
THE DEVELOPMENT OF SELF-OPINION SCALE - 
The g r e a t e s t  problem which management f a c e s  is the 

r e s i s t a n c e  of t h e  employee t o  the in t rcductFon of any change. 

Such r e s i s t a n c e  may t ake  a number of forms in terms of 

p e r s i s t e n t  reduct ion i n  ou tpu t ,  r eques t s  f o r  t r a n s f e r ,  q u a r r e l s ,  

and s t r i k e s .  The a b i 1 j . t ~  and t h e  tendency of the employee t o  

d e l a y  o r  impede t e c h n i c a l  and o rgan iza t iona l  &ange h a s  long 

been recognised by s o c i a l  s c i e n t i s t s  and t h e  managerial groups. 

The underlying caust! of t h i s  r e s i s t a n c e  i s  thak most changes 

upset  t h e  work-system and pu t  added r e s p o n s i b i l i t i e s  on t h e  

employee. 

Murray ( 1 9 4 7 )  h a s  p u t f o r t h  s e v e r a l  reasons  of this 

resistance; the most important among them i s  the i n s e c u r i t y  

t h e  worker f e e l s  a t  t h c  time of cnange . Anything which t h r e a t e n s  

t h c  job-security is dcspora te ly  f ea red  and opposed. People 

u s u a l l y  f e a r  cnange because t h e y  t h i n k  it might. cause them 

t o  l o s e  t h e i r  jobs, earn l e s s  money, have t o  work ha rde r  o r  g ive  

up p leasen t  s o c i a l  c1lmat.c'. 

Most people percc ive  change a t h r e a t  t o  t h c i r  s t a t u s  o r  

p o s i t i o n  i n  t h e  o rgan iza t ion .  New o p e r a t i n g  methods can change 

thc power r e l a t i o n s h i p s  w i t h i n  an o rgan iza t ion  or  c r e a t e  the  

p o s s i b i l i t y  t h a t  t h e  o l d e r  power d i s t r i b u t i o n  can be a f f e c t e d ,  

Employees r e s i s t  t h e  change t o  t h c  ex ten t  they  t h i n k  they  would 

be a b l e  t o  enjoy the same p re roga t ives  under t h e  new systems t h a t  

t h e y  enjoyed under t h e  o l d  ones. 



Moreover, t h e y  are a f ra id  that their s k i l l  and personal 

pride in it w i l l  be reduced . ~ a p a i a r e  t 1965) in summarizing 

tho cause f o r  the resistance of change h a s  s ta ted tha t ,  "since 

t h e  bg i r . i nge  of the i n d u s t r i a l  r e v o l u t i o n  those in almost 

every occupation have cxporimced a more or less c o n s t a n t  

dcvaluatioh of their  sk . i l1s  and knowledge as a consequence of 

t a c h n i c a l  change, of o q s n i m t i o n a l  chrmges w i t h i n  tho occupation, 

or of both", (p. 191). 

Another impor t an t  reason which makes pcople resist t h o  

change is that t h e y  h a w  thc fear  of the u n f a m i l i a r  and of the  

unknown. P ~ o p l e  u s u a l l y  acccpt w i t h  cmsiderablu complacence 

what is f miliar to thorn k c a u s a  almost a n y t h i n g  unf mil iar  is 

uncer ta in  and ornotionally dis turb ing ,  They are normally 

h a r m ~ n i z c d  ta the  cstablishod cond i t ions  or norms <and the forms 

@f conduct in tho organi mixion. Fear  of the unknown would be 

' m t t ~ r  described as those c m ~ t i o n a l  d i s t u r b a n c e s  that are induced 

by contemplation of or cxpssurc: to w h a t  is unknown and hence 

unpred ictablz . 
Furthermore, peclple d i s l i k e  the efforts  r iqu i rod  to relearn 

ncw crperating rncthods. Change a l w a y s  i m p 0  EES the burden on tho 

ind iv idua l s  to learn new procedures or new methds of work. They 

gct adapted comfortably t o  the internalized oPrations of t h e  

work. Anything t h a t  requires extra ef for t s  or consc ious  

involvement in it, is gcncral l .  y resented, Pym ( 1 9 6 6 )  p o i n t e d  

out that ind iv idua l s  are u n l i k e l y  to oe f avourabl y disposed to 

mangos which = t u r n  t h e i r  w o r k  t a s k s  to the point wherc  t h e y  



must aga in  consc ious ly  t h i n k  about them. 

Seashore  a d  Bowers (1970) a s s e r t e d  t h a t  the i n t r o d u c t i o n  

of s u b s t a n t i a l  change i n  t h e  work-environment r o q u i r e s  t h a t  

employees have conf idence i n  the t e c h n i c a l  computencc and 

human v a l u e s  of t he  man3gers and s u p e r v i s o r s .  Moreover, 

t h e y  have t o  g a i n  a r e a l i s t i c  sense  of s e c u r i t y  in t h e o r  jobs. 

Lawrence (1969) po in t ed  o u t  t h e  s o c i d  a s p e c t  of change. 

The s o c i a l  a s p e c t  of  change r e f e r s  to  the way t h o s e  a f f e c t e d  

by i t  t h i n k  it w i l l  a l t e r  t h o i r  e s t a b l i s h e d  r e l a t i o n s h i p  i n  

t h e  o rgan iza t ion .  According t o  them, t h e  poople d o n ' t  resist 

t h e  t e c h n i c a l  change a s  su& b u t  r a t h c r  t he  acczmpanying change 

i n  t h c i r  human r e l a t i o n s h i p .  

Zander (1950) ana lyz ing  t h e  c a u s e s  of  r e s i s t a n c e  t o  

change d i s c o v e r e d  t h a t  people  r e s e n t  a  change when t h e y  d o n ' t  

g e t  complete in format ion  abou t  t h e  change a s  whet it a c t u a l l y  is, 

what a r c  t h e  consequences of  change o r  how it is going t o  a f f e c t  

t h o i r  p e r s o n a l  ,and s o c i a l  l i f e .  

They react t o  incomplete  in format ion  i n  t h e  form of 

r e s i s t a n c e .  F u r t h e r ,  he  s t a t e d  t h a t  ppcple have d i f f e r e n t  

p e r c e p t i o n s  of change. Some employees see t h e  change a s  an 

i n d i c a t i o n  that t h e y  h d  been do ing  a  poor  job, o t h e r s  assume 

t h a t  t hey  were l o s i n g  some of t h e  powcr they  had formerly  

c o n t r o l l e d .  

Complete i n fo rma t ion  can j u s t  a s  r e a d i l y  be d i s t o r t e d  ss 

incomplete  i n fo rma t i an  o s p c c i a l l y  s o  i f  t h e  workers  have found  

d i scomfor t  and t h r e s t  i n  t h c i r  p a s t  work s i t u a t i o n .  Those f e a r s  



a rc  no t  always real:  they may be based on imaginary grounds 

because of neu ro t i c  f oa r s  o r  anx i e t i e s  peoplc s u f f e r  w i t h .  

The above f a c t o r s  make e x p l i c i t  thc causes f o r  the 

r c s i s t ance  of change. cut d c ~ i t e  t h e  general r e s i s t ance  of 

t hc  employees, t h e r e  a r e  ins tances  of some cmp1oyc.C who 

wclcomo and accept thc; & a g o ,  The i n d i v i d ~ ~ s l s '  a c c e p t a c e  of 

o r  r es i s t ance  t o  change depends on the  crnotianal md o ther  

cover t  a t t r i b u t e s  of irhcir personalities. some individuals  

p r e f e r  personal growth and achievement t o  tho  s e c u r i t y  and 

s t a b i l i t y  of their pos i t ions .  They g e t  d i s s a t i s f i e d  with 

the rout inized opera t ion  of work md the  con£ onni ty '  t o  t h e  

e x i s t i n g  device,  procoss,  procedure o r  idca. The i r  unconvention- 

a l i t y  of mind and t he  ques t  f o r  growth m k e s  them accept and 

wclcome a change. 

P r e sen t  inves t iga t ion  attempts to measure the 

ind iv idua l s '  a t t i t u d e  towards change i.e. whether they accept 

a change o r  r e j e c t  it,, based on their own perception o f  the 

change i n  t he  context of t he  o rgan imt ion .  

Development of the  Ouost imnaire :  

In this ques t ionnai re ,  t he  devclopment of the  i t e m s  is 

div ided i n t o  two ca tegor ies  : 

1 ) Individual '  s r e s i s t ance  towards change 

2 )  Individual  ' s acceptance of change. 



I ) Ind iv idua l ' s  Resistance Towards Change : 

i The development of the items regardinq the resistance 

towards change is based on the i n d i v i d u ~ d ' s  percept ion  of the 

change a s  a t h r e a t  to :  

a )  The es t ab l i shed  norms. 

Srne peaple  p r i m  s t a b i l i t y  and p r e f e r  t o  work according 

t o  a scheduled p a t t e r n  wi th  known standard opera t ing  procodurcs. 

They d o n ' t  l i k e  t o  f a c e  chal lenges  and havc l i t t l e  to le rance  f o r  

t h e  gmknown. Such employees f e e l  very  uncomfortable w i t h  t h e  

uncor ta in t  y t h a t  accompanies a change. They p r e f e r  the old 

va lues  and old work s y s t e m s  t o  t h e  new ones because they a r e  wol l  

known and e s t a b l i  shed ., 

b )  Securi ty .  

~ o s t  employees f e a r  t h e  technologica l  unemployment and 

t h e i r  r e a c t i o n  t o  automation i s  overwhelmingly ncgativo. The 

kinds of changes t h a t  t ake  p lace  i n  indus t ry  e.g. the displacoment 

of many t r a d i t i o n a l  jobs by automatic equipment and rise of 

whole new i n d u s t r i e s ,  work t o  t h e  economic advantage of some 

employees and t o  the  ~disadvantagcs of o the r s .  'rhey f e a r  t h e  

change as  a t h r e a t  t o  t h e i r  s e c u r i t y  which may r e s u l t  i n  l o s s  of 

job, reduced base and incen t ive  wages. 

11)  Chanae as  a T o t a l  obs t ruc t ion  in the Normal Routine of t h e  

Work and adding New R e s p o n s i b i l i t i e s  8 

Employees view change i n  te rms of t h c  way it is going t o  

a f f e c t  t h e i r  jobs. I f  t h e y  p e r c e i v e  thc changed work system as  

t iresoma and s t renuous  t o  t h e m  where they have t o  pu t  extra 



c f f o r t s  and t a k e  more r e s p o n s i b i l i t i e s ,  t hey  would r e s i s t  it. 

Thcref o m ,  w new proccdurc  t h a t  makes t h i n g s  o a s i c r  f o r  the 

o r g a n i z a t i o n  b u t  causes  inconvenience t o  the  employecs may be 

r e s i s t e d .  

2. I n d i v i d u a l ' s  Acceptance of chanqe 

Some employees 3 c r c c i v e  the changc a s  a freedom i n  

t h c i r  work-environnrnt whcre they  would b e  a b l c  t o  e x o r c i s  

t h e i r  potentialities and a t t a i n  s e l f - a c t u a l i z a t i o n .  They look  

forward t o  morc task-complexity and s p e c i a l i z a t i o n  t o  make f u l l  

use  of t h e i r  c a p a c i t i e s ,  b reak ing  tho usua l  monotony and 

r t p c t i t i v e n c s s  of t h e  t a s k .  Such i n d i v i d u a l s  wclcomc thc r i s k s  

that might  accompany a new s i t u a t i o n  wi th  a c h a l l e n g i n g  s p i r i t .  

Format of the questionr- 

I n  the beg inn ing  n for ty- i tem q u u s t i m n a i r c  was cons t ruc ted .  

The q u e s t i o n n a i r e  was given t o  a  pane l  of judges t o  de te rmine  

t h e  r e l evance  of t he  it.ams. on t h e  b a s i s  of their judgements, 

twcnty-threc i t ems  were r e t a ined .  

S t a t i s t i c a l  Ana lys i s  of the Q u e s t i o n n a i r e  

The t w c m  t y - t h r e c  i t e m  q u e s t i o n n a i r e  was adminis tered 

t o  the two hundred eng inee r s  s u p e r v i s o r s  of t h e  f i v e  t e x t i l e  

f a c t o r i e s  a t  Kanpur. In t e r - i t cm c o r r e l a t i o n s  and c o r m l a t i o n s  

w i t h  t o t a l  s co re  wcrc! ob ta ined  and i tems which reflected l o w  

c o r m l a t i o n s  w i t h  t o t a l  s co re  were  cxcluded from the questionnaire. 

Remaining tmn ty -one  itoms a r e  shown i n  Table  5 .l. 



Tab le  5.1 

Item D e s c r i p i o n  C o r r e l a t i o n  w i t h  
t o t a l  s co re  

N e w  s i t u a t i o n s  provide  freedom 

in  work. 

Ch,mging wclrk procedures  upse t  

t h e  o r g a n i z a t i o n a l  set up. 

To e n s u r e  job-sec:urity it i s  

e s s e n t i a l  t o  f  o l 1 . 0 ~  t h e  r u l e s  

s t r i c t l y .  

h s u c c e s s f u l  o r g a n i z a t i o n  depcnds 

on thc people w i t h  a  l i b c r a l  

a t t i t u d e  towards change. 

Any change t h r c a t c n s  t h c  s e c u r i t y  

of the 0 r g a n i z a t i . m .  

With a l l  the r i s k s  involved any 

change is welcome. 

Onc i s  bound t o  avoid now 

s i t u a t i o n s  bccausc of u n c e r t a i n t y  

i n  t h e m .  

A s u c c e s s f ~ l  work:r occcpts  new .376*** 

s i t u a t i o n s  a s  cha l l enge  r a t h e r  

than thmat. 

To main ta in  o r d e r  i n  t h e  o r g a n i z a t i m ,  .506*** 

any kind of change must b c  r e s i s t e d .  

I t  is d i f f i c u l t  t o  accept  new i n  .4 5@** 

p l a c c  of o ld .  

People  who seem t o  be o b s t i n a t e  m d  .la@** 

i n d i s c i p l i n e d ,  sometimes t u r n  o u t  

t o  be r e a l  s u p p o r t e r s  of their 

organi  ,=tion. 

I t  i s  d i f f i c u l t  t o  cha l longe  t h e  .SOP** 

e s t a b l i s h e d  norms. 

I t  i s  d i f f i c u l t  t o  one t> d i s c a r d  .363*** 

t h e  o l d  values .  
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17. 

18. 

19. 

10. 

a i .  

2 2. 

2 3 .  

I t e m  Desc r ip t ion  C o r r e l a t i o n  w i t h  
t o t a l  s c o r e  

I t  is  q u i t e  f a s c i n a t i n g  t o  t r y  

o u t  new methods c f  work. 
The adopt ion  of new mothods of 

work causes  incor~vcn i c n c e  . 
The r o u t i n e  type of work is b c t t e r  

than the ch~mgcd procedurc.  

I t  i s  e s w n t i a l  t o  accep t  ncw 

s u g g e s t i o n s  even if t h e y  t u r n  

o u t  l a t e r  t o  be  CI t o t a l  waste  of 

time. 

The replacement  of g l d  va lues  by  

new ones  i s  key t.o succes s  i n  

l i f e .  

Any change threat .ons t h e  economic 

s e c u r i t y  o f  t h e  o rgan iza t ion .  

Any change c a u s e s  o b s t r u c t i o n  i n  the 

normal p roduc t ion  of the o rgan iza t ion .  

I t  is w i s  t o  r e s i s t  a change no 

m a t t e r  how f a s c i n a t i n g  it may sound. 

F a c t o r  a n a l y s i s  of  t ho  i tems 

These twenty-one items ob ta ined  through in t e r - i t em 

c o r r e l a t i o n  w e r e  f u r t h e r  f actor-analyzed.  On the b a s i s  of 

o b l i q u e  f  ac to r - ana lys i s ,  f o u r  f a c t o r s  emerged desc r ibed  a s  

below: 



F a c t o r  I 

Changing work procedure  upse t  

t h e  o r g a n i z a t i o n a l  set up. 

To ma in t a in  o r d e r  i n  t h c  o r g w i -  

z a t i o n  any k ind  of change must 

be  r e s i s t e d .  

The adoption of new metnods of 

work c a u s e s  inconvonionce. 

The r o u t i n e  t y p e  o f  w x k  is  b e t t e r  

t h a n  the changed procedure.  

Any change causon o b s t r u c t i o n  i n  

the normal p roduc t ion  of t h e  

o rgan iza t ion .  

I t  i s  w i s e  t o  r e s i s t  a change no 

m a t t e r  how f a s c i n a t i n g  i t  may sound. 

Factor-  
l oad ing  

.570 

.587 

These i t e m s  d e s c r i b e  t h e  i n d i v i d u a l s '  pe rcep t ion  of 

chmgc. a s  d i s t u r b a n c e  i n  t h e i r  convcnient  and u s u a l  work 

r o u t i n e .  The re fo re ,  this f a c t o r  is named a s  the ' F t a r  of  the 

d i s o r d e r  ' . 
F a c t o r  I1 

I t ems  - 
11. N e w  s i t u a t i o n s  p:covidc freedom 

i n  work. 

4. A s u c c e s s f u l  o rgan iza t ion  depends 

on the people  w i t h  a l i b e r a l  

a t t i t u d e  towards change 

Fac to r  
l oad inq  



7. With a l l  the r i s k s  involvcd any .655 

change i s  welcomc 

9. h success£ u l  worker accopts  new .714 

s i t u a t i o n s  a s  chq>llcngc r a t h c r  

than t h r e a t .  

16 .  It i s  q u i t o  f asc ~ n a t i n g  t o  t r y  -591 

o u t  new m e t h d s  <,f woric. 

These i tems  desc r ibe  t h e  ind iv idua l s '  acceptance of 

change whore they  taki! change a s  cha l lenge  and pe rce ive  

i t s  provid ing  g r ~ w t h  c )ppor tun i t i e s .  T h i s  f a c t o r  i s  r a f e r r e d  t o  

a s  'Acceptance of change as t h e  freedom f o r  growth". 

F a c t o r  111 

Items Fac tor  
loadinq  

12. I t  i s  d i f f i c u l t  t c  accep t  new .559 

i n  p l a c e  of o l d  

13. People  who soem t o  bc: o b s t i n a t e  .689 

and i n d i s c i p l i n e d  t u r n  o u t  t o  be 

r e a l  suppor t e r s  of t h e i r  

14. I t  i s  d i f f i c u l t  t o  c h a l l e n g e  t h e  .461 

e s t a b l i s h e d  norms 

15. I t  is d i f f i c u l t  f o r  onc t o  d i s c a r d  ,406 

the o l d  values .  

19. I t  i s  e s s e n t i a l  t c  accept  new .6 23 

sugges t ions  even if t h t y  tu rn  o u t  

l a t e r  t o  bc ;1 t o t a l  was te  of time. 

20. The replacement of o l d  va lues  by .495 

new ones i s  key t~ success  i n  

l i f  a. 



T a b l e  5.2 

Oblique F a c t o r - a n a l y s i s  of  the S c l f  - o p i n i o n  S c a l c  

- - 

Vari.ables F a c t o r  

- 

2 % of % of t o t a l  
I' common v a r i a n c e  

variance 
I I I 111 IV 

1 .033 .695 .236 .059 .504 25.2 . 25.2 

2 .570 .312 .240 .451 .624 12.9 38.0 

3 . a 9  .076 .071 .784 .655 '7 .O 45.0 

4 . I55  .688 .I44 .088 .543 6 . 3  51.4 

6 .421 .214 .237 -705 -578 4.9 56.3 

7 . I84 .655 .457 .009 .712 4 .6 60.9 

B .316 .046 .I36 .605 .409 4.5 65.5 

9 ,067 .714 .031 .040 .533 4.0 69.4 

10 .587 .140 .467 .I86 .538 3.9 73.3 

1 2  .461 .095 .559 -277 .443 3.8 77.1 

1 3  .346 .I08 .689 .I44 .539 3.1 80.2 

14  .375 -081 -461  .235 .575 2.9 83.1 

1 5  .347 . I19  .486 .429 .463 2.7 85.8 

16 -109 .591 - 2 0 4  . a 9  .376 2.4 88.2 

1 7  .616 .076 . I12  .004 -644 2.7 90.5 

18 .721 .038 .228 .223 .556 2.0 92.5 

1 9  3 4 8  .407 .623 .127 .594 1.8 94.3 

20 -045 .465 .495 .962 .568 1.7 96.0 

2 1 .039 .245 .211 .751 .632 1.5 97.5 

2 2 .816 .053 .230 .302 .689 1.4 98.8 

23 .782 .201 .I56 .212 .638 1.2 10.0  



T h e s e  times i n d i c a t e  t h a t  the i n d i v i d u a l s  p r e f e r  t h e  

o l d  v a l u e s  and e s t a b l i s h e d  sys tems  t o  t h e  new ones  b e c a u s e  

t h e y  p r w i d o  s t a b i l i t y  t o  t h e i r  p o s i t i o n s .  They f e a r  the 

unpred  i c t a b i l i t y  o f  t h ~  ncw sys tems.  T h i s  f a c t o r  i s  described 

the ' F e a r  of the unknown'. 

I t e m s  F a c t o r  
l o  d i n g  

To e n s u r e  j o b - s e c u r i t y  it is .784 

e s s e n t i a l  to  f o l l v w  the r u l e s  

s t r i c t l y ,  

Any change t h r e a t e n s  thi! s e c u r i t y  .705 

?f thc o r g a n i z a t i o n  

O n e  is  bound t o  a v o i d  ncw .605 

s i t u a t i o n s  b e c a u s e  o f  uncer-  

t a i n t y  i n  thorn. 

Any change t h r c a t o n s  t h c  cconomic .751 

s c c u r  it y  of the o r g a n i z a t i o n .  

T h e s e  i t e m s  speak  o f  t h e  i n d i ~ i d u ~ a i s  . i n s e c u r i t y  t h e y  

feel  a t  the i n t r o d u c t i m  o f  a change.  They, p e r c e i v e  the 

new s i t u a t i o n s  a s  unce c t a i n  and t h e r e f  o r e  t h r e a t e n i n g  the 

s e c u r i t y  o f  the o r g a n i z a t i o n .  T h i s  fac tor  is d e s c r i b e d  a s  the 

' F e a r  of  t h e  i n s e c u r i t y ' .  





Administration of questionnaire and s c g r i n q  

T h i s  twenty-one i t e m  q u e s t i o n n a i r e  is s e l f  -adminis ter ing.  

Thc s u b j e c t s  a r e  i n s t r u c t o d  t o  road t h e  d i r e c t i o n s  on the t o p  

of t h c  q u e s t i o n n a i r e  and t hen  answer the each item accord ing  t o  

the i n s t r u c t i o n s .  

The q u e s t i o n n a i r a  i s  c o n s t r u c t e d  i n  a f o u r  p o i n t  s c a l e  w i t h  

f o u r  c a t e g g r i e s :  S t r o n g l y  agrce ,  a g r e e ,  D i sag ree  and S t r o n g l y  

d i s a g r e e .  They were scored  a s  4 ,  3 ,  2 and 1 r e s p e c t i v e l y .  

T h i s  p a t t e r n  was fo l lowod i n  a p o s i t i v e  q u c s t i o n  and was 

r evd r sed  i n  3 n e g a t i v e  one. ~ ~ m g e  of  s c o r i n g  i s  21 t o  84.  

I n  thc p r e s e n t  s tudy ,  on ly  t he  i t t m s  ob ta ined  through 

in t e r - i t em c s r r c l a t i o n  were scqred. I t  was n o t  p o s s i b l e  t o  

s c o r e  the f a c t o r s  t h a t  emerged t h m u m  fac to r - ana lys i s .  

R e l i a b i l i t y  

The cdd-even r e l . i a b i l i t y  of  t h e  q u e s t i o n n a i r e  is .69. 


