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Abstract

Purpose – The purpose of this paper is to answer the question: how can organizations be developed
in such a way that it improves simultaneously performance and the quality of working life (QWL). The
focus is particularly on diverse organizational and management practices and the nature of
development process.

Design/methodology/approach – The empirical data consist of self-assessments of development
projects implemented at workplaces as a part of the Finnish Workplace Development Programme
(1996-2005). The self-assessments have been gathered separately from management, staff and experts
used in the project. The data are based on a sample of 1,113 responses from 409 development projects.
The research approach is solution-oriented, seeking factors that can promote concurrent
improvements in both performance and the QWL.

Findings – Concerning the work, management and organizational practices the findings show that
comprehensive development of organization, i.e. implementation of practices is associated with
simultaneous improvement in performance and the QWL. Second, concerning the nature of development
method, the study shows that employee participation in planning and implementation phase, close
collaboration during the process, the methods used by the experts and external networking were related
to simultaneous outcomes at workplaces.

Originality/value – This paper makes a contribution to the debate on the effects of organizational
development on performance and the QWL, and adds some new empirical findings. It also emphasizes
the increasing importance of discussion between organizational development and innovation literature
in the future.

Keywords Working practices, Finland, Job satisfaction, Quality of life

Paper type Research paper

1. Introduction
Both technological and organizational developments aim to have a direct impact on
productivity and employment at the workplace level. The view taken is that
productivity can be increased by investing in new technology, machinery, human
resources and work organization. New products, services and operating models affect
the workplace’s production capability which, in turn, generates more jobs. A distinction
between technological advances and organizational development is that organizational
development also aims to influence the quality of working life (QWL), i.e. the wellbeing
of the work community and individual employees. The view taken is that the aim should
not merely be higher productivity in the short-term but rather a sustainable long-term
increase in productivity. Many researchers and politicians have supported a broader
concept for productivity, including QWL aspects such as “sustainable high
performance” (Holbeche, 2006), “sustainable productivity” (Huzzard, 2003) or
“sustainable work systems” (Docherty et al., 2002). The sustainable productivity
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refers to the productivity improvement that does not come at the expense of employee
wellbeing. Especially, in western countries well-being at work has become increasingly
important, because of an aging and a diminishing workforce. The aim of organizational
development is to make work and operations agreeable from the employee’s point of
view, as this is a key factor in how well staff cope at work, in encouraging them to stay on
at work longer, and in making their work more productive. In the long run, it can be
difficult to maintain good productivity growth without a favourable development in the
QWL – and the other way round.

There are relatively few studies which have examined the simultaneous improvement
in performance and the QWL as the result of organizational development work. The focus
of interest has often been on performance alone or an attempt has been made to explain
performance through certain quality factors in working life. It is assumed that the
connection can be also the other way round, i.e. improved productivity improves the QWL
(Ramstad, 2007). The performance of firms that apply management and organizational
practices systematically may enable them to improve the QWL, pay employees higher
wages and rewards for improved skills, provide more training and promotion
opportunities, and lay off fewer people during economic downturns. Assuming that
firms act in this way, organizational development may yield positive benefits to
individuals, organizations, and to the economic and social system.

Trying to find the link between human resource management (HRM) practices and
company performance and the quality of jobs has challenged many academics and
practitioners in the last 20 years. On the basis of HRM research, there is a growing
consensus that HRM practices (e.g. decentralized decision making, job rotation,
incentive and management systems) can provide added value for company performance
(Boselie et al., 2005; Combs et al., 2006; MacDuffie, 1995; Wright et al., 2005). However, the
effects of HRM practices on the QWL have been uncertain and partially contradictory. A
number of studies have reported the positive contributions from high-performance
practices on job influence (Kalmi and Kauhanen, 2008), skills (Felstead and Ashton,
2000), wages (Kalmi and Kauhanen, 2008; Appelbaum et al., 2000; Cappelli, 1996),
organizational commitment (Ogilvie, 1986), satisfaction at work (Appelbaum et al., 2000;
Patterson et al., 1997), diminished turnover (Huselid, 1995) and sick leave (EPOC
Research Group, 1997), while critics argue that new practices can lead to higher levels of
job intensity and mental strain and work-related exhaustion (Godard, 2004; Kumar et al.,
2000; Lloyd and Payne, 2004).

It is argued that the effects of work, organizational and management (WOM)
practices should be analyzed as a totality incorporating both performance and QWL.
This paper makes a contribution to the debate on the effects of organizational
development on performance and QWL, and adds some new empirical findings. The
main focus is on the link between various WOM practices and the development process
on the one hand, and performance and the QWL on the other.

When the objective is to produce lasting improvements in productivity and the
QWL, it is important that the effects of development work are experienced by the work
community in a similar way, at least to some extent. It is assumed that the
organizational development projects in which both management and staff estimate
that performance and the QWL had simultaneously improved have the best potential
for sustainable productivity growth.
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2. Aim of the paper
As far as their outcomes are concerned, organizational development projects can be
divided into four groups (Table I). The first group includes those achieving both better
performance and a better QWL concurrently (“best” group). The second group
comprises those improving only performance, and the third group those mainly
improving only the QWL. The fourth group comprises projects yielding poor results in
both respects (“weaker” group).

The aim of this paper is to establish which WOM practices within a development
process result in a concurrent improvement in performance and QWL, and in what way.
However, the approach is not limited solely to successful changes, as it is also important
to learn from “unsuccessful” projects and make comparisons between them. In the paper,
this comparison is mainly made between two extremes, i.e. the “best” and “poorest”
groups. The method used is comparative analysis. The empirical analysis is preceded by
a brief survey of earlier research and the theoretical frames of reference, examining the
links between practices and development processes, and performance and QWL.

The objectives of this research are:

(1) To find out whether the groups differ with regard to their:
. WOM practices; and
. development processes.

(2) To determine whether there are any similarities and differences between the
groups’ WOM practices.

(3) To ascertain how the WOM practices are put into effect, that is, their
development process.

3. WOM practices and the mechanisms by which they affect performance
and QWL
On the basis of earlier research and the many development projects carried out, it is
possible to list various practices related to management, work organization and labour
resources that aimed to boost performance and the QWL at workplaces. A variety of
names have been used for these practices in the literature, such as HRM, high-performance
work practices and high-commitment management. The volume and content of the
practices often varies from one study to another. Typically, at least the following practices
are distinguished: personnel skills, motivation and opportunities for using skills and
abilities (Appelbaum et al., 2000) and personal commitment (Guest, 2006a).

Earlier studies have established a link between certain practices and performance
(Appelbaum et al., 2000; Cappelli, 1996; Huselid, 1995), but the findings are
contradictory regarding quality factors in working life. The same practices might in
some cases both improve and detract from the QWL (Antila and Ylöstalo, 2002; Kumar
et al., 2000; Rintala, 2005). For instance, Rintala’s (2005) study, focusing on the
information sector, found inconsistencies in the QWL related to work autonomy,

Performance improved Improvement in both performance and quality
of working life

Weak results for both performance and quality
of working life

Quality of working life improved

Table I.
Breakdown of
organizational

development projects
by their impact
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variety of work assignments, skills demands and learning situations. Antila and
Ylöstalo (2002) also found in their study of both proactive and traditional companies
that proactive work based on influence opportunities and greater responsibility could
be “tough and enjoyable” at one and the same time.

Effective solutions at individual workplaces are typically unique, and the elements
in successful development projects cannot usually be transferred “as is” from one
workplace to another. The present paper uses the WOM concept. Unlike earlier studies,
the aim is to underline that it is not just the use of human resources and their impact on
performance that is at stake but that changes can affect a variety of WOM practices
more broadly and have an impact on not only performance but also on the QWL. The
issue is not only how to make the best use of human resources, but also how to create
and manage successful organizations in a way that promotes the wellbeing of their
workforce.

Various theoretical frames of reference can be distinguished in organizational and
management research, involving-related practices with different impact mechanisms.
The link between the practices and performance and QWL has been explained through a
variety of impact mechanisms, such as the universalistic, contingency and configuration
mechanism (Delery and Doty, 1996; Pettigrew and Whittington, 2003). The
universalistic mechanism is based on the idea that it is possible to identify some
general principles and practices linked to positive effects. These principles and practices
can also be transferred and applied to other workplaces. Such individual practices
include teamwork, delegation of authority, employee skills, the organizational structure
and active training. An example from Finland is the collection of studies edited by
Tuomi and Vanhala (2002) on companies in the metal industry and metal product
retailing. The findings showed that the scope of teamwork, good opportunities for staff
training and development, and advanced organization of the working process showed a
positive correlation with competitiveness, staff commitment and product development.

The contingency and configuration viewpoints differ from the universal approach
in that they do not incorporate any general practices and principles. In the contingency
model, what is important is that practices concur with the demands of corporate
strategy and the operating environment. In the contingency approach, HRM practices
should vary from one workplace to another, depending on their strategy. The
configuration model is broader in that it stresses not only compatibility between a
company’s internal practices and external demands but also mutual compatibility
between these practices. Using the compatibility basis, more or less unique entities are
formulated from declared strategies and HRM practices.

Though an empirical basis for research can be found for all three impact
mechanisms, each with its own distinctive features, they all seem to involve “broader
application of practices and principles” (Ramstad, 2008). Several studies show that the
volume of practices, i.e. comprehensive development, has an impact on good results.
The study by Ichniowski et al. (1997) on the steel industry in the USA showed that
innovative HRM practices such as payment by result, systematic labour recruitment
criteria, teamwork, job rotation, job security arrangements and active training and
information provision, when applied throughout, were clearly linked with a higher
utilization rate and higher-quality products than in the comparison group. On the other
hand, the use of individual practices showed no clear link with performance. Similarly,
the study by Cully et al. (1999) on private-sector workplaces in the UK showed that the
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use of several high-commitment management practices improved the working climate
according to both management and staff. Another study by Guest (2006b) of
companies in the UK also showed that most HR practices showed a positive link with
productivity in an assessment by management.

4. Effect of a development process on the spread of practices
The above-mentioned models are useful in increasing understanding of impact
mechanisms concerning WOM practices and their effect on performance and the QWL.
They make a good starting point but are not enough to bring about change in the
workplace. New practices in working life are not simply absorbed by the workplace
community, but need a development process to help them to take root and spread into
everyday working life. This paper argues that this development process, i.e. how
practices are adopted and implemented, plays an important role in disseminating
practices and ensuring a successful result.

Alasoini (2005) has criticized earlier research on HRM practices for concentrating
primarily only on the effects on performance of the duration, scale or intensity of such
practices. These comparisons have usually failed to take into account how the practices
were introduced, e.g. how employees contributed to their creation, whether the
practices were planned jointly by the various parties involved, and how much
collaboration there had been between them. The nature of the development process can
be instrumental in determining how broadly an individual practice finds acceptance
and how much commitment there is to it in the workplace.

Past research on the success of development projects has isolated several different
factors that may influence implementation of a change. Salminen et al. (2000) studied
development projects carried out in Finland and their most typical success factors. The
team noted that typical features of successful projects include a clear need for change,
commitment by the management, staff motivation and commitment, good planning
and organization, and staff skills and experience (Salminen et al., 2000, pp. 35-44). Such
research based on conventional literature on organizations and management typically
underlines internal interaction at the workplace in the change process, whereas more
recent innovation research (Hargadon, 2003; Chesbrough, 2002) takes a broader view of
development work. It is based on the idea of an open innovation and development
process in which the workplace can generate new kinds of ideas and practices in
cooperation with actors in the value chain outside the organization, such as customers
and R&D units, and with political decision-makers such as municipal officials.

In fact, all the approaches outlined above stress in one way or another the
importance of broad participation and dialogue in development processes. It can be
assumed that when debate and interaction are boosted both inside the workplace and
with outside bodies, this will promote and accelerate the adoption of new practices,
generate new kinds of WOM practices, and further a mode of operation that develops
workplace functioning in a way that concurrently promotes performance and the QWL.

5. Methodology
The paper uses empirical data to establish the effects of various practices and
development processes on performance and QWL. The material was compiled in
1996-2005 within the Workplace Development Programme. The analyses utilize
self-assessment data and a background information questionnaire from development
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projects supported by the Programme. The self-assessments were collected at the end
of each project, from both management and staff and also from experts used in the
project concerned. At the time of writing, 470 organizational development projects has
ended, with a potential of 1,410 answers. The material comprises a total of 1,113
responses from 409 projects with the response rate of 81 per cent. The replies from the
various groups are equally divided (management N ¼ 379, staff N ¼ 361 and experts
N ¼ 373).

The self-assessment form has been used to clarify the impact of projects on
performance and QWL and on employment, and to assess fulfilment of the
development project overall. The background information form has been used to judge
how well the project’s objectives were met. A form comprising 20 objectives was used
for every project, and was filled in by representatives of the Workplace Development
Programme project team when each project began.

6. Results
This section first defines the criteria used to measure performance and QWL.
Thereafter, the findings are examined largely by comparing two extreme project
groups:

(1) those in which performance and the QWL both improved at the same time; and

(2) projects in which the impact on both performance and QWL was poorer, as
assessed by management and staff.

In addition, a study is made of links between these groups and employment and
number of practices, links between practices, and the groups’ links with the
development process.

6.1 Breakdown of the development projects based on their impact on performance
and QWL
How concepts are defined plays a crucial role in measuring their impact on
performance and QWL. In this paper, factor analysis was utilized to formulate the
measurement criteria (Table II). In the self-assessment questionnaire, respondents were

Factors
1 2

Impact of project on Performance Quality of working life

Work productivity 0.607
Quality of goods or services 0.756
Quality of operations 0.605
Flexible customer service 0.637
Smoothness of operations 0.560
Team-like working methods 0.533
Cooperation between management and staff 0.548
Social relations in the workplace 0.777
Development of vocational skills 0.361
Mental wellbeing 0.599

Note: Rotation method: varimax, maximum likelihood

Table II.
Rotated factor matrix
of performance and QWL
variables
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asked five multiple-choice questions to establish how the project had affected
productivity and QWL factors (1 ¼ definitely deteriorated – 5 ¼ definitely improved).
The first factor comprised elements measuring performance:

. productivity of work;

. quality of goods and services;

. quality of operations;

. flexible customer service; and

. smoothness of operations.

Overall, the coefficient of reliability, i.e. the Cronbach alpha, was a high 0.815.
Similarly, the QWL indicator comprised the following variables:

. cooperation between management and staff;

. team-like working methods;

. social relations;

. mental wellbeing; and

. development of vocational skills.

Here, the Cronbach alpha was 0.777. The factors were loaded in a similar manner in the
tests on different personnel groupings and in different sectors.

In the analysis, the projects were divided into three groups, according to the results.
The first group included projects showing concurrent improvements in performance
and QWL. Those projects in which management and staff gave positive assessments
for both factors, i.e. the “best”, were allocated to this group. The criterion was that
distinct improvements had to have taken place in both performance and QWL, i.e. the
results had to be at least as high as 3.5 (on a scale of 1 to 5). There were 152 of these
projects in all. The other group comprised projects in which both management and
staff assessed the impact as poor, or even worse than before, for both factors (,3.5),
i.e. the “poorest” projects. There were 31 such projects. The third group comprised all
the remaining projects, in which only either performance or QWL had improved, or in
which management and staff assessed the results differently (“middle” group).

6.2 Characteristics of the groups and link between practices and concurrent
improvement in both performance and QWL
The averages for performance and the QWL in the three groups differed to a
statistically significant degree (Table III). In the “best” group, the average for both
performance and QWL was higher than in the other two groups. The correlation

Performance Quality of working life Employment (1-6) No. of objectives

I Best 4.04 4.17 4.05 4.00
II Poorest 3.50 3.59 3.61 3.65
III Middle 3.80 3.86 3.92 3.63
F 82.654 * * 89.006 * * 7.347 * 15.009 * *

Notes: Significance at * , 0.05, * * , 0.001; ANOVA

Table III.
Breakdown

of performance, QWL,
employment and number
of objectives in the three

groups
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between performance and QWL was also higher in the “best” group (correlation
coefficient r ¼ 0.452 * *) than in the “poor” group (r ¼ 0.325 *).

In examining the link with employment in all the groups, it was observed that a
positive employment trend over the long-term was linked with a concurrent
improvement in performance and QWL (1 ¼ number of jobs decreases greatly,
2 ¼ decreases somewhat, 3 ¼ no impact, 4 ¼ safeguards present jobs, 5 ¼ increases
somewhat and 6 ¼ increases greatly). In the “best” group, about 30 per cent of
respondents assessed that employment had improved over the long-term, compared
with only 13 per cent in the “poor” group. This was an extremely significant statistical
difference. On the other hand, there was no statistical difference for employment
between the “best” (4.05) and “middle” (3.92) groups.

The next analysis concerned the link between number of objectives and impacts in
the three groups. The findings indicated that the number of objectives was somewhat
higher in projects showing improvements in both performance and QWL. Statistically,
the difference compared with the other groups was very significant.

A more detailed analysis was then made of the breakdown of objectives in the
“best” and “poorest” groups. This only applied to the projects in the second period of
the programme (N ¼ 226 projects), as the objectives were grouped slightly differently
in the first period. Table IV lists the objectives stated:

. more frequently; and

. equally frequently for the two groups.

I Best (N ¼ 85 projects)
Improved both performance and QWL
(plus employment)

II Poorest (N ¼ 15 projects)
Poorest impact on performance and QWL

Objectives more frequently
Teamwork * * * Working processes * * *

Strategic leadership * Organizational structure *

HRM * Smooth functioning of work community * * *

Working capacity and coping * * * Environmental issues * * *

Pay *

Development related to ageing workers * *

External networking * * *

Customer service * *

Objectives equally frequently
Working methods Working methods
Working climate Working climate
Working hours Working hours
Multiskilling Multiskilling
Development skills Development skills
Remote work Remote work
Equality Equality
Developing the mode of operation required
by new technology

Developing the mode of operation required
by new technology

Notes: Significance at * , 0.10, * * , 0.050, * * * , 0.001

Table IV.
Breakdown of practices
in the development
projects to promote
performance and QWL in
the “best” and “poorest”
groups
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The findings show which development objectives are related to both performance and the
QWL. The practices linked with improvements in both performance and QWL in the
“best” group were teamwork, leadership, working capacity and coping, pay, development
for ageing workers, quality work, customer service and matters related to external
networking. There were fewer objectives in the “poorest” group, and the objectives there
were more frequently development of working processes, organizational structure and
smooth functioning of the workplace community, together with environmental issues. The
findings derive from a mean test (t-test) between the groups.

Next, the relationships between practices were studied using factor and correlation
analysis. Factor analysis did not yield any clear results, while correlation analysis
indicated links between certain objectives. However, most of the objectives did not
correlate with any others, and were “independent” practices, the most pronounced
being:

. remote work;

. equality;

. organizational structure;

. teamwork;

. developing the mode of operation required by new technology;

. smooth functioning of the work community; and

. quality systems.

The practices that did correlate were:
. management (strategic leadership and HRM r ¼ 0.310);
. boosting of skills (multiskilling and development skills) (r ¼ 0.210); and
. networking (external networking and customer service) (r ¼ 0.293).

Some practices correlated with several others but did not form clear units. The following
are some examples of these and of the correlations between practices. Working
processes correlated with working methods (r ¼ 0.159), multiskilling (r ¼ 0.108), and
environmental (r ¼ 0.162) and quality systems (r ¼ 0.129). Development related to
ageing workers correlated with multiskilling and working hours (r ¼ 0.193). Pay
correlated with working hours (r ¼ 216) and teamwork (r ¼ 0.196). Working processes
and methods correlated with each other (r ¼ 0.178). Working methods also correlated
with working climate (r ¼ 0.204).

6.3 Link between a development process and concurrent improvement in performance
and the QWL
Implementation of a development process was examined using six dimensions:
initiators, participation, internal collaboration, project skills, contribution of experts
and external networking. The analysis continued to use two extreme groups (“best”
and “poorest”) formed from the overall data (N ¼ 409 projects). The analysis method
used was the mean test (t-test), except in the case of “initiators”, where cross-tabling
was used. The main findings are shown in Table V.

The findings indicate clear differences between the two extreme groups in
implementation of the development process. In both groups the initiator was usually
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the top management, followed by middle or shop-floor management, experts and
personnel representatives. By contrast, the personnel themselves only acted as initiator
in the “best” group. The findings for participation show that participation by
management, personnel and experts in project planning and implementation was
stronger in the group which improved both performance and QWL. They also indicate
that there was more internal collaboration in the “best” group while the project was
taking place and greater satisfaction with the experts used and methods adopted, the
objectives were achieved better, the project kept to timetable, and external networking
was more active than in the comparison group. No statistical differences were found
between the groups vis-à-vis keeping to cost estimate.

7. Conclusions
This paper has examined concurrent improvements in performance and the QWL
achieved by means of a development process supporting WOM practices and their
application. The results indicate that performance and the QWL can be improved
concurrently, and using the same workplace practices. So, there is no need to execute
separate projects for improving one or the other. The results are consistent with the
earlier study by Appelbaum et al. (2000) who have also been able to show the direct
impact of practices on positive outcomes in performance and in some QWL factors.

Second, the systemic application of WOM practices is positively related to
simultaneous improvement, even though it was not possible to separate any clear
clustering between the various practices that could be generalized. Rather, it seems
that combinations vary from workplace to workplace depending on their needs and

I Best (N ¼ 152 projects) II Poorest (N ¼ 31 projects)
Improved both performance and QWL Poorest impact on performance and QWL

Initiators
Mainly top management (55%), but also middle
management, personnel representative,
personnel and expert

Mainly top management (57%), but also middle
management, personnel representative, expert –
never the personnel

Participation in planning and implementation
Strongest participation by top management * *,
personnel * * and experts *

Participation by the different parties poorer than
average

Internal collaboration
Internal collaboration mainly between
management and personnel * *, management and
experts * *, and personnel and experts * * *

Less than average collaboration between the
different parties

Project skills
Project objectives * * * achieved better, kept to
timetable * * * better

Project objectives and timetabling more poorly
achieved, but cost estimate kept to as well as in
“best” group

Experts
Greater satisfaction with research, training and
development methods * * * used by experts

Action and methods of experts not felt to be so
successful

Networking
More interaction with other workplaces * * * and
experts * *

Little contact outside the workplace

Notes: Significance at * , 0.10, * * , 0.050, * * * , 0.001

Table V.
Differences
in implementation
of development projects
between the groups
ranked “best” and
“poorest” for performance
and the QWL
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past development. The results are supported by the earlier studies (Appelbaum et al.,
2000; Kalmi and Kauhanen, 2008; Pettigrew and Whittington, 2003) which show that
applying several practices in a complementary way is usually more effective than
single practices. The projects in which performance and the QWL improved
concurrently developed a variety of practices, such as teamwork, leadership, working
capacity and coping, pay, customer service, quality systems, external networking and
practices related to ageing workers.

Virkkunen et al. (2007) speak of the importance of developing the whole operating
concept in which the work organization is examined as a functional system. This is
because the various parts of the functional system may operate at different times
during the historical process, causing disturbances and coordination problems. It is
important not to limit development work too narrowly, but to look for development
needs elsewhere in the organization, too. For example, the application of teamwork
does not necessarily improve productivity, if it is not supported with a related
management and incentive systems. If the aim is to achieve concurrent improvements
in both performance and the QWL, the solution may then be to develop an operating
concept that is completely new and affects the various component parts more
comprehensively and all at one time. In terms of a European broad-based innovation
policy, this might mean developing technology as well as WOM practices. A
development approach aiming to improve both performance and the QWL might also
act as a solution-oriented starting point for new kinds of operating concepts in which
work organizations are developed side by side with technology?

Considering the nature of development process: broad participation (internal and
external), collaborative orientation and good project management skills predicted best
the positive outcomes. A broad development coalition, including both internal and
external participation, enables more critical and reflexive approach towards the
practices and development methods in question. This way the quality and the
acceptance and commitment to the practices can be improved. The result is supported
both by the high-involvement literature (Godard, 2004) and more recent innovation
research (Hargadon, 2003; Chesbrough, 2002), while the first one is concerned with the
internal participation and the second one with the external participation as a source for
innovative practices. This study shows that these both approaches are needed in order to
promote sustainable WOM practices. Ramstad (2008) has suggested that in the future
there is a need for more intensive discussion between organizational development and
innovation literature that can open up new ideas and approaches to the comprehensive
and innovation-oriented development of workplaces.

Finally, there are some elements of uncertainty among the results that should be
pointed out to the reader. First, the analytical findings have not at this stage been
examined separately for the different sectors of business and industry, so one cannot be
completely sure that there are no differences between them. This analysis concentrates
on establishing whether the views of management and staff about performance and
QWL concur. Second, the findings are based on the subjective opinions of the
participants. However, a study by Wall et al. (2004) indicates that subjective and
objective judgements of workplace performance capacity correlate positively and thus
largely measure the same thing. The reliability of the self-assessment method is also
increased by the fact that responses were obtained from most of the parties involved.
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