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ABSTRACT 

The organizational diagnosis is a method which aims at identifying the forces and the weakness 

of a company and doing the  improvement. The result of this diagnosis can lead to an optimization of the 

processes, a process reengineering or the other types of intervention to improve the organizational 

performance. The organizational diagnosis is one of the key competencies of Human Resources. 

The organizational diagnosis is extremely important as the organizations faces new challenges 

in the global world. It helps to identify the organizational systems and organizational processes and 

recommends the improvements as the organization goals to be achieved. 

KEYWORDS : Diagnosis & ITS, Hotel Industry, Delhi NCR Region, global world. 

INTRODUCTION 

The organizational diagnosis consists of four main steps: 

1. Define organizational architecture.  

2.  Design the process of the evaluation of the organization.  

3.  To provide leadership in the area of organizational process improvements. 

4.   Setting of priorities. 

Organizational diagnosis is a process based on behavioral science theory for publicly entering a 

human system, collecting valid data about human experiences with that system, and feeding that 

information back to the system to promote increased understanding of the system by its members. The 

purpose of organizational diagnosis is to establish a widely shared understanding of a system and then  to 

determine whether change is desirable (Alderfer, 1976). 

Organizational diagnosis is a research activity which  contributes to change processes and to learn 

from the change process (Harrison, 1987).  

Organizational diagnosis can be considered as a special branch of organizational research leading to 

a set of statements about design options and recommendations for change (Furnham & Gunter,1993). 

Organizational diagnosis is a pattern for understanding organizational problems, data collection and 

analysis and drawing conclusions based on the findings with the purpose of making necessary changes 

and making modifications. Individuals should seriously take active part in planning interventions and 
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their implementation in organization. Changes can help to improve the future performance and 

developments of the organization (Cummings, 2005). 

TEAM PERFORMANCE 

Team performance management is the concept of adjusting the composition, context or direction of a 

team or work group in order to increase the effectiveness of the team or group as measured by: 

1. Organizational benchmarks for teams. 

2. Comparison with expected progress or outcomes of the team's work. 

TEAMS 

1.  Group of employees who are committed to a common purpose, approach, and set of 

performance goals. 

2. Have complementary technical, problem – solving, and interpersonal skills. 

3. Mutually responsible and accountable for accomplishing objectives. 

4. Can achieve high levels of performance (Katzenbach and Smith, 1999). 

A Team is 

A small group of people with complementary skills  who are equally committed to a common 

purpose, goals, and working approach for which they hold themselves mutually accountable 

(Katzenbach and Smith, 1999). 

DEFINITION OF TEAM PERFORMANCE  

(Belbin, 1981; Dulewicz, 1995), team performance was measured in terms of winning and 

losing. However, difficulties occur when there are no objective measures with which to judge team 

performance.  

HIGH- PERFORMANCE WORK TEAMS 

It is a group (two or more) of interdependent individuals who work together in a specific 

manner to achieve  a  common objective (Tyrone A. Holmes). Their  ability to perform at the highest 

level for an extended period of time and to accomplish its work in the most efficient and effective 

manner possible. 

Types of Teams 

There are five types of teams :- 

Self-Managed Teams 

Teams that decide their own what to do, how to complete their daily tasks.  
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Cross- Functional Teams 

Members of teams that are formed  from  different functions or parts of organization. 

Virtual Teams 

Groups of geographically and /or organizationally dispersed co-workers who use a combination of 

telecommunications and information technologies to accomplish the organizational  tasks. 

Work Teams 

Work teams do daily tasks. When empowered, they are self-managed  teams. 

Problem – Solving Teams 

Team members gather to solve specific problems and then disband. 

LITERATURE REVIEW 

Management Consultants  (MCs) for Organization 

Organization exists in environment which is dynamic in nature. Organization gets effected both 

by the external and internal environment, so organizations have to  be flexible, innovative and 

competitive if organization wants to stay its business. Sometimes management can’t respond to change if 

any situation or uncertainty arises. So, management  can take the help of “Management Consultants” 

(MCs).MC’s helps by applying theories, models and theoretical concepts to solve problems in a 

pragmatic way (Buchanan & Boddy, 1992).  

MC’s rely more on their previous experience than on formal models as they know what can be 

done if any situation arises especially turnaround and crisis managers (Wichard, 1994). 

MC’s can be internal or external and they generally carry organizational diagnosis activities. 

MC’s are involved in diagnosis  research project by having the instruments such as models, techniques, 

methods & databases. A Conceptual Organizational diagnosis model is  usually the core of an 

organizational diagnosis instrument (cf. Leavitt, 1965; Weisbord, 1978; Shaw and Woodward, 1990; 

Gaines et al, 1993; Kaplan and Norton, 1996).  

A Conceptual Model contains components and their relationships. Components can be task, 

people, structure, strategy, technology. Relationships of these components are chosen in organization 

theories such as ( Nadler and Tushman, 1990) or in the MC (a MC - specific model) or a combination of 

both (e.g. 7-Ss model of Peters and Waterman, 1982).    

Working Environment  on Employee Performance 

Nowadays, Organization  are creating  a healthy, calm & efficient working atmosphere for their 

employees, so that they feel comfortable with the working environment  .Good working environment 

leads to better activation of human force and their happiness which decreases the depression also and 

productivity will also be  increased. As organization functions are getting more complex and 
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complicated. Working environment should be healthy, so that there can be higher as well as more 

efficient outcomes can be achieved for the organization goals or objectives (Iraqi Khalil, 2004). 

Nowadays, human resource management is concern about employees as by  keeping them 

happy, retaining and promoting them. The quality of environment should be improved and employees 

should be treated fairly , so that they feel justice while working & they should have enough job security 

(Iraqi Khalil, 2004). Human resources should be used properly as it requires actions for securing the 

physical and mental health. Employees should be given job compatibility, recreational, medical facilities, 

job security, staff promotion and training, so that they feel happy (Cascio, 2000). 

Organization working environment quality is good if  staff is taken into consideration and 

opportunities are grab for future growth (Raduan, 2006). Facilities & job satisfaction can be given to 

staff which can lead to better performance (Cole, 2006).  

Impact of Attributions & Exchanges on Employee Performance 

Robert L. Henenan , David B.Green Berger & Chigozie Anonyno  conducted  a study with 188 

supervisors to assess the relationships among supervisory attributions, the exchange relationship between 

leaders & subordinates and their performance. 

In this study a two-stage model of leadership is taken which is based on attribution theory 

(Green & Mitchell, 1979). Two stages were proposed by them. Subordinate performance has two causes 

attributed by leaders – internal (ability and effort) and external (luck and task difficulty). First stage is 

that performance by subordinates leads to the formation of attributions by their leader. Second stage is 

attribution produce different leader behaviours toward subordinates. Both stages were supported. We 

take the relationship between attribution formation & leader subordinate relationships. Attributions as a 

function of both the exchange relationships that supervisors have with their subordinates and levels of 

subordinate performance. Employees are of two types stated by leaders – Ingroup and  Outgroup 

(Dansereau, Graen, & Haga, 1975; Dienesch & Liden, 1986; Graen & Gashman, 1975; Graen, Novak, & 

Sommerkamp, 1982).  

Supervisors offer subordinates in an ingroup a high degree of trust, interaction, support, and 

rewards, whereas outgroup subordinates receive a low degree of trust, interaction, support, and rewards. 

Leaders  attribute effective performance by subordinates to internal factors and ineffective performance 

to external causes for ingroup members. Attributions are favorable to ingroup members as it   leads  to 

rewards like incentive pay, and favorable to supervisors because they support their cognitive association 

with ingroup members (Wilder, 1986). 

Leaders  attribute effective performance to external causes and ineffective performance to internal 

causes for outgroup members ,alternatively. Leaders make these attributions for various reasons such as –  

1. Ingroup individual have favorable  images or good and outgroup individuals have an 

unfavorable images (Brewer, 1979; Wilder, 1986) . 
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2. To retain the high degree of trust between themselves (leaders) and ingroup members, (Graen, 

1976). 

We can  therefore say  that (1) when performance is effective, internal attributions to ability and 

effort, will be higher for outgroup members than for ingroup members; &  external attributions will be 

higher for outgroup members than for ingroup members;  (2) when performance is ineffective, internal 

attributions will be higher for outgroup members than for ingroup members, and external attributions will 

be higher for ingroup members than for outgroup members. 

Team Roles on Team Performance 

In this study Belbin’s (1982, 1983) team role theory is evaluated by having eleven teams from 

private as well from public organizations to test that balanced team will be a high performing team and 

vice – versa. 

Organizations has various factors which influence it such as technology, strategy, structure, 

people and management and these factors helps to achieve the organizational  goals. 

The most important factor among above is “people” as the individual employee contribution 

leads to perform at individual, group, & organization level. 

Organization is also referred as a structure adopted (Burns & Stalker, 1966; Morgan, 1993,  

Weber, 1964) . 

Organizations are focusing on the needs of workers i.e. what they want, how they get motivate 

their workers (Herzberg, 1968; McClelland, 1988; Maslow, 1943; Roethlisberger & Dickson, 1964; 

Taylor, 1947 ). 

Nowadays, organizations are reducing the number of levels and are developing themselves to 

follow the flexible forms of working ( Drucker, 1988,  Tjosvold, 1991). Even organizations are 

empowering their workers ( Conjer, 1993 , Moss-Kanter, 1993) and having interdependence between 

individuals (Smith, Peterson & Misumi, 1994). 

Nowadays, organizations are emphasizing to have more team work or group activities and  

rewarding  them rather than  having  individualistic  based  rewards  schemes. More interactions can be 

possible by having group activities (Brown, 1995). 

Every member is part of one or  more  teams  whether  its production or service oriented or any 

department of organization (Likert’s. 1961). Every member plays an  important role in organization like 

as a functional role, which relates to a person’s job role & function in the  

organization by having the experience and expertise for the task. 

Belbin’s (1981, 1983) team role concept arouse from observing from a nine years period, 

managers team play  management  games where team  performance was measured in terms of winning or 

losing ( Dulewicz, 1995). Belbin predicted each team knowledge by giving the profile to each team 
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member and the  team which strongly represented the profile is assumed to be a balanced or high 

performing team. Other teams that are absent is assumed to have a lower success rate. 

Effective Diagnosis in Organization 

Organization do not exit by themselves in vacuum, they are part of the dynamic environment. In 

today’s  scenario, Organization has to respond and adapt according to the technology, change of laws, 

globalization & competitor’s environment and organization also has the pressure to meet the customers 

needs, to deliver the products and services that are of the highest quality. Organizations whether 

commercial, government or non – government should have the ability to respond and adapt. Organization 

results or outcome should be focused or based on fulfilling the customer demands and expectations (Kay 

& Dayson, 1998 ). 

All successful innovation, ideas including the effective human factors invention, needs to have 

focus on problems of organization as well as of opposition & resistance ( Badham, 2006). 

OD practitioners should always be aware of the environment prevailing in organization so that 

they can plan or conduct any intervention as if any change & development programme takes place ( 

Warson, 2004). 

Diagnosis is very helpful in providing the information that allows to change quickly or with the 

help of it proactive actions can also be taken and it is the most critical element in the OD process ( 

Brown & Harvey, 2001). 

Organization Diagnosis – Adapting Changes 

Organization’s performs functions, adapt and transform based on their resources & on their 

environment. Managers are the architects of the organization, so they have interest in all areas i.e. What 

new functions are implementing or what is adapted and transformed,  as organization performance 

depends how the work is defined & organised ( Romelaer, 2002). 

Organization is seen as an open system where there is coordination between the employees of 

team, with having a relatively identifiable boundary, which functions on continuous basis to achieve a 

common goal or set of goals (Robbins, 1987). 

Organization need to survive in a competitive & rapidly changing  environment which leads to 

challenges & uncertainty in organization, which results  to adapt new situations & environment in order 

to survive in this kind of environment. Change is sometimes necessary for the   organization. 

Organization change is defined as a state of transition between the current state & a future one towards 

which theory is directed ( Cummings, 1985). 

Organization change can be a change or improvement in technology, a product or a practice 

used by the members of the organization for the first time whether already it has been used by the other  

organization or not (Petigrew, 1985). 
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RESEARCH METHODOLOGY  

Sample Size  

A sample size of 90 employees working in 10 work teams who are interlinked to each other of a 

well known reputed hotel having its branches all over India. 5 branches of the hotel in Delhi NCR  are 

taken for the study.  

Sampling  Technique 

The sampling technique used is stratified random sampling technique. Employees were divided 

into three stratas. 1. Top level management 2. Middle level management 3. Lower level management.  

Top level employees like President, Vice President, General Manager, Food and Beverage 

Director and other departments like HR, Food and Beverages, Sales and Marketing.( N= 10) 

Middle level Management: Middle level executives from Front Office, Executive Housekeeper, 

Catering, Chef, Restaurant Manager, Beverage Manager.( N= 30) 

Lower Level Management: Front desk manager, Reservations manager, Housekeeping manager, 

Laundry manger, Steward,  Administrative assistant, PBX manager, Banquet chef.  (N= 50) 

Objectives 

1. To examine the  Organization Diagnosis in  Radisson  Company. 

2. To Study the Impact of Organization Diagnosis on Team Performance 

HYPOTHESES 

Hypotheses 1 

Ho :-  There is no significant impact of purpose  on team performance. 

H1 :- There is a significant impact of purpose on team performance. 

Hypotheses 2 

Ho :- There is no significant impact of structure on team performance. 

H1 :- There is a  significant impact of structure on team performance. 

Hypotheses 3 

Ho :- There is no significant impact of leadership on team performance. 

H1 :- There is a  significant impact of leadership on team performance. 

Hypotheses 4 

Ho :- There is no significant impact of relationships on team performance. 

H1 :- There is a significant impact of relationships on team performance. 
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Hypotheses 5 

Ho :- There is no significant impact of rewards on team performance. 

H1 :- There is  a significant impact of rewards on team performance. 

Hypotheses 6 

Ho :- There is no significant impact of helpful mechanism on team performance. 

H1 :- There is a  significant impact of helpful mechanism on team performance. 

Hypotheses 7 

Ho :- There is no significant impact of attitude towards change on team performance. 

H1 :- There is  a significant impact of attitude towards change on team performance.   

Analysis Technique :- 

1. Descriptive Statistics. 

2. Multiple Regressions. 

SOURCES OF DATA 

Primary Data  

1. Two standardized questionnaires are used for the study. A 7 point Likert scale standardized  

questionnaire is used to study organization diagnosis. 

2. A standardized 7 point scale is used to study team performance.  

 

Secondary Data : Internet 

Data Interpretation &Analysis 

DATA COLLECTION  

The data was collected through the questionnaire method. The respondents were given a period 

of two days to read, fill and understand the questionnaire. In case of any doubt, they could ask for 

clarifications. Two questionnaires were designed. One questionnaire on organization diagnosis and other 

questionnaire on team performance. Organization diagnosis   was designed on 7 point likert scale 

(standardized questionnaire). Team performance was measured using the standardized 7 point likert scale 

questionnaire.  

Data Analysis Techniques 

                 Analysis of data is done using the regression analysis. There is a dependent variable team 

performance and independent variable is organization diagnosis. 
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PILOT STUDY 

               The cronbach alpha for organization diagnosis is .856 . The cronbach alpha for team 

performance is .684. It is higher than 60 percent. Hence the questionnaire is reliable. 

Reliability Statistics   

Cronbach's Alpha N of Items 

0.856 35 
 

The Cronbach alpha for the Organizational Diagnosis questionnaire is 85%. Hence the 

questionnaire is reliable. 

Reliability Statistics   

Cronbach's Alpha N of Items 

0.684 10 
 

The Cronbach alpha for the Team Performance questionnaire is 68%. Hence the questionnaire is reliable. 

INTERPRETATIONS OF  VARIABLES OF ORGANIZATION DIAGN OSIS 

Variable 1 : The goals of this organization are clearly stated. 

Analysis indicates the mean value 1.56, employees  strongly agree that goals of the organization 

are clearly stated. 

Variable 2 : The division of labor of this organization is flexible. 

Analysis indicates  the mean value 1.98, employees  agree that the division of labor of the 

organization is flexible. 

Variable 3 : My immediate supervisor is supportive of my efforts. 

Analysis indicates the mean value 1.62, employees agree that their immediate supervisor were 

supportive of their efforts. 

Variable 4 : My relationship with my supervisor was a Harmonious one.  

Analysis indicates   the mean value 1.98, employees agree that their relationship with 

 their supervisor were harmonious one. 

Variable 5 : My job offers me the opportunity to grow as a person. 

Analysis indicates  the mean value 1.76, employees agree that their job offers them the  
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opportunity to grow them as a person. 

.Variable 6 : My immediate supervisor has ideas that are helpful to me and my work group. 

Analysis indicates  the mean value 2.02, employees agree that their immediate supervisor  

have ideas that are helpful for them and their work group. 

Variable 7 : This organization is not resistant to change. 

Analysis indicates  the mean value 2.56, employees slightly agree that their organization is not 

resistant to change. 

Variable 8 : I am personally in agreement with the stated goals of my work unit. 

Analysis indicates the mean value 2.18, employees agree that they are personally in agreement 

with the stated goals of their work unit. 

Variable 9 : The division of labor in this organization is intended to help it reach its goals. 

Analysis indicates the mean value 2.2, employees agree that division of labor in their 

organization intends to help to reach their goals. 

Variable 10 : The leadership norms of this organization help its progress. 

Analysis indicates  the mean value 2.36, employees agree that  the leadership norms of their 

organization help to their progress. 

Variable 11 : I can always talk with someone at work if I have a work-related problem. 

Analysis indicates  the mean value 2.24, employees agree that they can always talk to someone 

at work if they have a work-related problem. 

Variable 12 : The pay scale and benefits of this organization treat each employee equitably. 

Analysis indicates the mean value 2.56, employees agree slightly that pay scale and benefits of 

their organization treat each employee equitably. 

Variable 13 : I have the information that I need to do a good job. 

Analysis indicates the mean value 2.44, employees agree that information they have is needed to 

do a good job. 

Variable 14 : This organization introduces enough new policies and procedures. 

Analysis indicates the mean value 2.44, employees agree that their organization introduces 

enough new policies and procedures. 

Variable 15 : I understand the purpose of this organization. 

Analysis indicates the mean value 2.18, employees agree that they understand the purpose of 

their organization. 
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Variable 16 : The manner in which work tasks are divided is a logical one. 

Analysis indicates the mean value 2.3, employees agree that the manner in which work tasks are 

divided is a logical one. 

Variable 17 : This organization’s leadership efforts result in the organization’s fulfillment of its 

purposes. 

Analysis indicates the mean value 2.42,  employees  agree that the organization’s  

leadership efforts result in the organization’s fulfillment of its purposes. 

Variable 18 : My relationships with members of my work group are friendly as well as professional. 

Analysis indicates  the mean value 2.14, employees agree that their relationship with  members 

of their work group are friendly as well as professional. 

Variable 19 : The opportunity for promotion exists in this organization. 

Analysis indicates  the  mean value 2.28 , employees agree  that the opportunity for  

promotion exists in their organization. 

Variable 20 :- This organization has adequate mechanisms for binding itself together. 

Analysis indicates  the mean value 2.4 , employees agree that the organization has  

adequate mechanisms for binding itself together. 

Variable 21 :- This organization favors change. 

Analysis indicates  the  mean value 2.32 , employees agree that organization favors  

change. 

Variable 22 :- The priorities of this organization were understood by its employees. 

Analysis indicates  the mean value 2.2, employees agree that the priorities of the  

organization are understood by the employees.  

Variable 23 :- The structure of my work unit is well designed. 

Analysis indicates  the mean value 2.14, employees agree that the structure of their work  

unit is well designed. 

Variable 24 :- It is clear to me whenever my boss is attempting to guide my work efforts. 

Analysis indicates  the mean value 1.94, employees agree that they are clear whenever  

their boss  is attempting to guide their work efforts.  

Variable 25 :- I have established the relationships that I need to do my job properly. 

Analysis indicates  the mean value 1.98 , employees agree that they  have established the  
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relationship that they need to do their job properly. 

Variables 26 :- The salary that I receive is commensurate with the job that I perform. 

Analysis indicates  the mean value 2.46, employees agree that the salary  received by  

them is commensurate with the job that they perform. 

Variable 27 :- Other work units are helpful to my work unit whenever assistance is requested. 

Analysis indicates  the mean value 2.22 , employees agree that other work units help in  

their work unit whenever assistance is requested. 

Variable 28 :- Occasionally I like to change things about my job. 

Analysis indicates  the mean value 2.56, employees agree slightly that occasionally they  

like to change things in their job. 

Variable 29 :- 1 had enough input in deciding my work-unit goals. 

Analysis indicates   the mean value 2.46, employees agree that they had  enough inputs in  

deciding their work – unit goals. 

Variable 30 :- The division of labor in this organization actually helps it to reach its goals. 

Analysis indicates  the mean value 2.26, employees agree that the division of labor in  

their organization helps to reach the goals. 

Variable 31 :- I understand my boss’s efforts to influence me and the other members of the work unit. 

Analysis indicates  the  mean value 2.26, employees agree that they understand their  

boss’s efforts of influencing them and the other members of  the work unit. 

Variable 32 :- There is no evidence of unresolved conflict in this organization. 

Analysis indicates  the  mean value 2.72, employees agree slightly that there is no  

evidence of unresolved conflict in their organization. 

Variable 33 :- All tasks to be accomplished are associated with incentives. 

Analysis indicates  the  mean value 3.06, employees agree slightly that all tasks to be  

accomplished are associated with incentives. 

Variables 34 :- This organization’s planning and control efforts are helpful to its growth and 

development. 

Analysis indicates the mean value 2.72, employees agree slightly that their organization’s  

planning and control efforts are helpful for the growth and development. 
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Variable 35 :- This organization has the ability to change. 

Analysis indicates  the mean value 2.04, employees agree that the organization has the  

ability to change. 

FACTOR INTERPRETATION  FOR  ORGANIZATION DIAGNOSIS 

Factor 1 – Purposes 

Analysis indicates  the combined mean value 2.116 , employees agree that the goals of this 

organization are clearly stated, employees are personally in agreement with the stated goals of their work 

unit and they  understand the purpose of their  organization as well as the priorities of their  organization 

were understood by  the  employees and  employees had enough input in deciding their work-unit goals. 

Factor 2 – Structure 

Analysis indicates  the combined mean value 2.176, employees agree that the division of labor 

of their  organization is flexible, the division of labor of  organization is intended to help  to  reach goals 

as well as the manner in which work tasks are divided is a logical one and  the structure of  their work 

unit is well designed. 

Factor 3 – Leadership 

Analysis indicates  the combined mean value 2.12 , employees agree that their  immediate 

supervisor are supportive of  their efforts, the leadership norms of this organization help its progress and  

organization’s leadership efforts result in the organization’s fulfillment of  purposes as well as It is clear 

to employees that  whenever  their boss is attempting to guide them for  work efforts and  they  

understand  their  boss’s efforts to influence them  and the other members of the work unit. 

 Factor 4 – Relationships 

Analysis indicates  the combined mean value 2.212, employees agree that their  relationship 

with  their supervisor was a harmonious one,  they can always talk with someone at work if they  have a 

work-related problem and  their relationships with members of  work group are friendly as well as 

professional and they  have established the relationships that they need to do their  job properly as well as 

there is no evidence of unresolved conflict in  organization. 

Factor 5 – Rewards  

Analysis indicates  the combined mean value 2.424, employees agree that their job offers them  

the opportunity to grow as a person , the pay scale and benefits of  organization treat each employee 

equitably and the opportunity for promotion exists in organization  as well as the salary that employees  

receive is commensurate with the job that  they perform  and all tasks to be accomplished are associated 

with incentives. 
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Factor  6 – Helpful Mechanisms 

Analysis indicates  the combined mean value 2.36, employees agree that  their immediate 

supervisor has ideas that are helpful to them and their  work group, employees  have the information that  

they  need to do a good job. The organization has adequate mechanisms for binding itself together and 

other work units are helpful to employees  work unit whenever assistance is requested as well as  

organization’s planning and control efforts are helpful to growth and development. 

Factor 7 – Attitude toward change  

Analysis indicates  the combined mean value 2.384, employees agree that their organization is 

not resistant to change, even organization introduces enough new policies and procedures and  favors 

change as  well as occasionally employees  like to change things related to their  job and  the  

organization has the ability to change. 

INTERPRETATION OF VARIABLES OF TEAM PERFORMANCE 

Variable 1:- People ’s ideas are ef fect ive ly communicated.  

Analysis indicates  the mean value 5, employees often communicate their ideas. 

Variable 2 :- Team does focus on the r ight  quest ions.  

Analysis indicates  the mean value 4.52,  team often  focuses on the right questions. 

Variable 3 :- Team members do meet  their  commitments.  

Analysis indicates  the mean value 5.11, which mean that often   team members meet  

their commitments . 

Variable 4 :- Some team members  give enough opportuni t ies to contr ibute.  

Analysis indicates  the mean value 4.78, employees  often say that the  team members  

give their enough opportunities to contribute. 

Variable 5 :- Work is  fai r ly d is tr ibuted across the team. 

Analysis indicates  the mean value  4.86, employees  often   say that work is fairly  

distributed across the team. 

Variable 6 :- Team members are unwil l ing to take  r isks.  

Analysis indicates   the mean value 4.15, employees neutrally  say that the team members  

are unwilling to take risks. 

Variable 7:- There is enough trust  among team members.  

Analysis indicates  the mean value 4.88,  employees often say that there is enough trust  

among the team members. 
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Variable 8 :- I  real l y en joy working wi th other team members.  

 

Analysis indicates  the mean value 3.90 ,  employees  neutrally say that they really  enjoy 

working with other team members. 

Variable  9 :- Team projec ts are delayed.  

Analysis indicates  the mean value 4.15 , employees neutrally  say that team projects are  

delayed. 

Variable 10 :- Qua l i t y of  del i verables is excel lent.  

Analysis indicates  the mean value 3.49, occasionally employees say that the quality of  

deliverables are excellent. 

FACTOR INTERPRETATION FOR TEAM PERFORMANCE 

Factor  1 - Communication 

Analysis indicates  the  combined mean value  of variables 1,2 is 4.76, employees often say that 

the people’s ideas are effectively communicated and team  also focus on the right questions. 

Factor 2 - Team Par t ic ipat ion and Coordinat ion 

Analys is  indicates the combined mean value of  var iables 3,4,5,6 is 4.73, 

employees of ten say that the team members meet their  commitments,  some team 

members give their  enough contr ibut ions and work is fa ir l y d ist r ibuted across the 

team as wel l  as team members are unwi l l ing to take r i sks.  

Factor 3 – Trust  

Analys is  indicates the combined mean value of  var iables 7,8 is 4.39, 

employees neutral l y say that  there is enough t rust  among team members and they 

enjoy working wi th other team members.  

Factor 4 - Work Outcomes 

Analys is  indicates the combined mean value of  var iables 9,10 is 4.32, 

employees neutral l y say that  team projects are  delayed and qual i t y of  de l iverables  

is excel lent.  

REGRESSION 

Multiple Regression 

Y = β O + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + β6X6 + β7X7 

 Y = Team performance (Dependent variable). 
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X1 = Purposes 

X2 = Structure 

X3 = Leadership 

X4 = Relationships 

X5 = Rewards 

X6 = Helpful Mechanism 

X7 = Attitude towards change 

Model 
Summary                   

Model R 
R 
Square 

Adjusted 
R 
Square 

Std. 
Error of 
the 
Estimate 

Change 
Statistics         

          

R 
Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 
.848a 0.72 0.674 0.60839 0.72 15.777 7 83 0 

a. Predictors: 
(Constant), 
Attitude, 
Relationships, 
Structure, 
Leadership, 
Helpful 
mechanism, 
Rewards, 
Purpose 

                  

 

R2 change is 72 percent, p value<.05 

ANOVA b 

1 Regression 
40.878 7 5.84 15.777 .000a 

  Residual 15.916 83 0.37     

  Total 56.793 90       

a. Predictors: (Constant), Attitude, 
Relationships, Structure, 
Leadership, Helpful mechanism, 
Rewards, Purpose 

            

b. Dependent variable: Team 
performance 
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Coefficientsa             

Model   
Unstandardized 
Coefficients   

Standardized 
Coefficients t Sig. 

    B 
Std. 
Error Beta     

1 (Constant) 4.713 0.904   5.213 0 
  Purpose 

-0.545 0.11 -0.538 
-

4.948 0 
  Structure 

-0.019 0.197 -0.009 
-

0.095 0.025 
  Leadership 0.193 0.07 0.255 2.761 0.008 
  Relationships 

-0.107 0.216 -0.042 
-

0.496 0.023 
  Rewards 

-0.003 0.179 -0.002 
-

0.018 0.046 
  Helpful 

mechanism -0.159 0.087 -0.189 
-

1.821 0.036 
  Attitude 0.463 0.19 0.242 2.442 0.019 
a. Dependent Variable: 
Team performance 

            

 

F value is 15.77, p value < .05. This indicates that the ANOVA model is significant. The 

interpretation can be made for the co-efficients.  

Purpose has a negative impact on Team Performance (β = -.538, p value <.05). This indicates 

that  statements “The goals of this organization are clearly stated”  , “I am personally in agreement with 

the stated goals of my work unit”   ,“I understand the purpose of this organization”, “The priorities of this 

organization were understood by its employees”  ,“ I had enough input in deciding my work-unit goals”  

have negative impact on team performance. 

Structure has a negative impact on Team Performance (β = -.009, p value < .05). This indicates 

that statements  “The division of labor of this organization is flexible” , “The division of labor in this 

organization is intended to help it reach its goals” , “The manner in which work tasks are divided is a 

logical one”, “The structure of my work unit is well designed” , “The division of labor in this 

organization actually helps it to reach its goals” have negative impact on team performance. 

Leadership has a positive  impact on Team performance ( β = .255, p value < .05). This 

indicates that statements “My immediate supervisor is supportive of my efforts” , “The leadership norms 

of this organization help its progress” , “This organization’s leadership efforts result in the organization’s 

fulfillment of its purposes” , “It is clear to me whenever my boss is attempting to guide my work efforts”,  

“I understand my boss’s efforts to influence me and the other members of the work unit” have positive 

impact on team performance. 
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Relationships has a negative impact on Team performance ( β = -.042, p value < .05). This 

indicates that  statements “My relationship with my supervisor was a Harmonious one” , “I can always 

talk with someone at work if I have a work-related problem” , “My relationships with members of my 

work group are friendly as well as professional” , “I have established the relationships that I need to do 

my job properly” , “There is no evidence of unresolved conflict in this organization” have negative 

impact on team performance. 

 Rewards has a negative impact on Team performance ( β = -.002, p value < .05). This indicates 

that  statements “My job offers me the opportunity to grow as a person” , “The pay scale and benefits of 

this organization treat each employee equitably” , “The opportunity for promotion exists in this 

organization” , “The salary that I receive is commensurate with the job that I perform” , “All tasks to be 

accomplished are associated with incentives” have negative impact on team performance. 

Helpful Mechanisms has a negative impact on Team  performance  ( β =  - .189, p value < .05).  

This indicates that  statements “My immediate supervisor has ideas that are helpful to me and my work 

group” , “I have the information that I need to do a good job” , “This organization has adequate 

mechanisms for binding itself together” , “Other work units are helpful to my work unit whenever 

assistance is requested” , “This organization’s planning and control efforts are helpful to its growth and 

development” have negative impact on team performance. 

Attitude toward change has a positive impact on Team performance ( β =  .242, p value < .05). 

This indicates that statements “This organization is not resistant to change” , “This organization 

introduces enough new policies and procedures” , “This organization favors change” , “Occasionally I 

like to change things about my job” , “This organization has the ability to change” have positive impact 

on team performance. 

CONCLUSIONS 

The study done so far on organization diagnosis, how  it   impact on  team performance  have 

reached a common consensus. Most of the studies considered organization diagnosis  as a complex 

phenomenon but it is also important for organization’s to diagnosis so that change can be done and 

modifications can also be done if possible. One of the study draws the conclusion that to survive in this 

fast paced work environment a successful organization is one where  diagnosis should to be done. There 

are 7 factors of organization diagnosis which impacts on team performance. Following are the factors :- 

Purposes, Structure,  Leadership, Relationships, Rewards,  Helpful Mechanism, Attitude towards change 

impacting on team performance which is the dependent variable. With the help of externals like 

management consultant, OD practitioners diagnosis can be done and changes can be implemented in the 

organization which results to improve the team performance also. Externals work with the members of 

the organization and evaluate the conditions i.e. what is the current situation, where they are , what 

changes are required and the analysis is done on the basis of the environment prevailing outside the 

organization even what strategies are adopted by the competitors are taken into the consideration. The 



 Jaya Ahuja & Vani Narula                                                                                                                                                               54 
 

working environment of the organization effects the employees also their performance can be suffered, 

they should be provided a environment in which they feel happy and comfortable. If environment is not 

good then it directly effects the working of the organization. 

RECOMMENDATIONS 

The major issue discussed in this study is the organization diagnosis  and its impact on team 

performance. Diagnosis has to be done by the Managers of the organization so that improvements can be 

done and if new change is needed then it can be implemented  in the organization. Managers as well as 

team leaders also  play a very important role in improving the performance of teams. There are 7 factors 

of Organization diagnosis which impacts on the team performance. So, the factors which shows an 

negative impact on team performance should be improved.  

1. The purpose of the organization should be clear to the employees of the organization so that 

they know what to do, what are their authorities and responsibilities,  what are the priorities of 

the organization only then efficient working will be there in the organization. 

2. The structure of the organization should be properly formed as it impacts negatively on team 

performance. When there is proper structure only  then employees can perform better. 

3. Relationships should be there in between the employees so that they have coordination between 

their team members. Good relations  avoid the conflict situations between the employees. 

4. Rewards  should be provided to employees of the organization so that  they feel motivated 

towards their work. 

5. Helpful mechanism can also effect the performance of the team as no support or resources is 

provided to the team members then how will they work properly on time so all helpful 

resources should be provided to them on time. 
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