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CHAPTER 1I

INTRODUGCTION

Production is an integrated set of activities that
combines and transforms inputs into desired outputs. Inputs
required in a production process include materials (raw mat-
erials, supplies), labor, capital, and management.1

Management is a major productive resource in the economy.
It bears the task of optimizing yield or making every input
cost-effective.2 Also inherent in the managerial task is
decision making based on known information and certainty as
well as that based on uncertainty. It includes implementing
decisions as well as making them, all within the boundary of
securing the future of the eniterprise and making it more
profitable.3

Each of the management tasks has its own skills, tools,
and requirements ~-- things that must be learned by the people
who are given the responsibility of performing them. The
demands of the tasks of management, however, is dynamic.
Managers are continually faced with varied and highly complex
problems requiring new management concepts and entrepreneurial

skills. One of the major contributing factors in the managers'

1William R. Henry and W. Warren Haynes, Managerial Econ-
omics: Analysis and Cases, (Texas: Business Publications, Inc.,
1978), p.168.

2Peter F. Drucker, Management: Tasks, Responsibilities,
Practices, (New York: Harper and Row, 1974), p.45.

3Richard Phillips, Managing For Greater Returns In Grain,
Feed, and Other Retail Businesses Serving Agriculture,
(Kansas: Agri Research, 1973), p. 6.




dilemma 1s the continuing and accelerating rate of social
and technological changes happening within and out-

side the business enterprise.l Some examples of these
changes are: a) increasing and at the same time shifting
markets, b) changing production technology, and c¢) changing
government rules and policies.

The Kansas cooperative grain elevator managers are not
exempt from the problems that managers of ordinary business
corporations experience. The cooperative grain elevators
today are becoming "larger and more complex businesses. The
rapid changes taking place in agriculture are causing changes
in the operation of these farmer-owned undertakings.”2 Busi-
nesses with which the cooperatives deal are undergoing changes
themselves.3 In addition, cooperatives have problems that
stem from their cooperative nature.4

Embedded in these developments is the realization that
all managers must be continually trained to cope with the
dynamic nature of management.5 This realization is expressed

by many business enterprises through the maintenance of a

lGeorge C., Houston, Manager Development: Principles and
Perspectives, (Homewood, Illinois: Richard D. Irwin, Inc., 1961),
p.6.

2Milton L. Manuel, "Improving Management of Farmer Coop-
eratives", (Farmer Cooperative Service, USDA, 1973), p.Z2.

SMilton L. Manuel, Ibid.
‘Milton L. Manuel, Ibid., p.1.

5James F, Dullea, '"Developing Managers For The Senior Exec-
utive Service', Training and Development Journal,vol. 33, #1,
(January 1979), p.30.




training department whose basic function is the continued
development of managers and nonsupervisory employees. 1If
such a department does not exist, firms often participate in
management development sponsored by private firms or agencies
or by educational institutions.

Considering all these perspectives, Kansas State Univ-
ersity, through its extension education function, aims to
develop relevant management training programsl;designed to
assist with the training needs of the managers ©f cooperative
and other grain elevator firms in Kansas. To do this, inform-
ation on the training needs of the managers as well as other

relevant baseline information must be gathered.

Objectives of the Study

This study was conducted to serve not as an economic study
of management but as an input towards the achievement of the
University's aim. It was designed to determine preliminary
information about the attitudes and preferences of the Kansas
cooperative grain elevator managers regarding management training
programs. Some personality and organizational climate charac-

teristics were also obtained in this study to help determine

lManagement development is defined as a planned process
designed to cultivate the mental abilities of the individual
so that they may be more effectively applied to the work of
managing. This involves the learning of new knowledge, insights,
and skills through planned systematic instruction. Management
training, on the other hand, refers to the programs devised to
facilitate this learning process.



the potential of the managers to adopt modern managerial

techniques to cope up with the growing demands of their jobs.

Specifically, the objectives can be stated as follows:

1.

=]

To determine the demographic characteristics of the
cooperative grain elevator managers;

To identify their attitude towards management training

programs;

To determine some of their management training needs
and schedule preferences (specific days, months, and
duration of training);

To develop a personality profile of the cooperative

managers;

To determine the presence or absence of personality
characteristics indicating adoptive bahavior or the

propensity to adopt new managment techniques;

To determine the openness of the cooperative grain

elevators to modern managerial techniques;

To compare the cooperative grain elevator managers

with the independent and line grain elevator managers

in Kansas on the basis of the first six objectives; and

To summarize the results which are significant to the

development of management training programs.



Methodology

To obtain the information needed, an eight-page survey
questionnaire was prepared (See Appendix). Many of the questions
were patterned after the questionnaire used by Dr. Howard
Baumgartel in a similar study conducted in India.1 The gquestion-
naire consisted of four sections, namely:

1. Background facts about the respondents;

2. Organizational climate of the cooperatives;

3. Attitudes towards management training; and

4, Personality characteristics of the respondents.

Most of the questions were of the fixed response type. The
completion time was estimated to be 30 minutes.

A package of questionnaires was mailed to the general
managers of the existing grain elevator cooperatives in Kansas.
Each general manager was asked to distribute a questionnaire
to each manager in the headquarters office and any existing
branch facilities. In total, 286 usable forms were returned.

The gathering of data was conducted from March to May 1979.

The computer program system, Statistical Package for
the Social Sciences (SPSS), was utilized to summarize the data
and to generate most of the necessary statistical measures.

Specifically, the subprograms producing frequency distribution

1Howard Baumgartel, Thomas M. Hill, W. Warren Haynes,
Institutional Building In India, (Boston: Harvard University
Press, 1973), pp. 323-332.
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* and contingency (also called cross classification or cross
tabulation) tables were employed in this study.l The cross
classification tables were used to determine whether the

- research variables are statistically dependent, i.e., whether
there is a relationship between the variables being analyzed.
The Chi-Square Test of Independence was the statistical method
used in this analysis. It was concluded that the two class-
ifications are dependent if the calculated Chi Square (Xz)
exceeds the tabulated value for a particular significance
level,p, and degrees of freedom equal to (r-l)(c—l).2 For
example, after running a Chi-Square Test of Independence we
obtained the following.values:

x? = 57.42 d.f. =3 p = 0.0001.

This result is inferpreted as follows:

"The probability,p, of obtaining a XZ value of 57.42 or
larger with three degrees of freedom is equal to or less than
0.0001, We, therefore, conclude that a systematic relation-
ship does exist, and we would be taking the chance of being
mistaken only one time out of 10,000."

In some portions of the study it was necessary to decide

lNorman H. Nie, C. Hadlai Hull, Jean G. Jenkins, Karen
Steinbrenner, and Dale H. HUnt, Statistical Package For The
Social Sciences, (New York: McGraw-Hill, Inc., 1975),pp.181-201,
218-245, Also George W. Snedecor and William G. Cochran,Statis-
tical Methods,(Iowa:Iowa State University Press, 1978), pp.250-252.

2r=number of rows in the cross classification table.
ce=number of columns in the cross classification table.



whether or not the managers or the cooperatives possess the
characteristics that are in question. To do this, certain
acceptability levels were adopted. For a single level response
(given a scale of responses), forty percent of the respondents
choosing that particular level was considered significant.

If the percentage response under two sequential levels were

to be added, those summing up to 60.0 percent or more were
regarded as significant. In either case, we would conclude
that the variable in question is present in most of the res-
pondents or in the cooperatives that they are representing.

The data regarding the independent and line grain elevator
managers were obtained from a study of the same nature conducted
by Kansas State University (1980). These data were compared
to the cooperative survey data to determine similarities and/or
differences between the two sets of managers. These were
statistically ascertained using the contingency table. Again,
the Chi-square was the test statistic used in this particular
analysis. Significantly large Chi-square values (p greater

than 0.10) cause the null hypothesis to be rejected.



LIMITATIONS OF THE STUDY

Although the number of respondents used in the study of
cooperative managers fairly represented the existing number
of cooperatives, the distribution of these respondents accord-
ing to management levels was ﬁnequal. The majority (63.7%) of
the questionnaires were completed by respondents who are holding
top and department head positions while only around 36.0 percent
came from the middle and branch management levels. In effect,
much of the aggregated information obtained represented views
of the managers from the top and department head positions.

The questionnaires were not test run. Consequently, some
of the questions were not clearly phrased. These may have led
some respondents to misinterpret the meaning of these questions
and, thus, could have resulted to answers different from what
they would have normally given had they understood the questions
better.

The sample of the independent and line grain elevator
managers is fairly small to represent their population. This
may have created statistical errors in the comparative analyses
done between these managers and the cooperative grain elevator
managers.

The data on these two groups of managers were gathered on
different time frames. The information regarding cooperative
managers were obtained in 1979 while those of the independent
and line managers were collected a year later. Some data errors

may have been created due to this time difference.
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CHAPTER II

GENERAL INFORMATION ON THE
COOPERATIVE GRAIN ELEVATOR MANAGERS

Description of the
Kansas Cooperative Grain Elevator Managers

Cooperative Size

The 286 respondents are managers of cooperative grain
elevators with an employment level that varies from 1 to 51 plus
employees. About sixty-one percent (60.6%) of these managers
are from organizations with 1 to 20 employees (Table II-1). On
the other hand, 6.4 percent reported that their cooperative

employs fifty-one or more people.

Table II-1

Employment Level of the
Cooperative Grain Elevators, Kansas, 1979.

Number of Employees Percent of Respondents
1 to 10 23.4
11 to 20 . 37.2
21 to 30 14.9
31 to 40 8.5
51 + 6.4
TOTAL 100.0%

Valid cases: 286
Annual sales of the cooperatives range from less than

$3,000,000 to over $15,000,000. However, about seventy-five
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percent (74.8%) of the managers are employed in a cooperative with

annual sales of $3,000,000 or less (Table II-2).

Table II-2

Annual Sales of the Cooperative
Grain_Elevators, Kansas, 1979.

Annual Sales Percent of Respondents
($)

0 to 3,000,000 74.8
3,000,001 to 6,000,000 14.0
6,000,001 to 9,000,000 4.3
9,000,001 to 12,000,000 3.9
12,000,001 to 15,000,000 1.7
15,000,001 ©plus 1.7

TOTAL 100.0%

Valid cases: 286

Management Level Classification

The respondents classified themselves into four management
levels - top, middle, branch, and department head/supervisory
levels (Figure 1). Note that the top and department head/super-
visory levels each represent about one-third of the respondents
with the rest equally distributed between middle and branch
managers (Table II-3).
Age

Over fifty-seven percent (57.4%) of the respondents are be-
tween the ages of 30 and 49 years old (Table II-4). About 6
percent (6.3%) are sixty years old or more and 18.9 percent are

twenty-nine years old or younger.
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Table II-3

Distribution of the Cooperative Grain Elevator Managers
by Management Levels, Kansas, 1979.

Management Level Percent of Respondents
Top 32.1
Middle 18.2
Branch 18.2
Dept.Head/Supv. 31.9
TOTAL 100.0%
Table II-4

Cooperative Grain Elevator Managers'
Age by Management Level, Kansas, 1979.

Management Level

ARE Top  Middle  Branch  Dept. Head  ALL
18 to 29 8.2 26.0. 14.6 28.2 18.9
30 to 39 26.4 28.0 29.2 35.3 30.0
40 to 49 37.9 26.0 31.2 15.3 27.4
50 to 59 21.8 16.0 12.5 16.5 17.4
60 + 5.7 4.0 12.5 4.7 6.3

Chi Square Significance Level=0.0099
Valid cases: 270
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The majority (52.7%) of the top level managers are within
the ages of 40 to 59 years old. A comparison of this percentage
with those of the middle, branch and department managers revealed
that top level managers are older than most of the lower manage-
ment level respondents. Fifty-four percent of the middle managers
and 63.5 percent of the department haeds are concentrated between
the ages of 18 to 39 years old. The same percentage (43.8%) of
the branch managers are under the age brackets of 40 to 59 and
18 to 39 years old.

Educational Attainment

Respondents were classified into categofies of educational
attainment (Table II-5). A large number of the respondents
(43.3%) are high school graduates. There are, however, 24.0
percent who have at least a B.A. or a B.S. degree. Another
21.3 percent have taken some college courses but have not received
a college degree. The remaining respondents (11.4%) are vocational/
technical school graduates. Only at the top and middle manage-
ment levels do the majority have some college training. In
general, however, no significant relationship exists between
management level and educational attainment.

In terms of age, the respondents with the most years of
advanced formal education are those between 18 to 29 years old.
Most (greater than 50.0%) of the managers who are forty years
old and over only have a high school diploma or some technical

school training.
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Salary )

The salary range of most managers (81.9%) is $10,000 to
$24,999 annually (Table II-8). About half of the respondents
falling within this range receive $15,999 to $19,999.

In terms of management levels, over forty-six percent (46.5%)
of the top managers have an annual salary of $25,000 or more
with 14.0 percent in the $35,000 plus category. The middle
management's salary ranges are between $5,000 to $29,999.

The largest percent (69.4%) are in the $15,000 to $24,000
bracket. The branch managers' annual salary is generally in
the $10,000 to $19,999 range (87.5%). Nearly the same percent-
age (89.2%) of the department head ievel personnel are in

the same salary range as the branch management level. No sig-
nificant relationship was found between educational attainment
and salary level. However, the fact cannot be denied that

the level of education has, most of the time, influenced the
salary of employees in any business organization.

Length of Service

The length of service of the managers in their present
cooperative varies from less than one year to twenty years or
more (Table II-7). Thirty-nine percent of the total respondents
have a tenure of O to 4 years. These respondents can be class-
ified as the new employees. Those who have been in the company
for 5 to 9 years compose 24.0 percent of all the respondents.

The "older" ones (those who have had a tenure of ten years or
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more) comprise 37.1 percent of all the managers.

In each of the four management levels, gquite a number of
managers are new in the company. The middle management level
has the largest number of people who are new (50.0%) while the
branch management level has the least (15.4%).

By age, the respondents under the bracket of 18 to 29 years
have been in their present firm, as expected, for the least
number of years. 1In significant contrast, most of the managers
from the age of fifty and above have a tenure of ten years or
more in the company within which they are presently employed.
Over two-thirds (70.6%) of those sixty years old and above have

been with their cooperatives for more than twenty years.

Classifying the length of service responses by educational
attainment revealed that as the managers' formal education in-
crease; their length of service decrease. This is understandable
since those respondents who have more years of formal education
tendto be the younger managers who have worked in the present

cooperative the least number of years.

Years in Present Position

Over fifty-three percent (53.3%) of the manager-respondents
have held their present management position from 0 to 4 years
(Table II-8). Thus, the majority of the Kansas cooperative
managers are relatively new in their job. The middle management
1ével has the most people who are '"'mew" in the job (63.5%). On
the other hand, over one-third of the top level and branch level

managers have held their position for ten years or more.
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By age categories, the aée 0of the respondents increased
as the number of years they have held their present level of
position also increased. This is to be expected since the younger
managers haée a lesser number of working years compared to the
older respondents.

Number of Companies Worked

Table I1I-9 shows that 81.2 percent of the managers have
worked in more than one company in their adult working career.
Of these, 62.0 percent have ﬁorked in three or more firms,
This was observed consistently in each of the four management
levels, However, no significant relationship exists between
management levels and number of companies worked in the past.
Management Training Programs Attended

A large number (40.6%) of the respondents have attended
four or more management training programs (Table II-10). Most
0of these respondents come from the top and middle managment
levels. Some of the managers (21.1%), however, have not attended
any management training programs. Most of them belong to the
branch and department head management levels.

Further analysis indicated that those with a high school
background have taken less training courses as compared to
those with a higher education. In fact, almost 30.0 percent
of these managers have not attended even a single management
training course. On the other hand, more than half of those

with higher formal education and those from vocational/tech-
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Table

II-9

Number of Companies Worked by the Cooperative Grain

Elevator Managers, by Management Lewel,

Kansas,

1979.

Management Level

Number of Companies Worked

1 2 3 4 B+

Percent of Respondents
Top 19.8 10.5 28.3 26.7 19.8
Middle 18.0 22.0 24.0 24.0 12.0
Branch 21.3 23.4 27.7 17.0 10.6
Dept. Head 16.9 24.1 24 .1 20.5 14.5
All 18.8 19.2 24 .4 22.6 15 .0
Chi-Square 0.6850

Significance Level

Valid Cases 266
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nical schools have attended 3 or more management training prog-
rams in their adult working career.

The most frequently attended courses by the managers are
under the topics, General Management, Technical Training, and
Financial and Accounting Principles (Table II-11). Very few of
the respondents attended courses in Personnel Management, Operat-
ion Management, Sales, Grain Marketing, and Department Management.

General Managemgnt training sessions were primarily attended
by top level management (Table II-12). The branch and depart-
ment head levels are by far the primary participants in Tech-
nical Training programs. Financial and Accounting Principles
training programs were fairly well attended by all levels

except the branch management.
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Table II-11

Training Sessions Attended by The
Cooperative Grain Elevator Managers, Kansas, 1979.

Topics O Most Recent Training Sessions Attended
1 2 3 2 g
Percent of Respondents Who Attended
1. Department 16.6 5.8 5.3 6.6 0.0
Management
2. Personnel 1.5 1.4 1.2 0.0 0.0
Management
3. Operations 2.9 0.7 0.0 3.2 0.0
Management
4. General 23.9 20.7 20.0 21,3 bl
Management
5. Grain 8.2 6.2 3.2 115 Tu
Marketing
6. Financial & 8.8 13.1 9.6 11.5 25,0
Accounting
Principles
7. Sales 2.9 6.9 3.2 1.0 5.0
8. Technical 29.8 40.7 53.2 37.7 37.5
Training
9. Other 5.4 4.8 4.3 6.6 7.5
Valid Cases 205 145 95 61 40
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Table II1I-12

Training Programs Attended by the Cooperative Grain Elevator
Managers by Management Level, Kansas, 19879,

Topics Taken In Management Level

5 Recent Training .
Programs Attended Top Middle Branch Dept. Head

Percent of Respondents
Department Mgt.

1 6.2 21.1 26.3 18.8
2 7.1 9.7 4.2 2.1
3 T ad 9.1 0.0 3.3
4 0.0 8.3 18.2 5.6
5 0.0 0.0 0.0 0.0
Average 4.8 9.6 9.7 5.9
Personnel Mgt.
1 0.0 2.6 5.3 0.0
2 2.4 0.0 4.2 0.0
5 0.0 4.5 0.0 0.0
4 0.0 0.0 0.0 0.0
5 0.0 0.0 0.0 0.0
Average 0.48 1.42 1.9 0.0
Operations Mgt.
1 1D 2.6 0.0 6.3
2 0.0 0.0 0.0 %l
3 0.0 0.0 0.0 0.0
4 Bl 0.0 0.0 5.6
5 0.0 0.0 0.0 0.0
Average 1.3 0.52 0.0 2.8

E
Refers to the five training programs attended.
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Topics Taken In
5 Recent Training

Management Level

Brogrems Bbbenied Top Middle Branch Dept. Head
Percent of Respondents
General Mgt.
1 50.8 18.4 13.2 6.3
2 52.4 16.1 4.2 4.2
3 53.6 4.5 T:L 6.7
4 45.0 8.3 9.1 11.1
B 40.0 14.3 0.0 0.0
Average 48 .4 12.3 6.7 5.7
Grain Marketing
1 20.0 5.3 2.6 1.6
2 14.3 3.2 4.2 .1
3 10,7 00 3,0 g
4 20.0 8.3 0.0 11.1
5 0.0 14.3 16.7 8.3
Average 13.0 6.2 4,7 4.6
Financial and
Accounting Principles
i ' 6.2 10.5 2.6 14.1
2 11.9 16.1 8.3 14.6
: ) 0.0 13.6 0.0 20.0
4 10.0 25. 0 0.0 : 5t
5 33 .3 14.3 1647 25.0
Average 12.3 15.9 5.9 16.9
Sales
1 0.0 2.6 2.6 6.3
2 0.0 12.9 16.7 4.2
g 00 9.1 0.0 3:3
4 5.0 0.0 0.0 0.0
5 0.0 14.3 16.7 0.0
Average 1.0 7.8 7.2 2.8
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Table II1-12 continued

Topics Taken In Management Level

5 Recent Training ,
Programs Attended Top Middle Branch Dept. Head

Percent of Respondents

Technical Training

1 12.3  28.9 39.5 42.2
2 2.1 41.9 58.3 60.4
3 5.0 50.0 92.9 63.3
4 ' 15.0 16.7 72.7 55.6
5 ' 20.0 28.6 50.0 58.3
Average 15.8 33.2 62.7 55.9
Others
i 3.1 7.9 7.9 4.7
g 4.8 0.0 0.0 10.4
3 3.6 9.1 0.0 BB
4 0.0 33.3 0.0 0.0
5 6.7 14.3 0.0 8.3
Average 3.7 12.9 1.6 5.3
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Comparison of the Characteristics of the
Cooperative and the Independent and Line
Grain Elevator Managers

A study of similar nature was undertaken for managers
of independent and line grain elevators in Kansas. In this
section, some characteristics regarding those managers are
compared with characteristics of the cooperative managers.
Similarities/differences were determined and statistically
tested using the Chi-Square Test of Independence.
Age and Education

There is a great similarity in the age distribution among
the two sets of respondents (Table 1I-13). Like the cooperative
managers (57.4%), the majority (57.9%) of their counterparts
are within the 30 to 49 years old range. The younger (18 to 29
years old) and older (50 to 60+) respondents are also similarly
distributed between the two sets of managers.

Unlike the cooperative managers, more than 60.0 percent
of the independent and line elevator managers have some college
training or a graduate school background (Table II-14). On
the other hand, more than 50.0 percent of fhe cooperative mana-
gers are graduates either of high school or vocational/technical
institutes.
Number of Management Training Sessions Attended

The managers also differ in terms of the number of management
training programs that they have attended. Unlike the coop-
erative managers, nearly half of the independent and line

elevator managers report that they have not attended any
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Table II-13

Age of the Cooperative and the Independent
and Line Grain Elevator Managers, Kansas, 1979-1980.

Age Cooperative Indep. & Line
(Years) Managers Managers

Percent of Respondents

18 to 29 18.9 16.5
30 to 39 1 30.0 28.1
40 to 49 27.4 29.8
50 to 59 17.4 17.4
60 + 6.3 8.2
TOTAL 100.0% 100.0%
Valid cases 270 120

X2 = 1.02 (p<0.90)

Table II-14

Educational Attainment of the Cooperative and the Independent
and Line Grain Elevator Managers, Kansas, 1979-1980.

Educational Cooperative Indep. & Line
Attainment Managers Managers

Percent of Respondents

High School 43.3 28.7
Vocational/Technical 11.4 9.8
College Training

(Some College, BS/BA) 43.3 53.3
Some Graduate Courses,

MS/MA 2.0 8.2
TOTAL 100.0% 100,0%
Yalid cases 263 122

X2 = 13.73 (p<0.005)
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management training programs (Table II-15). Of those who
attended management training courses, only 26.7 percent regis-
tered in four or more traininé programs. This compares to

40.6 percent of the cooperative managers who have the same
number of training programs to their record. In addition,

there are only 27.9 percent of the independent and line elevator
managers who have attended 1 to 3 management training courses

as compared to 38.7 percent of their counterparts from the

cooperative firms.

Table II-15

Number of Management Training Programs Attended by the Cooperative
and the Independent and Line Grain Elevator Managers, Kansas,

1979-1980.

Number of Management Cooperative Indep. & Line

Training Sessions Managers Managers

Percent of Respondents

None 20.7 45.9

1 13.8 118

2 14.9 9.0

3 10.0 7.4

4+ 40.6 26,2
TOTAL 100.0% 100.0%
Valid cases 266 122

X2 = 35.39 (p<0.005)

Salary
A bigger percentage of the independent and line elevator

managers (15.7%) receive $35,000 plus compared to only 4.5 percent
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of the cooperative managers (Table II-16). On the other hand,
more cooperative managers receive a salary between $10,000 to

$19,999 than the independent and line elevator managers.

Table II-16

Salaries of the Cooperative and the Independent
and Line Grain Elevator Managers, Kansas, 1979-1980.

Annual Salary Cooperative . Indep. & Line
($) Managers Managers

Percent Of Respondents

5,000 - 9,999 2.3 5.8
10,000 - 14,999 25.2 21.5
15,000 - 19,999 37.2 25.6
20,000 - 24,999 19.5 18.2
25,000 - 29,999 Tl 8.2
30,000 - 34,999 4.2 5.0
35,000 + ‘ 4.5 15.7
TOTAL 100.0% 100.0%
Valid cases 266 121

el

X" = 20.24 (p<0.005)

Work Record

The work record of the two groups of managers are not sta-
tistically different (Tables II-17 and II-18). Regarding number
of companies worked, more than half of the managers have worked
in three or more companies in their adult working career. About
15.0 percent have worked in more than five companies. Around

19.0 percent have worked only in one firm.



31

Table II-17

Number of Companies Worked by the Cooperative and the
Independent and Line Grain Elevator Managers, Kansas, 1979-1980.

Number of Cooperative Indep. & Line
Companies Managers Managers

Percent of Respondents

1 18.8 19.0
2 19.2 28.9
3 24.4 20.7
4 22.6 15.7
5 + 15.0 15.7
TOTAL 100.0% 100.0%
Valid cases 266 121
x% = 6.005 (0.10<p<0.25)
Table II-18

Length of Service of the Cooperative and the
Independent and Line Grain Elevator Managers, Kansas, 1979-1980.

Length of Cooperative Indep. & Line
Service Managers Managers
(Years) (%) (%)

Less than 8.8 6.5

1l year

1 to 4 30.2 22.8

5 to 9 23.9 31.7

10 to 19 18.9 22.8

20 + 18.2 16.2

TOTAL 100.0% : 100.0%

Valid cases 285 122

X% = 5.070 (0.25<p<0.50)
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The length of service (in present firm) of both sets of
managers is also similar. More than 50.0 percent of the managers
have a tenure of 1 to 9 years. About 35.0 percent have served
their present firm for ten or more than ten years. On the
other hand, only around 7.0 percent have served thair company
for less than one year.

Years in Present Position

There is also no statistically significant difference
between the cooperative and the independent and line managers
in terms of the years they have held their current position
(Table II-19), Around 10.0 percent of the managers are new
in their present job (less than one year). More than 50.0 per-
cent have been in their position between 1 to 9 years and approx-

imately 30.0 percent of the managers for ten or more than ten years.

Table II-19

Years Spent in Present Position by the Cooperative and the
Independent and Line Grain Elevator Managers, Kansas, 1979-1980.

Years in Present Cooperative Indep. & Line
Position Managers Managers

Percent of Respondents

Less than 1 year 13.3 10.7
1 to 4 40.1 29.4
5 to 9 19.6 26.2
10 to 19 17 .2 18.9
20 + 9.8 14.8
TOTAL 100.0% 100.0%
Valid cases 285 122

2

X“ = 6.715 (0.10_p_0.25)
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CHAPTER III

ATTITUDES OF THE COOPERATIVE GRAIN ELEVATOR
MANAGERS TOWARDS MANAGEMENT TRAINING

Description of the Attitudes Towards Management Training

Section III of the questionnaire asked respondents' opinions
regarding benefits, instruction, and timing of management train-
ing programs. The survey results indicate that, in general,
the cooperative managers regard management training programs
as a helpful tool in upgrading their entrepreneurial skills.
More specifically, 62.9 percent of the respondents believe to a
large extent that management training contributes to personal
growth and improves managerial ability (Table III-1). Thirty
percent feel the same way but only to a slight degree while
the remaining respondents (7.1%) do not really believe this
statement. The same statement was reworded into a negatively
phrased question. The responses confirm the earlier finding.

A total of 81.8 percent of the managers stirongly or somewhat
disagree that training courses will not change present manage-
ment skills. The survey also shows that 63.0 percent and

18.1 percent of the managers somewhat or strongly disagree,
respectively, with the statement that managers learn more from
books and self study than from attending training sessicns. In
addition, 74.0 percent believe that management trainers are
generally competent, while 21.4 percent feel that they are
very competent.

A total of 60.1 percent of the respondents report that
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Table III-1

Attitudes of the Cooperative Grain Elelvator Managers
Towards Management Training, Kansas, 1979.

Positively Phrased Percent of Negatively Phrased Percent of
Attitude Indicator Respondents Attitude Indicator Respondent
B.
1. Management training 1. Training courses will
contributes to per- not change present
sonal growth and management skills.
;ﬁ?igzss mEnsgErial -Strongly agree 0.4
: -Somewhat agree 18.0
-Yes, to a large extent 62.9 -Somewhat disagree 43.0
-Yes, only slightly 30.0 -Strongly disagree 38.6
-No, not really 7.1
-No definitely not 0.0 2. Managers learn more
from books and self
2. Management trainers study than fromattend-
are competent. ing training sessions.
-Very competent 21.4 ~-Yes, strongly agree 3.2
~Generally competent 74.0 ~-Yes, somewhat agree 157
-Not too competent 4.2 -No, somewhat disagree 63.0
-Not competent at all 0.4 -No, strongly disagree 18.1

3. Management training
sesslons are often too
theoretical and of little
practical value.

-Yes, strongly agree 4.3
-Yes, somewhat agree 35.6
-No, scmewhat disagree 43.4
-No, strongly disagree 16.7
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they see much/some practical value in management training
programs. Note, however, that 39.9 percent somewhat or strongly
agree that management training sessions are often too theoretical
and of little practical value.

No highly significant relationships exist between the
attitude indicators and management level or educational attain-
ment (Tables III-2 and III-3). Age, however, tends to have
some significant impact on attitudes towards management training
(Table II11-4). Only the sixty plus age group respondents
(6.2%) strongly agree that training courses will not change
present management skills. An additional 25.0 percent somewhat
agree. It should be noted, however, that a big percentage
(43.8%) of the same age group believes that training will
really change present management skills. Similarly, morel
than one-third of the respondents belonging to the other age
groupings responded that they strongly believe in the positive
effects of training on management skills. In addition, more
than 40.0 percent also responded positively but to a lesser
extent. Nobody definitely stated that training will not
change managerial ability.

A similar variation in age group responses can be noted
in the respondents' attitude towards value of self study
versus attending training sessions. The middle age group
(40 to 49) attribute more value to attendance while the older
group (50 plus) tend to put even less value on attendance than
the less than forty age group. Alsc, the 60 + group indicate

extremes in attitudes.
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Comparison of the Attitudes of the Cooperative
and the Independent and Line Grain Elevator Managers

The responses on items 1 to 4 (Table III-5) by the indep-
endent and line grain elevator managers show a trend similar to
those of their counterparts (i.e., the respondents generally
believe in management training as a means of improving managerial
skills). However, the figures obtained from the independent and
line elevator managers denoting a strongly positive leaning
towards management training are noticeably lower compared to
that of the cooperative managers. In item 1, while 62.9 percent
of the cooperative managers believe in the contribution of
management training to personal growth and in improving mana-
gerial ability to a large extent, only 35.8 percent of the
independent and line elevator managers have a similar view.

Over fifty-three percent (53.3%) of the latter, however, believe
only slightly in the given statement as compared to 30.0 percent
of the former.

While 43.0 percent and 38.6 percent of the cooperative
managers somewhat disagree or strongly disagree, respectively,
that training courses will not change present management skills,
only 38.0 percent and 33.1 percent of the independent and line
elevator managers responded in the same way.

In terms of training capability, more than thirteen percent
(13.3%) of the independent and line elevator managers regard
management trainers as not too competent/not competent at all.

This compares to only 4.7 percent of the cooperative managers.



43

6°0 70 IT® 1% juaiadwoo JoON

v'et 19 74 1ualadwod 003 10N

L 1. o'V Jualodwod ATTeIDUDN

o O : . uajlodwoo Kao

c0°0>d>10°0 0°¢T v 1@ jual REYY
61°0T juajledwoo aawv SJIsUTRL], juUowoldBUBN "¢

T1°€¢ 98¢ 2933es1p A18uo0a)g

0" 8E 0] 5 74 9243BSTIp 1BYMIWOS

v 9¢ 0°'8IT aaade j1eymswog

G'¢ F'0 2948v A13uoaxlg

G0 0>d>G20°0 ‘S TINS uowadruew
FL'8 juasaad sdueyd 10U [IIM SI8SIN0D Julureda] g

LT 0°0 jou AT@)Turyop ‘ON

°6 T2 AT1®o2a j0u ‘oON

£°€S 0°0¢ AT14yd1Ts ATuo ‘sajx

8°G¢ 6°'%9 jud31xo 93IBT B 03 ‘sag

— *£11rTgR TerTdedrvuew sasoxdwyt pue yimouasd
mwm.mm Teuosaad 01 selnqrJajuod Jururex] juswadrvuvy T

sJodeuBy saio3BvUuBN
: sutr @ ~dapur oAT38I0d00)D
anTeA uostavdwo) : ,
X ‘ squapuodsay JO uada2d A10318OTIpUl 9pN3ITIIVY

[4

"0861-6L6T ‘sesury
‘Bututea], juswaIBUBY SPIBMOL 9PNITIIV , Saodvuep
JOlBADTH "UT®BIL DUl pue juspuadspul pue aa1l1BIadOO)

G-II1 ®19®BlL




44

0'9 291 o9x3esTp A7duoals ‘oN
g9t 7EV goadesip leymawos ‘oN
0°'0% 9°G¢g o9a8® jeYMDWOS ‘sS9}
872 19 4 ooade A18uoayls ‘sajx
GO0 "0>d ‘aniea (eoi1oBead S[1ITII JO pue [€O1319109Y)
PIT ' #1 0071 U331JO0 2J€ SU0ISSsoes JuluTeal juswaldvuely °C
G'GT T'81 goadestp A1duoals ‘oN
696 0°'t9 90J38BSTP JByMOWOS ‘ON
0°G2 L°SGT 9918w 1BUmMawWOS ‘sag
9'% e o9a83e A1duoals ‘soy
gz '0>d>01°0 ‘suotrssas Sutureal Suipusile woaj uryl Apnis
€8V JI2S pue SHOO(Q WOJIJ Sa0ow usva] sIad3vuel ‘¥
sIad3vuey saadevuen
antep uostaedwo) SUy] g “dapul SATIRISIGN)
X sjuspuodsaly Jo juanxad J01BOTPU] 2pPN1T1IV

(4

penurquo) G-III OIqEL



45

In comparing learning from books and self study versus attending
management training programs, about twenty-eight percent (27.6%)l
0f the independent and line managers reported that they strongly
or slightly believe that books and self study are better than
attending management training courses. In this case, only 18.9
percent2 of the cooperative managers feel the same way. There
is, however, no statistically significant difference (p>0.1d)
in response to this attitude.

There is a considerable difference between the responses
of the two sets of managers with regard to evaluation of the
practical value of management training. While 60.1 percent
of the cooperative managers see much/some practical value in
management training, only 42.2 percent of the independent and
line managers feel likewise. Fifty percent of the independent
and line managers somewhat agree that management training

sessions are often too theoretical and of little practical

value.

1’2Based on the first and second response scales.
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CHAPTER IV
PERSONALITY CHARACTERISTICS OF THE
COOPERATIVE GRAIN ELEVATOR MANAGERS

The personality variables considered in this report were
taken from the Baumgartel study.1 These variables were cor-
related to adoptive behavior observed after attendance of manage-
ment training programs. Obviously, his hypothesis was that
these personality characteristics affect the degree by which
managers will attempt to apply on-the-job the new knowledge
and/or techniques learned from a management training program.
Although the results of his study need further verification
by future replications, they were cited as bases of some con -
¢lusions in this report.

A personality profile of the cooperative managers was
developed out of the personality attributes obtained from the
respondents. The importance of a personality profile in develop-
ing future management training programs cannot be overlocked.
Knowledge of the personality of the participants in a training
course is necessary in order to develop a program suited to
their needs and idiosyncracies. This chapter documents and
analyzes the responses of the cooperative managers as they
described themselves on the basis of the personality variables.
A comparison of the personality characteristics of these mana-

gers to those of the independent and line managers is also presented.

1H. Baumgartel, T. M. Hill, and W.W. Haynes, Institution
Building in India, pp. 369-371.
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Personality Profile

Table IV-1 summarizes the personality characteristics of the
cooperative managers. The majority (greater than 60.0%)1 of the
respdndents report that they are assertive, communicative, not
dependent on a leader, not cynical, open nminded, work oriented,
achievement oriented, energetic, not inhibited, and are originators
and planners. They also have a strong/fairly strong need for a
steady job and for increasing income, and have high frustration
tolerance. On the contrary, they are averted to risk taking,
quite sensitive and tense (worrier), and not too status oriented.
Assertiveness

An assertive person pushes ideas. He is usually forceful and
exudes self confidence. Assertiveness is present among 60.8
percént2 of the cooperative managers (Table IV-2). The concentra-
tion (52.8%), however, falls on the second response scale ("Fits
me fairly well').

A Chi-Square Test of Independence conducted on this attribute
with the classifications management level, educational attainment,
and age shows no high statistical significance, i.e., the Chi-
Square significance levels for all three classifications exceed
the confidence limit of 0.1000. This means that there
is 1ittle interaction between being assertive and being in a

particular management, education, ©Or age level.

'lBased on grouping of "Fits me very well” with "Fits me fairly
well"” and grouping of "Fits to a slight degree' with 'Doesn't de-
scribe me at all."

2Based on the first and second response scales.
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Need for a Steady Job

Around ninety-one percent (90.9%) of the total respondents
report that they have a strong/fairly strong need for a steady
job (Table IV-3). Of these respondents, over two-thirds claim
that this personality characteristic really fits tnem very well as
opposed to just fairly well.

Similar to the attribute, assertiveness, the Chi-Square Test
of Independence also reveals little interaction between this factor
and each of the three classifications (management level, educa-
tional attainment and age) to which it was compared. Hence, we
can say that the presence of the need to have a secure job is
independent 6f the respondents' management level, education, or
age.

Degree of Tension

Over forty percent of the respondents identify themselves to
be under tension most of the time (Table 1IV-4). The rest believe
that this characteristic does not describe them at all (12.6%)
or if so, only to a slight degree (44.4%).

The Chi-Square Test of Independence indicates that there is
a statistically significant relationship between tension and
educational attainment (p = 0.0674). On the other hand, this
attribute does not show significant interaction with either
management level or age.

An analysis of the responses by éducational attainment shows
that tension is more evident among the high school and vocational/

technical school graduates. Those with some college and higher
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tend to be more relaxed. Note, however, that only 3.2 percent
of the managers under the grouping, BS/BA, Some Graduate,
MS/MA are definitely sure that they are not often under tension.
Higher percentages are evident among the rest of the respondents.
Propensity to Communicate

Seventy-three percent1 of the cqoperative managers report
that they are highly interactive (Table IV-5). The rest be-
lieve that this attribute does not describe tham at all (3.8%)
or if so, only to a slight degree (23.2%). |

The Chi-Square Test of Independence reveals that this
characteristic is highly related to age (p=0.00l1). The managers
who believe that they are either highly or fairly interactive
are mostly those within the ages of 30 to 39 (81.5%), 50 to 59
(78.7%), and 18 to 29 (74.5%) years old. Only 41.2 percent
of the managers sixty-years old and above feel that this person-
ality characteristic describe them at least fairly well. Note,
also, that none of the latter believe that interaction des-~-
cribes them very well. No statistically significant relation-
ship exists between this particular characteristic and manage-
ment level or educational attainment.
Achievement Orientatioﬁ

A manager who is achievement oriented likes to set goals,

1Based on the first and second response scales.
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evaluate success, and get things done. Ninety-two percentl of
the respondents are achievement oriented (Table IV-6). By edu-
cational level, achievement orientation is predominant among all
managers regardless of education. However, those who believe
that this characteristic describe them very well are mostly
managers with an educational attainment higher than the high school
level. These observed relationships are significant at the 0.06
level. Achievement orientation, on the other hand, does not show
a high statistical dependence with the categories, age and manage-
ment level.
Dependence on Good Leadership

As a whole, the majority (60.9%) of the respondents are not
or just slightly dependent on a good leader (Table IV-7). On the
other hand, 9.2 percent of the managers feel that they like to have
a strong, able leader to guide and direct them.

A look at the data by management level (highly significant
at p = 0.0000), shows that the top managers tend to be less de-
pendent than the managers belonging to the lower management levels.
About forty-five percent (45.1%) of the top managers expressed
that the characteristic, dependent on a good leader, doeS not
describe them at all while not more than 18.0 percent 6f the lower
level managers responded similarly.

No significant relationship exists between leadership depen-

dence and age or educational attainment.

1Based on the first and second response scales.
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Cynicism

Cynicism about other's motives is reportedly absent in
the majority (74.7%)> of the respondents (Table IV-8). Only
4.2 percent of the managers believe that this attribute fit
them .very well. The Chi-Square Test of Independence reveals
that this factor is not dependent on management level, age,
or educational attainment.
Open Mindedness

An open minded manager is tolerant of others' points of
view. He is flexible. Of the total respondents, 96.5 percent
consider themselves as at least fairly open minded (Table IV-9).
However, the Chi-Square Test of Independence reveals that
this quality is not dependent on the repondents' managerial
level, age, or edicational attainment.
Frustration Tolerance

Almost eighty percent (79-4%)2 of the total respondents
possess high frustration tolerance (Table IV-10). A break-
down of the results by age levels (significant at p=0.0577)
reveals that high frustration tolerance is evident in only
58.8 percent of the managers who are sixty years old and over
compared to more than 74.0 percent of the younger groups.3
Notice also that among the age groupings, the managers between

40 to 49 years old have relatively the highest percentage (87.8%)4

1’2’3’4Based on the third and fourth response scales.
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who describe themselves as at least fairly high in frustration
tolerance. Insignificant relationships exist between this
particular personality variable and management level or educ-
ational attainment.
Work Orientedness

A work oriented person likes to work hard and finds
happiness in work. Considering the total respondents, 57.7
percent of the coopérative managers are very much work
oriented. Another 38.5 percent consider themselves as fairly
well work oriented (Table IV-11l). There is, however, no
significant relationship between this yariable and manage-
ment level, age, or educational attainment3
Experimenter

Only half (54.3%)1 of the respondents are experimenters
(Table IV-12). The rest either consider themselves to be
definitely (9.3%) or just slightly (36.4%) nonrisk takers.

The characteristic, experimenter, is significantly re-
lated to management level (p = 0.0857) and educational attain-
ment (p = 0.0791). Age does not show an important bearing
on the respondents' propensity to be risk takers.

The top management level has the highest number of risk
takers (62.2%)2 with over 24.0 percent indicating that the

characteristic describe them very well. The department heads,

on the other hand, are the greatest risk averters.

1'2Based on the first and second response scales.
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' The college graduates and those with graduate credits
or MS/MA are'less likely to take risks as compared to those
with only some college training. In fact, the latter have
the strongest response with regard to willingness to take
chances.
Need For Increasing Income (Money Oriented)

Of the total‘respondents, 70.7 percent1 report that they
are at least fairly concerned about increasing their income.
Only 3.9 percent claim that this attribute does not describe
them at all (Table IV-13).

The Chi-Square Test of Independence shows that the charac-
teristic, money oriented, has interaction with the classific-
ations, management level (p = 0.0008) and age (p = 0.0805).
The educational attainment of the managers does not reveal
a statistical dependence on this particular attribute.

Further analysis of the data by management level shows
that the strength of this need tends to decrease as the mana-
gerial level increases. This decreasing trend can also be
observed as the age of the respondents increases.

Planner
The propensity to plan is observable among 61.2 percent2 of

the total respondents (Table IV-14). Only 6.3 percent of the

1.25.sed on the first and second response scales.
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respondents are definitely not planners. Further breakdown of
the responses shows that, by management level (significant at

p = 0.0233), a big number of those inclined to plan come from the
top management (70.6%).l This characteristic is least observable
among the branch and department managers. By age category (sig-
nificant at p = 0.0290), the propensity to plan tends to increase
gradually as the age of the managers rise to the bracket of 40 to
49 years old and then slowly decreases as age increases further.
The youngest grouping of the managers have the strongest orien-
tation to planniné as 23.5 percent note the characteristic fits
them very well. There is no statistical significance between
educational attainment and propensity to plan.

Spontaneity of Action (Not Inhibited)

A person is not inhibited when it is easy for him to be
spontaneous or to act freely. Forty-three percent of the coopera-
tive managers describe themselves to be highly spontaneous in
action (Table IV-15). In addition, 33.6 percent believe they are
partly spontaneous. A definite lack of spontaneity, on the other
hand, is observed in 2.4 percent of the managers. No significant
relationship, however, is evident between this attribute and
management level, age, or educational attainment.

Status Orientedness

Only about half (49.3%)2 of the respondents describe themselves

1,2 :
Based on the first and second response scales.
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as status oriented (Table 1V-16). On the other hand, 17.1 percent
definitely do not consider this characteristic as representative
of their personality. The relationships between status oriented-
ness and management level, educational attainment, or age are
statistically insignificant.

Vitality(Energetic)

An energetic manager has lots of vitality. He seldom feels
tired or fatigued. The majority (67.4%)1 of the respondents
describe themselves as energetic (Table IV-17). Further analysis
by age classification (significant at p=0.0073) reveals that the
percentage of respondents who believe that this attribute describe
them very well tends to decrease as age increases. However, con-
sidering the first two response scales, the trend changes. The
percentage of managers who feel they are energetic increases from
64.7 percent (18 to 29 years old) to 8l1.1 percent at the 40 to 49
age grouping and then decreases to around 50.0 percent as the age
of the respondents further increases.

Management level, educational attainment and vitality are
not found to be as related statistically.

Sensitivity

A sensitive manager can be described as one who is very con-
cerned about what others think about him. His feelings are easily
hurt. Only 43.0 percent of the cooperative managers describe

themselves as fairly or very sensitive (Table IV-18). By educa-

lBased on the first and second response scales.
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tional attainment (significant at p = 0.0791), the level where
sensitivity is most prominent (50.9%)1 is the BS/BA, Some Graduate,
MS/MA category. Sensitivity is least observed from the managers
who are graduates of vocational/technical schools (31.0%)2 and
those who have had some college courses (30.9%)3. The majority
of the vocational/technical group (62.1%) believe that the char-
acteristic fit them only to a slight degree.

Sensitivity and management level or age are statistically
independent. But it is worth noting that in this particular
survey none of the respondents sixty years old‘and over believe
that sensitivity doesn't describe them at all,
Originator, not Pawn

About seventy-six percent (76.3%)4 of the respondents consider
themselves as originators, and not pawns in 1ife (Table IV-19).
By educational attainment (significant at p = 0.0628) more than.

3 of the managers under each level almost equally

75.0 percent
believe that they are originators. The high school and college

graduates, however, are the weakest in responding positively. In
fact, 6.3 percent of the high school graduate group say that the

characteristic does not fit them at all. There is no significant

relationship between being an originator and management level or age.

1,2,3,4,5
Based on the first and second response scales.
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Personality Traits Indicating
Adoptive Behavior

The Indian and the United States-United Kingdom studies
conducted by Baumgartel et. al. identified, using a step-wise
multiple regression analysis, the personality orientations
thaf characterized the "adoptors" (managers with the propen-
sity to adopt modern managerial techniques).1 They concluded
that the following personality traits were highly correlated
with adoptive behavior:

1. Assertive,

2. Communicative,

3. Likes to set goals, plan,

4, Originator, not a pawn in life,

5. Believes in the value of training,

6. Imaginative, and

7. Risk taker (experimenter).

In addition, the authors believed that the person most
likely to apply new knowledge has a high need for achievement;
is energetic; likes hard work; and does not have high security,
power (status and money), or dependence needs. He is not

cynical about the motives of others.2

1Howard Baumgartel, "How Organizational Climate and
Personality Affect the Pay-Off From Advanced Management Training
Sessions'", Kansas Business Review, January 1978, p, 6.

2Baumgartel, Dunn and Sullivan, Ibid.
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Conclusions regarding the adoptive behavior of the coopera-
tive managers were obtained from their personality profile. It
was observed earlier that the managers are high on the following

personality characteristics:

Adoptive Disnosition Percent of Total ReSpondentsl
1. Likes hard work (work- , _ 96.2
oriented)
2. Achievement oriented 92.0
3. Originator, not pawn- 76.3
4, Not cynical about others’ 75.0
motives
5. Communicative 73.1
6. Energetic 67.4
7. Planner 61.2
8. Not dependent on leader 60.9
9. Assertive 60.8

Also the previous chapter has shown that 82.24 percent of the
respondents believed in the value of training.
On the other hand, the managers rated themselves low on the

following items.

Adoptive Disposition Percent of Total Respondentsz
1. Experimenter - 54.3
2. Low need for prestigious job 50.7
3. Low need for increasing income ' 29.3
4. Low need for a steady job 9.2
1.2

'"Two response scales considered
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The item, imaginative, was disregarded since no relevant
iﬁformation was obtained for this particular factor. This mishap
can be attributed to the way the question in the survey material
was phrased.

The above results show that, of the fourteen valid indicators
of adoptive behavior, ten (71.4%) had at least 60.0 percent of
the cooperative managers respond at least fairly positively, On
this basis, it can be concluded that an adoptive disposition is
present among the cooperative managers.

An analysis of the adoptive behavior indicators by manage-
ment level, educational attainment, and age might have been in-
formative. However, no inferences about the population of the
cooperative managers in relation to these three classifications
can be stated since most of the indicators do not show any
statistical dependence on these groupings.

Comparison of the Personality Characteristics
.0f the Cooperative and the Independent and Line
Grain Elevator Managers

Table IV-20 shows the comparative responses of the coopera-
tive and the independent and line grain elevator managers regard-
ing personality characteristics. The Chi-Square Test of Indep-
endence shows that these two sets of managers do not differ in
their responses in most of the questions. More specifically,
the distribution of the cooperative and the independent and line
managers show much similarity in the following attributes:
Communicative, Anxious; Achievement Oriented, Open Minded, Work

Oriented, Frustration Tolerant, Planner, Not Inhibited, Energetic,
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Status Oriented, Money Oriented, Originator, and Sensitive.
Since this is the case, the distribution of the responses of
the two groups of managers can.be combined (Table IV-21). We
can say that both the cooperative and the independent and line
elevator managers are communicative with 54.9 percent of them
considering this characteristic as fitting them fairly well.
The characteristics, achievément oriented, open minded, work
oriented, money oriented, and being an originator, not a pawn
in life are present to a high and fair degree in more than
70.0 percent of the respondents. Anxiety, the propensity to
plan, vitality, status orientedness, risk taking and sensi-
tivity are also present among majority of the respondents but
mostly only to a fair or a slight degree.

On the other hand, the cooperative and the independent
and line managers are significantly different in their responses
pertaining to the indicators: assertive, need for a steady job,
dependent on a good leader, and cynical. While only 8.0 percent
of the cooperative managers believe that the characteristic,
assertive, fits them very well,16.7 percent of the managers
of independent and line grain elevators think similarly. On
the contrary, 52.8 percent of the cooperative managers replied
that this attribute describes them fairly well versus 43.3 per-
cent of the other group of managers.

More than 63.0 percent of both groups of managers similarly
describe themselves as security oriented (high need for a steady

job). They, however, differ in their responses on the other
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responsescales with more of the cooperative managers (27.4%)

answering, "Fits me fairly well" than the independent and line
elevator managers (20.7%). More of the latter, on the other
hand, believe that they have a low need for a steady job or
none at all. It can be inferred that the cooperative managers
have a stronger need for a steady job compared to the other
group of managers.

A greater number of independent and line elevator managers
(41.0%) compared to cooperative managers (23.6%) are not depend-
ent on a good leader. On the contrary, more cooperative mana-
gers (39.1%) than independent and line managers (25.4%) believe
they are dependent on a good leader.1

About forty-five percent (44.6%) of the independent and
line elevator-maangers reported that the attribute, cynical,
doesn't describe them at all. Only 26.3 peréent of the coop-
erative managers responded to the same extent.

As adoptors of management techniques and/or tools, both
the cooperative and the independent and line elevator managers
showed indications that they are potential adoptors. A compari-
son of the responses to questions indicating adoptive behavior
show that, on the average, the independent and line managers
have a negligible edge of 1.06 percent (Table IV-22). On the
other hand, only nine out of the fourteen indicators have at
least a 60.0 percent response from the independent and line

managers while the cooperative managers have ten.

1Based on the first and second response scales.
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Table IV-22

Adoptive Behavior of the Cooperative and the
Independent and Line Grain Elevator Managers,Kansas, 1979-1980.

Adoptive Quality Indicator DPercent of Respondents*
Cooperative Indep. & Line
Managers Managers

Work oriented 96. 2 95.9
Achievement oriented . 92,0 85.3
Originator, Not Pawn 76.3 78.8
Not Cynical 75.0 74.4
Communicative 73.1 74 .6
Energetic 67 .4 70.5
Planner 61.2 56.6
Not Dependent on Good 60.9 74.6
Leader
Assertive 60.8 . 60.0
Believe in the Value of 82.2 72.3
Training
Experimenter 54.3 57.7
Low Need for Prestigious Job 50.7 55.3
Low Need for Increasing 29.3 ' al7
Income
Low Need for Steady Job 9.2 15,7
Average 63.47% 64.53%

*
Each percentage represents two response scales.
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CHAPTER V

ANALYSIS OF THE COOPERATIVE GRAIN ELEVATORS'
ORGANIZATIONAL ENVIRONMENT

The preceeding chapter established that adoptive behavior
can be observed among the cooperative managers. This kind of
behavior partly determines the success of a management training
program. No matter how well the training courses were prepared,
the knowledge or managerial techniques imparted are useless unless
they are applied on the job.

In this chapter, the cooperatives' organizational environment,
another factor believed to affect the success of a management
training program, is analyzed. The aim is to determine the climate
favorable or unfavorable existing within the cooperatives. A
favorable climate means a working environment which encourages
the adoption on the job of new ideas and practices.l

The presence of a favorable organizational climate has been
noted by past related studies as a major determining factor in
the success of management training programs. In the Baumgartel
Indian study, organizational climate appeared to be the single
most powerful influence on adoption.2 The similar study conducted
in the United States and the United Kingdom '"confirmed and wvali-

dated the importance of organizational climate in the facilitation

1Baumgartel, Hill, and Haynes, Institution Building in India,
pp. 201-202.

2Howard Baumgartel, Luther E. Dunn, George I. Sullivan, '"Man-
agement Education, Climate, and Innovation', Journal of General
Management, vol. 4, #2, 1976/77, p. 18.
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of adoptive behavior.”1

In the above-mentioned studies, the common factors that
were found most closely associated with a favorable climate were:

l. Freedom to set performance goals (autonomy);

2. Growth orientation of the firm;

3. Eﬁcouragement of risk taking; and

4. Frequent use of outside consultants.

The latter study also concluded that factors like the
presence of company rules and policies which are not restrictive,
pressure for maximum job performance and a participative manage-
ment philosophy are determinants of a favorable climate. These
results were used in this report as bases for analyzing the

organizational climate of the cooperatives.

The Organizational Climate

Table V-1 shows the responses of the cooperative managers
on the questions regarding organizational climate. Results re-
veal that the majority of the managers believe that most of the
indicators signifying a favorable climate are existent in their
organizations. To indicate the presence of a participative type
of management, 81.0 percent of the respondents report that em-
ployees in their organization particinate to a great extent/to
some extent in decisions which affect them. Also, almost ninety
percent (89.8%) state that an open communication exists among

management and employees, while 79.0 percent believe that mutual

1Baumgartel, Dunn, and Sullivan, "Pay-Off From Advanced Manage-
ment Training Sessions', Kansas Business Review, January 1978,p. 4.




92

Table V-1

The Cooperatives' Organizational Climate as
Perceived by the Cooperative Srain Elevators, Kansas, 1979.

Organizational Climate Indicators Percent of Respondents

Participative Management

To what extent do employees at various
levels participate in decisions which
affect them?

To a great extent. 19.4
To some extent. 61.6
To a small extent. 16.5
Hardly at all. 2.5

How free and open are the interpersonal
communications among management and
employees in your organization?

Very free and open. 41 .4
Somewhat free and open. 48.4
Not tco free and open. 9.1
Not at all free and open. 1.3

How would you characterize the climate
of interpersonal trust among management
and employees in your organization?

Very hign level of trust. 2341
Considerable trust. 55.9
Some trust. 17.8
Little or no trust. 3l

Do you agree with the statement, "Most
people dislike work, will avoid it if
possible and have to be coerced into
working'?

Yes, for most people. 5.6
Yes, but for only a few people. 285
No, with exceptions. 51.6
No, definitely not true. 19.3

Autonomy

How free are you to set your own personal

goals?
Very free to set my goals. 64.7
Somewhat free. 32.9
Not too free. 2. 1
Not at all free - others set goals 0.3
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Table V-1 Continued

Organizational Climate Indicator Percent of Respondents

Supportive Company Rules and Policies

To what extent do you feel restricted by
rules, policies and. procedures in your

organization?
Not at all restricted, 32.2
Slightly restricted, 59.1
Quite restricted.. 7.3
Very restricted.. 1.4

Growth Orientation

To what extent is your organization growth

oriented, i.e., interested in continuous

expansion?
To a high degree. 33.7
To a moderate degree. 91.2
To a slight degree. 13.0
Not really growth oriented. 2.1

Risk Taking

What 1s your organizations general orienta-

tion toward risk taking by management? (e.g.,

offering new services or products).
Strongly encourages risk taking. 4.6
Somewhat encourages risk taking. 45.7
Somewhat discourages risk taking. 34.4
Strongly discourages risk taking. 15.3

Use of Outside Consultants

To what extent does your organization make

useof outside consultants in the ordinary

course of affairs?
Frequently. 20.4
Occasionally. 63.7
None now, but are planning to. 1.8
No, we do not use consultants. 14.1

Pressure For Maximum Effort

To what extent dcoes your organization pressure

individuals for maximum effort?
Considerable pressure. 8.1
Moderate pressure. 45.4
Mild pressure. 39.8
Almost no pressure at all. 6.7
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trust among management and employees is present at a very high
level or to a considerable degree in their cooperatives. Further-
more, about 80,0 percent of the managers also report that they
believe that their employees like work and do not have to be
coerced into working - another indicator that trust exists within
the cooperatives.

Autonomy or freedom to set own performance goals is
also existent among the cooperatives. It is worth noting that
almost 65.0 percent of the respondents state that they are very
free to set goals.

The rules, policies and procedures of the cooperatives are
described by 91.3 percent of the managers as not at all or only
slightly restrictive. Note that 59.1 percent of the responses
are concentrated on the response, "Slightly restricted', while
there are only 32.2 percent under the response,''Not at all restricted"”

Growth orientation is reported by 84.9 percent of the mana-
gers with 33.7 percent and 51.2 percent responding "To a high
degree'" and "To a moderate degree', respectively.

The use of outside consultants is also common among the
cooperatives as 84.1 percent of the managers report. This per-
centage considers responses under the scales "Frequently" and
"Occasionally."

Risk taking is quite low among the cooperatives surveyed.
Only 50.3 percent of the managers report that risk taking is
strongly/somewhat encouraged in their organization.

A direct question asking whether management puts pressure on
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individuals to exert maximum effort on the job is confirmed by only
half of the respondents. Eight percent report that management
exerts considerable pressure while 45.4 percent of the respondents
believe that pressure exists to a moderate extent.

The organizational climate indicators were tested for any
statistical relationships with the cooperatives' annual sales.
Results show that none of the indicators are significantly related
to this variable (Table V-2). This lack of statistical signifi-
cance indicates that the presence or absence of a favorable
organizational environment does not depend on the cooperatives'

annual sales.

Degree of Penetration of Modern Management Techniques

In addition to the indicators mentioned, two other sets of
guestions were incorporated into the survey instrument. The first
set was designed to obtain data indicating the degree of penetra-
tion of modern managerial practices into the cooperatives. It 1is
the assumption of this study that the utilization of certain
management practices signifies the openness of the organization to
innovative managerial techniques whether the ideas come from
training programs or from other sources.

Five management techniques were used as bases to determine
the degree to which the cooperatives are employing modern manage-
ment tools. An analysis of the responses to the questions per-
taining to these items shows that more than 60.0 percent of the
respondents believe that the following tools are being either

fully or partially utilized in their organizations (Table V-3):
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Table V-3

Degree of Utilization of Modern Managerial
Techniques by the Cooperative Grain Elevators, Kansas, 1079.

Management Tools FPercent of Respondents

Does your organization have written plans
to meet organizational objectives?

Yes, definitely. 18.2
Yes, to some extent. 41.8
No, but plans are being made. 12.6
No, we have no such plans. 27.4

Does your organization make use of advanced
financial techniques, such as, ratio analysis,
regression analysis and capital budgeting in
making investment decisions?

Yes, definitely. 35.8
Yes, some applications. 41.8
No, not really. 16..1
Not sure. 6.3

Has your organization introduced any modern
techniques of inventory control? '

Yes, many applications. 1l.6
Yes, in some areas. 53.9
No, but we are planning to do so. 12.0
No, none have been introduced. 22.5

Does your organization follow a formal appraisal
or evaluation system for management personnel?

Yes, very closely. 27.4
Yes, but very loosely. 33.0
No, but we are planning such a system. 5.6
No, we don't. 34.0
Does your organization use financial budgeting
procedures?
Yes, a complete system. 33.0
Yes, some budgeting. 36.8
No, but are developing one. 5.8
No, no real budgeting system. 21.4
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1. Written plans or objectives,
Advanced financial techniques,
Inventory control,

Performance appraisal system, and

U e W N

Financial budgeting procedures.

Note, however, that advanced fianacial techniques are most
definitely used relative to the other items. On the other hand,
the use of written plans and a performance appraisal system are
least frequently cited. Also, some small percentages of the
respondents report that their cooperatives are planning to
implement the use of written plans, inventory control, perform-
ance appraisal system and financial budgeting procedures in the
future. Note that less than half of the cooperatives are
definitely using any of the techniques.

A test of statistical dependence was also conducted on these
items against annual sales. Results show that the items concerning
the use of a performance appraisal system and the documentation
of objectives are statistically related to sales (Table V-4). On
the other hand, the use of advanced financial techniques, modern
inventory control, and financial budgeting procedures are related
to sales at greater than the 10.0 percent level of significance.

Further analysis of the statistically significant responses
shows that the management tool, documentation of objectives, is
highest among cooperatives garnering sales of 315,000,001 or more.
The majority of the respondents from cooperatives with yearly

receipts of $9,000,001 to $12,000,000 and $0.00 to $3,000,000 also
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report that their organizational objectives are being documented.
Also, the use of a performance appraisal system for management
personnel is reported by more than 60.0 percent of the respondents
from all sales levels except for those belonging to cooperatives
earning 33,000,001 to $6,000,000 annually. In the latter's case,
50.0 percent say that sucb a system does not exist in their or-

ganization at all.

Encouragement to Attend Training Programs

The second set of questions were more direct guestions re-
garding the support the management gives to training programs.
The results reveal that seminar attendance is very much encouraged
by the cooperatives (Table V-5). The majority of the managers
also report that leave time with pay is provided by their organi-
zation for employees attending job-related training seminars,
These indicators, however, prove statistically insignificant when

compared with annual sales (Table V-6).
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Table V-5

Additional Organizational Climate Indicators,
Cooperative Grain Elevators, Kansas, 1979,

Organizational Climate Indicator Percent of Respondents

Does your organization encourage employees
to attend job related training seminars?

Yes, to a large extent. 67.5
Yes, only slightly. 27.6
No, not really. 4.9
No, definitely not. .0

Does your organization provide leave time
with pay for employees to attend job
related training seminars?

Yes, a very liberal leave policy. 82.3
Yes, but very restricted leave policy. 16.4
No, usually don't. 1.0
No, never. 93
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Comparison of the Organizational Environment
in Cooperative and Independent and Line Grain Elevators

A comparison of the responses of managers regarding the
organizational climate indicators reveals that the two groups
of manager-respondents differ statistically in the following
items: participation in decisions affecting employees, open
interpersonal communications, interpersonal trust, growth
orientation, use of outside consultants, and pressure for maxi-
mum effort (Table V-7). Compared to the cooperative managers,
a larger percentage of the independent and line grain elevator
managers believe that the first four items mentioned above are
present in their firms at a very high level (first response scale).
This changes, however, at the second response scale of each
of the items---a larger group of cooperative managers compared
to the independent and line elevator managers believe to some
extent that these indicators are present in their firms.

Considering both response levels, more independent and
line elevator managers than cooperative managers feel that
manager-employee communication, interpersonal trust, and employee
participation in decisions are present in their corporations
to a much greater extent. On the other hand, growth orienta-
tion is more evident among the cooperative grain elevators.

The use of outside consultants is more evident among the
cooperatives. While 84.1 percent of the managers report that

their firms make use of outside consultants either frequently
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or at least occasionally, only 69.5 percent of their counter-
parts believe likewise.

The management's pressure on individuals for maximum effort
is viewed by both sets of managers as present in their organ-
izations but only to a mild or moderate degree. Comparatively,
a larger percentage of the cooperative managers believe that
this indicator is present in their organization.

The responses of the two groups of managers on the rest
of the organizational climate indicators are not statistically
different. Thus we can say that both groups of managers are
more Theory Y than Theory X oriented (believe that people like
work and do not have to be coerced into working) (Table V-8).
They also are free to set their own performance goals. In this
particular item, 65.44 percent state that this is present in
their organization to a high degree. The grain elevators are
also characterized by the presence of nonrestrictive company
rules and policies and a mediocre attitude towards risk taking.

In terms of encouragement to attend job-related seminars,
it appears that the cooperative grain elevator management are
more avid than the independent and line elevator management.
While 67.5 percent of the cooperative managers report that
their firm encourages their employees to attend training seminars
to a large extent, only 33.3 percent of the independent and
line elevator managers believe likewise.

An analysis of the use of modern management techniques between
the cooperatives and their counterparts in the independently-

owned firms shows that the utilization of such instruments are much
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Table V-8

Combined Responses of the Cooperative
and the Independent and Line Grain rlevator llanagers
or Selected Organizational Climate Indicators. Kansas, 1979-1980.

Organizational Present Present to Present to Nonexistent
Climate to a High a Moderate a Slight
Indicator Degree . Degree Degree
Theory X 5.20 20.74 53.58 20.48
Orientation
Freedom to Set 65.44 31.61 2.21 0.74
Own Performance
Goals
Nonrestrictive 34.24 56.40 8.13 1.23

Company Rules
and Policies

Risk Taking 5.96 43.92 33.99 16.13
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less prevalent among the latter (Table V-9). Written plans,
advanced accounting techniques, and a performance appraisal
system are reportedly utilized to at least some extent by
less than 50.0 percent of the managers of the independent and
line grain elevators. In comparison, more than 60.0 percent
of the managers of the cooperatives report that these tools
are being employed in their organizations to at least some
extent. With regard to the use of financial budgeting pro-
cedures, 69.8 percent of the cooperative managers compared

to 60.5 percent of their counterparts report that this manage-
ment tool is either completely or partly utilized in their
respective firms.

Considering all indicators, it appears that the &oeperative
grain elevators have an organizational environment more con-
ducive to the adoption of new managerial techniques than the
independent and line elevators. In most of the items considered
in analyzing the organizational climate, the cooperatives
showed relatively much higher percentages compared to the
independent and line grain elevators. The use of the modern
methods of management utilized as part of the indicators were
found to be more prevalent among the cooperatives. Analyzing
the rest of the indicators shows that, although most of these
indicators are present in both firms, the cooperatives have

them at a higher degree than the other group of firms.
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CHAPTER VI
PREFERENCES REGARDING MANAGEMENT
TRAINING PROGRAMS

Preferred Topics For Future
Management Training Programs

Possible topics for future training programs were listed
by the respondents (Table VI-1). The most frequently mentioned
topics as first choice are (in descending order of preference):

1. Personnel Management,

2. Grain Marketing, and

3. Financial Planning and Management.

The least mentioned topics as first choice are:

1. Member Relations,

2. Inventory Control, and

3. Technical Training.

The top level managers indicate Personnel Management, Finan-
cial Planning and Management, and Grain Marketing as good topics
for future management training programs (Table VI-2). On the
other hand, no one prefers Budgeting, Technical Training or
Inventory Control. Similarly, respondents from middle management
prefer Personnel Management and Financial Planning and Management.
They do not believe that Employee Relations and Inventory Control
are interesting topics for a training program. About one-third
of the branch managers place Grain Marketing and Personnel lMan-
agement on top of their list while only about 3.0 percent consider

Financial Planning and Management as an important topic. Also,
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Table VI-1

Preferences of Cooperative Grain Elevator Managers Regarding
Topics for Management Training, Kansas,

Topics Percent of Respondents
1st Choice 2nd Choice 3rd Choice
Grain Marketing 12.8% 11.4% 10.4%
Personnei Management 41.5 150 9.4
Public Relations 6.7 10.8 3.1
Member Relations 1:9 2.4 2 X
Long Range Planning 4.6 5.4 5.2
Financial Planning & Mgt. 11.3 12.0 15.6
Budgeting 6.2 7.2 4.2
Accounting Principles 3.6 7.2 8.3
Technical Training 2.6 8.4 8.3
Sales & Mktg. Farm 3.6 7.8 5.2
Supplies

Inventory Control 1.0 4.2 T wid
Others* 2l 9:0 20.8

*
Includes Operations Management, Time Management, Energy

Conservation.
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not one of them prefers Employee Relations and Technical Training
as topics for future training programs. At the department head
level, 42.5 percent also consider Personnel Management as a
critical topic while only 5.5 percent and 9.6 percent prefer
Grain Marketing and Financial Planning and Management, respectively.
The Chi-Square Test of Independence proves that this management
level-topic preference relationship is statistically significant
at p = 0.0319.

Likewise, educational attainment is statistically related
to topic preferences (p = 0.0208). Personnel Management is
preferred by more than 30.0 percent of the respondents under each
educational level. Note, however, that in comparison with the
other managers there is a larger percentage of the managers under
the categories, Some College (55.6%) and BS/BA, Some Graduate,
MS/MA (46.8%) who prefer this topic. Grain Marketing as a topic
is preferred by 18.9 percent of the respondents with high school
background while no one from the Voc/Tech graduates included it
in their choice of topics. Financial Planning and Management is
preferred by 17.6 percent and 17.0 percent of the managers who
are Voc/Tech graduates and those with BS/BA, Some Graduate, MS/MA.
It is least frequently mentioned (8.9%) by the respondents under
the classification, Some College.

Topic preference does not have a statistical relationship with
age at the 10.0 percent level. The Chi-Square significance level

obtained for this particular crosstabulation was 0.3459.
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Preferred Training Schedule

Part ¢of the survey instrument asked for information regarding
the day(s) of the week and specific months most preferred by the
respondents for attending a training program. The duration of
training most suitable to the managers was also obtained.

Noted the best times of the year to hold a management training
program for the managers are the months of January, February,
March or December with January and February most preferred
(Table VI-3). The months of April and August, however, are
also considered as acceptable by most of the respondents. June
and July are most unacceptable. The highly preferred days are
Tuesday, Wednesday, or Thursday with Wednesday most preferred
(Table VI-4). Saturday is not acceptable to 77.0 percent of the
respondents.

There is no statistical difference among the respondents
classified by management levels in terms of their month and day
preference (Tables VI-5 and VI-6). More than one-third of the
managers in each level similarly chose the above months as their
highest preference. January and February, the most preferred
months, are noted by more than 60.0 percent of the managers per
level. Likewise, preference for the days of the week to hold
a training program is not dependent on management level. Wednes-
day, the most preferred day, is chosen by more than one-half of
the respondents under each management level.

Holding sessions for 2 or 3 days within a week is favored

over the schedule of one day per week for 2 or 3 weeks, or
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Table VI-3

Preferred, Acceptable and Not Acceptable
Months to Hold a Training Program for the
Cooperative Grain Elevator Managers,

Kansas, 1979.

Month Preferred Acceptable Not Acceptable
Percent of Respondents
January 64 21 15
February 69 23 8
March 40 44 16
April 14 47 a8
May 8 31 61
June 3 2 88
July 7 19 74
August 18 39 43
September 6 41 53
October 7 76 67
November 29 31 40
December 42 33 25
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Table VI-4

Preferred, Acceptable, and Not Acceptable Days to Hold
a Training Program, Cooperative Grain Elevator Managers,
Kansas, 1979.

Day Preferred Acceptable Not Acceptable

Percent of Respondents

Monday 20 44 36
Tuesday 46 49 5
Wednesday 52 45 3
Thursday 49 47 4
Friday 21 54 25

Saturday 6 17 77
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one-half day per week for 4 to 6 weeks (Table VI-7). No statis-
tically significant difference is evident among the preferences
of the managers when classified by management level (Table VI-8).
This is indicated by the very high Chi square significance level

(p = 0.6304).

Comparison of the Preferences of the Cooperative and
the Independent and Line Grain Elevator Managers

Both the cooperative and the independent and line elevator
managers indicate that they would like to take Personnel Manage-
ment, Grain Marketing, and Financial Planning and Management as
topics for future managment training programs (Table VI-9).
There is, however, a larger percentage of cooperative managers
(41.5%) who favor Personnel Management than the independent and
line elevator-managers (34.2%). The latter (19.0%), on the
other hand, prefer Grain Marketing a bit more than the former
(12.8%).

The independent and line elevator managers also report
that they, like their counterparts from the cooperative firms,
most prefer the months of January or February as the best time
for a management training program. This is summarized in

Table VI-10.
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Table VI-7

Duration of Training Preferred by
the Cooperative Grain Elevator Managers, Kansas, 1979.

Duration of Training Percent of Respondents
2 or 3 days in the same week 84.0
1 day per week for 2 or 3 weeks 15.0
%2 day. per week for 4 to 6 weeks 1.0
Table VI-8

Duration of Training Preferred by the
Cooperative CGrain Elevator Managers by Management Level,
Kansas, 1979.

Duration of Training Management Level
Top Middle Branch Dept. Head

2 or 3 days in 83.6 77.5 94.3 82.2
the same week

1 day per week 14.5 20.0 5.9 16.4
for 2 or 3 weeks

1/2 day per week 1.9 2.0 0.0 1.4
for 4 to 6 weeks

Chi-Square
Significance Level 0.6304

Valid Cases 203
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Table VI-9

Most Preferred Topics by the Cooperative and the
Independent and Line Grain Elevator Managers,
Kansas, 1979-1980.

Topic ' Percent of Respondents
Cooperative Indep. & Line
Managers Managers
Grain Marketing 12.8 19.0
Personnel Management 41.5 34.2
Public Relations 6.7 1.3
Member Relations 1.0 38
Long Range Planning 4.6 0.0
Financial Planning 11.3 13.9

and Management

Budgeting 6.2 2.5

Accounting Principles 3.6 3.8

Technical Training 2.6 3.8

Sales and Marketing 5.6 5.1
Farm Supplies

Inventory Control 1.0 0.0

Othersx* 3.1 12.6

x2 = 25.35 p < 0.005
*

Includes Operations Management, Time Management, and Energy
Conservation.
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CHAPTER VII
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Summary and Conclusions

The objectives of this study of cooperative managers were:

1. To determine the demographic characteristics of the
cooperative managers;

2. To identify their attitude towards management training
programs;

3. To determine their management training needs and
schedule prefences;

4. To develop a personality profile of the cooperative
managers;

5. To determine the presence or absence of persocnality
characteristics indicating potential to adopt modern managerial
techniques;

6. To determine the presence or absence of an organiza-
tional climate in the cooperatives encouraging the utilization
of modern managerial techniques;

7. To compare the cooperative managers with the independent
and line grain elevator managers in Kansas on the basis of the
first six objectives; and

8. To summarize the results which are significant to the
development of managemenf training programs.

To accomplish these objectives a survey of the Kansas
grain elevator cooperative managers was conducted in 1979.

A package of questionnaires was mailed to the general managers
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6f tbe existing cooperative elevators. Each general manager was

asked to distribute a questionnaire to all their subordinate
managers. In total, 286 usable forms were returned.

Analysis of responses to the questionnaire were made from
frequency distributions. Chi-Square Tests of Independence were
also conducted on the responses to test whether or not they- are
related to management level, educational attainment, age, or annual
sales. The presence of a relationship should help in categorizing
the kind of managers which possess particular characteristics of
interest.

A personality profile of the managers was developed and their
propensity to adopt new methods of management was determined on
the basis of the personality data. The openness of the coopera-
tives to modern managerial techniques was ascertained from the
organizational climate data. Management training preferences
(months, days, training duration) and some demographic charac- -
teristics were also obtained.

Some of the cooperative survey data were compared to the
data of a similar study conducted on managers of privately owned
grain elevators in Kansas. The Chi-Square Test of Independence
was again employed to determine whether the responses of the two
groups of managers differ significantly.

General Description of the Kansas
Cooberative Grain Elevator Managers

The 286 respondents are managers of cooperative grain elev-

ators having an employment level that varies from 1 to 31 plus

employees. Of these respondents 60.6 percent come from
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cooperatives with 1 to 20 employees. On the other hand, some
6.4 percent are employed in an organization with a total work-
force of 51 or more.

About seventy-five percent (74.8%) of the managers are
employed in a cooperative with an annual sales of $3,000,000
or less. Only 1.7 percent of the managers are from a firm
which receives $15,000,001 or more.

The respondents were classified into four management levels
- top, middle, branch, and department head. On the basis of
this classification, one-third of the respondents fall into the
top and department head levels. The rest of the managers are
equally distributed between the middle and branch management
levels.

By age, 57.4 percent of the respondents fall between the
ages of 30 to 49 years old. About nineteen percent (18.9%) are
29 years old or younger and about 6.0 percent (6.3%) are 60
years old or older.

A large number of the respondents (43.3%) are high school
graduates. Twenty-four percent have at least a B.S. or B.A.
degree. Another 21.0 percent have taken some college courses
but have not received a college degree. The remaining respondents
(11.4%) are gréduates of vocational/technical schools.

College training is mostly concentrated among those respon-
dents falling between the ages of 18 to 29 years old. These
are mostly top and middle managers.

The salary range of most managers (81.9%) is $10,000 to
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$24,999 annually with almost half of the respondents receiving
$15,000 to $19,999. The top managers' salary varies from
$10,000 to $35,000. About forty-seven percent (46.6%) of these
managers receive $25,000 or more while only 4.7 percent receive
less than $15,000. The middle managements' annual salary falls
between $5,000 to $24,999. The branch and department managers'
annual salary is generally in the $10,000 to $19,999 range.

The respondents' length of service in their present coopera-
tive varies from less than one year to twenty years or more.
Thirty-nine percent of the total respondents are relatively new
having a tenure of O to 4 years. Twenty-four percent have
served their cooperative for 5 to 9 years. About thirty-seven
percent (37.1%) have had a tenure of 10 years or more. Comparing
the four manégement levels, it appears that the middle management
level has the most new people (50.0%) while the branch management
level has the least (15.4%).

The majority (53.3%) of the respondents are also new in the
position they are presently holding (0 to 4 years). The middle

management level has the most people in this category.

Management Training Programs Attended

About seventy-nine percent (78.9%) of the respondents have
attended at least one management training program in the past.
About half of the managers in this percentile have been in four
or more training programs. These are mostly top and middle

managers. Those with a high school diploma have taken less
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training courses as compared to those with a higher education.

The courses that have been attended by most of the managers
covered: General Management, Technical Training, and Financial
and Accounting Principles. Very few respondents attended courses
in Personnel Management, Operations Management, Sales and Grain
Marketing.

Most top level managers have taken General Management courses.
The branch and department head levels have been the primary par-
ticipants in Technical Training programs. Financial and Accounting
Principles training programs were fairly well attended by all

levels of management except the branch managers.

Attitude Towards Management Training Programs

It is assumed that a positive attitude towards management
training pfograms is instrumental in the participants' fast
learning during the training and in obtaining their valuable
support of these endeavors. In general, the cooperative managers
regard management training programs as a helpful tool in upgrading
their entrepreneurial skills. By age, the managers 59 years old
Or younger posSsSess a more positive attitude towards management
training than their older colleagues. This is an indication
that the younger cooperative managers are more interested in
participating in management training programs than the older
managers.

The classification by management levels and educational

attainment did not show much statistical relationship with the
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attitude indicators. We can take this to mean that managerial
positions and educational background have little influence on

the managers' attitudes towards management training.

Personality Characteristics

The personality profile of the cooperative managers shows
that the majority (greater than 60.0%)l of the respondents are
assertive, communicative, not dependent on a leader, not cynical,
open minded, work oriented, achievement oriented, energetic, not
inhibited, and are originators and planners. Most of them also
possess a high need for a steady job and for increasing income
and have a high frustration tolerance. On the other hand, they
are averted torisk taking, quite sensitive and tense, and are
not too status oriented.

Using the Chi-Square Test of Independence, the attributes,
not dependent on a good leader, risk taker (experimenter),
money oriented, and vnlanner are found to be statistically related
to management level. This means that the responses of the
managers with regard to these characteristics are dependent on
the level of management in which they are in.

The personality characteristics which are statistically

related to educational attainment, on the other hand, are

anxious, achievement oriented, sensitive, originator, and again,

1Based on grouping of either "Fits me very well" with "Fits
me fairly well' or "Fits to a slight degree"” with '"Doesn't-
describe me at all."
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risk taker. Interms of age groupings, the characteristics
statistically related to this classification are: communicative,
frustration tolerant, energetic, and again, money oriented and
planner. 1In general, the degree of association of the attributes
related to management level is greater than the degree of associa-
tion of the other groups of characteristics in relation to age

or educational attainment.

An analysis of the responses to the statistically significant
attributes in relation to management level show the following
results:

1. The top level managers are less dependent on a good
leader than the managers belonging to the lower management levels;

2. The majority of the top managers are risk takers. The
department heads are the greatest risk averters;

3. The need to increase ones income decreases as the mana-
gerial level increases; and

4. More than 70.0 percent of the top managers are planners.
This trait is least observable among the branch and department
managers.

A similar analysis was conducted on the responses pertaining
to the characteristics significantly related to educational
attainment. A summary of the results are as follows:

1. Tension is more evident among the high school and voca-
tional/technical school graduates.

2, Achievement orientation is more evident among managers

with a Vocational/Technical school and Some College background;
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3. Respondents with some college training but nc degree
are more likely to take risks compared to the other managers;

4, The respondents with a B.S./B.A., some graduate credits,
or M.S./M.A. have the most number who are sensitive. This char-
acteristic is least observable among those who are graduates
of vocational/technical school and those who had some college
courses; and

5. More managers under the Vocational/Technical and Some
College levels strongly believe that they are originators and
not pawns in life.

Lastly, an analysis of the responses to the variables signif-
icantly related to the classification, age, reveals the following
observations:

1. The managers who are most communicative are those within
the ages of 18 to 39 and 50 to 59 years old;

2. High frustration tolerance is more evident among re-
spondents who are less than sixty years old;

3. The need for increasing one's income tend to decrease
as the respondents' age increases;

4. The propensity to plan tends to increase gradually as
the age of the managers rise to the bracket of 40 to 49 years
old and then slowly decreases as age increases further; and

5. Vitality among the managers tend to increase as age
increases to 40 to 49 years and then decreases as the age of

the respondents further increases.
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Further analysis of the data reveals that the cooperative
managers possess a perscnality indicating that they will make
significant efforts to apply new knowledge or techniques learned
from a management training course. Of the fourteen valid indi-
cators of adoptive behavior, ten or 70.0 percent of the indicators
have at least 60.0 percent of the managers respond at least

fairly positively.

Adoptiveness of the Cooperatives to Modern Managerial Techniques
Indicators proven by Baumgartel in his Indian and

United States-United Kingdom management studies correlated to a

favorable organizational climate were utilized as bases for

determining the type of organizational environment the coopera-

tives have. Analyses performed on the study responses show

that the atmosphere prevailing in the cooperatives is on the

whole favorable to the adoption of new managerial technigues.

The presence of the following indicators has led to such a con-

clusion: employees participate in decisions affecting them; there

is open manager-employee communication and trust; the management

is Theory Y oriented; there is freedom to set own performance

goals; company policies, rules, and procedures are nonrestrictive;

the cooperatives are growth oriented; and outside consultants

are hired to help scolve problems. Also, there is a considerable

degree of utilization by the cooperatives of modern managerial

tools such as the documentation of organizational objectives,

advanced accounting technique and financial budgeting procedures,
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inventory control, and a performance appraisal system. Further-
more, the employees are highly encouraged to attend training
seminars usually with the incentive of providing leave time

with pay while on training.

Using the Chi-Square Test of Independence, the various
organizational climate indicators were tested for a statistical
relationship with annﬁal sales of the cooperatives. If a rela-
tionship exists, annual sales can be used to identify which
cooperative has a climate favorable or not favorable to the
adoption of modern managerial tools. Sales was selected as the
criterion since it is a measure of the size of the cooperatives.

Results show that only the indicators, use of a performance
appraisal systém and documentation of ojbectives are statistically
related to sales. The management tool, documentation of ob-
jectives, is highest among cooperatives garnering sales of
$15,000,001 plus. The use of a performance appraisal system,
on the other hand, is evident in the majority (greather than
60.0%) of the cooperatives from all sales levels except those
earning $3,000,001 to $6,000,000 yearly.

Preferences of the Cooperative Managers
Regarding Management Training Programs
Program Topics

The cooperative managers indicate that Personnel Management,
Grain Marketing, and Financial Plaﬁning and Management are the
most practical topics for future management training programs.

The least mentioned topics are Employee Relations, Inventory
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Control, aqd Technical Training. All levels of management give
special preference to the topic, Personnel Management. Grain
Marketing is mentioned by the branch and top level managers
while the middle and department managers show a lesser interest
in it._ Financial Planning and Management, on the other hand,
is considergd an important topic only by the top and middle
managers.

In terms of educational attainment, most of the respondents
under each educational level prefer the topic, Personnel Manage-
ment. Grain Marketing is most preferred by the respondents with
a high school background, while none from the Voc/Tech graduates
included it in their choice of topics. Financial Planning and
Managemenf is also most preferred by the Voc/Tech graduates
and those on the Bachelor and Masters degree level. Respondents

with some college least frequently mentioned this topic.

Training Schedule

The best times of the year to hold a management training
program for the cooperative managers are the months of January
or February. More than one-third of the cooperative manager-
respondents under each management level prefer these months for
training. June and July are most unacceptable.

The most preferred days are Tuesday, Wednesday, or Thursday,
with Wednesday as relatively most preferred. Monday and Saturday
are least acceptable. There is no highly significant differences

between the responses of the managers when classified by management
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levels. More than 50.0 percent of the managers per level choose
Wednesday as the best day for training.

The majority of the managers favor holding the sessions
2 or 3 days within a week over the schedule of one day per week
for 2 to 3 weeks, or one half day per week for 4 to 6 weeks.
More than 75.0 percent of the respondents per management level

favor this schedule over the other options.

Comparison of the Managers of Cooperative
and Independent and Line Grain Elevators in Kansas

Demographic Characteristics

The managers of cooperative and independent and line elevators
~in Kansas differ in some respects but are similar in others, demo-
graphically. The majority of the respondents from both groups
of managers (more than 57.0 percent) are within the 30 to 49
years old range. Less than 20.0 percent are 39 years old or
younger and about 25.0 percent are over 50 years old. This
indicates that the management force of grain elevators in Kansas
mostly come from the middle age group.

The two groups of managers are also similar in their work
record. More than half of the respondents have worked in three
or more companies in their adult working career. About 19.0
percent of the managers have worked in only one firm. Regarding
length of service in present firm, about 7.0 percent are new
in their present position (less than 1 year) while about 17.0

percent have been holding their present job for 20 years or more.
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The other respondents are almost equally distributed with around
26.0 percent working for 1 to 4 years, 28.0 percent working for
5 to 9 years, and 20.0 percent for 10 to 19 years.

Significant differences between the cooperative and independ-
ent and line managers exist with regard to their educational
attainment and management training programs attended. More than
half of the independent and line managers have a college training
or a master's degree. On the contrary, more than half of the
cooperative managers do not have a college training or a
master's degree.

There are more cooperative managers than independent and
line elevator managers who have attended management training
programs in the past. Nearly half of the latter report that
they have not attended any management training program while
more than 40.0 percent of their counterﬁarts have attended
more than four training programs. The reason for the more
frequent attendance of the cooperative managers in management
training programs is not clear from this study. It could have
been easy to surmise that these managers attend informal manage-
ment training to upgrade their knowledge and skills in entre-
preneurship to compensate for their lack of formal management
training. The cross tabulation between educational attainment
and number of management training programs, however, reveals
that those with college or master's degrees and not those with
only a high school background, attended the most training programs

in the past.
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The two groups of managers also differ in their salary
ranges. On the average, the managers of the independent and
line grain elevators are higher paid than the cooperative
managers. About 30.0 percent of the former receive an annual
salary of $25,000 or more. - This compares to only 15.8 percent

of the cooperative managers.

Attitudes Towards Management Training

Both cooperative and independent and line elevator managers
support the idea that management training improves managerial
ability., In the items used to measure their attitudes, more
than 60.0 percent of the two groups of managers indicated that
they believe in management training. However, the figures
obtained from the managers of the independent and line elevators
are relatively lower compared to the responses of the cooperative
managers. These results suggest that both groups of managers
will welcome the opportunity to participate in a management
training program if available (with the independent and line

elevator managers at a lesser degree).

Personality Characteristics

Comparing the personality profile obtained from the coopera-
tive and the indepemdentrand line managers show that both groups
of managers have most of the persconality traits previously
associated by related studies to innovativeness on the job. Of

the fourteen personality trait indicators, ten and nine indicators
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have at least a 60.0 ,percent response from the cooperative
managers and the independent and line agribusinessmen, respect-

ively.

Organizational Climate

A comparison of tﬁe organizafional climate indicators reveals
that the cooperative and the independent and line grain elevators
statistically differ in the following items: participation in
decisions affecting employees, open manager-employee communication
and trust, growth orientation, use of outside consultants, and
pressure for maximum effort. It appears that more managers of
the private firms feel that manager-employee communication and
trust, and employee participation in decisions are present in
their organizations to a great extent. On the other hand, growth
orientation, the use of outside consultants and pressure for
maximum effort are more evident in the cooperatives.

The responses of the two groups of managers on the rest of
the organizational climate indicators are not statistically
different. Both firms are Theory Y oriented and they encourage
their managers to set their own performanée goals. The grain
elevators are also characterized by the presence of nonrestric-
tive company rules and policies and a mediocre attitude towards
risk taking.

The use of the modern management techniques considered in
this study are more evident among the COOperative grain elevators

Written plans, advanced accounting and budgeting techniques and
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a performance appraisal system are utilized to at least some
extent by more than 60.0 percent of the managers of cooperative
firms. On the contrary, mostly less than 50.0 percent of the
independent and line managers report that these tools are being
used in their organizations. Lastly, encouragement to attend
job~related seminars is present to a high degree among the
coopératives than the other group of firms.

On the basis of these indicators, it can be concluded that
the cooperatives have an organizational climate more conducive
to the adoption of new managerial techniques than the independent
and line elevators. In the majority of the indicators, higher
percentage responses denoting the presence or utilization of

these indicators were observed among the cooperative firms.

Preferences Regarding Management Training Programs
Topics

Personnel Management, Grain Marketing and Financial Plan-
ning and Management are highly preferred by both cooperative
and independent and line managers as future program topics.
More cooperative managers (41.5%), however, favor Personnel
Management than their counterparts (34.2%).
Program Schedule

Like the cooperative managers, the independent and line
elevator managers also prefer the months of January or February
as the best time to hold a management training program. Sixty-

four percent of the cooperative managers and 58.0 percent of
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the other group of managers prefer the month of January. Feb-
ruary is favored by 69.0 percent of the cooperative entre-

preneurs compared to 61.0 percent of the other set of managers.
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Recommendations
Underscored in the beginning of the study was the fact

that all business institutions should react to the changes
stimulated by new technology and structural transformations.

A positive reaction to these changes should be the continuous
adoption of new technology and know-how in order for the business
firms to remain efficient and profitable. Underlying this
activity is the need for means of introducing new ideas into

the organization - in other words for effective channels of
technology transfer. One way is through management training
programs and results from this study indicate that they can be
effective mechanisms to a large extent for the Kansas grain eleva-
tor cooperatives and to some extent for the independent and line
elevators. Nevertheless, despite the slight differences between
the two groups of respondents, the importance of management
training programs as a channel of technology transfer for the
grain elevators in Kansas should not be ignored. The lack of
enthusiasm of the iﬂdependent and line elevators towards these
kinds of trainipng can be remedied by developing relevant and
stimulating programs.

Effective training programs can be developed by conducting

a more thorough training needs analysis. This entails a compari-
son of the existing skills and capabilities of a manager against
the requirements of the job. The dIScrepancy between them
represents the skills or knowledge that must be developed in the

manager. From the research standpoint, the data presented in
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this study is simply base line information regarding the grain
elevator management. If training programs for these entre-
preneurs will be developed, a more thorough training needs
analysis must be conducted first.

Valuable basic information is, however, established in this
report. Any follow-up research related to it can be expected
to yield new information at a relatively low cost.

One research study that can be conducted is a regression
and correlation analysis of the personality traits and organi-
zational climate indicators against criterion variables to
statistically determine their association with innovation. No
analysis of that sort has been performed in this study. Con-
clusions regarding innovative behavior and adoptive organizational
climate were all based on inferences from indicators used in

two previous studies.
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APPENDIX



COOPERATIVE MANAGEMENT

SURVEY




Cooperative Extension Service

Extension Agricuitural Econormics
Waters Hail

Mannartan, Kansas 86508
$13-532-5823

April, ‘1979

FANAGFMENT INFORMATION SURVEY

We are requesiing your assiscance ir this survey of
cooperative oersonnel to gainm insight into management
practices in ccoperative business firms. The informacion
obtained from ciiis survey will be used to aid development
of management training programs for aeribusinessmen by
KSU Extension nersonnel.

Confidenciaslicv and echics

As with any professional socizl science research of this
type, only zencral findings will be reoeorted. Individual
anonymicy is completely guaranteed. No one other than the
researchers will ever see any of your individual responses.

Instructiors

This is a cquescionnaire research instrument. Please answer
all guestions as honestly as vou can. Most guestions are of
che fixed-resronse type. A few ask you to write in an
answer--please be brief. The a:ascionnaire comsiscs of
these sectiorns:

I - Background Facts About You

Il - Questions About Your Coop
III - Actitudes Towards Management Training
IV - Questions About Yourself

You will find the survev cakes acoutr 39 minuces to comnleca.
Upon complecion, simoly staple the survey booklec shut aad
drop it in the maii. Thank you for vour cooperacionm.

Jr. David Barcton Gary Mitchell

-r. John Riley Graduate Research ‘ssiscant

Professors
L e e e e e e e e Ry e e BV e
* Fleaagece Write In: %
o *
7 Cooperative's Name *
; c_i :Y ;
* If branch, specify headquarczers locacion *
* x
*® =
* Your job ticle: A
T et Ve AR T Y e e U YT e e Yo U v A Y et s ey T e
B e e e e e e e ey S T P T T e

~ FOR GENERAL MANAGERS ONLY:

# Firm's Total annual sales 3§

" Firm's Total number of emnmloyees

*
k.
=
®
4
=

* llumber survevs discribuced

.
T waakeat 1t faat

A}

e TRttt Vel e



SECTION I Background Facts

Proper analysis of daca in sctudies of chis type reauires us to obrain
some factual informacion about you and your career. Please make your

responses in the spaces provided.

L. Briefly describe whac your job
duties are:

2. How does your present job fic
into your organizacion's
structure:

{ ) Top Managemenc
( )} Middle Managemenc

{ ) Branch Management

( ) Supervisory or Depc. Head
( ) Nou-supervisory

3. Your immediate supervisor is:

{ ) Depc. Head or Supervisor
( ) Branch Manager

( ) Assistant Manager

( ) General Manager

( ) Board of Directors

4. FHow many years have you Seen
with your present firm or

company?

( ) Less than 1 yr.
() 1lctosdyes. (
() Sco9yrs. () 20 yrs, +
5. How many years have vou been in
your present position or job?

() Less chan 1 yr.

() Leotyrs. () 10 ro 19 yrs.
(

) S to @ yrs. () 20 yrs. +
6. How many people do you direccly

supervise?

( ) None () 6-10
()1 () 11-20
() 2-5 () 20 +

7. List your lasc chree posirions
ard comrany where emploved.

1. Posicion

Company
2. Posicion
Comnany
3. Pasicion

Company

) 10 co 19 vrs.

How many companies or organi-
zations have you been employed
by in your adult working career?

()o ()3
()1 () &
()2 () 5+

How old are you to your nearest
birchday?

() 18-29 { ) 50-39
() 30-39 () 60 +
() 40-49

Sex: ( ) Male ( ) Female

Please check highestc level of
formal education atrained:

( ) High School

{ ) Technical nr Vocacional
training beyond high schuol

() College (Field of Scudy

Degree, if any
( ) Graduate work (Field of
Studv
Degrees, Lf any

Your annual salarv (cocal before
taxes):

§5,000 o $9,999
$10,000 co 314,599
$15.000 co 519,999
§20,000 co 52&.99%
$25,000 o $29.99%
330,000 to 334,999
$35,000 +

-
N e Tt s Yo e et

During the course of vour
career, approximacely hcw many
management tralning sessions
have you accended--exclusive of
formal university craining?

( ) None { 9
()1 ) s+
(y2



l4. Lisc up ta the 5 most recent training sessions vou have atcerded in

the last 3 years.

Miles from

Topic Sponsor Lengch & Formac Business (1l way)
Exa.mple: — . 3 Sesg. a5
b il )"w-.n/wrr./ 3 d‘a;} e2uch ‘:;:-::: S

_mr.nnn’f_ ment

-
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SECTION II

Questions About Your Cooperative

For the purpose of our scudy, it will helo greatly to have some information

about your present company or organizacion.

The following set aof quescions

is concerned with your percepctions and observations abour cthe orgzanization

in which you are now working.

Please indicate your answers in rche brackets

opposite the approoriate rasponse to each question.

1. How free and apen are che
incerpersonal communicacions
among management and employees
in your organizatiom?

Very free and open
Somewhac free and open
Not cco free and open
Not at all free and open

.
e e e

2. To what extent do emnloyees at
various levels narticipate in
decisions which affect chem?

() To a great extent
) To some extent
() To a small extent

() tardly ac all

3. To whact extent does your
organizacion pressure individ-
uals for maximum effore?

Considerable pressure
Moderate pressure

Mild pressure

Almost no pressure at all

-
e

4. To what exrent do you think
that management is considerate
of the feelings of people in
your organizaciun?

() To a great extent
{ ) To some extent
() To a small extent
{ ) Hardly at all

5.

Are freguentc conferences and
groun discussions bectween man-
agement and employees held for
the purpose of making decisions
in your organization?

Yes, many such nmeetings
Yes, quice a few
QOccasional meecinrs

We seldom or never have
such meetings

—~ e~
S e S

At such meerings cthe =zopics of
discussion mosc often involves:

( ) Problems of day to dav
cperation

() Emnloyee job assignmencs

( ) Long range olans

( ) Changes in company palicy

In general do you feel thac iaob
performance is che major cri-
terion for promocrions among
emplovees in your organizazion?

() Yes, to a verv greaC extenc
Yes, to a great extent

Yes, only ca some sxzent
No, not really

—
e

Are things in your organizacion
sufficiently well orzanized for
employees to carry out their

ducies prompcly and efficiencle?

Yes, very well organized

Yes, buc improvemenr is needed
o, only minimally organized
No, hardly organized ac all

—~



11.

14,

How would you characterize the
climace of incerpersonal crusc
among management and employees
in your organizaction?

) Very high level of :rust
) Considerable trusc
) Some trusc

} Liccle or no trust

Doesz vour organizacion have
wrlcten flans to meet orzan-

izacional objectives?
Yes, definicely
Yes, to some extent

()
(9
() No, but plans are being made
() No, we have no such olan

To what extenc do you feel re-
sctricted by rules, policies
and procedures in your argan-
izacion?

( ) Not ac all rescricted
( ) Slighely rescricred

) Quite rescricted

)

Very restricted

(

Does your organizacion make use
of advanced financial rechniques,
such as, ratio analysis, regres-
sion analysis and capital bud-
gecting in making invesctment
decisions:

) Yes, definicely

) Yes, some applicarcions
)

)

Il lata

No, noc really
Mot sure

Has your organizacion introduced
any modern techniques of inven-
tory contrel?

( ) Yes, many applicacions
() Yes, in some areas
( ) No, but we are planning

to do so
() Yo,
How does your organization handle
conflicts cthat arise in dav co
day cperations?

( ) Confliccs are hroughc ouc
into che open and are ~en-
erally resolved by the
parties involved

Superiors generally seccle
conflices

Conflicts are generally
ignored

Confliccs are discouraged,
hidden or glossed over

)
()
)

Ls.

16.

18.

none have been incroduced k3

When 1t is necessary co work
overtime hours, che decision
on who works the addirional
hours

( ) is left encirely up zo the
manager, supervisor or
deparctmenc heacd

is decided by pre-arranpad
schedulr.

is a decision of che ranager
or dent. head in cormuvlrizion
with emplovees involwved.

is lefc encirely up =»
employvees to volunceer.

)
£

Jo you agree wizh the s-acamenr
"™Most people dislike work. will
avoid it if ac all possible and
have to be coerced inzo wor! ing"

() Yes, for mos:t npeople

() Yes, bur for onlv a fow
people

() No, with excepcions

() No, definitely noc :rue

To what extzent is vour ovrgani-

zation growth orienced, i.e.,

incerested in conzinuous ex-

sansion?

) Ta a high degree

} To a moderace degree

) To a slight degrze

) Not really growth orienced

To what extent does vour organ-
izacion make use of ourside
consulcants in the osrdinary
course of affairs?

( ) Frequencly

( ) Occasionaily

( ) None now, bur are planninz zo
() No, we do nuc use consulrants

Does your organizacien follow a
formal aporaisal or evaluarion
syscem for management perscnnel”’

() Yes, very closalv

() Yes, buc very locselv
() No. ‘but we are alanning
such a syscem

() No. we don':

Does your organizarion use E'ﬁ-
ancial budgering procedures’

) Yes, a complece svscem

) Yes, some buugezing

) Neo, but are develsping one

) Yo. no real budgecing svscem

P



How free are you to set your

performance goals?

Very free zo set my goals
Somewhat free

Not too free

Not at all free--ochers
set zoals

—— -
St Nt et et

For the next chree questions you are requested

wich regard to your organizacion.
reflects your assessment.

23, To whact extentc are you in agree-
ment with che goals and purvoses
nof your organization

lolalodalelslelslals]

Not atc Somewhat In

all in in complete

agreement agreement agreement

24. To what excent are you in agree-
mentc with the present means,
mechod and procedures uUsed by
your organization in achieving
ics coals?

lolataolalalslalzialol
¥or ac Somewhat In

all in in complete

agTaement agreement agreement

SECTION [TI

22.

Please circle

25.

Inactive

What is your orgzanization's gen-
eral oriencacion toward risk-
taking by management? (e.g..
offering new services or pro-
ducts)

( ) Strongly encourages risk-
taking

( ) Somewhat encourages rtisk-
caking

( ) Somewhat discourages risk-
taking

( ) Strongly discourages risk-
taking

o make a2 self assessment
the number that best

How active are you in asserting
and demonstrating vour beliefs
as o how vour organizacion
should be rum, what its goals
and/or means of achieving them
should &2

lolalalalealsfels]sio]
Very Moderately Ver:
Active Active

Atritudes Toward Management Training

In this seccion we are concerned with some general information and im-

pressions that you have.

1. Do vou think that managementc
skill is tasicly developed by
experience and that training
courses make little difference?

( ) Tes, strongly agree

( ) Yes, somewhat agree

() No. somewhat disagree

( ) No, scrongly disagree

-~

How do you feel gbouct the gan-
eral compecrence of the people
who are the teachers and
trainers in management seminars
and training programs?

Very competent
Generally compectenc
Not too comperent
Yot competernc at all

e

3. Do you tiink thaz managers learn
more from books and self scudy
than from attending rraining
sessicns?

Yes, strongly agree
Yes, somewhaz agree
No, somewhat disagree
No, strongly disagree

N~
N e

6.

Do you think chac a person's
management skill is prec:tv
well decermined by che time he
enters the job marker and thac
training courses make little
difference?

strongly agree
, Scmewnat agrae
somewhat disagree
No, strongly disagree

Do vou feel that management
seminar or training sessions
are ofzen oo thecreiical and
of liccle cracizcal valua?

fes, strongly agree
Yes, somewnat agree
No, somewhac disagree
No, strongly disagree

Do you feel rhat furcther manage-
ment tTaining would concribuce z=¢
your personal growth and manager-
ial abilicy?

i~~~
e et

) Yes, to larze extent
Yes, only slighecly
No, not really

No, definicely noC

P Lo T
e et Nt



7. Does your organization eacour- 1l. Of the following formacs for a

1 d % 2 or 3} day training sessicn which
;E:esmgrgzgﬁggt:e;fﬁgzs?J°b Te would be most preferable to you.
3 () 2 or 3} days in the sare week
E ; 32:: g:l;a: i;ﬁ?f;nt () 1l day each week for 2 or 3
( ) No, noc reallr weeks .,
() No, definicely not ( ) 1/2 day each week for & to
) 6 weeks

. Does your organization provide . . s
u leaveytimc w%:h rav forpemaloy- Bria®iv describe w@a;vqreas of
ees co attend job relaced crain- Daragement responsibilicv vou
ing seminars? find most challengzing.

-
~

() Yes, a very literal leave
policy

() fYes, but verv rescricted
leave policy

() Yes, but wichout pay

() No, usually den't

{ ) ¥o, never

9., What would be the tz2st cime of 13. Briefly lisc which topics you
year to hold = :rai:ing session would be most tnterested in
for you? For each of tche learning about.

following months, circle p,a, or u.
P = preferrue =
a = accepcatle
u = unacceptable

rau January p au July i
n au February p a u August

~ au March p a u Sepcember N
z au April p a u Occober

p au May n a u UNovember

= au June p a u December

10. “hich would be the best day nf
the week to hold a training
session for you? For each of the
following days, circle », a, or u.
p = preferted
a = accepceble
u = cnaccentable

rn au Monday 2 a v Thursday
p auw Tuesday -~ a ¢ Triday
p a u Wednesdayr a u Sacurday

SECTION IV Questions Atcu: Yourself

In chis parc of the gq2s=ionaire we would lile zZp learn someching abour
Jow you see yourself, whac kind of a person wou chink wou are. This is
not ¢ psychological c»sc alchough scme of the ocuescions ask abour vour
personal make-up. Please answer :he quesrions as freely as you zan. In
answering these guestions use vour work associates as a comparison groun:
how do vou compare, relatively speaking?

L. I am assertive., Zrrceful. push 2. 1 have a strong need for a
ideas. steady job.
() Ficts me very well, I'm {) Tics me very well, I'm
like chis like chis
() Fics me fairly well () Tics me fairly well
( ) Fics to a slight degree () Fits co a slight desree
( ) Doesn't describe me ac all ( ) Joesn't describe me at all



~4

reY

I talk a loc, liscen a loc,
interact a loc.

( ) Ficts me very well. I'm
like chis

() Fics me fairly well

() Fits to a slighc degree

( ) Doesn't describe me ac all

1 am ofcen under tension, some-

what worried. noc relaxed.

() Fics me very well. 1I'm
like chis

) Fics me fairly well

) Fits cto a slight degree

) Doesn'tc describe me ac all

I have a rich fantasy world,
can entertain unusual and
novel possibilicies.

{ ) Fics me very well. I'm
like chis

) Fics me fairly well

) Fics to a slight degree

) Doesn't describe me at all
1

a

(
(
(
I like co have a scrong, able
leader to guide and direct me.
() Fics me very well, I'm
like chis

() Fics me fairly well

() Fits to a slight degree
() Doesn't describe me ac all

I like to sec goals. plan,
evaluate success, get things
done.

) Fits me very well. I'm
like this

) Fics me fairly well

) Fits co a slighc degree

) Doesn'tc describe me at all

(
(
(
(
I gec along with my boss. He
likes to work with me.

() Fics me very well. I'm
like chis

() Fits me fairly well

() Fits to a slighc degree

( ) Doesn't describe me at all

I cend co see people as out to

satisfy ctheir own selfish

incterescs.

() Fics me very well. I'm
like chis

() Fits me fairly well

() Fics co a slight degree

( ) Doesn't describe me at all

10.

1.

12.

13.

14.

15.

16.

I am tolerant of ocher points
of view, flexible.

{ ) Fics me very well. I'm
like this

() Fics me fairly well

() Fics to a slighc degree

( ) Doesn't describe me at all

1 am ofcen full of feelings of
rage and anger.

() Fics me very well. I['m
like chis

Fits me fairly well

Fics to a slight degree
Doesn't describe me ac all

e et

work hard, like to work and
ind happiness in work.

n

) Fics me very well. 1'm
like this

) Fics me fairly well

) Fics to a slighc degres

) Doesn’'t describe me at all

Pt tal ~ ladal T Tan )

I ofcen feel discouraged, wonder
if ic is all worth the efforc.

() Fics me very well. I'm
like chis

() Fics me fairly well

( ) Fits to a slight degree

( ) Doesn't describe me ac all

I like to set long range plans
and follow through over lcng
periods.

() Fics me very well. I'm
like chis

() Fics me fairly well

()} Fics to a slighc degree

( ) Doesn’c desgribe me ac all

I am not very sponctaneous, it
is difficult for me to actc freely.

) Fits me very well. I'm
like chis

)} Fics me fairly well

) Fits co a slight degree

) Doesn't describe me a:t ail

et e

Basically, I have locs of energy.
I seldom feel ctired or facigued.

() Fics me very well. I'm
like czhis

() Fits me fairly well

() Fics to a slight degree

( ) Doesn't describe me ac all



17. I like to have a prestigious 21. I like to assert my will om

job=--have social esceem. ochers.
() Fits me very well. I'm () Fits me very well. I'm
like chis like chis
() Fits me fairly well () Fits me fairly well
() Fics to a slight degree ( ) Fics to a slighc degree
( ) Doesn’'t describe me ac all ( ) Doesn't describe me ac all
18. I cake chances with new ideas, 22. 1 am very concerned shout what
jobs, people. ochers chink of me, my feeiings
are easily hurc.
() Fits me very weil. I'm
like this () Firs me very well. I'm
() Fics me fairly well like chis
( ) Fics to a slight degree () Fics me fairly well
( ) Doesn't describe me at 3ll () Fics to a slighc degree

( ) Doesn'tc describe me ac all
19. I am very concerned about in-
c

reasing my income. 23. Peopnle like to work for me I
like my people.

( ) Fics me very wall. 1I'm
like chis () Fits me very well. I'm
() Fics me fairly well like chis
() Fits co a slight degrae () Fics me fairly well
( ) Doesn’'t describe me at all () Fics co a slight degree
{ ) Doesn't describe me ac all

20. I see myself as an originacer
not a pawn in life.

() Fits me very well. I'm
like chis

() Fits me fairly well

() Fics to a slizht degree

( ) Doesn'c describe me ac all

COMMENTS:

Please check cto make sure you have answered all of che questiorns.
Unanswered quescions will severly limit our analysis. Please staple
the bookler shut, and drop it in the mail.

THANK YOU FOR YOUR COOPERATION.
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Public and private businesses recognize the need for
continued development of their management force as a result of
the continuing and accelerating social and technological changes
that give rise to more complex problems facing the managers.

This trend does not exclude the managers of the Kansas grain
elevators. Kansas State University, through its extension educa-
tion function, feels the need to develop relevant management
training programs to assist with the training needs of these
managers. There is, however, the necessity to determine what will
make effective and relevant training programs for the grain
elevator entrepreneurs. To do this, baseline information
regarding the managers had to be obtained.

This study was designed to gather data on the Kansas coopera-
tive grain elevator managers. More specifically, the managers'
demographic characteristics, attitudes towards management training
programs, personality traits related to innovative behavior,
preferences regarding training schedules, and the openness of the
cooperatives towards modern managerial techniques were determined.
Survey questionnaires were mailed to the general managers of
the existing grain elevator cooperatives. Each was asked to
distribute a questionnaire to each manager in the headquarter
office and any existing branch facilities. 1In total, 286 usable
forms were returned.

For ease of analysis, the data were fitted into frequency
distribution tables. The statistical relationship of the data

with the criterion variables, management levels, educational



attainment, age or annual sales were generated using the Chi-Square
Test of Independence. The significance level was set at p = 0.10.

The results obtained indicate that the cooperative managers
regard management training programs as a helpful channel for
- improving their management knowledge and skills. They have a
positive attitude towards training programs and will welcome the
opportunity to participate in one if available. Personality wise,
they possess traits which were correlated in previous studies
to innovativeness, indicating the managers' propensity to apply
modérn managerial techniques on the job. To complement these
perscnality characteristics, the organizational climate existing
in their cooperatives is supportive of innovation.

Cooperative managers prefer to hold management training pro-
grams in January or March. The most accepted days are Tuesday,
Wednesday, or Thursday, with Wednesday as most preferred. Holding
the sessions for 2 to 3 days within the week is also most acceptable
to the managers. Most managers give special preference to the
topic "Personnel Management'", as a future training course. The
majority also indicated '"Grain Marketing' and "Financial Planning
and Management' as topics of interest.

Survey data were also compared to a similar study regarding the
nanagers of independent and-line grain elevators. The Chi-Square
Test of Independence was also used to determine whether responses
from the two populations are statistically significant. Results
indicate that both groups of managers support the idea that man-

agement training improves managerial ability. However, the



figures obtained from the managers of the independently owned
firms are relatively lower compared to the responses of the
cooperative managers. The independent and line elevator managers
also possess the personality traits of an innovative person

to about an equal level to the cooperative managers. On the
other hand, the organizational c¢limate of the independent and
line firms appears to be less supportive to change and innovation
than the cooperative management.

Management training cah be an effective mechanism of
technology transfer to a large extent for the Kansas cooperative
grain elevator managers and to some extent for the independent
and line grain elevator entrepreneurs. Further detailed studies
are, however, recommended to make the training programs rele-

vant to the needs of the managers.



