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Faculty of Management, R.N. Patel Ipcowala School of Law am! justice. V. V. N.,~.,r. 

B asically employee retention is based on various policies and pracuces 
which allow employees stay in the organization for a longer period of 

rime. Every organization invests time and money to train J. new join 
employee, make them a corporate ready material and bring chem ar the 
level with the existing employee. When employees leave their job ~ hen 
they are completely trained at chat rime company will face loss. Employee 
retention considers various measures taken in to consideration so that 
individual stays in an organization for the longer time. 

"An effort by a business co maintain a working environment which 
supports current staff in remaining with the company, many employee 
retention policies are aimed at addressing the various needs of employee 
ro enhance their job satisfaction and reduce che substantial coses involved 
in hiring and training new staff." (www.businessdicrionary.com, 2015) 

Employee retention is the capacity of the organization is co retain its 
employee in the organization. If company is having retention rare -o0o 
then company is retaining the 700/o of its employee in rhe given period. Ir 
is an effort made by an employer to retain the employee in their workforce 
and that's why it is a strategy for the firm rather than outcome. 

Today, the India's Gems & Jewellery Industry is the second largest foreign 
exchange earner for our country. The India Diamond Industry i labour 
intensive industry and employs more than 1.5 million people which .ire 
large in developing social and economic impact in our country. This 
Diamond Jewellery Industry is mainly found in states such as Cuj.irar. 
Maharashtra, Rajasthan, Tamil Nadu, Uttar Pradesh, West Bengal. etc. 
However, India's Diamond Jewellery Industry's position in international 

INTRODUCTION 

Dipal R. Patel' 

A Study on Employee Retention 
Strategies and Factors with Respect to 
Superior Subordinate Relationship in 
Selected Diamond Units of Gujarat 



LITERATURE REVIEW 
Sahasrabudhe & Perkar (2013) analyzed in their article "Changing H~\f 
practices with special reference to retention policies at TCS" that H~\1 
become extremely challenging for the global firm, Challenges emerge 
from the planning stage of Human Resource Management to retention of 
Human Resource, talent management and retention become the most 
important function of Human Resource Management. A brief case study 
of retention policy at TCS reveals that the dynamic and employee orienred 
flexible retention policy based on its own values is a clear 'X' factor for 
the success of TCS in retention. So from this article is has been observed 
that the retention policies at TCS do affect the industry and retention is 
one of the major problem for the industry. 

Nazia & Begum (2013) has studied in "Employee retention practices in 
Indian corporate-a study of select MNCs" that how MNCs in India are 
making strategic moves in retaining their talent, in their study they try to 
fill the gap by analyzing the impact of three R's i.e. Respect, Recognition 
and Rewards on satisfaction level of the employees and practices adopted 
by Indian MNCs in retaining their employees. Through job rotation, 
change in work location and other recreational activities they try co retain 

market is now threatened by the competitor's countries Iike Chins ~-,... 
Thailand which arc also developing at a rapid speed in inrern::ir,,~· -e ; 

market. More than 70'% diamonds arc cut and polished in I ndia. I • . 
expressed that every 8 out of IO diamonds arc processed and exported f,.r~- 
I ndia (Rawal, 2013). 

According to a report by Research and Markets, the jewellery marlr...t"" :, 
India is expected co grow at a Compound Annual Growth Rate (CA(,r 
of 15.95 per cent over the period 2014-2019. The cumulative fore:;:: 
Direct I nvestrncnr (FDJ) inflows in diamond and gold ornaments in J..e 
period April 2000-September 2015 were US$ 750.87 million, accordir.;:" 
to Department of Industrial Policy and Promotion (DIPP). Dunr.: 
April-November 2015, India imported 80.5 million carats of rouef 
diamonds worth US$ 8.65 billion and overall imported US$ 15.02 
billion worth of gems and jewellery. During the same period India 
exported 22.52 million carats of polished diamonds worth US$ 13.586 
billion and had total net exports worth US$ 21.46 billion, thus continuing 
to be a net earner of foreign exchange in the gems and jewellery secw( 
With an 8 per cent share in polished diamonds, India has become the 
world's third largest diamond consumer (www.ibef.org, 2016). 
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their talent, Most of the employees mentioned that the welfare measures 
and grievance handling procedure of their companies are fairly inefficient. 
So from chis article it has been observed that even Indian MNCs are also 
facing problem of retention. 

Hussain & Rehman (2013) has found out in their paper "Do Human 
Resource Management Practices Inspire Employees' Retention?" that 
presence of person-organization fit, employment security, improvement 
of internal communication system and training & development are major 
practices for the employee retention and from the finding its clearly 
stated that those textile organizations which have implemented HRM 
practices successfully in their environment are in the better position to 
retain their critical and highly talented employees than ocher organizations. 
So by implementing HRM practices in the organization retention of 
employees will be smoothly and easily for the management. From the 
paper it has been observed that if we use HRM practices properly then that 
will really help in employee retention and which is the main concern for 
most of the organization now a days. 

Patel (2016) has concluded in his research article "A Study on Employee 
Retention Strategies and Its Impact on Employees Job Satisfaction in 
Selected Textile Units in Gujarat." that It was found that age group and 
working experience differences does not affect the various methods of 
employee retention such as Working Condition/Environment, Salary, 
over time salary, Compensation paid to workers during layoffs or during 
any accident happened within the company, Company gives you time to 
improve the quality, Give Advance to purchase vehicle or any other 
things and loyalty towards the organization. 

Thomas (2015) has covered two cities Surat and Mumbai in their article 
"Diamond industry stares at dim future" that they are going to ban rough 
diamond import same as November 2008 global economic downturn. 
This time reasons are not only recession but many others like "Reduction 
in the credit period from 180days to 60 days by the rough diamond dealers 
the ABN AMRO bank reduced loan exposure to diamond companies by 
40o/o" said Lidbide. He says that 20°/o of the authentic diamond companies 
utilizing bank money properly for the business, there are 80% companies 
who have invested their money in other businesses like real estate and now 
these sectors are not performing well and thus they are facing a problem of 
liquidity. A year ago, companies were getting 100% finance for rough 
diamond purchase from foreign banks like ABN and Standard Chartered 
bur now it reduced to 60% only so rest 40% companies needs to pay in 
cash. 

A Swdy on Employee Retention Strategies and Factors with Respect... I 09 



1'.rn.rn, \ 'l)O '") h.,, hnmd mu in hi, the t • I he rare of Lth, , 
P1.,m,"1ul ln,lu,o, in lnd,., \\1th \1)(."'C1.1I Rctcrcn"<' to ,u, ~r.i 
,,t,'.\lll7,\t1,,n nc d l\l giH' urgt'nt .urcnnon ,rn manv I U(' 
mu-t !~''l h ... ·rwf11 ol P.F .. pl'tl\1on. litt- mxur.ince. healrh ... ..1 

f.h.1l1t, whu h "ill 11\U('.1'1<.' the producuvity. need C( • arran e ;;. 
w h« h tht·, "ill ~rt cdu .... ued. lor t r.tmtn~ ~o, crnrnenr need ro ur 
ph,~r.lm. cht·, l.u c problem of eve "l-!hc .md shoulder-a he e .... 
h.b been nh,t•nt·d .ind found rh,u there \\,1, ., l.ick ,lt san fa\.".'t1r. 
t:1\.'1licie~. proper vcm il.uion .uul working cnv ironmenr whr h m 
to think for l..'.h.mging their job or org.mizauon . 

Allen &. Criflt•rh ( \1·)99) have argued in their article "[ob perform .... 
turnover: A review .md irucgr.rrive multi-route mod -l." rhar orzar 
need to find our wh.ir is happening to the invurur .. ,f wi rkers leave 
job. like if poorest performer lcfr rh.m rh,ir \\ ill be beneficial tt r 
organization. if rhe highest performer is leaving th.in due \\ ill he a no:J 
eHect on the org.miz.irion .ind bud for rhe turure roo and iutru r 
g.we three diflercnr route model on job pcrtorru.ince JnJ turnover F 
the article it has been foun<l that there is ., rel.inonvhrp berweer 
performance and turnover. 

Griftech & Hom (2001) have mentioned in their book "Retaining \ 1 .. 

Employee." (200 I) that how organiz.irions keep their k~~ pert ~ .. 
the organiz.irion, national sun·ey of Americ.rn corpor~1cion · '>.l\ ~ "'2 
companies are fucing problem of rurnover incre,ising. E\c-n ch~ t ,\ ~ 
the employee is like all time low, making emplo:, et' retennon •~ t c '=' 
issue for 21 .. century. Even they discussed c.Kti(~ for redu ·ing curn0\cr i 

cost of rurnover and char help .1 lor. Ret.1inin~ \'.tlued Fmpltn,~, ~' C" 

HR managers differcnr kind of raccics ,vhich chc:y need m J ... ·H:k'f' 1 •u 
in1plemenr successfully for employee receminn. 

Sh:ima (2014) has analy,.ed in his paper "A Srudy on ~ lum.m R1;.~' r,.-::, 
Management Challenges and Rece11r Trends EnH.'rgin~ in HR\l ~ ll 
that the Indian economy is one of rhe Etstesr µmwin~ t.'-·r,m,mh. .1 n\,; • 

l 'h ,d", \ 'O I ) h ,, ,font' ft'" .\h h nn ",\ ifluh o( -nr t"l'i 

, ,, 11,h , '11,f h 11,,n Ill nd, m tl,.m1em,I mcluon. u < ,u,.u r f ...i 

f\,und 1h.u .u,,,m" I P'h nf worker .u~ nor u,~ftetl .:aru·t 1 ~ 
dh, ,ll( tHH "''tkin~ ·" 1wr ,lw .,h1ht\ nr dl1<t<"n!') n(i 

u "t "t "'" It, ( I '''~·""' mcm tH'( I ,o , ike nc, ~ t\ '(tt. ,., 
,.,l" , (, l un nH ,,uH, .md do tune '" rune an lv t 

,u,t,\dh'll .llld "h,, h ,,,II tlriH' nr~.uu1.utnu r, ,,u1 f, ch e 
hum 

1 1 IO 



DATA COLLECTION 
The sample size for the current research is 220 employees of selected 
diamond units and convenient sampling method were used to select the 
sample size. The primary data which was collected with the help of the 
structured questionnaires was coded in the SPSS statistical software, to 
convert the primary data into a suitable form. Once the data was 

For the purpose of this study, the sample data was collected from primary 
sources through questionnaire. The respondents of the primary data were 
the employees of the selected Diamond units in Gujarat. The primary data 
was obtained based on demographic attributes and Employee Retention 
Strategies. Secondary data was also used for this study. Relevant data and 
information has also been collected from various articles, reviews, and 
research papers published in different human resource management 
journals and periodicals related co che topic of study. 

RESEARCH METHODOLOGY 

A srudy on Employee Retention Strategies of selected Diamond units of 
Surat, have been examined from 2015 to 2017. An attempt is made co 
identify Employee Retention Strategies and the facrors with respect co 
superior subordinate relationship in the selected Diamond units. 

SCOPE OF THE STUDY 

OBJECTIVES OF THE RESEARCH PAPER 
• To study the interpersonal relation with superior 111 the selected 

Diamond units. 
• To study the factors with respect to superior subordinate relationship 

in the selected Diamond units. 

the third world countries the need of H Rt\ l can contribute towards the 
growth of econornv. To serve the purpose of the org.iniz.uion and 
institutions success HRi\1 i helpful and needful. The variou · emerging 
trends help the HR people ro get succe s in the expected t.1rgcts. Ir is must 
fur today's complex and dynamic business environment to ensure long 
term susrainabiliry. \Y/e cannot stop suddenly what is happening. But we 
can plan fur the future let us develop the strategies where accepted whole 
heartedly. And lee's bring the people co the organizations as they are the 
real assets of the organization. Let them feel like they are working not for 
money but for the organization. 

..t , 'rudl cm Emplo_r« Retention 'muegirs ,,ml Factor» 11•11h Rr(pr.-1 . 1 1 1 



Kruskal-Wallis Test 
Ho..,: The ranking of employees in different age groups on various factors 

with respect ro superior subordinate relationship in the organizati n 
are same. 

H1 ... : The ranking of employees in different age groups on various fa~ 
with respect ro superior subordinate relationship in the org-anir.i{l(n 
are not same. 

From the above table of Relationship of superior with subordinate. respon 
dent gives rank and on that bases Respecting subordinates and co-workers 
is ranked first, second one is Superior maintains friendly relationship, 
third one is Explaining the work clearly to the subordinate. Superior 
unbiased (Fair for all) and last one is Team work & co-ordination. 

Source: Primary Dara. 

Dnrrif ti ,~ Statistia ---. 
... . - ,.\'c,, N Minimum Maximum ,\fean Std. 

D4Wntm : 

T earn work & 220 1 :; I I l. I 2.42 1.53- ' co-ordination I I 
) Respecting subordinates 220 1 ') I 3.4- I l. 'tJ() . 

and co-workers 

Explaining the work 220 - I 
3.20 3. 1 1.21::; ~ . 

clearlv to the sub- I ordinate I 
4. Superior maintains 220 1 ') I .,. ,- 134! '\ 

I .)._ - 
friendly relationship l 

5. Superior is unbiased 220 1 5 2.64 1.30: -l 
(Fair for a.II) I I 

Table 1: Ranking for Relationship of E rnplovees with Superior 

Following is the analysis of the J,H,l on che basis of rhe re pon ~ fro~ rt~ 
responden ts. 

DA.TAANALY l 

rranstcrred into the s~)ftw.,rt' the d.tt.1 .m.ilvsis w.1~ inin.ucd rh~ ,ur z 
tools USt'd arc Kruskal-Wallis .md ~l.Hrn \'\'hitncr Tc« \\h<'rt'\cr lppi 
able, 



Interpretation 

As per above Table the employees were grouped based on ,lgt·. l "hi-squ,ir · 
rest was applied. Since the significance value is grt'.ltt'r rh.ui l).0:; for ch· 
factors like Team work & co-ordination, Rcspt't·ring subordinates .ind co 
workers, Explaining the work clearly ro l lw subordin.uc, ~uperitH 
maintains friendly relationship and Superior is unbiased (F,tir ti>r .111). ~o. 
null hypothesis cannot be rejected for above menrioued faccors. 

'Kruskal \Xl.dlis Tl:Sl 

't~ro11p1n~ Variable: Age 
Source: Prim.try Data. 

I .,hll· I: I ,I< 1,11, \\. II h flt. '11< < t to \11pcr111r \uf>1ir<l1n,1cc 

Ile I 111omh1p 111 rl1<. ( hg.m1,.u "'" h.1\«I on . \~c ( ,r"up< r-- - lvt1riwl· \V,1/l,1 I tsr ft1t Sutistia .... 
Rt,,;J•_; 

N A/tan Chi- df '"trJ Ai, R,tnlt S9"4tt ti,, ,_ - - 
J ,·.Hn \\1Hk ,\ I l'\\ I h ,111 IH 11 I I \(, 11:; l t} 1 1 \ () \I l ... -·· I 

"' ,,11l1n.1111,n IH102.'l = I lf.!._r I oc:;-, I I " ) l 
1 --1 - H, Ill \c:; H<, 11 \ ')~ I , I I 

\(, (<) ·15 I ~ I OH (,'> J . 
Tot.ii 210 

jo;~:-j - 
~- q- \ ; Rl 'Jlt', t Ing I l'\\ I h.11\ 18 11 ') I .M, - T ,uh,Hdll\,lll'\ .uul I 8 to 2'1 110 I OR I(, I \'\:\) : 

I 
"l \\ tll kl'I \ 2(, (() J') 8(, 11- -9 I ! 

J(, to 4 'l 13 1r.9<i 
t 

Tomi 220 I - - -- l·,pl.1111111g the I .c.::.~ t h.111 18 11 <)-. c:; ~ n 8~l} I ; I n ~~s 
"01 k l le.irlv ro rhc 18 to 2'1 I IO I I 0.(,c; I , , \ 

' - , 
,uhmd i n.11 <' 26 ro J5 86 11 O.J-1 I 

J6to45 u 121.23 I 

Total 220 I 
I 

Superior m.iim.iins Less than 18 11 118.J6 J (HI I ; u \8 . 

I r ,_ 
I ncndly 18 [0 25 110 115.61 \'-'l 
rel.uionship 26 tu 35 86 10154 

36 co 45 u 11').88 I Total 220 
Superior is Less than 18 11 w-.c:;9 ll.2b8 ~ u '>(,(, 1 
unbiased (Fair for 18 lO 25 1 IO 112.'>9 l~\) 
.111) 26 lO 35 8(, 108 .... 9 =i JG to 45 u 10(1. 58 

1 Toc:J 220 

I \flu{l on I mtl,')rt Nrtr1111,m \1,,1ug11, ,m,l / ,111t>n. u ,,I, R"f" t 11 \ 



'Kruskal W.dlis Te.!lt. 
"Grouping Variable: working experience. 
Sourer: Primary Data. 

Kruskal- \'Va/Es Test 
R,111Ju I T. c .•• est .. uuuna 

No of Experience Mean ,~-- N Ch,-~ Jf I~~ in Total Rank 
Team work & Less than 2 Year 60 I 1382 2.4~14 ' 0 .. - ' 
co-ordm.uion ,4 11-.1' I . 

'\' 2 to 4 years 
I 

5 ro IO years q() 102.91 ! I 
(\ tore than IO years 46 102. I I I I 
Total 220 ! • 

l.ess than 2 Year 60 113.63 o (., -(., : ' 0 - Respecting ' . 
, u ho rd Ina I C!I 2 to 4 yc.1rs 74 l 12. 1 l I I "' I 
and co- 5 ro I O years 40 I 04. '5, I I 

I 
workers More rh.in 10 ye.1rs 46 108.3- I 

Tota.l 220 I 

60 97.88 ro ~Y·> • t) 0 I I Explaining Less rhan 2 Year ' . 
the work 2 ro 4 yc.trs 74 l O l.3-t I i .... . 
clearly ro 5 ro IO years 40 12-.16 
the More rh:111 l O ye.irs 46 127.21 
subordinate 

Total 220 
Superior Less rhan 2 Year GO 105.14 J.8-9 J l) ~- ... 

rnamrams 2 ro 4 years 74 103.95 I 1 '-" 
• friendly 5 ro IO year 40 114.21 

relnrionship More rhun IO years 46 124.79 
Tora! 220 - 60 120.5J (d)2J J ll l ' Superior is Less than 2 Year 

unbiased 2 to 4 years 74 I l 6.(15 l '-" 
(Fair for all} 5 (0 IO )'l';HS 40 102.J 

More than IO yc:;1rs 46 94.(,5 
Total 220 

Table j: I actot s \\Ith Respect to ~upermr \ub<"'rdm.1cc Rd.mon,h1p 
Ill the Orp..m11.tt1011 based on \X"orkin~ I- xpcncncc 

I ht' r.rnkinµ of cmplovces in diflcrcnr \\cHkin~ C' pert<n,: 
, .iriuu-, f,H. tore; "uh 1cc;pu. l to superior c;uhordin.He rd rnonsb 
the (,rg.rn 11.11 iou .irc .1 me. 
I he 1.mkmg of cmplovccs in d,ffcrcnc ''-<Hking cxpenen re 
, .uiou« l.1uoP1 with re pc(t ro upcrror ,uhordin.,1c~ rd~non<h p 
the org.rni1.tt1011.1rc not vamc . .. 

I I ": 



'Grouping Variable: Marital Status. 
Source: Primary Data. 

Mann-Whitney Test 
Ranks Test Statistic/ 

Marital Mean Sum of Mann- 
Wilcoxon Asymp. 

N Whitney Status Rank Ranks w z Sig. (2- 
u tailed) 

Team work Unmarried 107 109.32 11697.00 5919.000 11697.000 -.277 .782 
& Married 113 111.62 12613.00 (NS) 
co-ordination Total 220 
Respecting Unmarried 107 107.44 11496.50 5718.500 11496.500 -.722 .470 
subordinates Married 113 113.39 12813.50 (NS) 
and co-worker Total 220 
Explaining Unmarried 107 l 10.84 11859.50 6009.500 12450.500 -.079 .937 
the work Married 113 110.18 12450.50 (NS) 
clearly co the Total 220 
subordinate 
Superior Unmarried 107 115.03 12308.50 5560.500 12001.500 -1.058 .290 
mamtains Married 113 106.21 12001.50 (NS) 
friendly Total 220 
relationship 
Superior is Unmarried 107 110.23 11794.50 6016.500 11794.500 -.063 .950 
unbiased Married 113 110.76 12515.50 (NS) 
(Fair for all) Total 220 

Mann-Whitney Test 
Hoc: There is a significant difference in ranking of unmarried and married 

employees on various factors with respect to superior subordinate 
relationship in the organization are same. 

H,c: There is a significant difference in ranking of unmarried and married 
employees on various factors with respect to superior subordinate 
relationship in the organization are not same. 

Table 4: Factors with Respect to Superior Subordinate 
Relationship in the Organization based on Marital Status 

Interpretation 
As per above Table the employees were grouped based on working 
experience. Chi-square test was applied. Since the significance value is 
greater than 0.05 for all the factors except for Explaining the work clearly 
to the subordinate, it may be inferred that ranking of employees in 
different working experience on various factors with respect ro superior 
subordinate relationship in the organization were same. However, the 
ranking of employees in different working experience on factor explaining 
the work clearly to the subordinate with respect to superior subordinate 
relationship in the organization is not same. 

A Study on Employee Retention Stmtegies and Factors with Respect... J J 5 



As per above Table the employees were grouped based on srarus/lcvel. 
Chi-square test was applied. Since the significance value is greater than 

'Grouping Variable: Status. 
Source: Primary Data. 

= 

R,mks 'I'm S1mlmn' - 
Menn Sum (If /1,/111111" 

\\'ll/l'll,\'f/11 l\'I 
A•y/J 

Status N Rank Rrmkr \Yllu'111;,y ll z .~,, J . 141/rd) 

Team work& Middle Level 42 111.13 4667.50 3 71 I.')()(} I %~2. ')()() - .07'1 ')·11 
- -- - co-ordination Floor Level 178 110.35 19642.50 (N"J -- - 

Total 220 -- 
Respecting Middle Level 42 106.48 4472.00 1%9.0()() '1'17 2.000 -.'174 ,(d'l 

subordinates - 
and co-workers Floor Level 178 111.45 L9838.00 (N"J 

Total 220 -- - 
Explaining che Middle Level 42 112.36 4719.00 3660.000 I 1J')1) 1.000 -.218 .Hll 
work clearly co - 

Floor Level 178 110.06 19591.00 (N"i) 
the subordinate 

Total 220 - 
Superior Middle Level 42 106.95 4492.00 358~.ooo /i492.0{)0 -AU (,7') 

maintains - 
friendly Floor Level 178 I J 1.34 19818.00 (N\) 

relationship Total 220 -- 
Superior is Middle Level 42 113.50 4767.00 3612.000 I <)5tf3.000 -.3tf 9 .7J.7 
unbiased (Fair Floor Level 178 109.79 19543.00 (NS) 
for all) 

Total 220 

Table 5: Facrors wirh Respect tu S11pc•rinr S11hcmlin.11,· 
Relationship in the Organization h:to;ed on S1.11w./l c·vc-1 

[nterpretution 

:\, r= above T.1ble t}~t' cmpln):<'t'~ ~\'t'l't' grn11pt·1~ h,t!'tcd 011 1111111,1111, ,I 111.i 
married employees. ~11H.'c:' tlw s1gnd IL,\tht' v.ilue ,s µ,11•111,•1 1111111 o.o, 1111 •11 
the factOT'$, it nuy ht' inlerrc.•d ih.u l',11\ldng o!' dillc•1c•n1 1111111,1111c·d .incl 
married employees on various 1:1e11)('S with rc,1w,·1 tn Mtpt•t in1 ,,,h.,,i1111,,. 

relation, hip in rhe l',rg.mi,.uinn were s.une. 
H\'\l,: The ranking of employees in dil1~·rc•rll S1.1111s/l .,·vt·l ,111 v.1r11111, 1"11,11, 

with rcspc·cr to superior suborclin.ue rel.u iol\~hip in dw 01~.1111,.11 .. 111 

a re s.un e. 
HID: The ranking of employees in dillerem Srm wJI .evel Oil V,11'1011'1 l..u 1111 

with respect to. uperior subordinnre rdndnnship in dw oq.~.11111.1111111 
are nor same. 



.. 

It was found that there is a significant difference in ranking of unmarried 
and married employees. Since the significance value is greater than 0.0~ tor 
all rhe factors, it may be inferred that ranking of different unmarried and 
married employees on various factors such as T earn work & co-ordin .. rtion, 
Respecting subordinates and co-workers, explaining the work clearly co the 
subordinate, Superior is unbiased (Fair for all) and Superior maintain 
friendly relationship with respect to superior subordinate relation ship in 
the organization were same. 

le was found that there is a significant difference in ranking of ernplovee 
in different status/level. Since the significance value is greater dun 0.0~ for 
all the factors, it may be inferred char ranking of employees in ditlerenr 
status/level on various factors such as Team work & co-ordin .. uion. Res 
peering subordinates and co-workers, explaining the work clearly ro the 
subordinate, Superior is unbiased (Fair for all) and uperior maintains 
friendly relationship with respect to superior subordinate relationship in 
the organization were same . 

Relationship of superior with subordinate, respondent gives rank and on 
that basis Respecting subordinates and co-workers is ranked fir-c. second 
rank is Superior maintains friendly relationship, third rank is E~pl.1ming 
the work clearly co the subordinate, Superior is unbiased (Fair for all) 1, 

fourth rank and last rank gave to Team work & co-ordination. 

It was evident from the Kruskal-Wallis rank Test of employees m different 
age groups on factors such as Team work & co-ordination. Respecting 
subordinates and co-workers, Explaining the work dearly co the sub 
ordinate, Superior maintains friendly relationship and upenor 1.-. 

unbiased (Fair for all)with respect to superior subordinate relationship in 

the organization are same. 

Ir was found that the ranking of employees in different working expent!n ... .e 
on facrors such as Team work and co-ordination, respecting subordinates 
and co-workers, Superior is unbiased (Fair for all) and Superior rnamtams 
friendly relationship with respect to superior subordinate relationship in 
the organization are same, whereas explaining the work clearly co rhe 
subordinate is nor same. 

FINDINGS 

0.05 for all the factors, it may be inferred chat ranking of employees in 

different status/level on various factors with respect to superror subordinate 
relationship in the organization were same. 
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