MANAGERIAL ASPECTS OF OPERATING PERFORMANCE
GROUPSIN AGRICULTURE

GYORGY SZABADOS
assistant lecturer
University of Debrecen, Faculty of Agricultural Economics and Rural
Devel opment,
Department of Management and Labour Sciences

Abstract

Although we often witness groups, teams operating on various fields of life,
we have not learnt much about various types of groups and teams in the
agricultural sector, littleis know about operational rules, internal properties,
even less the managerial aspects. The Department of Management of
University of Debrecen has been conducting research in this field for many
years. In the framework of the research program, | have surveyed the
managerial approach to identify main and typical characteristics of
performance groups.

During my researches | was determined to find out more about internal rules,
relations and characteristics.

Introduction

In the last years we often witness groups, tearesatipng on various fields of
life. Although researching them seems a novel pimamwmn in Hungary,
business sector increasingly apply the rules, tiagacteristics of operation,
we often heard about team building trainings, whishcame mainly
widespread in the 90s (although we may find dedadlescriptions in issues
of Industry Economic Institute about teambuildimgstate companies in the
80s). In many cases, we cannot sense this orgamzait at work, still we
assume its presence owing to its signs (normstiposiand polarization),
and most of them are typical of the phenomena (HENE, 2003).
Moreover, only few scientific researches indicdte presence of relation,
network of people, instead, single individuals @&eamined for human
decisions, attitude, and behavior. These factove la effect on each other,
and form different rules, connections regardingrafien. Our accession to
the EU accelerated the intentions to cooperate, cleallenges, tasks also
emphasized the importance of social skills on marapglevel (JUHASZ,



2004). Increased expectations may be experienaesidaring organizational
needs, higher performance, efficiency and effeatgs, quality requirements
(GALYASZ, 2006), which may be met by tight coop@at Examining the
agricultural sector | conceived, that seasonahiyd(its direct sequent, the
changing, dynamic work structure), professionaksaand challenges justify
the reason for the research; mainly managers reeéghtn more about the
human aspects of it.

Examining the managerial aspect of group operatiedjted a questionnaire
regarding professional literatures, suggestionsnsioiering the results of
preliminary surveys it was revised many times, finally survey was taken
by attendants. Considering the diverse fields gptaaches of the subject, |
regarded the managerial point of view, which comsidthe area in its
process. Managerial perception of group work pentorce seemed to be
important to consider since professional literagunave a distinct approach
of the subject. KLEIN (1998) treated team as adbrgooperating group,
and other authors (LARSON AND LAFASTO (1989), BLANBRD et al.,
(1990), GALLOS (1990), SCHERMERHORN et al. (1998)30 defined
terms for teams. My examinations required a unépgdroach, so | treated
them as one due to the coherence of the examisatiQoestions of the
survey reflect process approach, they range froen dfeation of groups
(formation aspect, formation method), to the inarsigns of operation
(membership values, norms, status, role, cohesiqularization,
organizational task and position), and professioapproach ends with
eligibility and efficiency/effectiveness reasoisgure 1.)
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Figure 1.: Themanagerial process of group operation

Source: Private editing, 2007.

The questionnaire included basic, corporate datkeator section,

interviewee data section, and the professionalrige, where 15

guestions had to be ranked on a scale from 1-5ilRegflect the data
of 477 interviews. Reliability of the questionnaireas tested by
examination of internal consistency, the Cronbacvalfie reflects a
high reliability (0, 938).

Descriptive statistics examinations were supplegtkiiity main component
analysis, | worked with 104 questions and creat@dvdriables (33 main
components and missing values), cluster analysistribated to the

understanding of depth of processes. Sample refteetopinion of manager
majority of agricultural and food industrial orgaafions, including 71%
corporations (92% of them has more than 10 empk)y§&% of managers
had a higher graduation, 80% is middle aged, tistriblition of bottom,

middle and top managers are 33, 46, 21.

Principal part of the research focused on theudtitof managers for the
application of common work performance. It was tdesed useful by 96%
of the interviewees, and 99% of managers had expegi in working

together. For top, middle and lower level managtes results coincide with
each other. This means common work performanceaapp® be more
efficient and effective this way.

Efficiency
Effectiveness




Considering formation factors, technical point adws, work tasks play an
important role in the creation of groups. Considgrithe methods of
establishment, the same factors dominate. Drastibods of group creation,
such as enforcement and power, were qualified Mitler values.

Examining the internal relations inside, | treat8d factors (benefits,
drawbacks and other membership related aspects)hierg Of the benefits,
more efficient task realization, of the drawbaalqsposition and strict norms
were emphasized. Regarding membership relationsefitg (efficiency,
acknowledgement and support ) were empathized, dravbacks (
restricting and limiting factors ) were neglected.

Status and role examinations were treated togethiage first defines
horizontal, the other defines vertical positiorat8tis mainly determined by
technical competence and performance; most imptosteas the monitor-
evaluator role. Findings suggest that of the gnooims, formal organization
functions and honors were emphasized.

Cohesion and polarization were treated togetherhe€ion is mainly
determined by the agreement in principles, andrizalgon mainly seems to
be the result of personality related factors.

Results of success and failure examination sugtiest factors posses a
greater role in the success compared to the faillitee same factor
(reachable goals and efficiency) dominates in loades.

Regarding main component analysis, | have calalilatieh 104 questions,
and 43 variables (33 main and 10 independent Jasphwere created.
Variables were examined by sex, age, graduatiositipn, operation form
and number of employees. | applied parametric magaanalysis to find
differences in the samples, and non-parametris tgate carried out for the
missing values.

Analyzing the sex related factors of respondentsJe found that women
posses a larger importance for the formal functidmging of the group
operation. Missing value analysis revealed thaharitly factors (leadership,
enforcement, and power) seem to be more importargrfd typical of men.
Considering age related examinations, five age mgowere defined.
Examinations revealed that significant differencesinly appeared in the
case of relatively younger and older respondents raainly financial and
prestige, correlation and efficiency reasons seetndsk more determining.
Analysis of missing values indicated that importanaf leadership role
increases with age.



Graduation related examinations revealed that feahaspects of formation
were mainly important for the ones with higher graibn, its importance
decreases with the lower graduation. Importancéntefrnal group factors
(norms, cohesion, and appeal) also rises with gidmly with means these
respondents have a higher and more thorough viewrafip operation.
Leadership role is getting more important with tiraduation, too. Other
roles (company worker, resource investigator, shapd monitor-evaluator)
and the position of power, autocracy as a detengigroup formatting factor
will get more emphasized with age, too.

No significant differences were found consideringgamization form
examinations.

4 categories were distinct at employee number enations (1-9 micro, 10-
50 small, 51-249 medium, 250- large companies, idipg on the number
of employees). Many significant differences (p<B) @ere revealed, results
are illustratedn table 1.

Table 1.. The analysis of significant differences in man&jeasks by
employee categories.

Common  Technical Atmos- Position Appeal Norm
orientatio  reasons phere related factors related
n factors

10-50 Financial
reasons factors

Efficiency

Source: Private editing, 2007.

Results show that analysis of formation methodsmbership benefits,
polarization reasons and membership related qumsstievealed differences
by employee categories. Group members of largeipaaies mainly join for
technical reasons, while membership seems to bactte for financial
reason for members of smaller companies. Compaalss differ in

(3]



membership related questions, groups of larger eamiep have the benefit of
appeal and attractiveness, middle level companypgeeem to limit the
membership and groups of smaller companies sedre toore efficient for
its members.

Results of main component analysis were supplerddnyecluster analysis.
Distinctive characteristics of the clusters were fibllowing:

1, Middle age managers of co-operatives and otfgamizations

2, Elder top managers of corporations

3, Young, lower and middle level managers of camfions and public
companies

4, Elder, lower and middle level managers of campions and public
companies

Research results are illustraiedable2:
Table 2. Results of cluster analysis

Factors/ Technical Inf Finance  Diverse Group  Restraint Norm
Clusters factor o] value appeal relation

4.Cluster | ~ -~ = + ~ + +

Source: Private editing, 2007. Legends:. (+)-important, (~) average, (-) less
important

Based on the result | believe that financial valoédenefits seem to be
important for the younger, lower and middle levelmagers of corporations
and public companies. The effect of diverse valtientation in polarization

does not seem to be a determinant factor for tli@&mup appeal has a little
effect on membership by them.

Restricts are largely ignored by the elder, top agan of small companies.
They seem to be rather sensitive for limitations.

Failure does not have a lot to do with norm reldi@ctors by elder top

managers of corporations.



Analysis of missing values revealed judgment ofirchan/ leadership role.
Of the roles indicated, the role of leadership fchan) has a high
importance for the 2. cluster, queerly its attitucleanges with age and
position. Results revealed that it probably seembd a special position,
which varies with age, position, graduatidtigure 2. ).
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Figure 2. Changes in leadership intentions by differentdesct
Source: Private examinations, 2007.

Observing the differences between the clusterspuind that leadership
intention is not typical of young, lower and middlevel managers of



corporations and public companies, and its is mosgdlid for elder top
managers of corporations, moreover it is relatethéomanagerial position.
Intention is probably also connected to age, pmsitand graduation, it is
justified by the results of main component analygis, which revealed the
increased leadership attention by age. Age rektadhinations indicated the
positive relation between age and leadership, wisiciow validated.

Consequences

Although the operation of groups seem to be an lusuma general
phenomena in agricultural production, only litteknown about specialties
in the field of agriculture, even less examinatibage been carried out so far
in this subject. Despite numerous professionatditee findings, operation
of groups still seems to be an active manageriattfan. Agricultural
managers seem to have expertise related to thegoperation; they believe
it is a proper leverage for achieving corporatelgo&stablishment and
coordination of operational conditions are basedanizational function,
and it seems to be valid and dominating for thesth operation, too. The
formation is mainly technical related. Of the bétsebf membership, more
efficient task realization, of the drawbacks opfiosiand strict norms were
emphasized. Regarding membership relations, beneéite emphasized, and
drawbacks were neglected. Norm examinations sughestof the group
norms, formal organizational functions were emptedhi Results of success
and failure examination suggest that factors possegeater role in the
success compared to the failure. The same facteexchable goals and
efficiency) dominate in both cases. Results of m@mponent and cluster
analysis revealed many differences, of which diffees in leadership
intentions seems notable.

Results indicate that numerous conditions must basidered during
operation. Although other factors are still needbto examined, | believe
results may contribute to the better coordinataperation and understanding
of performance group.
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