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ABSTRACT

Employees’ morale determines the success and groivgh organisation. The study conducted on a ramdample of 70
employees working in Directorate of Horticultureawbahar (Shimla) revealed that though majority leérh perceived
working environment as good to very good, and Batiswith their job, yet their opinion on freedor expression,
appreciation of work/ideas and involvement in decisnaking were not found to be encouraging. Heiteeas suggested
by the study that there should be proper mechanisgrievance handling, proper process for compeamyabenefits, and
provision for incentives to the dedicated and hatking employees besides enhancing their partiagypain decision

making process to boost up the morale of the erapkoin the organisation.
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INTRODUCTION

Morale is an individual's mental condition and taitie which determines his/her willingness to coafeewith others in the
accomplishment of organisation’s objectives. Thenan resource experts as well as the line managersaav paying

much attention to the problems of motivation andatein their organisations.

The State Department of Horticulture Navbahar, $hiwhich came into existence in the year 1970 aimed
building the prosperous Himachal through scientifeselopment of Horticulture by harnessing natuesburces of the
State. Though the Directorate of Horticulture haerbserving the farming community for the last filecades or so; and
has contributed significantly to the developmenHofticulture in the State yet no systematic sthdg been conducted to
know the level of “morale” among the employees vimgkat the Directorate of Horticulture. Keepingsthiiew, the

present study was undertaken with the followingcgfmeobjectives:
e Tofind out employees’ morale in the organizatiowler study.
e To determine the level of job satisfaction amoregeimployees

e To provide suggestive measures for boosting /enhgribe employees’ morale
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METHODOLOGY

The study was conducted in the Directorate of Hdaltiire Navbahar Shimla (H.P).A list of all the doyges working in
the Directorate was prepared .Out of this listamdom sample of 70 employees’ was taken for thpgaér of the present
study. The respondents comprised of Horticulturéeision Officers (HEOs), Demonstrators, Lab Tedang, Clerks,
Laboratory Assistants, Superintendents, Qualitpdctors and Gardeners. Employees’ morale was neghsur the basis

of the determinants of morale given by Roach (19&8) necessary modifications.

Employees’ morale was operationalized as the witless of an employee (working in the Directorate of
Horticulture Shimla), to co—operate with otherghe accomplishment of its organizational objectivesother words, it
referred the extent to which employees were endistisiand optimistic about the group activitiedisfi@d with their job
and friendly to each other. If the employees fédsdtisfied, pessimistic and irritated, their meralas considered to be
low/poor in the organization. The data were co#idciith the help of well —structured and pre -téstgerview schedule

by personally interviewing the respondents.

RESULTS AND DISCUSSION

The main findings of the study are discussed irfaHewing sub-heads:
Socio-Personal Profile of the Respondents

The demographic profiles of the respondents haea beesented in the Table-1.

Table 1: Respondents Profile (n=70)

Sr. No. Socio-Personal Traits Frequency | Respondents (%)
1. Age (years)
i. 20-30 9 12.86
i 30-40 12 17.14
iii. 40-50 33 47.14
iv. 50-60 16 22.86
2. Gender
i. Male 45 64.28
ii. Female 25 35.71
3. Educational Status
i. Post-Graduation 4 5.71
ii. Graduation 21 30.00
iii. Higher Secondary 12 17.14
iv. Matriculate 28 40.00
V. Up to middle 5 7.14
4. Designation
i. Demonstrator 21 30.00
ii. Technician 06 8.57
iii. Laboratory assistant 5 7.14
iv. Superintendent 3 4.28
2 Gardener 11 15.71
Vi. Clerk 15 21.42
Vii. Horticulture extension officer 7 10.00
viii. Quality inspector 2 2.85
5. Service Experience (years)
i. Less than 10 21 30.00
i 20-30 16 22.85
iii. 30-40 26 37.14
iv. 40-50 7 10.00

Impact Factor (JCC): 6.1097 NAAS Rui2.84
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Table 1:; Contd.,

6. Distance of working place from hometown(km)

i. Upto5 27 38.57
. 5-10 31 44.28
iii. 10-15 12 17.14
7. Monthly Salary(Rs)

i. Up to 10,000/- 7 10.00
. 10,000-20,000/- 30 42.85
iii. 20,000-30,000/- 23 32.85
iv. More than 30,000/- 10 14.28

It has been concluded from the data that a majooitythe respondents were male employees (64%),
demonstrators/ Horticultural extension officers ¥§1lwith service experience of more than 30 years \aere earning a
monthly salary of more than 10,000 Rs. They wereentiban 40 years of age (70%) and were postedistance of 5-10

km from their hometown (61%).
Respondents Level of Job Satisfaction
The perception of respondents on their level of Satisfaction, has been presented in the Table-2.

Table 2: Respondents’ Level of Job Satisfaction

Sr. No. Level of Job Satisfaction Frequency | Percentage
i. Highly Satisfied 21 30.00
ii. Moderately Satisfied 14 20.00
iii. Neither satisfied nor dissatisfie 30 42.85
iv. Moderately Dissatisfied 5 7.14

It is clear from the data in Table-2 that aboutet8pnt of the employees were neither satisfieddmesatisfied,
.i.e. neutral with their jobs. Those who were hygbdtisfied were found to be 30 percent indicatthgreby that 50 percent

of the employees were satisfied with their jobhie brganization under study.

These findings were in conformity with those of 8ha et al (2002 who reported that a majority of the working

women (62%) were satisfied with their job.
Reasons of the Job Dissatisfaction in the Organizan
The main reasons of job dissatisfaction as repdiyetthe respondents are given in Table-3.

Table 3: Reasons For Job Dissatisfaction

Sr. No. Reasons for Dissatisfaction Frequency | Percentage
i. Inadequate Salary 4 5.71
ii. Prejudicial behaviour /attitude of the supesio 38 54.28
iii. lack of cooperation from the superiors 13 1B.5
iv. Unhygienic Working Conditions 13 18.57
V. Any other (more workload, paperwork etc.) 2 2.85

From the data it is evident that prejudicial bebavi/attitude of the superiors (54.28%) followed lagk of
cooperation from the superior (18.51%) and unhyigiemorking conditions (18.57%) were the main reaséor job
dissatisfaction. However, inadequate salary asoredsr job dissatisfaction was reported by aboupedcent of the

employees which implies that majority of the empley was satisfied with their salary.
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Sharma et al (20QRalso found that lack of good working conditiomadequate salary, job insecurity, lack of
encouragement and cooperation from the seniorsnet@ some of the main constraints faced by thekwgrwomen in

their job performance.
Respondents’ Perception on the Working Environmenbf the Organization

The perception of respondents regarding the worldngironment in the organization has been categdrinto four

categories-excellent, very good, good and fair. féeeptual response is given in Table-4.

Table 4: Perceived Working Environment in the Orgarization

Sr. No. | Working Environment in the Organization | Frequency | Percentage
i. Excellent 2 2.85
ii. Very Good 30 42.85
iii. Good 27 38.57
iv. Fair 11 15.71

A perusal of the data in Table-4indicates that 8fcent of the respondents perceived the working@mwent in
the organization as Good to Very Good. Those whugieed the working environment as fair were 15éeftpnt and

those who reported excellent working environmentenanly three percent.
Response on Interpersonal Relationships

The respondents’ response was taken on interpdrselagionship existed among the employees’. Th&a des been

shown in the Table-5.

Table 5: Response on Interpersonal Relationships

Sr. No. | Employees Category Degree of relationship
Very Good Good Fair Poor
i. Boss/Superior 5 (7.14) 4 (60.0p) 22 (31.42)| 11.42)
ii. Colleagues 6| (8.57) 1V (24.28) 41 (58.%7)| 6 578.
iii. Subordinates 6 (8.57) 26 (37.14) B85 (50.00) | (@4.28)

*The figures in the parenthesis are percentages

A substantial percentage of the respondents haddhitionship with their colleagues (59%) and sdbwates
(50%). Those who reported that they had good anglg@od relations with their superiors were 67 patc

Response on Appreciation of Work in the Organizatio
On probing whether their good work is appreciatethe organisation, the response has been givine ifiable-6.

Table 6: Response on Appreciation of Work in the Gganization

Sr. No. Response Frequency Percentage
i. Always 9 12.85
ii. Sometimes 2 2.85
iii. Never 59 84.28

It is evident from the given data that 84.28 petceihthe employees perceived that their work wasene
appreciated in the organization only 12.85 percespondents’ reported that their work was “alwagppreciated in the
organization. Hence, the study implies that sinafferts should be made to appreciate the workartlWworking and

dedicated employees and some type of incentivasiéladso be given to them.

Impact Factor (JCC): 6.1097 NAAS Rui2.84
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Freedom of Expression in the Organization

The respondents’ were asked whether they are givethe freedom to express their opinion, the respaf ideas has

been depicted in the Table-7.

Table 7: Freedom of Expression in the Organization

Sr. No. Response | Frequency | Percentage
i. Always 9 12.85
ii. Sometimes 59 84.28
iii. Never 2 2.85

As evident from the data that in Table-7, the patage of the respondents who felt that they hadn&ones’
freedom of expression of ideas were 84 percents&heho reported that they ‘Always’ had freedom xjfression were
only 13percent.This seems to be quite disappointamgl the Directorate should pay due attentiort,totherwise, the

employees will not be able to freely share themowative valuable ideas with their superiors.
Response Pertaining to the Appreciation of the Idea

The response of employees’ pertaining to the ajgien of ideas in the organization was taken, laas been presented in
the Table-8.

Table 8: Response Pertaining to the Appreciation dfieas in the Organization

Sr. No. Response Frequency Percentage
i. Always 12 17.14
. Sometimes 57 81.42
iii. Never 1 1.42

A perusal of the data in the Table-8 has revedlat&1percent of the employees reported that amyjiaea given
by the employee is ‘Sometimes appreciated’ in tigawization .Those who stated that their ideasalveays” appreciated
in the organization were 17 percent .However, digible percentage of them reported that the ideasnever appreciated
in the organization. Hence, the study implies thabvative and productive ideas must be appreciatée interest of the

organisation.
Involvement in the Decision Making Process

On being asked whether or not they are involvethéndecision making process the response of tionelents has been

given in the Table-9.

Table 9: Involvement in Decision Making

Sr. No. | Response | Frequency | Percentage
i. Always 15 21.42
ii. Sometimes 3 4.28
iii. Never 52 74.28

About three fourth of the employees (74%) perceitrest they were ‘Never’ involved in the decision kimg
process whereas 21percent stated that they wevayal involved in the decision making process ia tinganization. This
seems to be undesirable situation which might aeaffect the transparency of the system anchattly the efficiency

and productivity of the organization under study.
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Feeling of Self- Respect in the Organization

So far as the feeling of self-respect among thel@ysps is concerned, their response has been pedseariTable-10.

D. D. Sharma, Ankita Thakur & Milan Tanar

Table 10: Feeling of Self Respect in the Organizatn

Sr. No. Response | Frequency | Percentage
i. Always 48 68.57
. Sometimes 22 31.42

It is evident from the data that 68.57 percent eygd’'s “always” had the feeling of self-respectthe
organization whereas 31.42 percent of the emplaeyegorted they had felt the feeling of self-respety ‘sometimes’ in

the organisation.
Opportunity for the Professional Development in theOrganization

Whether or not, they have the opportunity for pssfenal development in the organization, the dateetbeen depicted in
the Table-11.

Table 11: Opportunity for Professional Developmentn the Organization

Sr. No. Response Frequency Percentage
i Yes 64 91.42
ii. No 6 8.57

According to the given data, it can be inferredt tha42 percent of the employees perceived that tiael the
opportunity for professional development in theasigation whereas the remaining 8.57 percentliielt they didn't have

any opportunity for professional development.
Assignment of Work as per the Ability /Expertise

The respondents were asked whether they are adsigm according to their ability /expertise, thata has been shown
in the Table-12.

Table 12: Assignment of Work as per the Ability /Exertise

Sr. No. Response Frequency Percentage
i. Always 19 27.14
ii. Sometimes 47 67.14
iii. Never 4 5.71

More than two third employees are “sometimes” assigwork as per their ability. Those who were “aglgia
assigned the work as per their ability (27.14%) nehe the remaining 5.71percentreportedthat theynbadr been allotted
work according to their ability and expertise. Henthe study implies that work should be allottsdpar the expertise/

experience of the employee to get better outputhi®rorganisation.
Suggestions for Boosting/Enhancing Employees’ Moral

Some of the suggestions elicited from the respasd®en boosting /enhancing the employees’ moralthéorganizations

have been listed in Table-13.

Impact Factor (JCC): 6.1097 NAAS Rui2.84
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Table 13: Suggestions for Boosting /Enhancing Empyees’ Morale in the Organization

Sr. No. Suggestions Frequency | Percentage
Proper mechanism of grievance handling amongnipayees 22 31.42
There should be proper process for compensatofiteto the employees. 20 28.57
i. Proper Compensation System patrticularly forydaiagers. 1 1.42
ii. Provision for incentives to the dedicated amddaworking employees. 15 21.42
iii. Delegation of Authority with proper respondibi 8 11.42
iv. Enhancing patrticipation of employees in demisinaking 4 5.71

It is clear from the data that about one-thirdtaf tespondents (31.42) suggested proper mechaaismafdling
of grievances among the employees. Those who steghtist there should be proper process for conapernysbenefits to
the employees, provision for incentives to the daidid and hard-working employees and delegatioauttfority with

proper responsibility were 29, 21 and 11 percespeetively.

However a marginal percentage of them also sugdebte the participation of the employees in theisien

making should be enhanced and there should bepgipcompensatory system particularly for the daihgers.

These findings are in agreement with those of Shatral. (2014) who suggested that job securitypileth with
reward/ incentives must be provided for dedicated aardworking employees besides promoting coojersand

interaction among the employees, in order to bthwst morale.
CONCLUSIONS

Though the employees were positive in their respoos job satisfaction, working environment and essfonal
development in the organisation yet their perceptio other aspects particularly freedom of expoggsivork appreciation
and involvement in decision making was not foundoemaging. Hence, the study implies that there lshbe proper
mechanism of grievance handling, compensatory [isrtef the employees and provision for incentiveshe dedicated

employees besides enhancing their participatiatetision making process.
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