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' in the firm or3' ExPenence I

tength of sèrvice than supervlsors

service than managers'

PurPose of the studY'

The PurPose of this studY

manager suPervisors and workers

;;ïï;;; 
'"ndersta"ding of how

other.

4.

5.

Age. The ages of the three groups are usually difÏerent'

Background factors such as social class and type of socialisation'

in the job. Workers

and suPervisors maY
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usuallY havc less

have iess length of

is to surveythe individual values' of

iï l"o"irtiai sector in Algeria' t"9 ::'rh;';h;;. 
Positions differ from eacn

Definition of values :

Beforproceedingadefinitionofindividualvaluesasusedhereis
given' 

l value is an enduring belief that a

."""il"jrïiâ3 ïTffffi "r':i';_u:J;i existence is ie rsonarlv or

sàciallv preferable ;;;'ùpo'itt *îàt"ot conduct or end-states ot

Ë-iii."."tnokeach' I 97 3)'

Valueswhicharetheprincipal.componentsofcr.rlt.tlllareconsidered
by social ,.i.ntirtrîi]s.', R;ï;;;'h. le;i.ï;;,^*'l iqos. williams' leTe) as

standards that gurd:'i;,t"î *tul, u. ,,undards serve.various important

funcrions in our d;;l;li;;r. values ur."uito .onsidered as the representa-

tion of, needs' rrïi'iàplÏt'- !rtt1 ""1";il-motivate 
and direct one's

behavior to a.hie#'.Ë'r',â'i"ïur..tiu.r.ïulues.anbe,expressed 
in vartous

wavs througr., onl.i'ffiil;Js. inr*,iJnl-uno utttuvior' and can 'be

measure inoilfereni *uyr, mosr imio"rta"itl l^n. 
ranking and rattng

methods, paired ;;p;il;"' and content analysrs'

nature of the sample' 
lents surveyed

The sample for this study is consisted of 338 respon€

rrom different i ndustii;i ;t'ô;i'* 1r'.'àiJt';;; 
ih' 

1o'u 
nt'u r he sam ple

is composed of, ls ùï"îrîï;;+t 2't '6'i' of supervisors' ând 55'6 0/o of

production *o'r""lb;:it;';rî9 Yn-tt;;plË 
are male and 32'5 ate

female. The mean ug. oi,r.r. sample is 34 '4 yeaÏS'
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The second list is composed of instrumental values which are the

modes of behavior that serve as means for achieving the terminal values'

iftr iàfi"*ing are instrumental value concepts and their definition'

Table 2 : Instrumentalvalues

The two lists are arranged alphabitically. The instructions to the

respondents are to uttun!. thém in order of importance to you' as guiding

;Ë;ùl;r ir yo.,, fiià. 
-îft. 

RVS has ben used in varietv of situations,

inà l, g.rr.rutiy ,ortiàered to be reliable and valid. Test-retest reliability

"iifr. 
iarrt ing'of .u"tt titt by the speaflnan ranle correlation coefÏicient

over 3 to 7 weeks ranged for irom 0J2 for instrumental values to 0'80 for

terminal values (cohen 1978).
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RANKING I VALUES

AMBITIOUS (works hard to achieve his aspirations)'

ASSIDUOUS (assiduous at work, self-disciplined)'

CAPABLE (comPetent at work)'

cheerful (Lighthearted, joYful)'

CREATIVE (discovers new techniques at work)'

FORGIVING (willing to pardon others)'

HELPFUL (works for the welfare of others, aids those

in need).

HONEST (behaves sincerely with others)'

INDEPENDENT (self-reliant), self-sufTicient)'

OBEDIENT (respects the law and work procedures)'

RESPONSIBLE (dependable, reliable)'
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our findings from the stand point of maslow's theory of lower-and-higher
order needs, it becomes apparents that the findings are teliing us that the
majority of our sample is still striving for lower order needs. Endorsernent
of ttre future security, self-respect and freedom indicate a deficiency in the
standar of living and political stability. Meanwhile, endorsement of
instrumental values of being honest, eompetent and obedient indicate
contradictions between what is considered morally good and what ones
has to practise in daily life. For example, the socialisation process attempt
to bring up competent children by the use of material, social and psycho-
logical incentives and/or moral punishment. In the meantime, the process
of socialisation requests absolute obedience of those children. Similarly,
being honest is morally and religiously good at all times and on all
occasions, but in daily life the reverse is true. Dishonesty is perha.ps a.

feature of any developing country because of the bureaucratic probl*rn:r
and the scarcity of the resources satisfuing the basic needs. These findi,r. ,

therefore reflect the actual problems in the country. Problems wich leq-i

eventually to a state of siege on 5th of October 1988 following the 'riolen:
demonstration by huge groups of youths in several towns in the country-"
(Mokadem, 1991).

2. Differences Between Managers, Supervisors And Workers.

With the knowledge that work almost certainly affects some
aspects of an individual's intellectual functioning, we turn to the
present study's finding to examine the differences and similarities in
values patterns between the three hierarchical positions, namely
managers, supervisors and workers. Table 4 illustrates that there are
6 terminal values out of l1 wich discriminate significantly between
the three positions. (see also figure l.
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resDect.However,theprofileshowsthatworkersdonotcaremuchabout
éàuality, and active life and pleasure'

The instru*"niî;;i"* that are considered o{ t9n priority by

*ort.r, *Ëi.6èing Ëo".tt' |utdient and ambitious (table 5)'

Table 5

lnstrumental means and composite rank orders
^'-"-- --u..ôrding to management level

It is clear from the three profiles-tlrat the three hierarchical positions

do share some valueii;;;;fi;" ï"0 diffeisienifi"T,t]I.il.others. This is

a result of the fu.t'iËâiJ*iètyt--ô"tt"t. anà organizâtional culture do

impose certain values that are co*',,un-tà ait pàopte in different social

classes and occupJi"";i lilts, whereai itt trr.n', thè nature of the social

class and the naturT;T;;;ô"tionat ievet and'role constraints impose

their specifi. vul.r.r"tÈit ÀiJrit u. à|n t."t from those imposed bv other

social and occup"ti"ili ;t.,"tt;.;. ii5ffi ttt. three. groups together' all

seem to value at ,Ài^^i"*liJ.Àiè.-ôf ittipôttun"t.thé,terminal value of

furure security. Tdù;i;; islriporta"t-t" "tt 
people wh.atever their social

class and occupation;Ë;:iti;;.ïito tite tf'eè gtbttps do not differ in the

imoortance tr,ev aitïfi"i;'Ë";iiiy. iie"aom-and an active life' The

iiir"*il*;àr"ïuioJr'iiiut ;p.; t"ïe similar to the three groupq'.or at

least do not differ 'g;iî;iiybetlve-e1ih.* 
u.. bein obedient, ambitious

and independent €ïô.;2; ô16&"ô.5j) 1ôr trr. three values respectivelv).

As can be seen in the tables the three groups differ signif,rcantlyfrom. each

other. These difr.;;;;;';;;_ ffilt à,.,. t^o occupatlonal level and role

constraints. eot .*u*pË, *ntn contrasting m-anàgqr1 with workers' we

find that ,.nurrug.rr'b' tÉt nature of ittêiriask w-hich seeks to achieve

oryanizatiorrur ou':.gii";;, #;;n ttigtttt priority on accomplishment'

biing comPetent and assiduous'
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Forgiving
Responsible
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CONCLUSIONS:

Thevalueprofileofthethreehierachicalpositionappeartohave
somevaluerirr"o-*on,butdiffersignificantryinothers.Thisisaresult
of the fact that ,o"iàir', culture and organizational culture do impose

certain basic values thai are common to ail people in different social and

occupational classes, whereas in turn' the nature of the social classe and

occupational level ot 'olt constraints impose their specific values which

might be difîèrent irom those imposed by another social. or occupational

level.ThisSuppoftstheideathatthereisanincreasingsimilaritybetween
the values that the work place espouses and the values of the individual'

Inaddition'thevalueprofileotthethreepositionsisrelatedtothe
perceived importance of needs' For example' workers place high priority

on values that reflect their eagerness to improve their standard of living'

i.e.; future security, and a comfortable life' However' managers who

usually have high iiurrauro of living, appeared to place. high importance

on what ur. .rr.rutiy ""if"a 
sef-actualiàion values such as accomplish-

ment,beingcreativeandcompetent'supervisorswho'bythenatureof
their social class which is half-way between the two groups appear accor-

dingly to attach half-way importance to the values related to the hierar-

chy ofneeds.

Itcouldbeconcludeclthenthattherewardsthethreepositionlook
loraretiedtottreirvatuesystems.Thereforeaneffectivemanagementis
that which is aware of the piedominant value systems of its personnel and

which cangenerate a climaie that satisfies them' The evidence from the

excellent companies (Peters and Waterman' 1982) indicates that they do

not only know the values of their members' but how to manage them as

well for the benefrt of both the organization and the individual'
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