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ABSTRACT Iothis paper o sample ol 15% exeailives
Tramn Uws privately own imdusirial organizatsmns varying in
their health status have beet asseascd with Hofsteds s
questionmaine on power distanos scake. 10 1s found than the
wxvculives ol healthy arganization sigmlicantly dirfer
than those of unhealthy organization im lerms of accep-
Lnae of praer disiinee. Baged upos our analyas, il is con-
cludesd that thae acceplance of high power inequality
nmong ils organizaiiomal members is an importanl fetor in
Hie minleee of betner health status o Indian indusries,

[n comtemporary business communication in
Inchia, there has Been an increasing incidence of
industrial sickness across the regions, This
unabetted incidence i vel W be controlled and
widlely accepled as greatest clm]l:nﬂc ey man-
agement pracitioners. Many researchers from
diverse fields of exposure put their heads o
sicde this engulfing trend {Yadav, 1992,
Bibcault, 1982; Slatter, 1984 and Khandwalla,
1951, Some of themn emphasize the finance
(Slatter, 1984, marketing and production (RBI,
1984 and Sutton, Eisenhardt and Jucker, 1986)
as constraint factors o industrial health. How-
cver, i few eminent scholars consider the per-
soime| quadrant of the organization as one of
the determining lsetors (or the indwstrial health
i Khandwalla, 1991, Sayeed and Mehia, 198)
and Mockherjee, |9881 The importance of the
sty emphasizing the humanside of the orga-
mrsation 15 evident from the fact that the man-
pavwer of an organization is only the living be-
g 1o dowork and Lo get work done. Thus, 1
is obwiows e masimize the attention on human-
side of the organization in maintaining its
bealth status. Even the financial institutions
assigmed for rehabilitation of sick units ascer-
Lain that human factor contributes exceptional-
Iv more for organizational effectiveness and
mainaining its health. Reserve Bank of India,

an apex body of linancial institution in India.
reported that 54 per cent of wotal sick unils
accounted for man made causes (RBI Report,
1984, 1992, and Joshi, 1987). Therefore, in this
sludy an attempt has been made to analyze the
impact of power distance on induostrial health,
In many literatures it has been recommend-
ed o monttor the organization from its incipi-
ent stage of sickness w curb the industrial sick-
ness and revamp its good health status (Sayeed,
19491 Brdann and Mitra, 1982; Desai, 1984 and
RBI Report 1993). The main problem in iden-
tilying the sick umits becomes cumbersome due
ey its vary nature of indistinguishable delin-
tions of industrial sickness, Goswami Comimil-
tee has recommended Tor the change of defini-
tion to identily the sick units during its incipi-
ent stage (Economic Survey Report 1992-93
65-67) Highlighting the comparison between
the organization's present and past performance
and as well as comparing the same with other
rival organizations in comparahle husiness sit-
uation, P.N. Khandwalla stated that
“a yick organization is one that is per-
forming far below its performance potes-
tial as judged by organizations” histarical
perfarmance or by the performance of
comparable ather ovganizations. Thus
even d prafit making organization may be
Jueped as sick if its profitability is far be-
lowe that achieved by rivals, or that shown
v the organization i past i campard-
ble business sitwation” [Khand- walla,
98T - f45)

Im this definition the infrastructure and la-
esl technological development may obscure the
comparison with rival organizations, as they
use Lo differ in many aspects. Secondly, no
quantification is made 0 measure how far be-
low s its profitability.

Organizational health as system properties,
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Sayeed and Mehta (1981 : 532) define it as pro-
active strategy todeal with obstruction organi-
zalionul forces with minimum cost dissipation
of energies and wtilize energy inputs in a maost
elficient manner, They emphasize the capaci-
v of an organizalion [0 OVercome crisis, scar-
cily and ohsiruction in achieving its goals with
minimum input cost. For present purpose, the
indusirial health is defined as the state of abil-
ity and competency of an industrial organiza-
tion to adopt the changes in its environment
{Behera, 1995 123, In other words, an organi-
zation is in healthy state when it is able o man-
ae the internal as well as external environmen-
tal forces im achieving its goals. When unable
10 ddo 50, due 10 some reasons or abnormalities,
the industry is termed as unhealthy organiza-
tiom,

In work environment, cach individual use o
inferact with organizational members, viz. su-
periors, subordinates, colleagues, stake holders,
elc. to get work done in achieving the targets,
[uring this interaction - process, some accepl
the power equality among the organizational
members in authoring and reauthoring their
responsibility and accountability, while ciher
follow the philosophy of power inequality in
their work environment. The work values, at-
tached with power equality among the organi-
zational members, emphasize the importance
of participaiive - consultaiive siyle of leader-
ship. Soauthorized power assign inthe hierar-
chical status no more plays the role in getting
work done, but, the mutwal trust among the or-
gunizational members get them involved in at-
taining the organizational goals (Tjoswold,
19835; Harris and Moran, 1987; Maloney and
Federle, 1991 and Sherwood, 19881, Sherwood
argues that power equality among the organi-
zational members facilitate the likelihood of
reaching the desine set of organizational goals
(Akin and Hopelain, 1986; Rastogi, 1986 and
Sherwood, 1988), because, it tends to high-
waork commitment and accountability among
the members. Whereas, in the work environ-
ment of posweer inequality, the members empha-
sixe the hierarchical form of control, paternal-
islic and authoritative style of leadership (Das
and Manimala, 1993; Reddy, 1991; Ghosh,
1985 and Hebden, 1986). Particularly in India,

BUAY A K. BEHER A

the dependency proneness and bureaucratic
structure exhibit high power inequality among
the organizational members in turbulent envi-
ronment (Megandhi and Reimann, 1993; Red-
dy, 1991 and Hebden, 1986) and the decentral-
ization of power (power equality) in stable-en-
vironment for more productive result { Akin and
Hopelain, 1986).

In this study, the “power distance” as a con-
cepi spells the extent to which the organization-
al members accept the fact thal power in indus-
trial organization is distributed unequally (Hof-
stede, 1986 and Behera, 1995). Whilc the high
power distance indicates the group’s preference
for poweer inequality in organization, the leas!
power distance reveals the group’s anticipation
o power equality among themselves. The ob-
jective of the paper is centred o explore the
impact of power distance prevailed among the
organizational members on its health stats,

METHODS

This study is conducted among the execu-
trves of two privately own industrial organiza-
lioms engaged in producing similar commodi-
ty. These organizations differed substantially
from cach other in terms of their health status
related to utilization of installed capacity, pro-
duction growth rate and loss/profit. In order o
make proper identification, both these organi-
zations were appraised with repect to its poten-
tiality for three consecutive financial years, i.e,
I987-89, 1989-90 and 1990-91*, OF these two
organizalions, one was considered as healthy
duc to maximum utilization of its installed ca-
pacity and profit carning during the aforesaid
financial years. The other organization was re-
garded as unhealthy one because it failed o
mizet the aforesaid parameters (Table 1), These
two organizations located in close proximity
have employed the work force from similar
socio-cultural background #. Despite the rich

*Axerexcepion a financial vear af T8 meonths woar adopr
el daring V9ORT-B9 by wll the indwrrrial organizations in
India,

& Mamies of these orpanizaiinons have mot been mengiored,
wx the authorpromised the concerned members of orpuni -
zarfons fo keep this mater confidential,
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Tablke 1: Comparison between Healthy and Unhealthy
Orrganizations Manpower and Performance

J9R7-89  JORQ.Q0 J9U0-94
Munpewes Srrenpth
Healihy Organization 2T BT 3T
Unhealthy Organization 1432 | 448 1ddt
Emplopees per Execurive
Healihy Organization 13,97 1527 1407
Unhealthy Crgonization 12,13 1170 11.05
Leilizmivon af Capacity (in fennes)
Healihy Organimtion 09, 7% T250% TIOTHR

Unhmlthyﬂr!nniminn 68 17% ahd0E 6l.85%

Per Capita Production [ in fenies)

Healihy Ohrganization 3163 28.68 1835
Unhenlthy Organization G208 4220 A02T
Finaneral Tarmover {in Lacs of Bupees)

Healthy Chganization B29% Ra6H 10,552
Unhealthy Organizatbon 50359 5520 7646, MD
Profiy Egrning {in Lacs of Rupees)

Healthy Orgamization 35 300 149
Unbcalthy Organization 9551 2350 -(M0.65)

resources and similar facilities organization was
making descending trend of production even
financially incurring cash loss. On the other, the
healthy organization was generating profit and
maintaining it high production rate.

139 respondents (approximately 50 per cent
of the wnal numbers of executives) from these
two industrial organizations covering all major
functional areas, viz, finance, marketing, per-
sonnel and production were drawn randomly.
The sample was represented by both senior and
junior level executives proportionately from
hath the organizations under study {Table 2 and
3

TOOL

Help of Hofstede's questionnaire on Power
Distance Index was used to measure power dis-
tance. The guestionnaire consisted of many
mare items than those used in this study. A pi-
[l study was conducted o identify only rele-
vant items that measure the extent of accepting
power inequality among the organizational
members, particularly in Indian set up. Only &
items were selected for power distance. These
items were based on analytical evaluation and
interpretation of work environment, work sit-

uation and individual goals. Ratings were ob-
tained from the respondents on a five point

Tabke 2 : Mumber of Exccutives in Sample

Funetional Hewlrhy Unheithy Toal
Area i Zrion Chrganization

Finance 3(3].3%) T{TERE) 14
Marketing 12{63.21%) G{I1E) 21
Production T5(55.5%) 2B {53.85%) L5}
Personnel 10 (44%) 12(52.2%) 23
Todal 103(52.8%) S6(50.5%) 1 5%

Table 3 : Hierarchical Distribution of Sample

rmani zarion Keminr Jiemior Tooral
Exerufiver Execulives

Healthy 4442 Ty S95T.2R%) 13

Unhealthy 42 85%)  32(57.23%) 5t

Toial GR42.TTR) QI{57.23%) 159

scale, ranging from “strongly agree™ o "strong-
ly disagree™.

RESULTS

The data from 159 respondents of both
healthy and unhealthy organizations were ana-
lyzed by administering 't , ANOVA and Post
- ANOVA { with unequal cell) tests o find out
if thiere would be any significant differences in
power distance among the respondents with
respect to the health status of the organization,
To evaluate the differences between the exec-
utives of both organizations and, senior and
Junior exccutives of respective organizations,
the AMOVA and POST-ANOV A tests were
administered,

The 'F' ratio between the executives of
healthy and unhealthy organizations is 1 7.66 as
shown intable 4 b, This reveals that executives
of both the erganizations differ significantly
with respect to the organization's health status
on power distance (at P < 01 level). Compar-
ing their mean scores, it is found that executives
of healthy organization are in favour of high
power distance than those of unhealthy organi-
zation. The ‘F" ratio between the senior and
junior executives, irrespective of the health sta-
tus of the organization, is only 0.643, (statisti-
cally insignificant). The interactional effect is
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found to be 23.2. In post - ANOVA test, the
critical difference between the mean scores of
senior and junior executives of each organiza-

Table 4a: Mean and 5D of Senior and Junior Execu-
tives of bath Organizations on Power Dis-

tance
Chrganizanion  Semier Evecarives  Junilor Execulives
nom=ad n =39
EX =835 IX =10al
Healthy EHI = G147 E}{‘ = 19691
X=18%98 X = 17443
& =242 B=322
n =24 n =121
EX =378 LX =550
Lnkhiealthy Ix=6120 X =g
X =1547 X =1747
=300 & =267
Tahle 4b : ANOVA Sommary Table
Sorarce wf 5.5 af ME F Level rof
Vorimee Fipnif-
LeRre
Health® 43193 1 4153 17.66 pcil]
Slalus
Hierarchical (0. 1608 I LIEDE D643 M8,
Status
Inderactional 577 ] 5.77 2312 pe
Effct
Enrir 155 0.24487
Tahle 4¢ : POST ANOVA Test
Health Xfatur af Miean Srore of Level of
Drgarizadion Kenior and Juminr Significance
Healthy 0.997 pe 050
Unhealthy 1.5 p il

= C.1x at 00 Jeselis 1160 and af 05 level ot is 0.977
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tion are found to be significant at P = .01 level
in healthy and unhealthy organization respec-
tively. In comparing these mean scores, i is
ascertained that senior executives of healthy
organization are in favour of high power dis-
tance than that of juniors, whereas, reverse trend
is found in wnhealthy organization. Obvious-
Iw, itis inferred that senior executives of healthy
organization are highly power oriented than
those of unncalthy organization, while the jun-
ior executives are in favour of high power dis-
tance inunhealthy organization than the healthy
one {Table 4¢),

While comparing the executives' “power
distance scores” according to their respective
functional areas of the organization, it is found
that in production and marketing, the execu-
tives of healthy organization differ significanily
from unhealthy organization but insignificant
in finance and personnel fronts (Tahle - 3,
Analyzing the mean scores, it 1s found that in
production and marketing fronts, the executives
ol healthy organization prefer high power dis-
tince in contrast to their counterparts in un-
healthy crganization.

1o

DISCUSSION

Based on the analytical study, it is conclud-
ed that in healthy organization, unlike juniors,
the senior executives prefer high power dis-
tance and they use to take decision with pater-
nalistic authoritative style of leadership. Be-
cause, they endorse with the healthy status of
the organization and have faith and confidence

Tahle 5: Difference between Healthy and Unhealthy Organizations on Fower Distance Score in variows Fosctional

Areas

Fungwiveal Ares Strra 5 f COhrganizarion ] Mean 5D i Level of significance
Healthy 5 15.40 I1.744 A

Fimance 08
Limbealthy i 1678 ERIRT
Healthy 2 1555 238

Marketing 165 piil
Urhealthy q 16,56 2,28
Healthy 75 15.52 LN

Production 181 plil
Unhenlthy 28 16,429 1.37
Healthy 1 17.%2 179

Personnel 088 NS
Unhealthy 12 15,80 184
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in the rule of thumb. Besides this, the dyna-
mism of organizational environment and tech-
nological know-hows make them more power
oriented, as the only means to control the orga-
mizational affairs in Indian organization is ex-
pertizing themselves with technology or manip-
ulating the discretion power at their ends. Par-
ticularly in ours, the technological change at-
tuned with power politics follows the bureau-
cratic [ine and is proved o be more effective in
povernment organization, On the other hand,
the junior executives deal with the day to day
work mostly among the subordinates like super-
wisors and workers from shop floor directly and
used to be fred by their seniors through difter-
ent styles. Thus, they are more task oriented and
follow consultative - participati ve style of func-
tinning in achieving the targets inspite of the
power orientation.

Im unhealthy organization, the senior exec-
utives prefer low power distance and incline o
take decision in participative democratic style,
whereas, the juniors are in favour of high pow-
er distance and go for consultative - authorita-
tive leadership sivle of functioning. The trend
is ohviows, as cconomic crisis in unhealthy or-
ganization is a prime and chronic phenomenon.
Since the finance is the nerve centre of power,
the seniors would not have the morality (o show
their generic rule of thumb. On the other side,
the juniors act as agenis to enhance the organi-
rational effectiveness and get work done from
subprdinates with coercive and authoritative
paitern and perceive that the juniors take the
unhealthy state of organization as serious mat-
ter, Secondly, the lack of submissi veness in the
part of juniors towards senior executives in the
unhealthy organization is a matter of mistroct
between these proups. At last, high power dis-
tance among the junior level executives means
there would be chance of dissatisfaction among
the workshop level employees, a major factor
in hampering the productivity of the organiza-
Lo,

It is interesting o mention that the execu-
tives from variows functional areas under stud-
ied for the healthy organization are reporied o
b in favour of high power distance than those
of unhealthy organization, except in personnel
department. However, statistically these differ-

ences in marketing and production deparimemnt
are distinctive between these twoorgani zations.
The peculiarity in healthy organization reveals
that the executives of personnel department
exccute their accountability in participative -
consultative style to solve the problems, if any,
as the nature of work in personnel department
is direct interaction with its human resources.
Whereas in other areas, to get work done, the
executives follow the paternalistic style and
prefer to maintain high power distance from
their subordinates as the nature of work not only
includes the man power but also the infrastruc-
ture and equipment. While these trends are re-
versed in case of unhealthy organization.

In brief, it can be inferred from the study that
power plays a major role in maintaining health
status of an industrial organization. In Indian
context, in spite of the economic liberalization,
i et work done is not an easy lask because of
the generic “Chalta Hai” {meaning, take it casc)
culture (Gautam & Luktuke, 1992: 38). How-
ever, where the punctuality and echnological
know-hows is in fecd, the culture of high pow-
er distance has good result w maintain indus-
trial health and low power distance 15 required
in the field where the organizational members
have shared values of trust at work and realize
their contributions in the organizational perfor-
mance,
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