 7
1.2.5 Team Management 8
1.2.6 Teamsin Organizations 9
1.3 Statement of the problem 10
1.4 Focus of the study 11
1.5 Objective of the study 12
1.6 Significance of the study 12
1.7 Limitation of the study 12
1. 8 Research Methodology 12



CHAPTER -1

REVIEW OF LITERATURE
2.1 Review of Rdated thesis
2.2 Review of Related Articles

CHAPTER - 111

RESEARCHMETHODOLOGY

3.1.
3.2.
3.3.
3.4.
341
3.5.
3.6.
36.1
3.6.2
3.6.3
3.64

DATA PRESENTATION AND ANALYSIS
4.1 Team management in Nepa Telecom: An empirical study

Genera Introduction
Research Design

Sources of data

Population and sample
Details of Sample

Data Collection Procedure
Methods of data Analysis
Statistical tools

Arithmetic mean (Average)
Standard deviation (S.D)
Coefficient of variance (C.V)

CHAPTER -1V

4.1.1 Demographic profile of the respondents

4.1.2 Whole Sample (Nepa Telecom) Scale mean$ S.D.

7

9-18
15
15

19-23
19
19
19
21
21
21
21
22
22
22
23

24-58
24
24
27



4.1.3 Team Management

4.1.4 Team management: Comparison between
L evels of management.

4.2. Mgor findings of the study

CHAPTER -V
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
5.2 Conclusion

5.3 Recommendations

BIBLIOGRAPHY
APPENDIX

31

43
58

59-60
959
59
60



LIST OF TABLE

Table Page No.
3.1 Details of Sample 21
4.1 Distribution of respondent by age: 24
4.2 Distribution of respondent by gender: 25
4.3 Distribution of respondent by education: 25
4.4 Distribution of respondent by year of experience: 26
4.5 Distribution of respondent by marital status: 26
4.6 Whole Sample (NT) Scale, mean and S.D. 27
4.7 Operating level management (Mean and Standard Deviation) 31
4.8 Lower level management (Mean and Standard Deviation) 35
4.9 Middle level management (Mean and Standard Deviation) 39
4.10 Operating level management (Covariance) 43
4.11 Lower level management (Covariance) 43
4.12 Middle level management (Covariance) 48

LIST OF FIGURE
Figure Page No.

Figure 1. Team Management Techniques. 8



%
B.S.

C.V.

Etc
Ex

i.e
Ltd
NT

Pvt
SD.
T.U.

LIST OF ABBERVIATION

Percentage

Bikram Sambat
Coefficient of variation
et. Cetera

Example

Frequency

that is

Limited

Nepal Telecom

page

Private

Standard Deviation
Tribhuvan University

10



CHAPTERI

| ntroduction

1.1 Background of the study
Nepal Telecom - Introduction

In Nepal, operating any form of telecommunication service dates back to 94
years in B.S. 1970. But formally telecom service was provided mainly after the
establishment of MOHAN AKASHWANI in B.S. 2005.Later as per the plan
formulated in First National Five year plan (2012-2017); Telecommunication
Department was established in B.S.2016. To modernize the telecommunications
services and to expand the services, during third five-year plan (2023-2028),
Telecommunication Department was converted into  Telecommunications
Development Board in B.S.2026. After the enactment of Communications
Corporation Act 2028, it was formally established as fully owned Government
Corporation called Nepa Telecommunications Corporation in B.S. 2032 for the
purpose of providing telecommunications services to Nepalese People. After serving
the nation for 29 years with great pride and a sense of accomplishment, Nepa
Telecommunication Corporation was transformed into Nepal Doorsanchar Company
Limited from Baisakh 1, 2061. Nepal Doorsanchar Company Limited is a company
registered under the companies Act 2053. However the company is known to the
genera public by the brand name Nepa Telecom as registered trademark.(
www.ntc.net.np.com.)

Nepal Telecom has always put its endeavors in providing its valued customers
a quality service since its inception. To achieve this goal, technologies best meeting
the interest of its customers has always been selected. The nationwide reach of the
organization, from urban areas to the economically non- viable most remote locations,
istheresult of al these efforts that makes this organization different from others.
Definitely Nepal Telecom's widespread reach will assist in the socio-economic
development of the urban as well as rural areas, as telecommunications is one of the
most important infrastructures required for development. Accordingly in the era of
globalization, it is felt that milestones and achievements of the past are not adequate

enough to catch up with the global trend in the development of telecommunication
11



sector and the growth of telecommunication services in the country will be guided by
Technology, Declining equipment prices, market growth due to increase in standard
life and finally by healthy competition. Converting NT from government owned
Monopoly Company to private owned, business oriented, customer focused company
in a competitive environment, Nepal Telecom invites its all-probable shareholders in

the sacred work of nation building.

Nepal Telecom is a public sector under taking and it is organized under the
Act. The organization required to perform managerial function according to the
management principles. In order to be successful organization its function needed to
organize under certain principle. It requires a continuous search for the methods of
managing the organization.

Organizational development is an on going systematic process to implement
effective change in an organization.Organization Development is known as both a
field of applied behavioral science focused on understanding and managing
organizational change and as a field of scientific study and inquiry. It is
interdisciplinary in nature and draws on sociology, psychology, and theories of
motivation learning and personality.

Organizational development is the behavioral science discipline dedicated to
improving organizations and the people in them through the theory and the practice of
planned change. Organizational development is a process for teaching people how to
solve the problems, take advantage of opportunities, and learn how to do better and
better over time.

Organizational development is a process of planned change-change of an
organizationa culture from one which avoids an examination social process to one
which institutionalizes and legitimizes this examination.(Bruke and Hornstein,1972,
p.9)*

As the term suggest, organizational development is about developing
(improving) organizations. But it is aso about developing individuals. This dual
focus is a unique strength of organizationa development. Organizational
development is an organizational improvement strategy. In the late 1950s and early

1960s, it emerged out of insights from group dynamics and from the theory of
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practice of planned change. Today the field offers an integrated framework capable of
solving most of the important problems confronting the human side of organizations.

Organizational development is about how people and organizations function
and how to get them to function better. The field is based on knowledge from
behavioral science discipline such as psychology, socia psychology, anthropology,
system theory, organizational behavior, organization theory and management. In the
process of managing organization managing people is one of the important aspects.
While managing people team management is one crucial aspect.

A team is a form of group but has some characteristics in greater degree of
interdependency in carrying out task for achieving organizational goals. To achieve
the norms, values and goal of any organization there should be team, which especialy
focused on aims and goals of an organization. Although quality circles groups etc are
there in an organization for organizational development. However, team is one of the
keys of the organization to its development by achieving its own goal in right time.

To achieve the norms, values, and goals of the organization there should be
team, which especially focused on aims and goal of the organization. Although
quality circles, groups, etc are there in an organization for organizational
development however team is one of the keys of the organization for organizational
development by achieving its own goal in right time.

Collaborative management of the work-team culture is a fundamental
emphasis of organizational development program. The reality is that much of the
organization’s work is accomplished directly or indirectly through teams, work team
culture exerts asignificant influence on individual behaviour.

For an effective team in the organization it should have following characteristics.
- Clear purpose

- Informality

- Participation

- Civilized disagreement

- Consensus decision making

- Open communications

- Clear roles and work assignment
- Shared leadership

- Externd relations

13



- Stylediversity

1.2 Teamsin Organizations.

This is the age of organization. Organizations are important at every level of
human life. They surround us. They have become a part and parcel of our life. Most
of their life is spent working for organization. Organization needs people and people
needs organization.

Organizations are established to achieve certain goals .they have a structure.
They have their own technology. They are complex. They operate in dynamic
environment. Organizations are established to achieve their respective goal for the
Human resources should be managed in such a way that goas can be achieved in
time. Human resources can be managed properly in organizations by forming teams.
Team is a group whose individual efforts result in positive synergy through
coordinating efforts. Its performance is greater than the sum of what its members
perform as individuals. The whole is greater than the sum of its parts.

Teams are getting popular in modern organizations. More and more
organizations are restructuring themselves around teams to better utilize employee
talents. Because of the following reasons, we can say teams are effective to achieve
the goal in organizations.

Its goal is collective performance.

The outcome is synergy through collective output.
The accountability isindividual and mutual.
Productivity and satisfaction is high.

a b~ W N

Employee talents and skills are better used.
6 Norigid chain of command.
Finaly, it is concluded that team is the one of the key of organization. It helps
to achieve the organizational goals in time by managing Human resources and other
materials, technology etc

1.3 Statement of the problem

14



Thetitle of thisstudy is Teamsin organizations: A case study of Nepal Telecom. It
is an attempt to study the role of team in an organization. Organizations are
established for many purposes, such as production of goods, providing service of
different types etc whatsoever the type and nature of the organization might be,
without team it cannot achieve its objective.

Researches have been conducted to study the role of team in the
organization. One of the studies conducted by John Armitt, Deputy Managing
director of John Laing International Limited, addressed a British Institute of
Management conference on the theme of _Creating commitment in project based
industries in 1985. After this study he concluded that No one can conceptualize,
design, construct and commission a project. It requires the efforts and skills of many
people and the successful projects occur when individual skills are brought together at
right time with the individuals having a personal desire to succeed with what they are
doing and having a commitment to the achievement of the common goal.

From the study of the research on team we can say that team is essentia for
the systematic progress of the organizations as well as individual. Teams are the
group of people who co-operate to carry out a joint task. They may be assigned to
different work roles or be allowed to sort them out between themselves and change
jobs when they fedl like it. In the context of Nepal, many organizations are there. Out
of them Nepa Telecom is one of the well-established organization known. Nepal
telecom is providing PSTN, CDMA, SKY phone, Post-paid mobile and pre-paid
mobile service to 535481, 173856, 340920,101380 and 1716468 customers
respectively. To provide such service there should be teamwork in Nepal Telecom.
Without teamwork, it is very difficult for an organization to develop. This study tries
to focus on the way of team formulation, its power relation as well asits flow works.
It will aso study how we the team can formulate to provide efficient service to the
shareholders.

So this study is directed to explore the following research questions.

1. Whether there is team management system in the organization under study?
2. At what level of management the teamwork exist in the Nepal Telecom.

3. What is the feeling of team members regarding the team and team leader?
4. How the team members feel about the management?

15



1.4 Focus of the study
This study focuses on effect of team in the organizations. (Nepal Telecom)

to achieve its am and goal in right time. Team refers to group of people who shares
same interest, vision, mission and beliefs to a great extent. It is widely accepted that
teamwork is one of the keys to success of an organization because an individual’s
effort alone cannot make a great change in any sector whereas, even seeming
impossible work can be done easily with the collective effort of team.

The most important single group of interventions in organizational
development are team-building activities, the goals of which are the improvement and
increased effectiveness of various teams with in the organization. Some interventions
focus on the intact work team composed of boss and sub-ordinates, which call the
formal group. Other interventions focus on special teams such as start up teams,
newly constituted teams due to mergers, organization structure changes or plant
startups, task forces, cross-functional project teams and committees.

The focus of this study is how the team building and team play an important
role in an organization for its development and the effectiveness of various teams

within the organization.

1.5 Objective of the study

1) To analyze the role of team building in the organization.

2) Toidentify the effect of team in organizational development.

3) To analyze, how the team affects organizational performance.

4) To anayze the role of team development in the creation of condusive environment
in the organization.

1.6 Significance of the study

In Nepal, there is less availability of research and articles related to
importance of team in organizational development of an organization. As team is one
of the important aspects of the organization and has great contribution in the
organization for its development and increase the individual’s skill.

This study will be meaningful reference to the people having interest in team

building in the organization. This will be useful for reference Telecom management.
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Furthermore, this will be useful for teacher and students related to organizational

devel opment.

1.7 Limitation of the study

1. This study is mainly concentrated on NEPAL TELECOM.

2. This study is based on primary data.

3. This study concentrated only on those factors, which are related with organizationa
development.

1. 8 Research M ethodology
1. Resear ch Design
Research Design will be basically the study of the role of team in Nepal Telecom.
Analytical and descriptive approaches are used to evaluate the effect of team in the
organization .The points are discussed based on primary data.
2. Population and Sample

This study tries to find out effect of team in the organizational development of
Nepal Telecom. The managerial and operative level employees are the respondent of
this study. The number of respondent will be 120.
3. Sources of data
This study will be based on primary sources of data. However secondary data can be
used wherever necessary.
4. Data analysistools

1. Arithmetic mean

2. Standard deviation

3. Coefficient of Variation
5. Organization of the study

This study will be organized in to the following chapters.
Chapter1: Introduction

This chapter includes background of the study, statement of problem,
objective of the study, significance / importance of the study and limitation of the
study.

Chapter 11: Review of literature
17



It deals with conceptual / theoretical review and review of related studies.
Chapter 111: Research M ethodology

It includes research design, population and sample, sources of data, data
collection, techniques and data analysis tools, limitation of methodology and review
of related studies.
Chapter 1V: Data presentation and Analysis

It tries to analyze and evaluate data through various tools and interprets major
findings of the study.
Chapter V: Summary, conclusion and Recommendations

This chapter summarize the study, create conclusions and recommends

suggestions.

18



CHAPTER - 11

Review of Literature

Review of literature is an essentia part of all studies. It helps the researcher to
develop a thorough understanding of previous research works that relate the present
study. This chapter is concerned with review of literature relevant to the teams in the
organizations. This chapter is categorized in to conceptual review, review of related
thesis and review of related articles.

2.1 Conceptual Review:

In this chapter we will be focusing over the theoretical as well as conceptual basis
about team organizational management. The conceptual frame work will be
categorized in to organizational development, team, types of teams, characteristics of

teams, team management and teams in organizations.

2.1.1 Organizational Development:

Organizational development is a systematic process for applying behavioral
science, principles and practices in organizations to increase individua as well as
organizational effectiveness. Organizational development is an organizational
improvement strategy. In the late 1950s and early 1960s, it emerged out from the
insights of group dynamics and from the theory and practices of planned changing
behaviors. Such a group dynamics has an integrated framework which has been
capable of solving the important problem by confronting the human side of an
organization.

Organization development is the process with how the people and organization
function and how to get them to function better. It is based on ideas from behavioral
science and its disciplines such as psychology, sociology, social psychology,
anthropology, system theory, organizational behavior, organization theory and
management. Organizational development practitioners are resultants trained in the
theory and practice of organizational development with knowledge from underlying

behavioral science.
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Organizational development is an effort (1) planned, (2) organization-wide
and (3) managed from the top, to (4) increased organization effectiveness and health
through (5) planned interventions in the organizations process using behaviora
science knowledge. (Beckhard, 1969, p.9)?

Organizational development is a response to change a complex educational
strategy intended to change the beliefs, attitudes, values and structures of
organizations so that they can better adapt to new technologies, markets and
challenges and the dizzying rate of changeit. (Bennis G. Warren,1969, p.2)*

Organizational development can be defined as a planned and sustained effort
to apply behavioral science for system improvement, using reflexive self analytic
methods. (Schmuck and Miles, 1971, p.2)*

Organizational development is a set of behavioral science-based theories,
values, strategies and techniques aimed at the planned change of the organizational
work setting for the purpose of enhancing individual development and improving
organizational performance, through the alteration of organizational members on the
job behaviors. (Porras .and Robertson ., 1992, p. 272)°

2.1.2 Team

The word team is used often in simple manner. Sometimes merely it is taken
as a synonym for group. But, there is no synonymous feature of team to define as
group. It can be distinguished from the meaning of group.

A team is a group in which the individuals have a common aim and in which
the jobs and skills of each member fit with those of others, as to take a very
mechanical and static analogy- in a jig saw puzzle pieces fit together without
distortion and together produce some overall pattern. (Bernard Babington Smith)

A team is aform of group, but has some characteristics in greater degree than
ordinary groups, including higher commitment to common goals and a higher degree
of interdependency and interaction.

There is a interrelationship between team and organization. Each and every
organization established to achieve its goals. To achieve the goal of the organization
al the members of it has committed and taken responsibility for their work. To do

work easily in the organization, many teams are developed. By many teams work can
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be completed quickly, conveniently and effectively. The team can do better than an
individual in organization. The collective performance is greater than the total

performance of members as individuals.

2.1.3 Typesof Team
Team can be developed in the organization different teams are found. It has a
developmental process of team. We find following different forms of team:

a) Problem solving Team.
a) Crossfunctional team.
b) Virtual Teams
c) Self Management Teams

a. Problem Solving Team

In this team, members discuss for the ways of improving quality, efficiency
and work environment. They are formed from a same department and they discuss for
making suggestions and ideas but they do not possess the authority to make decisions.
b. CrossFunctional Team

They consist members from different work- areas. The level of members is same.
Members are experts in different specialties. They develop new ideas, solve problems,
exchange information and coordinate complex projects.

c. Virtual Teams:

They are based on information technology and computers. Members are
physically in distance. There is no any face-to-face interaction. They collaborate on-
line to achieve a common goal.

d. Self-managed Team:

They are Self-managed teams. They solve problems, implement decisions and

they take full responsibilities for the outcome. Members perform interdependent jobs.

They evaluate each other's performance.

Advantages of Team work in the organization
1 Members work collectively to achieve specific team goals. Their
performanceis high.
2 Members have authority to make decisions that affect them. Decision

making is decentralized.
21
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Thereisno rigid chain of command.

Productivity and satisfaction is high, stressis low.
Performance evaluation is made by members themselves.
Employees talents and skills are better utilized.

Climate of creativity and innovation is created.

2.1.4 Characteristics of Team

10
11

12

13

14
15
16
17
18
19

The atmosphere tends to be relaxed, comfortable and informal.

The groups _ task iswell understood and accepted by the members.

The members listen well to each other, alot of task will be accomplished
and relevant discussion with full participation of members.

People express both their feelings and ideas.

Conflict and disagreement are present but are centered around ideas and
methods not personalities and people.

The group is self conscious about its operation.

Decisions are usually based on consensus, not the mgjority of votes.

It has clear purpose (defined and accepted vision, mission, goal or task and
action plan).

There is open communication in teams.

Team has broad spectrum of group process and task skills.

In addition to a formal leader, everyone shares in effective leadership
behaviors.

The team pays attention to developing outside relationships, resources,
credibility.

In team there is much discussion with everyone so all are encouraged to
participate.

Periodic evaluation of how well the team is functioning.

A team isasmall group.

Its goal is collective performance. It is guided by specific team goals.

It is self-directing and self managing.

The accountability isindividual and mutual.

Members discuss and decide through active problem-solving meetings.

They do real work. They are action-oriented.
22



2.1.5 Team M anagement

Effective team management can be done through the following techniques:

A. Set Guidelines C. Revisit Work

Team
M anagemen

D. Manage Conflicts B. Focus on Performance

Figure 1. Team Management Techniques.

A. Set Guidelines:
Teams differ greatly in their functions and activities. They should have:

1)

2)
3)
4)
5)

Clearly defined goals. Members should have clear understanding of the
goals. Goals should be achievable.

Specific authority and responsibility.

Optimal size (5to 10 isideal.)

Chairperson to chair the discussions.

Focus on issues, not personalities.

B. Focuson Performance.

1)
2)

3)
4)
5)
6)

Provide performance challenges to teams through specific issues.

Skills of team members should be appropriate and relevant. Members
should be provided with training.

Accountability of team should be laid down clearly.

Evaluation should be a continuous process.

Provide rewards for team and individua members.

Commitment of team members should bein total.

23



C. Revisit Work Design:

Team effectiveness is affected by behaviora factors in work design. The
following components of work design should be continuously revisited to maintain
and increase team effectiveness.

1. Autonomy: It is responsibility for what one does. It provides freedom in

decision making.

2. Skill variety: It is variety in the use of abilities and skills. Lack of variety

leads to boredom.

3. Task Identity: it is doing the whole piece of work. It provides a sense of

accomplishment.

4. Task Significance: it is the feeling that the work has meaning to people

inside and outside the organization.
D. Manage Conflicts:

Functional conflict is essentia for teams. But it should be managed to teams _
advantages in a creative way, especially by:

i) Creating mutual trust among members.

i) Unified commitment to team goals.

1)) Open communication.

iv) Adequate negotiating skills.

Effective leadership with relevant skills.

2.2 Review of Related thesis

There has been no research on the teams to the knowledge of the researcher.

2.3 Review of Related Articles:

Here the effort will be made to review of related articles written other than
Nepal ese context.

"Entrepreneurship reconsidered: the team as hero" deals with the concept of
team derived from historical myth.

American myth tries to define the team actors as two kind of identity as
entrepreneurial heroes and industrial drones. The myth about the entrepreneur heroes

suggests the personality who builds the big ideas and goes on with developing the
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organization. It can be taken up with innovation of technological uses and
organizational solutions. They are men who apply their imagination and dare to
accomplish the work by their effort. Americans have the spirit of making effort as
they believe that "American you can go from rags to riches." Industrial drones goes
with the heroes for working out in organization. Average workers are called the
drones that are unable to work with their own minds or imaginations. They need the
directions from above. The drones are governed by the rules and values that the
entrepreneurial heroes planned for. The process continues and makes the value of
workers at al levels adding their values not solely but by discovering opportunity for
improvement of product and process. (Reich Robert B, 1987 p. 77-83) °

In this paradigm, entrepreneurship is not the sole province of the company's
founder or its top manger. Rather it is a capability and attitude that is defused
throughout the company. So, it initiates the collective entrepreneurship that entails
close working relationships among people at all stages of the process. The collective
entrepreneurship represents the path toward an economic future that is promising for
both managers and workers.

A case study about the possibility of replacing assembly line in a motor plant
by ateam conducted in Nissan and General Motors in 1970s showed mixed result. In
the Nissan factory, the work force of 1900 has been broken down in to teams, each
responsible for one part of production. There is no distinction between jobs. each
member can do another member's job. it is said that no one talks about ‘My job' rather
they use the phrase 'our job'. They distribute dull jobs among all team members,
discuss about the production, solve problems and express dissatisfaction, if any. It is
concluded that team work has brought positive result showing the possibility of
replacing system of assembly line.

Un like Nissan case, in General motors team work has not been found to be
effective. When the workers in group were asked about their preference, some of
them expressed their desire to work on the assembly line. Although it seemed rather
surprising, the reason they gave for their choice was valid. According to them, the job
on assembly line was much easier than the group work in which they had to take
additional responsibility. Moreover there was problem in managing a large number of
parts ready to be used by the team members. It was also noticed that team work

cannot bring good result unless each member is a self motivated leader who is always
25



aware of the standard of the production and his responsibility. This study did not
show any possibility of replacing assembly line by team. (Adair John,1986,p.102-
103)’

“Enhancing the effectiveness of cross- functional teams” deals with the effectiveness
of the teamwork in an organization.

This study was conducted in one of the largest transit companiesin the United States,
founded in 1960 to provide public bus service s for alarge metropolitan area. In this
company, al the management employees enrolled in an eleven days, mandatory
training programme entitled “Leadership 2000”. At the culmination of the training,
they participated thirty-five cross-functional teams, known as “Project for change”,
which enable participants to:

. Practice the knowledge and skills they learn ed in the Leadership 2000 programme,

. Help the company’s transition to a new organizational culture of empowered
employees and

. Ultimately to improve the quality and efficiency of the transit services.

The factors which were identified as inhabiting the success of team were: distrust
between the executive staff and the employees scheduling the problems for the team
meetings, lack of support by the sponsor and executive staff, the members dropping
out and not following through on assignment, team lacking the resources to complete

the project and an organizational culture “no change wanted here”.

During the interview process participants were asked to identify ways of improving
the performance of the future cross-functiona teams and the following
recommendation were made:

- Clear dead lines by which to complete the project monthly status reports
required.

- Greater clarity about the boundaries of the project.

- Clear rewards for the completing the projects and clear repercussions for the
not completing the project.

- Advertise what teams are doing.
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After the completion of the study, it is conclude that Organizations are increasingly
using cross-functional teams to address broad scale organizationa problems and the
potential of such team is undeniable. Bringing a cross —functional perspective to
organizational problems helps bring understanding, problem solving capabilities,
coordination , communication and ultimately, improved quality and productivity.
(Rebecca A. Proehl, 1996 p. 3-10)®
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CHAPTER |11
Resear ch M ethodology

Research Methodology is the study of methods used in different disciplines.
This chapter contains the discussion about the methods and processes that has been
used for the study and analysis of role use of team in the organization. It includes
general introduction and method of data analysis. Team management is not a popular
area of research in genera. There is shortage of extensive study in this subject in the
national level in particular and international areain general. It is a hard topic in itself.
Thetopic is selected for the study in Nepalese context.

The researcher encountered different problems in designing the study because
of the widely accepted theories on the subject. The present study assumes team
management in organization as on independent variable and organization
management as dependent variable.

3.1. General Introduction:

In Research methodology, different types of research and their principles,

process, methods, techniques and tools are studied. This study helps to conclude

the importance of team in the organizations to achieve the goal in right time.

3.2. Research Design:

Research design serves as a framework for the study, guiding the collection
and analysis of data, the research instruments to be utilized, and the sampling plan, to
be followed. Kerlinger (1986) describes a research design as the plan, structure and
strategy of investigation conceives so as to obtain answers to research questions and
to control variance. Descriptive and analytical research design have been used in this
study.

3.3. Sourcesof data:

This study is conducted on the basis of primary data. The datarequired for the
analysis are directly obtained from the respondents. The primary data were collected
for the study from Nepal Telecom. The gquestion items were devel oped after the study

of team's process in organization.
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In order to get the opinion of the respondent were asked to select the five choices in

each of the questiononal - 5 scale where

1. Doesnot describe me at all.
Does not describe me very well
Describes me somewhat

Describes me well

a b W N

Describes me very well.

Demographic profiles of respondent ( age, sex, education, job status and marital
status) were also gathered.

The questionnaire deal with the following aspect of team management;

1.

To what extent do you believe that team work is needed to accomplish result in
your organization

To what extent does your top management is committed to team building in your
organization.

Isteam work mentioned in any of your company statement?

4. To what extent developing an effective work team part of the requirement in your

performance review.

To what extent the work units (Department, Branch etc) in your organization had
engaged in some type of team building activity.

To what extent do you face the obstacles in team building in your organization?

| normally take the responsibility for getting the team to agree on what meeting
should accomplish.

| tend to summarize to other team members what the team has accomplished so
far.

| am usualy the person who helps other team members overcome their

disagreements

10. | try to ensure that everyone gets heard on issues.

11.1 am usually the person who helps the team determine how to organize the

discussion.

12. | praise other team members for their ideas more than do othersin the meetings.

13. People tend to rely on meto keep track of what has been said in meeting.

14. The team typically counts on me to prevent debates from getting out of hand.

15. | tend to say things that make the group feel optimistic about its accomplishment.
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16. Team members usually count on me to give everyone a chance to speak.

17. In most meeting, | am less likely than othersto put down the ideas of teammates.
18. | actively help teammates to receive differences in meetings.

19. | actively encourage quiet team members to describe their ideas on each issue.
20. Peopletend to rely on meto clarify the purpose of the meeting.

21. 1 like to be the person who takes notes or minuets of the meeting.

3.4. Population and sample:

In this study the research was performed in the Nepal Telecom. For the
selection of respondent the list of manage on each team was obtained from Nepal
Telecom. The required number of manager was selected based on judgmental
sampling representing operating low and middle level management. Altogether 150

employees have received the questions and from 120 employees, effective was

received.
3.4.1 Details of Sample TableNo. 3.1
Level of employees Selected sample Responses
Operating Level 50 40
Lower Level 74 64
Middle Level 26 16

In Operating level 50 employees are selected but only 40 employees
responded. Similarly, in Lower level 64 employees responded among 74 employees.
And in Middle level 16 employees responded out of 26 employees selected.

3.5. Data Collection Procedure:

Data have been collected through questionnaire method. Team management is
the key factor of organization development. This study made effort to explore the
feelings of team members using 1 to 5 scale questionnaires however secondary
sources were also used in the process of collecting information. The questionnaire
was designed to acquire the perception, view and attitude of the team members.

3.6. Methods of data Analysis:
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In this study, various statistical tools have been used. The SPSS soft ware was
used to analyze the data. In the process of analysis, The mean, Standard Deviation and
coefficient of Variation was calculated to find the value of the opinion expressed by
respondents.

36.1 Statistical tools

After the collection, organization and the presentation of data, the next step is
to analyze the data. In this study, various statistical tools like mean, standard
deviation, coefficient of variation etc. have been used to analysis the data. The
following tools are used in the analysis of the importance of the teams in the
organization.

3.6.2 Arithmetic mean (Average):
It represents the entire data by a single value. It provides the gist and gives bird's eye

view of the huge mass of unwieldy numerica data. It is caculated as

D> X
N

X =
Where: X = Arithmetic mean
N = Number of observations
>X .
= Sum of observations

3.6.3 Standard deviation (S.D)

The measurement of the scatter ness of the mass of figuresin a series about an
average is known as dispersion. The standard deviation measures the absolute
dispersion. Standard deviation usualy denoted by the letter (sigma the Greek
alphabet) was first suggested by Karl Pearson as a measure of dispersion. It is defined
as the positive square root of the arithmetic mean of the squares of the deviations of

the given observations from arithmetic mean asis given by

s = ,/12(x—§<)2
n

wherg x= ¥/ 5x
& % is the arithmetic mean of the given values.

The greater the standard deviation, the greater the dispersion or variability and
the greater will be the magnitude of the variation of the values from the mean. In

other words, a small standard deviation means a high degree of uniformity of the
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observations as well as homogeneity of series. Thus, the standard deviation is

extremely useful in judging the representativeness of the mean.

3.6.4 Coefficient of variance (C.V)

Standard deviation is only an absolute measure of dispersion, depending upon
the units of measurement. The relative measure of dispersion based on standard
deviation is called the coefficient of standard (Gupta, 1993).

cV =2 x100%

It is given by: X

For the comparing the variability of the two distributions, C.V. is computed of
each distribution. A distribution with smaller C.V. is said to less variable or more
consistent or more homogeneous or uniform or more stable or more consistent or
more equitable than other.

A distribution having greater C .V. is said to be more heterogeneous, more
variable, less consistent, less uniform, less stable, less stationary, or less equitable
than others are.

Some questionnaires related to "team in the organization” are given to the
employees of Nepal Telecom to know the opinion of them which realy help my
research about team.

These above mentioned variables are given to employees of three different
levels, they are operating level, lower level and middle level where fourth and fifth
level's employees are consider as a employees of operating level. Sixth and seventh

level's are employees of lower level and eighth level's employees are middle level.
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CHAPTER- 1V

DATA PRESENTATION AND ANALYSIS

This chapter is concerned with the data presentation and analysis of the study.
Likewise, mgjor findings of the study are also presented. The data have been analyzed
based on the levels of management.

4.1 Team management in Nepal Telecom: An empirical study

The analysis of data collected from the respondents of Nepal Telecom, to
assess the feeling of team members has been presented in this chapter. The basis of
analysis is the percent and mean value derived after calculation. The perception of
team members who belong to operating level, lower level and middle level in

hierarchy of management in the organization.

4.1.1 Demographic profile of the respondents

Altogether 120 respondents opined their opinion to the given variables. This
Demographic profile includes distribution of them by their age, gender, education,
years of experience and marital status.

In Middle level 5 employees belong to 26 to 35 years age group, 8 belong to 36 — 45
years age group, and 3 belong to 45 years above age group. Similarly, in lower level
10, 20, 25 and 9 belong to less than 25, 26 — 35, 36 — 45 and 45 years above age group
respectively. Like wisein operating level 10, 12, 10 and 8 belong to less than 25, 26 —
35, 36 — 45 and 45 years above age group respectively.(See Table No. 4.1)

1. Distribution of respondent by their age: TableNo. 4.1
Designation Age Group Total
Lessthan 26-35 36 - 45 45 above
25
Middle level 0 5 8 3 16
Lower level 10 20 25 9 64
Operating 10 12 10 8 40
level




14, 40 and 28 employees are male in middle, lower and operating level management
respectively.2, 4 and 14 employees are female in middle, lower and operating level

management respectively. (see Table no. 4.2)

2. Distribution of respondent by gender: TableNo. 4.2
Designation Gender Total
Mae Percentage Female Percentage
Middle level 14 87.5 2 12.5 16
Lower level 40 62.5 14 375 64
Operating 28 70 12 30 40
level

In middle level 2 employees are Bachelor degree graduate and 14 have passed
Master degree. In lower level 24 employees have passed Master degree and 40 have
passed Bachelor level. And in Operating level 2 employees are SLC graduate, 10
have passed Intermediate, 18 have passed Bachelor degree and 10 have passed
Masters.(See Table No. 4.3)

3. Distribution of respondent by education: TableNo. 4.3
Designation Education Total
SLC Intermediate | Bachelor Masters
Middle level 0 0 2 14 16
Lower level 0 0 40 24 64
Operating 2 10 18 10 40
level

In middle level management 2 employees have 0 — 5 years experience , five have 5-10
years experience , four have 10- 15 years experience and five have 15 years above
experience. Similarly in lower level 25 employees have 0 — 5 years experience , 20
have 5-10 years experience , 10 have 10- 15 years experience and 9 have 15 years
above experience. Like wise in operating level 10 employees have 0 — 5 years
experience, 12 have 5-10 years experience , 8 have 10- 15 years experience and 9
have 10 years above experience.(See Table No. 4.4)
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4. Distribution of respondent by year of experience:

TableNo.4.4
Designation Experience (in year) Total
0-5 5-10 10- 15 15 above
Middle level 2 5 4 5 16
Lower level 25 20 10 9 64
Operating 10 12 8 10 40
level

In middle level management, al 16 employees are married. In lower level 10
employees are unmarried and 54 are married. And in Operating level management 20

employees are single that is unmarried and 20 are married.(See Table No. 4.5)

5. Distribution of respondent by marital status: TableNo. 4.5
Designation Marital Status Total
Single Married Divorced | Widowed
Middle level 0 16 0 0 16
Lower level 10 54 0 0 64
Operating 20 20 0 0 40
level
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4.1.2 Whole Sample (Nepal Telecom) Scale, mean and standard deviation

TableNo. 4.6
Variable Scale Mean | S.D.
S 1 2 3 5
f % % % % f | %

1 4 33 1| 08 5| 42| 42| 35|68 56.7 441 | 0.88
2 5 4.2 4| 33| 33|275| 55|458| 23| 19.2 3.73 ] 0.95
3 5 4.2 3| 25| 17|142| 49|408|46| 383| 4.07| 1.00
4 4 33 2| 17 7| 58| 45|375|62| 517 433 | 0.92
5 8 67| 14|117| 31|308| 61|508| - - 426 | 0.91
6 23 192| 18| 15| 25|208| 41| 34.2| 13| 10.8| 3.03| 1.30
7 14 11.7| 12| 10| 18| 15| 23|19.2| 53| 44.2 374 141
8 14 11.7| 12| 10| 36| 30| 30|, 25|28| 253| 338|130
9 19 158| 20|16.7| 27|225| 2327521 | 175| 314|333
10 18 15| 31|258| 15|125| 10| 88| 46| 383| 330|155
11 14 11.7| 18| 15| 36| 30| 19|158|33| 275| 333|134
12 5 42| 15|125| 45|375| 23|19.2|32| 26.7 352|114
13 11 92| 21175 24| 20| 38|317|27| 21.7 340 | 1.26
14 11 92| 16|133| 28|233| 32|267|33| 275| 350 1.28
15 4 33 2| 17| 26217 33|275|55| 458| 411|102
16 2 1.7 7| 58| 44|36.7| 31|258| 36 30| 377|100
17 3 25 9| 75| 31|258| 39|325|38| 317 3.83 ] 1.04
18 3 25 3| 25| 21|175| 46|383|47| 392 4.09 | 0.94
19 5 4.2 2| 17| 31,258| 43|355|39| 325| 391|101
20 1 0.8 4| 33| 16|133| 77|642|22| 183| 3.96| 0.73
21 - - - - 13/108| 2117586 | 717 461 | 0.68

Analysis of the opinion of the respondentsto the variables 1- 21 according to table

No. 4.6
1. Need of team wor k

In this variable the highest frequency is 68 which lies on scale 5, mean is 4.41 and

standard deviation is 0.884 it shows most of the respondents responded their opinion

towards scale 5. S.D. is less than one so there is homogeneity of the opinion of

respondents.

2. Team building

In this variable the highest frequency is 55 which lies on scale 4, mean is 3.73 and

standard deviation is 0.952 it shows most of the respondents responded their opinion
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towards scae 4.S.D. is less than one so there is homogeneity of the opinion of

respondents.
3. Mention of team work

In this variable the highest frequency is 49 which lies on scale 4, mean is 4.07 and
standard deviation is 1.00 it shows most of the respondents responded their opinion

towards sca e 4.

4. Developing of an effective team wor k

In this variable the highest frequency is 62 which lies on scale 5, mean is 4.33 and
standard deviation is 0.92 it shows most of the respondents responded their opinion
towards scale 5. S.D. is less than one so there is homogeneity of the opinion of

respondents.

5.Engaged in team building activity

In this variable the highest frequency is 61 which lies on scale 4, mean is 4.26 and
standard deviation is 0.91 it shows most of the respondents responded their opinion
towards scale 4. SD. is less than one so there is homogeneity of the opinion of
respondents.

6.0bstacle in team building

In this variable the highest frequency is 41 which lies on scale 4, mean is 3.03 and
standard deviation is 1.30 it shows most of the respondents responded their opinion
towards scale 4. S.D. is greater than one so there is heterogeneity of the opinion of
respondents.

7. Taking responsibility

In this variable the highest frequency is 53 which lies on scale 5, mean is 3.74 and
standard deviation is 1.41 it shows most of the respondents responded their opinion
towards scale 5. S.D. is greater than one so there is heterogeneity of the opinion of

respondents.

8. Summarize to team member

In this variable the highest frequency is 36 which lies on scale 3, mean is 3.38 and
standard deviation is 1.27 it shows most of the respondents responded their opinion
towards scale 3. S.D. is greater than one so there is heterogeneity of the opinion of

respondents.
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9. Help to over come the disagreement

In this variable the highest frequency is 27 which lies on scale 3, mean is 3.14 and
standard deviation is 1.33. it shows most of the respondents responded their opinion
towards scale 3. S.D. is greater than one so there is heterogeneity of the opinion of
respondents.

10.Gets heard on issues
In it more respondents opined their opinion toward scale 5 because frequency (46) lies
on scale 5 where mean and standard deviation are 3.29 and 1.55 respectively. S.D. is

greater than one so there is heterogeneity of the opinion of respondents.

11. To organize the discussion
In it more respondents opined their opinion toward scale 3 because frequency (36) lies
on scale 3 where mean and standard deviation are3.33and 1.39 respectively. S.D. is

greater than one so there is heterogeneity of the opinion of respondents.

12. Praisetheteam members
In it more respondents opined their opinion toward scale 3 because frequency (45) lies
on scale 3 where mean and standard deviation are3.52and 1.14 respectively. S.D. is

greater than one so there is heterogeneity of the opinion of respondents.

13. To keep on track
In it more respondents opined their opinion toward scale 4 because frequency (38) lies
on scale 3 where mean and standard deviation are3.39 and 1.26 respectively. S.D. is

greater than one so there is heterogeneity of the opinion of respondents.

14. To prevents debates

The highest frequency of this variable is 33 which belongs to scale 4, it shows more
employees gave response towards 4. where mean and standard deviation are 3.50 and
1.28 respectively. S.D. is greater than one so there is heterogeneity of the opinion of
respondents.

15. Group feel optimistic
In this, more respondents opined their opinion toward scale 5 because frequency (55)
lies on scale 5 where mean and standard deviation are 4.11 and 1.01 respectively. S.D.

is greater than one so there is heterogeneity of the opinion of respondents.

16.Give chance other to speak
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In this, more respondents opined their opinion toward scale 5 because frequency (36)
lies on scale 5 where mean and standard deviation are 3.77and 1.00 respectively.

17. Ideas of teammates

In this, more respondents opined their opinion toward scale 4 because frequency (39)
lies on scale 4, where mean and standard deviation are 3.83and 1.04 respectively. S.D.

is greater than one so there is heterogeneity of the opinion of respondents.

18. Help to teammates
In this, more respondents opined their opinion toward scale 5 because frequency (47)
lies on scale 5, where mean and standard deviation are 4.09and 0.94 respectively. S.D.

is less than one so there is uniformity of the opinion of respondents.

19. Encour age to team members
In this, more respondents opined their opinion toward scale 5 because frequency (43)
lies on scale 5, where mean and standard deviation are 3.39and 1.02 respectively. S.D.

is greater than one so there is heterogeneity of the opinion of respondents.

20. Clarify the purpose of meeting

In this, more respondents opined their opinion toward scale 4 because frequency (77)
lies on scale 4, where mean and standard deviation are 3.39and 1.02 respectively. S.D.
is greater than one so there is heterogeneity of the opinion of respondents.

21. Take notes or minutes of the meeting

In this variable the highest frequency is 86 which lies on scale 5, mean is 4.61 and
standard deviation is 0.68 it shows most of the respondents responded their opinion
towards scale 5. S.D. is less than one so there is homogeneity of the opinion of

respondents.

4.1.3 Team Management
1. Operating level management
In this analysis, the effort will be made to analyze the opinion given by the

operating level employee on the basis of variables.

Operating level management TableNo. 4.7
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Variables Mean Standard. deviation
Need of team work 4.50 0.75
Team building 3.73 1.15
Mention of team work 3.75 1.19
Developing of an effective work team 4.30 1.24
Engaged in team building activity 4.18 1.03
Obstacle in team building 3.78 1.10
Taking responsibility 4.53 0.88
Summarize to team members 3.50 1.01
Help to overcome the disagreement 3.68 1.05
Gets on heard issues 3.30 1.20
To organize the discussion 4.25 0.93
Praise the team members 3.80 1.07
To keep on track 3.90 1.19
To prevents debates 3.25 0.93
Group feel optimistic 4.50 0.75
Give chance other to speak 3.65 0.92
Ideas of teammates 3.55 1.08
Help to teammates 4.15 0.74
Encourage to team members 4.25 0.78
Clarify the purpose of meeting 4.13 0.65
Take notes or minuets of the meeting 4.55 0.81

1. Need of teamwork

In this variable calculated mean is 4.5 and standard deviation is 0.75. it means
most of the respondents agree that team work is needed to accomplish result in the
organization. S.D. is less thanlsoThere is homogeneity in opinion of the respondents.
(Seetableno. 4.7)
2. Team building

In this variable calculated mean is 3.73 and standard deviation is 1.15.it shows
Most of them told top management is committed in team building activity process.
S.D. is greater thanlsoThere is heterogeneity in opinion of the respondents. (See table
no. 4.7)

3. Mention of team work
In this variable calculated mean is 3.75 and standard deviation is 1.19. it

means they told team work is mentioned in their company statement. . There is
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heterogeneity in opinion of the respondents as S.D. is greater than 1 (See table no.
4.7)
4. Developing of an effective work team

In this variable calculated mean is 4.3 and standard deviation is 1.24. it means
most of them agree that devel opiong an effective work team part of the requirement in
their performance review. There is heterogeneity in the opinion of respondents (See
table no. 4.7)

5. Enganged in team building activity

In this variable calculated mean is 4.18 and standard deviation is 1.03.it means
the work units in the organization had engaged in some types of team buildings
activity. Thereis not consistent in the opinion of respondents. (See table no. 4.7)

6. Obstaclesin team building

In this variable calculated mean is 3.78 and standard deviation is 1.09 means
they face some obstacles while team building in the organization. There is not
consistent in the opinion of the respondents. (See table no. 4.7)

7. Taking responsibility

In this variable calculated mean is 4.53 and standard deviation is 0.88. that is
they normally take the responsibility for getting the team to agree on what meeting
should accomplish. There is homogeneity in the opinion of respondents. (See table
no. 4.7)

8. Summarize to team member

In this variable calculated mean is 3.5 and standard deviation is 1.01. it means
they some what tend to summarize to other team members what the team has
accomplished so far. There is not consistent in the opinion of respondents. (See table
no. 4.7)

9. Help to over come disagr eement
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In this variable calculated mean is 3.68 and standard deviation is 1.05. it
shows they help other team members overcome their disagreement. There is

heterogeneity in the opinion of respondents. (See table no. 4.7)

10. Getsheard on issues

In this variable calculated mean is 3.30 and standard deviation is 1.20.it means
most of them some what try to ensure that every one gets heard on issues. There is
heterogeneity in the opinion of respondents. (See table no. 4.7)

11. Organizethediscussion
In this variable calculated mean is 4.25 and standard deviation is 0.93 i.e. most
of them are the persons who helps the team determine how to organize the discussion

in team. There is more consistency in the opinion of respondents. (See table no. 4.7)

12. Praise of team members

In this variable calculated mean is 3.80 and standard deviation is 1.07 that
means most of them are generally praise to other team members for their ideas more
than do others in the meeting. There is not consistency in the opinion of respondents.
(Seetableno. 4.7)

13. To keep on track

In this variable calculated mean is 3.9 and standard deviation is 1.19. it shows
people tend to rely on them to keep track of what has been said in meeting. . Thereis
not consistency in the opinion of respondents. (See table no. 4.7)

14. To prevent debates
In this variable calculated mean is 3.25 and standard deviation is 0.93 means
the team some how counts them to prevent debates from getting out of hand. Thereis

homogeneity in the opinion of respondents. (See table no. 4.7)
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15. Group feels optimistic about its accomplishment

In this variable calculated mean is 4.50 and standard deviation is 0.75 means
they tend to say things that make the group feel optimistic about its accomplishment.
There is homogeneity in the opinion of respondents. (See table no. 4.7)

16. Give chance to speak

In this variable calculated mean is 3.65 and standard deviation is 0.92 means Most of
the give chance every one to speak in team. There is consistency in the opinion of
respondents. (See table no. 4.7)

17. Ideas of teammates
In this variable calculated mean is 3.55 and standard deviation is 1.08 means
In most meeting they are less likely than others to put down the ideas of teammates.

There is not consistency in the opinion of respondents. (See table no. 4.7)

18. Help to teammates
In this variable calculated mean is 4.15 and standard deviation is 0.74 means
they actively help teammates to receive difference in meetings. There is consistency

in opinion the of respondents. (See table no. 4.7)

19. Encour age to team members

In this variable calculated mean is 4.25 and standard deviation is 0.78 that is
they actively encourage quite team members to describe their ideas on each issues.
There is consistency in the opinion of respondents. (See table no. 4.7)

20. Clarify the purpose of meeting
In this variable calculated mean is 4.13 and standard deviation is 0.65 means
people tend to rely on them to clarify the purpose of the meetings. There is

consistency in the opinion of respondents. (See table no. 4.7)

21. Take notes or minuets of the meeting
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In this variable calculated mean is 4.55 and standard deviation is 0.81 it
means most of them like to be the person who takes notes or minutes of the meeting.
There is consistency in the opinion of respondents. (See table no. 4.7)

2. Lower level management
In this analysis, the effort will be analyze the opinion given by the operating level

employee on the basis of variables.

L ower-level management TableNo. 4.8
Variables Mean Standard deviation
Need of team work 4.38 0.97
Team building 3.64 0.84
Mention of team work 4.13 0.85
Developing of an effective work team 4.27 0.74
Engaged in team building activity 4.22 0.90
Obstacle in team building 2.50 1.25
Taking responsibility 3.19 1.54
Summarize to team members 3.19 1.47
Help to overcome the disagreement 2.64 1.41
Gets on heard issues 3.13 1.74
To organize the discussion 2.63 1.27
Praise the team members 3.22 1.17
To keep on track 2.89 1.22
To prevents debates 3.47 1.51
Group feel optimistic 3.83 1.12
Give chance other to speak 3.72 1.05
|deas of teammates 3.95 1.06
Help to teammates 3.89 1.07
Encourage to team members 3.63 1.16
Clarify the purpose of meeting 3.80 0.80
Take notes or minuets of the meeting 4.61 0.63

1. Need of teamwork

In this variable calculated mean is 4.38 and standard deviation is 0.97. it
means most of them agree that team work is needed to accomplish result in the
organization. There is homogeneity in the opinion of respondents. (See table no. 4.8)

2. Team building

In this variable calculated mean is 3.64 and standard deviation is 0.84.it shows
Most of them told top management is committed in team building activity process.
There is uniformity in the opinion of respondents. (See table no. 4.8)
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3. Mention of team work

In this variable calculated mean is 4.13 and standard deviation is 0.85. it
means they told team work is mentioned in their company statement. There is
homogeneity in the opinion of respondents. (See table no. 4.8)
4. Developing of an effective work team

In this variable calculated mean is 4.27 and standard deviation is 0.74 it means
most of them agree that developing an effective work team part of the requirement in
their performance review. There is high degree of uniformity in the opinion of
respondents. (See table no. 4.8)

5. Engaged in team building activity
In this variable calculated mean is 4.22 and standard deviation is 0.90.it means
the work units in the organization had engaged in some types of team buildings

activity. There is uniformity in the opinion of respondents. (See table no. 4.8)

6. Obstaclesin team building

In this variable calculated mean is 2.50 and standard deviation is 1.25 means
they face obstacles while team building in the organization. There is not consistent in
the opinion of respondents. (See table no. 4.8)

7. Taking responsibility

In this variable calculated mean is 3.19 and standard deviation is 1.54 that is
they normally take the responsibility for getting the team to agree on what meeting
should accomplish. There is not variability in the opinion of respondents. (See table
no. 4.8)

8. Summarize to team member

In this variable calculated mean is 3.19 and standard deviation is 1.47. it
means they somewhat tend to summarize to other team members what the team has
accomplished so far. There is no consistency in the opinion of respondents. (See table
no. 4.8)

9. Help to over come disagr eement
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In this variable calculated mean is 2.64 and standard deviation is 1.41. It
shows they do not help other team members overcome their disagreement. There is

heterogeneity in the opinion of respondents. (See table no. 4.8)

10. Gets heard on issues
In this variable calculated mean is 3.13 and standard deviation is 1.74.it means
most of them somewhat try to ensure that everyone gets heard on issues. There is

heterogeneity in the opinion of respondents. (See table no. 4.8)

11. Organize thediscussion

In this variable calculated mean is 2.63 and standard deviation is 1.27 it shows
most of them are the persons who do not help the team determine how to organize the
discussion in team. There is no consistency in the opinion of respondents. (See table
no. 4.8)

12. Praise of team members

In this variable calculated mean is 3.22 and standard deviation is 1.17 that
means most of them are generally praise to other team members for their ideas more
than do others in the meeting. There is no consistency in the opinion of respondents.
(Seetable no. 4.8)

13. To keep on track

In this variable calculated mean is 2.89 and standard deviation is 1.22 it shows
people do not tend to rely on them to keep track of what has been said in meeting. .
There is heterogeneity in the opinion of respondents. (See table no. 4.7)

14. To prevent debates

In this variable calculated mean is 3.47 and standard deviation is 1.51 means
the team somehow counts them to prevent debates from getting out of hand. There is
more variability in the opinion of respondents. (Seetable no. 4.8)
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15. Group feels optimistic about its accomplishment

In this variable calculated mean is 3.83 and standard deviation is 1.12, means
they tend to say things that make the group feel optimistic about its accomplishment.
There is heterogeneity in the opinion of respondents. (Seetable no. 4.8)

16. Give chance to speak
In this variable calculated mean is 3.72 and standard deviation is 1.05 means
Most of the give chance everyone to speak in team. There is no consistency in the

opinion of respondents. (See table no. 4.8)

17. |deas of teammates
In this variable calculated mean is 3.95 and standard deviation is 1.06 means
In most meeting they are less likely than others to put down the ideas of teammates.

There is no consistency in the opinion of respondents. (See table no. 4.8)

18. Help to teammates
In this variable calculated mean is 3.89 and standard deviation is 1.07 means
they actively help teammates to receive difference in meetings. There is less

consistency in the opinion of respondents. (See table no. 4.8)

19. Encour age to team members
In this variable calculated mean is 3.63 and standard deviation is 1.16 that is
they actively encourage quite team members to describe their ideas on each issues.

There isless uniformity in the opinion of respondents. (See table no. 4.8)

20. Clarify the purpose of meeting

In this variable calculated mean is 3.80 and standard deviation is 0.80 means
people tend to rely on them to clarify the purpose of the meetings. There is high
degree of uniformity in the opinion of respondents. (See table no. 4.8)

21. Take notes or minuets of the meeting
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In this variable calculated mean is 4.61 and standard deviation is 0.63 it means
most of them like to be the person who takes notes or minutes of the meeting. There

is high consistency in the opinion of respondents. (See table no. 4.8)

3. Middle level management
In this analysis, the effort will be made to analyze the opinion given by the operating
level employee on the basis of variables.

Mid —level management TableNo. 4.9
Variables M ean Standard deviation
Need of team work 4.31 0.87
Team building 4.06 0.77
Mention of team work 4.63 0.81
Developing of an effective work team 4.63 0.50
Engaged in team building activity 4.63 0.50
Obstacle in team building 3.25 1.06
Taking responsibility 4.00 0.89
Summarize to team members 3.88 0.81
Help to overcome the disagreement 3.81 0.75
Gets on heard issues 3.94 1.44
To organize the discussion 3.81 0.75
Praise the team members 4.00 0.82
To keep on track 4.13 0.50
To prevents debates 4.25 0.58
Group fedl optimistic 4.25 0.86
Give chance other to speak 4.25 0.93
|deas of teammates 4.06 0.68
Help to teammates 4.75 0.68
Encourage to team members 4.19 0.40
Clarify the purpose of meeting 4.19 0.40
Take notes or minuets of the meeting 4.75 0.45

1. Need of teamwor k
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In this variable calculated mean is 4.31 and standard deviation is 0.87. it
means most of them agree that team work is needed to accomplish result in the
organization. There is homogeneity in the opinion of respondents. (See table no 4.9)

2. Team building

In this variable calculated mean is 4.06 and standard deviation is 0.77.it shows
Most of them told top management is committed in team building activity process.
There is uniformity in the opinion of respondents. (See table no 4.9)

3. Mention of team work

In this variable calculated mean is 4.63 and standard deviation is 0.81. it
means they told team work is mentioned in their company statement. . There is
homogeneity in the opinion of respondents. (See table no 4.9)

4. Developing of an effective work team

In this variable calculated mean is 4.63 and standard deviation is 0.5. it means
most of them agree that developing an effective work team part of the requirement in
their performance review. There is high degree of uniformity in the opinion of
respondents. (See table no 4.9)

5. Enganged in team building activity

In this variable calculated mean is 4.62 and standard deviation is 0.5.it means
the work units in the organization had engaged in some types of team buildings
activity. There is high degree of uniformity in the opinion of respondents. (See table
no 4.9)

6. Obstaclesin team building

In this variable calculated mean is 3.25 and standard deviation is 1.06 means
they face some obstacles while team building in the organization. There is not
consistent in the opinion of respondents. (See table no 4.9)

7. Taking responsibility

In this variable calculated mean is 4.00 and standard deviation is 0.89 that is

they normally take the responsibility for getting the team to agree on what meeting
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should accomplish. There is not variability in the opinion of respondents. (See table
no 4.9)

8. Summarize to team member

In this variable calculated mean is 3.88 and standard deviation is 0.81. it
means they some what tend to summarize to other team members what the team has
accomplished so far. There is consistent in the opinion of respondents. (See table no
4.9)

9. Help to over come disagr eement
In this variable calculated mean is 3.81 and standard deviation is 0.75 it shows
they help other team members overcome their disagreement. There is homogeneity in

the opinion of respondents. (See table no 4.9)

10. Gets heard on issues

In this variable calculated mean is 3.94 and standard deviation is 1.44 .it
means most of them some what try to ensure that every one gets heard on issues.
There is heterogeneity in the opinion of respondents. (See table no 4.9)
11. Organizethediscussion

In this variable calculated mean is 3.81and standard deviation is 0.75 it shows
most of them are the persons who helps the team determine how to organize the
discussion in team. There is more consistency in the opinion of respondents. (See
table no 4.9)

12. Praise of team members

In this variable calculated mean is 4.00 and standard deviation is 0.82 that
means most of them are generally praise to other team members for their ideas more
than do others in the meeting. There is consistency in the opinion of respondents. (See
table no 4.9)

13. To keep on track
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In this variable calculated mean is 4.13 and standard deviation is 0.5. it shows
people tend to rely on them to keep track of what has been said in meeting. . Thereis
consistency in the opinion of respondents. (See table no 4.9)

14. To prevent debates

In this variable calculated mean is 4.25 and standard deviation is 0.58 means
the team some how counts them to prevent debates from getting out of hand. Thereis
homogeneity in the opinion of respondents. (See table no 4.9)

15. Group feels optimistic about its accomplishment

In this variable calculated mean is 4.25 and standard deviation is 0.86 means
they tend to say things that make the group feel optimistic about its accomplishment.
There is homogeneity in the opinion of respondents. (See table no 4.9)

16. Give chance to speak
In this variable calculated mean is 4.25 and standard deviation is 0.93 means
Most of the give chance every one to speak in team. There is consistency in the

opinion of respondents. (See table no 4.9)

17. Ideas of teammates
In this variable calculated mean is 4.06 and standard deviation is 0.68 means
In most meeting they are less likely than others to put down the ideas of teammates.

There is consistency in the opinion of respondents. (See table no 4.9)

18. Help to teammates

In this variable calculated mean is 4.75 and standard deviation is 0.68 means
they actively help teammates to receive difference in meetings. There is consistency
in the opinion of respondents. (See table no 4.9)

19. Encour age to team members
In this variable calculated mean is 4.19 and standard deviation is 0.40 that is
they actively encourage quite team members to describe their ideas on each issues.
There is high degree of uniformity in the opinion of respondents. (See table no 4.9)
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20. Clarify the purpose of meeting

In this variable calculated mean is 4.19 and standard deviation is 0.40 means
people tend to rely on them to clarify the purpose of the meetings. There is high
degree of uniformity in the opinion of respondents. (See table no 4.9)

21. Take notes or minuets of the meeting
In this variable calculated mean is 4.75 and standard deviation is 0.45 it
means most of them like to be the person who takes notes or minutes of the meeting.

There is high consistency in the opinion of respondents. (See table no.4.9)

4.1.4 Team management: Comparison between levels of management.

1. Operating and lower level management

Operating level management TableNo. 4.10
Variables Co- variance (%)
Need of team work 16.69
Team building 30.99
Mention of team work 31.81
Developing of an effective work team 28.94
Engaged in team building activity 24.79
Obstacle in team building 29.07
Taking responsibility 19.37
Summarize to team members 28.93
Help to overcome the disagreement 28.49
Gets on heard issues 36.44
To organize the discussion 21.8
Praise the team members 28.07
To keep on track 30.61
To prevents debates 28.51
Group fedl optimistic 14.47
Give chance other to speak 25.24
Ideas of teammates 30.56
Help to teammates 17.72
Encourage to team members 18.26
Clarify the purpose of meeting 15.7
Take notes or minuets of the meeting 17.91
L ower-level management Tableno. 4.11
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Variables Co-variance (%)

Need of team work 22.12
Team building 23.14
Mention of team work 20.48
Developing of an effective work team 17.34
Engaged in team building activity 21.31
Obstacle in team building 49.89
Taking responsibility 47.6
Summarize to team members 46.05
Help to overcome the disagreement 53.28
Gets on heard issues 55.71
To organize the discussion 48.23
Praise the team members 36.49
To keep on track 42.3
To prevents debates 43.57
Group fedl optimistic 29.27
Give chance other to speak 28.13
Ideas of teammates 26.83
Help to teammates 27.52
Encourage to team members 32.04
Clarify the purpose of meeting 21.08
Take notes or minuets of the meeting 13.73

1. Need of teamwork

In this variable coefficient of variation of operating level management is
16.69% and that in lower level management is 22.12%. It shows there is more
homogeneity in opinion of respondents of operating level management than those of

lower level management. (Seetable no. 4.10 and 4.11)

2. Team building

In this variable coefficient of variation of operating level management is
30.99% and that in lower level management is 23.14%. it shows there is more
homogeneity in opinion of respondents of lower level management than those of
operating level management.( See table no. 4.10 and 4.11)

3. Mention of team work

In this variable coefficient of variation of operating level management is
31.81% and that in lower level management is 20.48%. it shows there is more
homogeneity in opinion of respondents of lower level management than those of

operating level management.(See table no.4.10 and 4.11)
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4. Developing of an effective work team

In this variable coefficient of variation of operating level management is
28.94% and that in lower level management is 17.34%. it shows there is more
homogeneity in opinion of respondents of lower level management than those of
operating level management.(See table no. 4.10 and 4.11)

5. Engaged in team building activity

In this variable coefficient of variation of operating level management is
24.79% and that in lower level management is 21.31%. it shows there is more
homogeneity in opinion of respondents of lower level management than those of

operating level management.(See table no. 4.10 and 4.11)

6. Obstaclesin team building

In this variable coefficient of variation of operating level management is
29.07% and that in lower level management is 49.89%. it shows there is more
consistency in the opinion of respondents of operating level management than those
of lower level management.(Seetable no. 4.10 and 4.11)

7. Taking responsibility

In this variable coefficient of variation of operating level management is
19.37% and that in lower level management is 47.60%. it shows there is more
consistency in the opinion of respondents of operating level management than those

of lower level management.(Seetable no. 4.10 and 4.11)

8. Summarize to team member

In this variable coefficient of variation of operating level management is
28.93% and that in lower level management is 46.05%. it shows there is more
consistency in opinion of respondents of operating level management than those of
lower level management.(See table no. 4.10 and 4.11)

9. Help to over come disagr eement
In this variable coefficient of variation of operating level management is
28.49% and that in lower level management is 53.28%. it shows there is more
54



consistency in the opinion of respondents of operating level management than those

of lower level management.(See table no. 4 .10and 4.11)

10. Gets heard on issues

In this variable coefficient of variation of operating level management is
36.44% and that in lower level management is 55.71%. it shows there is more
consistency in opinion of respondents of operating level management than those of
lower level management.(Seetableno. 4 .10 and 4.11)

11. Organizethediscussion

In this variable coefficient of variation of operating level management is
21.80% and that in lower level management is 48.23%. it shows there is more
consistency in opinion of respondents of operating level management than those of

lower level management.(See table no. 4.10 and 4.11)

12. Praise of team members

In this variable coefficient of variation of operating level management is
28.07% and that in lower level management is 36.49%. it shows there is more
consistency in opinion of respondents of operating level management than those of
lower level management.(See table no.4.10 and 4.11)

13. To keep on track

In this variable coefficient of variation of operating level management is
30.61% and that in lower level management is 42.30%. It shows there is more
uniformity in opinion of respondents of operating level management than those of

lower level management.(See table no. 4.10 and 4.11)

14. To prevent debates

In this variable coefficient of variation of operating level management is
28.51% and that in lower level management is 43.57%. It shows there is more
uniformity in opinion of respondents of operating level management than those of
lower level management.(See table no. 4.10 and 4.11)
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15. Group feels optimistic about its accomplishment

In this variable coefficient of variation of operating level management is
14.47% and that in lower level management is 29.27%. it shows there is more
uniformity in opinion of respondents of operating level management than those of

lower level management.(See table no. 4.10 and 4.11)

16. Give chanceto speak

In this variable coefficient of variation of operating level management is
25.24% and that in lower level management is 28.13%. it shows there is more
uniformity in opinion of respondents of operating level management than those of

lower level management.(See table no. 4.10 and 4.11)

17. Ideas of teammates
In this variable coefficient of variation of operating level management is

30.56% and that in lower level management is 26.83%. it shows there is more

homogeneity in opinion of respondents of lower level management than those

of operating level management.(See table no. 4.10 and 4.11)

18. Help to teammates

In this variable coefficient of variation of operating level management is
17.72% and that in lower level management is 27.52%. it shows there is more
uniformity in opinion of respondents of operating level management than those of
lower level management.(See table no. 4.10 and 4.11)

19. Encour age to team members

In this variable coefficient of variation of operating level management is
18.26% and that in lower level management is 32.04%. it shows there is more
uniformity in opinion of respondents of operating level management than those of

lower level management.(See table no. 4.10 and 4.11)
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20. Clarify the purpose of meeting

In this variable coefficient of variation of operating level, management is
15.70% and that in lower level management is 21.08%. it shows there is more
uniformity in opinion of respondents of operating level management than those of
lower level management.(See table no. 4.10 and 4.11)

21. Take notes or minuets of the meeting

In this variable coefficient of variation of operating level management is
17.91% and that in lower level management is 13.73%. It shows there is more
homogeneity in opinion of respondents of lower level management than those of

operating level management.(See table no. 4.10 and 4.11)

2. Operating and Middle level management

Operating level management TableNo. 4.10
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Variables Co- variance (%)
Need of team work 16.69
Team building 30.99
Mention of team work 31.81
Developing of an effective work team 28.94
Engaged in team building activity 24.79
Obstacle in team building 29.07
Taking responsibility 19.37
Summarize to team members 28.93
Help to overcome the disagreement 28.49
Gets on heard issues 36.44
To organize the discussion 21.8
Praise the team members 28.07
To keep on track 30.61
To prevents debates 28.51
Group feel optimistic 14.47
Give chance other to speak 25.24
Ideas of teammates 30.56
Help to teammates 17.72
Encourage to team members 18.26
Clarify the purpose of meeting 15.7
Take notes or minuets of the meeting 17.91
Middle level management TableNo. 4.12
Variables Co-variance (%)
Need of team work 20.25
Team building 19.00
Mention of team work 17.43
Developing of an effective work team 10.81
Engaged in team building activity 10.81
Obstacle in team building 32.75
Taking responsibility 22.36
Summarize to team members 20.8
Help to overcome the disagreement 19.67
Gets on heard issues 36.47
To organize the discussion 19.67
Praise the team members 20.41
To keep on track 12.12
To prevents debates 13.58
Group feel optimistic 20.15
Give chance other to speak 21.9
Ideas of teammates 16.74
Help to teammates 14.31
Encourage to team members 9.62
Clarify the purpose of meeting 9.62
Take notes or minuets of the meeting 9.41
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1. Need of teamwork

In this variable coefficient of variation of operating level management is
16.69% and that in lower level management is 22.12%. it shows there is more
homogeneity in opinion of respondents of operating level management than those of
lower level management.(See table no.4 .10 and 4.12)

2. Team building

In this variable coefficient of variation of operating level management is
30.99% and that in middle level management is 19.00%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

3. Mention of team work

In this variable coefficient of variation of operating level management is
31.81% and that in middle level management is 17.43%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)

4. Developing of an effective work team

In this variable coefficient of variation of operating level management is
28.94% and that in middle level management is 10.81%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

5. Engaged in team building activity

In this variable coefficient of variation of operating level management is
24.79% and that in middle level management is 10.81%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)

6. Obstaclesin team building
In this variable coefficient of variation of operating level management is
29.07% and that in middle level management is 32.75%. it shows there is more
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consistency in opinion of respondents of operating level management than those of
middle level management.(See table no. 4.10 and 4.12)

7. Taking responsibility

In this variable coefficient of variation of operating level management is
19.37% and that in middle level management is 22.36%. it shows there is more
consistency in opinion of respondents of operating level management than those of
middle level management.(See table no. 4.10 and 4.12)

8. Summarize to team member

In this variable coefficient of variation of operating level management is
28.93% and that in middle level management is 20.80%. it shows there is more
consistency in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

9. Help to over come disagr eement

In this variable coefficient of variation of operating level management is
28.49% and that in middle level management is 19.67%. it shows there is more
consistency in opinion of respondents of middle level management than those of
operating level management.(See table no. 4 .10 and 4.12)

10. Getsheard on issues

In this variable coefficient of variation of operating level management is
36.44% and that in middle level management is 36.47%. it shows there is more
consistency in opinion of respondents of operating level management than those of
middle level management.(See table no. 4 .10 and 4.12)

11. Organize thediscussion

In this variable coefficient of variation of operating level management is
21.80% and that in middle level management is 19.67%. it shows there is more
consistency in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)
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12. Praise of team members

In this variable coefficient of variation of operating level management is
28.07% and that in middle level management is 20.41%. it shows there is more
consistency in opinion of respondents of middle level management than those of

operating level management.(See table n0.4.10 and 4.12)

13. To keep on track

In this variable coefficient of variation of operating level management is
30.61% and that in middle level management is 12.12%. it shows there is more
uniformity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)

14. To prevent debates

In this variable coefficient of variation of operating level management is
28.51% and that in middle level management is 13.58%. it shows there is more
uniformity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

15. Group fedls optimistic about its accomplishment

In this variable coefficient of variation of operating level management is 14.47% and
that in middle level management is 20.15%. it shows there is more uniformity in
opinion of respondents of operating level management than those of middle level
management.(See table no. 4.10 and 4.12)

16. Give chance to speak

In this variable coefficient of variation of operating level management is
25.24% and that in middle level management is 21.90%. it shows there is more
uniformity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)
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17. Ideas of teammates

In this variable coefficient of variation of operating level management is
30.56% and that in middle level management is 16.74%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)

18. Help to teammates

In this variable coefficient of variation of operating level management is
17.72% and that in middle level management is 14.31%. it shows there is more
uniformity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

19. Encour age to team members

In this variable coefficient of variation of operating level management is
18.26% and that in middle level management is 9.62%. it shows there is more
uniformity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)

20. Clarify the purpose of meeting

In this variable coefficient of variation of operating level management is
15.70% and that in middle level management is 9.62%. it shows there is more
uniformity in opinion of respondents of middle level management than those of

operating level management.(See table no. 4.10 and 4.12)

21. Take notes or minuets of the meeting

In this variable coefficient of variation of operating level management is
17.91% and that in middle level management is 9.41%. it shows there is more
homogeneity in opinion of respondents of middle level management than those of
operating level management.(See table no. 4.10 and 4.12)
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3. Middleand lower level management

Middle level management TableNo. 4.12
Variable Co-variance (%)

Need of team work 20.25
Team building 19
Mention of team work 17.43
Developing of an effective work team 10.81
Engaged in team building activity 10.81
Obstacle in team building 32.75
Taking responsibility 22.36
Summarize to team members 20.8
Help to overcome the disagreement 19.67
Gets on heard issues 36.47
To organize the discussion 19.67
Praise the team members 20.41
To keep on track 12.12
To prevents debates 13.58
Group feel optimistic 20.15
Give chance other to speak 21.9

Ideas of teammates 16.74
Help to teammates 14.31
Encourage to team members 9.62
Clarify the purpose of meeting 9.62
Take notes or minuets of the meeting 9.41

Lower level management Tableno. 4.11
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Variable Co-variance (%)

Need of team work 22.12
Team building 23.14
Mention of team work 20.48
Developing of an effective work team 17.34
Engaged in team building activity 21.31
Obstacle in team building 49.89
Taking responsibility 47.6
Summarize to team members 46.05
Help to overcome the disagreement 53.28
Gets on heard issues 55.71
To organize the discussion 48.23
Praise the team members 36.49
To keep on track 42.3
To prevents debates 43.57
Group feel optimistic 29.27
Give chance other to speak 28.13

Ideas of teammates 26.83
Help to teammates 27.52
Encourage to team members 32.04
Clarify the purpose of meeting 21.08
Take notes or minuets of the meeting 13.73

1. Need of team work

In this variable coefficient of variation of middle level management is 20.25 %
and that in lower level management is 22.12%. it shows there is more homogeneity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

2. Team building

In this variable coefficient of variation of middle level management is 19.00%
and that in lower level management is 23.14%. it shows there is more homogeneity in
opinion of respondents of middle level management than those of lower level
management. (See table no. 4.12 and 4.11)

3. Mention of team work

In this variable coefficient of variation of middle level management is 17.43%
and that in lower level management is 20.48%. it shows there is more homogeneity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)
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4. Developing of an effective work team

In this variable coefficient of variation of middle level management is 10.81%
and that in lower level management is 17.34%. it shows there is more homogeneity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

5. Engaged in team building activity

In this variable coefficient of variation of middle level management is 10.81%
and that in lower level management is 21.31%. it shows there is more homogeneity in
opinion of respondents of middle management than those of lower level
management.(See table no.4.12 and 4.11)

6. Obstaclesin team building

In this variable coefficient of variation of middle level management is 32.75%
and that in lower level management is 49.89%. it shows there is more consistency in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

7. Taking responsibility

In this variable coefficient of variation of middle level management is 22.36%
and that in lower level management is 47.60%. it shows there is more consistency in
opinion of respondents of middle level management than those of lower level
management.(Seetable no. 4.12 and 4.11)

8. Summarizeto team member

In this variable coefficient of variation of middle level management is 20.80%
and that in lower level management is 46.05%. it shows there is more consistency in
opinion of respondents of operating level management than those of lower level
management.(See table no. 4.12 and 4.11)
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9. Help to over come disagr eement

In this variable coefficient of variation of middle level management is 19.67%
and that in lower level management is 53.28%. it shows there is more consistency in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4 .12 and 4.11)

10. Gets heard on issues

In this variable coefficient of variation of middle level management is 36.47%
and that in lower level management is 55.71%. It shows there is more consistency in
opinion of respondents of middle level management than those of lower level
management.(Seetable no. 4 .12 and 4.11)

11. Organizethediscussion
In this variable coefficient of variation of middle level management is 19.67%

and that in lower level management is 48.23%. it shows there is more consistency in

opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

12. Praise of team members

In this variable coefficient of variation of middle level management is 25.41%
and that in lower level management is 36.49%. it shows there is more consistency in
opinion of respondents of middle level management than those of lower level
management.(Seetable no.4.12 and 4.11)

13. To keep on track

In this variable coefficient of variation of middle level management is 12.12%
and that in lower level management is 42.30%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

14. To prevent debates
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In this variable coefficient of variation of middle level management is 13.58%
and that in lower level management is 43.57%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management.(Seetable no. 4.12 and 4.11)

15. Group feels optimistic about its accomplishment

In this variable coefficient of variation of middle level management is 20.15%
and that in lower level management is 29.27%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

16. Give chanceto speak

In this variable coefficient of variation of middle level management is 21.90%
and that in lower level management is 28.13%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management.(Seetable no. 4.12 and 4.11)

17. Ideas of teammates

In this variable coefficient of variation of middle level management is 16.74%
and that in lower level management is 26.83%. it shows there is more homogeneity in
opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

18. Help to teammates

In this variable coefficient of variation of middle level management is 14.31%
and that in lower level management is 27.52%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management.(Seetable no. 4.12 and 4.11)

19. Encour age to team members
In this variable coefficient of variation of middle level management is 9.62%
and that in lower level management is 32.04%. it shows there is more uniformity in
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opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

20. Clarify the purpose of meeting

In this variable coefficient of variation of middle level management is 9.62%
and that in lower level management is 21.08%. it shows there is more uniformity in
opinion of respondents of middle level management than those of lower level
management (Seetable no. 4.12 and 4.11)

21. Take notes or minuets of the meeting

In this variable coefficient of variation of middle level management is 9.41%
and that in lower level management is 13.73%. it shows there is more homogeneity in
the opinion of respondents of middle level management than those of lower level
management.(See table no. 4.12 and 4.11)

4.2. Major findings of the study

The prior chapters have discussed and discovered the facts for the various
parts of the study. Analytical part, which is the heart of the study, makes an analysis
of various aspects of the team in the organization by using some statistical tools.

The most vital task is to enlist findings issues and give suggestions for the
further improvement. This will be meaningful to the top management of the
organization to initiate action and achieve the desire result. The main objectives of the
study are to point issues in team management to suggest measure to improve them.

It is found that the responses of all the employees of the whole sample have
positive tendency to all the variables. At operating level management have positive
tendency to all the variables. Similarly, the respondents of lower level management
responded positively to the different eighteen variables. Besides, the respondents of
the middle level management are positive towards all the variables.
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In operating level, management there is uniformity in the opinions of the
employees in ten variables and variability in eleven variables. Similarly, in lower
level management there is homogeneity in opinions given by employees in seven
variables and differences in fourteen variables. Likewise, in middle level management
there is more consistency in the opinions of respondents in nineteen variables and not
consistency in two variables.

In fifteen variables, there is more uniformity in the opinions opined by the
employees of the operating level management and only in six variables; there is more
uniformity in the opinions opined by the employees of the lower level management.

In seventeen variables, there is more homogeneity in the opinions opined by
the employees of the middle level management and only in four variables; there is
more uniformity in the opinions opined by the employees of the operating level
management.

In al twenty-one variables, there is more homogeneity in the opinions opined
by the employees of the middle level management. And in al variables; there is

heterogeneity in the opinions opined by the employees of the lower level management
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CHAPTER -V

Summary, Conclusion and Recommendations
5.1 Summary

This research conducted on the role of team in effective management and
service delivery of Nepal Telecom is based on the method of questionnaire .Focusing
on the role of team, the questionnaire was prepared and the opinion of the respondents
was analyzed using various statistical tools. From the analysis of the data some
insightful revelations came on the surface. Most of the respondents emphasized on the
importance of team in achieving objectives of the organization. The research has
identified the significance of team effort to develop the organization but the success
of team largely depends on various factors like motivation, leadership, working
environment etc.

5.2 Conclusion

The completion of this research work has brought about some interesting
findings on the role of team in an organization. According to the analysis from the
mean at the operating level management, Lower level management and Middle level
management, it indicates the employees consider teamwork is necessary fact in the
successful operation of an organization. However, they do not consider team as the
only factor responsible for the organizational development.

In whole sample most of the respondents gave positive response to the
guestions given to them. at the operating level management there is not uniformity in
the opinion given to the variables by the employees. Similarly, at the lower level
management there is less uniformity in opinion of the employees. At middie levdl,
management there is more uniformity in opinion of the employees to the variables.

In fifteen variables, there is more uniformity in the opinions opined by the
employees of the operating level management and only in six variables; there is more
uniformity in the opinions opined by the employees of the lower level management. It
indicates that there is more uniformity in the opinions opined by the employees of the
operating level management than that of lower level management.

In seventeen variables, there is more homogeneity in the opinions opined by the
employees of the middle level management and only in four variables; there is more

uniformity in the opinions opined by the employees of the operating level
70



management. it shows there is more variability in the opinion opined by the

employees of the operating level management than that of middle level management.
In al twenty-one variables, there is more homogeneity in the opinions opined by

the employees of the middle level management. and al variables, there is

heterogeneity the opinions opined by the employees of the lower level management it

shows there is more variability in the opinion opined by the employees of the

operating level management than that of lower level management.

5.3 Recommendations

After conducting this research on the topic Teams in the Organization ( A Case

Study of Nepal Telecom) | would like to make following recommendations

1. Asindicated by the findings of the research, teamwork should be conducted in the

organization to accomplish the result in an organization.

2. Top management should give emphasis to the team management to achieve the

specific goal of the organization by effective teamwork.

3. This study is beginning in this field .The questionnaire used in the research work

contains twenty-one questions in which every question disserves separate in depth

research. So | would like to suggest the other researcher to explore this area which in

our context is still less explored one.

4. The future study can be made on group cohesiveness devel oping suitable variables.

5. The effort of team management in the organization isto achieve individual as well

as organizational effectiveness. To achieve this objective there should be comparative

and comprehensive study about teams.
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To

Subject: Request to help

Dear Sir/Madam,
| am a student of MBS in Tribhuvan University at Nepal commerce campus. |

have duly completed my examinations on MBS level. | have to submit a research report
as a partial fulfillment for the degree of MBS. My research topic is Teams in
organization (A Case Study of Nepal Telecom) My research supervisor is Dr. Bhuba
Prasad Tripathi. | want to request you please kindly spare your valuable time in
responding the attached questionnaire.

Y our kind responseis highly appreciated.

Shantosh Paudel

Student
Nepal commerce campus
Tribhuvan University
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Questionnaireon Teamsin the organization

Name of the organization.  ..........cooiiiiiiiiiii e,
Name of the respondent(optional)
Personal information

Age
Gender: Male

Female

Job status: (Title of the job)

Level:
Y ear of experience:
Education:

Primary/ Secondary/ Higher secondary/Bachelor/Master/Ph.D

Religion:

Hindu/Buddhist/ Muslim/Christian/Other

Marita status:

Married/Unmarried/Widowed/Divorce
Please circle the number that best reflect your position regarding each statement.

. Describe me well

apbrwdNPEF

12345

12345

=
N

345
12345

12345

12345

12345

12345

12345

12345

1

. Does not describe me at all
. Does not describe me very well
. Describes me some what

. Describe me very well

To what extent do you believe that team work is needed to
accomplish result in your organization.

To what extent does your top management is committed to
team building in your organization.

Is teamwork mentioned in any of your company statement?

4. To what extent developing an effective work team part of

the requirement in your performance review.

To what extent the work units (Department, Branch etc) in
your organization had engaged in some type of team building
activity.

To what extent do you face the obstacles in team building in
your organization.

I normally take the responsibility for getting the team to
agree on what meeting should accomplish.

| tend to summarize to other team members what the
team has accomplished so far.

| am usualy the person who helps other team members
overcome their disagreements.

10. | try to ensure that everyone gets heard on issues.
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N N

345

345

345

345

345

345

345

345
345

345

345

11. 1 am usualy the person who helps the team determine
how to organize the discussion.

12.1 prase other team members for their ideas more
than do others in the meetings.

13. People tend to rely on me to keep track of what has
been said in meetings.

14. The team typically counts on me to prevent debates from
getting out of hand.

15. | tend to say things that make the group feel optimistic about
its accomplishment.

16. Team members usualy count on me to give everyone a
chance to speak.

17.In most meeting , | am less likely than others to put
down the ideas of teammates.

18. | actively help teammates to receive differences in meetings.

19. | actively encourage quiet team members to describe their
ideas on each issues.

20. People tend to rely on me to clarify the purpose of
the meeting.

21.1 like to be the person who takes notes or minuets of the
meeting.
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