VoLUME No. 3(2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

INTERNATIONAL JOURNAL OF RESEARCH IN
COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A.,
Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)],
Index Copernicus Publishers Panel, Poland [t AlCNVAEINEIBHEI08 & number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 2980 Cities in 165 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

CONTENTS

No. TITLE & NAME OF THE AUTHOR (S) e

1. | APPLICATION OF SEMANTIC SIMILARITY USING ONTOLOGY FOR DOCUMENT COMPARISON 1
PALLAWI UNMESH BULAKH & DR. AJIT MORE

2. | ORGANISATIONAL CULTURE AMONG THE APPAREL MANUFACTURING AND EXPORTING ORGANISATIONS LOCATED IN TIRUPUR| 3
CLUSTER
DR. J. SHANTHILAKSHMI & S. GANESAN

3. |INDIAN CONSUMER BEHAVIOUR ON BRAND LOYALTY: SUBSTANCE STILL SCORES OVER STYLE 9
RIDDHI BISWAS

4. | ROLE OF TEACHERS IN QUALITY ASSURANCE IN INDIAN HIGHER EDUCATION 16
DR. ANIL CHANDHOK

5. | THE ROLE OF ENTREPRENEURS IN THE ECONOMIC DEVELOPMENT OF INDIA 19
DR. SAMBHAVNA GUPTA, DR. M.. K. GUPTA, DR. JASVEEN KAUR & DR. PRADEEP KUMAR AGGARWAL

6. | KEY PERFORMANCE INDICATORS TO EVALUATE SOFTWARE PROFESSIONALS 24
U. JEYASUTHARSAN & DR. N. RAJASEKAR

7. |HIGHER EDUCATION AND DEMOCRATIC IDEALS: DISRUPTIONS AND DIRECTIONS 29
DR. PAWAN KUMAR SHARMA

8. |BUYER BEHAVIOUR IN PURCHASING RESIDENTIAL FLATS IN CHENNAI CITY 32
DR. A. MOHAMED SALI, DR. K. SALEEM KHAN & |.NASEEMA

9. | UNDERSTANDING EURO-CRISIS: HOW DID IT OCCUR? 38
NEHA NAINWAL & ASHIS TARU DEB

10. | THE DYNAMICS OF GLOBAL STRATEGY AND STRATEGIC ALLIANCES IN INTERNATIONAL TRADE AND INVESTMENT 41
OMANKHANLEN ALEX EHIMARE & JOSHUA O. OGAGA-OGHENE

11. | GROWTH OF INDIAN FINANCIAL SECTOR: POLICIES AND PERFORMANCE ANALYSIS 48
PRIYANKA PANDEY & AMOGH TALAN

12. | ASTUDY ON HRD PRACTICES IN BANKING SECTOR 54
P.V.V.KUMAR & MEERAVALI SHAIK

13. | TO STUDY OCCUPATIONAL STRESS: AS A RELATIONAL STUDY ON SCHOOL TEACHERS 57
JAIBHAGWAN GUPTA

14. | DEVELOPMENT OF POWER SECTOR IN INDIA: A BIRD’S EYE-VIEW 60
DR. BHASKAR DASARIRAJU

15. | DEVELOPING A PARSER FOR SIMPLE PUNJABI SENTENCES 65
VIVEK AGGARWAL

16. | GREEN MARKETING: CONSUMERS’ ATTITUDES TOWARDS ECO-FRIENDLY PRODUCTS AND PURCHASE INTENTION IN PUNE 67
YOGESH RAUT

17. | ASTUDY ON CONSUMER BEHAVIOUR TOWARDS CELL PHONES 72
RAJESH KUMAR

18. | GROWTH MOVEMENT OF DEPOSITS IN OMKAR MAHILA SAHKARI CO-OPERATIVE SOCIETY LTD, PUNE 79
MEGHA MEHTA

19. | ASTUDY OF AWARENESS OF TAX PLANNING AMONGST SALARIED ASSESSEES 86
CA SHILPA VASANT BHIDE

20. | DATA PROTECTION IN CLOUD COMPUTING 89
CHENNA LAKSHMI

21. | AN OUTLOOK OF STRUCTURAL UNORGANISED UNEMPLOYMENT IN INDIA 93
JAI BHAGWAN GUPTA

22. | DATA HIDING TECHNIQUE FOR E-TENDERING USING STEGANOGRAPHY 96
MAHAVEER PRASAD TAWANIA, ABHISHEK DIDEL & SAURABH MAHESHWARI

23. | ANALYSIS ON AUDITING PRACTICES AND THEIR EFFECTS ON HUMAN RESOURCES: A CASE STUDY OF SELECTED FIRMS IN NAIROBI| 105
COUNTY
JANE DIANA IMALI KIGUMBA & KARIM OMIDO

24. | CORE BASED COMMUNICATION IN MULTICASTING 110
ASHOK KUMAR BHOI & BIJAYA KUMAR KHAMARI

25. | E-WASTE: A LATENT ECONOMIC POTENTIAL 119
SIDDHARTH RATHORE

26. | USE OF XBRL: AS E-TECHNOLOGY IN COMMERCE 123
NEHA JAISWAL

27. | E-FCOMMERCE IN INDIA - GROWTH & CHALLENGES: A THEORETICAL PERSPECTIVE 129
KARAN JOSHI

28. | FINANCIAL DERIVATIVES MARKET IN INDIA 132
ANSHIKA AGARWAL

29. | A STUDY INTO THE PROCESS OF OPEN TENDERING AND HOW IT INFLUENCES STRATEGIC ORGANIZATIONAL PERFORMANCE: A CASE | 142
STUDY OF KENYA POWER AND LIGHTING COMPANY
FASIKA BERHANU WOLDESELASSIE & KARIM OMIDO

30. | A TEXT READING SYSTEM FOR THE VISUALLY DISABLED 148
ARAVIND.S & ROSHNA.E
REQUEST FOR FEEDBACK & DISCLAIMER 151

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VOLUME No. 3 (2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

CHIEF PATRON

PROF. K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON
LATE SH. RAM BHAJAN AGGARWAL
Former State Minister for Home & Tourism, Government of Haryana
Former Vice-President, Dadri Education Society, Charkhi Dadri
Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,
DR. SAMBHAV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

ADVISORS
DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland
PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. S. L. MAHANDRU
Principal (Retd.), MaharajaAgrasenCollege, Jagadhri

EDITOR,

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

EDITORIAL ADVISORY BOARD
DR. RAJESH MODI
Faculty, YanbulndustrialCollege, Kingdom of Saudi Arabia
PROF. PARVEEN KUMAR
Director, M.C.A., Meerut Institute of Engineering & Technology, Meerut, U. P.
PROF. H. R. SHARMA
Director, Chhatarpati Shivaji Institute of Technology, Durg, C.G.
PROF. MANOHAR LAL
Director & Chairman, School of Information & Computer Sciences, I.G.N.O.U., New Delhi
PROF. ANIL K. SAINI
Chairperson (CRC), GuruGobindSinghl. P. University, Delhi
PROF. R. K. CHOUDHARY
Director, Asia Pacific Institute of Information Technology, Panipat

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VOLUME No. 3 (2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

DR. ASHWANI KUSH
Head, Computer Science, UniversityCollege, KurukshetraUniversity, Kurukshetra
DR. BHARAT BHUSHAN
Head, Department of Computer Science & Applications, GuruNanakKhalsaCollege, Yamunanagar
DR. VIJAYPAL SINGH DHAKA
Dean (Academics), Rajasthan Institute of Engineering & Technology, Jaipur
DR. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHINDER CHAND
Associate Professor, KurukshetraUniversity, Kurukshetra
DR. MOHENDER KUMAR GUPTA
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad
DR. SAMBHAV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga
DR. BHAVET
Faculty, Shree Ram Institute of Business & Management, Urjani

ASSOCIATE EDITORS

PROF. ABHAY BANSAL
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida
PROF. NAWAB ALI KHAN
Department of Commerce, AligarhMuslimUniversity, Aligarh, U.P.
ASHISH CHOPRA
Sr. Lecturer, Doon Valley Institute of Engineering & Technology, Karnal

TECHNICAL ADVISOR.

AMITA
Faculty, Government M. S., Mohali

FINANCIAL ADVISORS

DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

iv




VoLUME No. 3(2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the areas of
Computer Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking;
Economics; Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science;
Corporate Governance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting
Theory & Practice; Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic
Development; Economic History; Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial
Organization; International Economics & Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation;
Demography: Development Planning; Development Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public
Policy Economics; Real Estate; Regional Economics; Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax
Accounting; Advertising & Promotion Management; Management Information Systems (MIS); Business Law; Public Responsibility & Ethics;
Communication; Direct Marketing; E-Commerce; Global Business; Health Care Administration; Labour Relations & Human Resource Management;
Marketing Research; Marketing Theory & Applications; Non-Profit Organizations; Office Administration/Management; Operations Research/Statistics;
Organizational Behavior & Theory; Organizational Development; Production/Operations; International Relations; Human Rights & Duties; Public
Administration; Population Studies; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic
Management Policy; Technology/Innovation; Tourism & Hospitality; Transportation Distribution; Algorithms; Artificial Intelligence; Compilers &
Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer Graphics; Computer Organization & Architecture; Database
Structures & Systems; Discrete Structures; Internet; Management Information Systems; Modeling & Simulation; Neural Systems/Neural Networks;
Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal
Logic; Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format
after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1. COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)
DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ ' for possible publication in your journals.

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mentionthe following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

\"




VoLUME No. 3(2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered &self explained, and titles must be above the table/figure. Sources of
data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
o Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

. Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

4 Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

. ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.
WEBSITES
4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

Vi




VoLUME No. 3(2013), I ssue No. 12 (DECEMBER) | SSN 2231-1009
ORGANISATIONAL CULTURE AMONG THE APPAREL MANUFACTURING AND EXPORTING ORGANISATIONS
LOCATED IN TIRUPUR CLUSTER

DR. J. SHANTHILAKSHMI
ASST. PROFESSOR
SARDAR VALLBHBHAI PATEL INTERNATIONAL SCHOOL OF TEXTILES & MANAGEMENT
(AUTONOMOUS INSTITUTE, UNDER MINISTRY OF TEXTILES, GOVERNEMENT OF INDIA)
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S. GANESAN
DIRECTOR
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COIMBATORE

ABSTRACT

The Indian Textile industry occupies an important place in the economy of the country and its contribution to the industrial output, employment generation and
foreign exchange earnings is tremendous. Over the last two decades, Tirupur has emerged as a leading export cluster in knitwear and has established its presence
in Europe, US and in the Pacific. This cluster has grown as a highly linked cluster of units which together convert cotton to knitwear products. Individual units are
highly specialized at the manufacturing of fabric, dyeing, processing, knitting and export marketing. A business organisation can create a trust and strong
network relationship with suppliers, customers, and other organisations and the relationship is habitual and characterised by trust, open communication, and
joint problem solving. Organisational culture is the major distinguishing feature in successful business, the most important competitive advantage and a key
ingredient for the success. The sustained success of these firms has had less to do with market forces than company values; less to do with competitive
positioning than personal beliefs; less to do with resource advantages than vision. With this context an attempt was made to study the organizational culture
prevailing among the Apparel manufacturing and exporting organizations located in Tirupur using the Denison’s model.

KEYWORDS

Organizational Culture, Apparel Maufacturing and exporting organizations, Denison’s Model on organizational culture.

1. ORGANISATIONAL CULTURE- AN OVER VIEW
he business scenario world-wide, be it competitive or monopolistic, demands everyone in the business to formulate the strategies for their sustainability.
One of the most accepted views of experts for sustainability of the business is creating the customer base, by creating a kind of trust and strong network
for the business. The term culture is an ever-changing element and it is as old as mankind. Culture is normally understood as the shared values, norms,
rules and regulations among mankind. The evolution of civilisation has a greater contribution from the changes in the various aspects of culture. As the term
culture is as old as mankind, so is the term ‘business’ which is not an exception.
Edgar H. Schein (1984)" one of the renowned authors of organisational culture, describes it as a pattern of basic assumptions that a given group has invented,
discovered or developed in learning to cope with its problems of external adaptation and internal integration and that have worked well enough to be
considered to be valid and therefore to be taught to new members as the correct way to perceive, think and feel in relation to those problems. Cheng (1989)
assumed that organisational culture is a dominant factor affecting organisational members’ job attitudes and productivity. Strong organisational culture can
promise high satisfaction, commitment and performance among members.
Kathryn A. Baker’s’ review of organisational culture literature makes the following clear: (i) culture is essential for both successful organisational change and
maximising the value of human capital; (ii) culture management should become a critical management competency; and (iii) while the right culture may be a
necessary condition for organisational success, it is by no means a sufficient condition. Although all organisations have cultures, some appear to have stronger,
more deeply rooted cultures than others. Initially, a strong culture was conceptualised as a coherent set of beliefs, values, assumptions, and practices embraced
by most members of organisations. The emphasis was on: (i) the degree of consistency of beliefs, values, assumptions, and practices across organisational
members; and (ii) the pervasiveness of consistent beliefs, values, assumptions, and practices.
Organisational culture includes unspoken assumptions, beliefs, values and also visible behavioural norms. Organisational culture is influenced by a critical
environment which includes a set of assumptions, expectations, values, and norms shared by most of members in an organisation. The pattern of aroused
needs of a new member may be modified or shaped by the existing organisational culture and then the behaviour will be changed according to organisations. If
a person’s needs or patterns cannot be adapted to the existing organisational culture, then the person will be alienated in organisations. Leaders often shape
their organisations according to their assumptions about human nature. Most of the time the leader’s assumption may influence organisational culture
significantly.
Greatest numbers of research based suggestions have been implemented in organisational culture to bring organisational effectiveness which is ever expected
from the business. People working for organisations from the founder to the basic level employee have greater roles in creating, practicing and following the
values, norms, rules required for the business. The basic elements which make people to follow a certain culture would be trust, the way of relationship, the
structure of the relationship inside organisations, the need for knowledge or all of these elements.
The research by Michael et al. (2004)* explains that organisational culture represents the best available "lubricant” that permits Small and Medium-sized
Enterprises (SMEs) to function smoothly and effectively. One of the key factors that may influence SMEs information search, filtering and responsiveness is its
organisational culture. This indicates that organisational culture is not a term for only well structured and larger organisations and the best culture is required
for the development of SMEs also. This view gives a back bone idea for the present research to study the prevailing organisational culture in Apparel
Manufacturing and Exporting Organisations (AMEOs), since most of them located in Tirupur cluster are SMEs.

Edgar H. Schein (1984), ‘Coming to a New Awareness of Organisational Culture’, Sloan Management Review, 25 (2), p. 3.

Cheng Yin Cheong (1989), ‘Orgainsational Culture: Development of a Theoritical Frame Work for Organisational Research’, CUHK Education Journal, 17(2),
pp. 128-147.
3 Kathryn A. Baker, Chapter 11, Organisational Culture documented on 02.20.02.
Michael Stoica, Jianwen Liao and Harold Welsch (2004), ‘Organisational Culture and Patterns of Information Processing: The Case of Small and Medium-
Sized Enterprises’, Journal of Developmental Entrepreneurship, 9(3), pp. 251-266.
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Culture starts with leadership, is reinforced with the accumulated learning of the organisational members, and is a powerful set of forces that determine human
behaviour. An organisation’s culture goes deeper than the words used in its mission statement. Culture is the web of tacit understandings, boundaries, common
language, and shared expectations maintained over time by the members (Smith 2004).”

An important challenge for managers is to inculcate the most effective culture is for their organisation and, when necessary, how to change the organisational
culture effectively. Although all organisations have cultures, some appear to have stronger, more deeply rooted cultures than others. Initially, a strong culture
was conceptualised as a coherent set of beliefs, values, assumptions, and practices embraced by most members of the organisation. The emphasis was on: (i)
the degree of consistency of beliefs, values, assumptions, and practice across organisational members; and (ii) the pervasiveness of consistent beliefs, values,
assumptions, and practices. Many early proponents of organisational culture tended to assume that a strong, pervasive culture was beneficial to all
organisations because it fostered motivation, commitment, identity, solidarity, and sameness, which, in turn, facilitated internal integration and coordination.
Denison (2004)° noted that because of the dominant role of the founder, not only during the entrepreneurial period but also potentially through successive
stages, values and owner motivations are powerful cultural drivers. As founders are individuals and hold sometimes contradictory opinions and values, so these
are reflected in the companies they establish. This cultural uniqueness, if understood and nurtured, can be one of a corporation’s greatest advantages.
Ownership and control bring an element of freedom to families in business.

A thorough understanding of an organisation’s cultural character may be management’s last, best weapon. Many literatures clarify that cost, quality, technology,
product and process innovation, customer service, talent and brand are considered to be the key factors of the organisation’s competitive advantage. The less
obvious or less tangible factor which also contributes to the determination of competitive advantage is organisational culture. Culture is a major determinant of
productivity; it shapes organisational responses to external pressure and suppresses or enhances the cooperative effort level of the work force (Tom Davis and
Michal Landa 2001).” A culture is born and becomes embedded in the behaviours and actions of all the people connected with the organisation.

Culture of the organisation will enable the leaders to maximise the intellectual, attitudinal and behavioural capital that each employee owns and chooses to
share with the organisation. Darcy (2003)® said that the culture that leaders influence and build with their employees exerts a huge impact on what individuals
and teams achieve for their organisation. The culture of an organisation may be created in which all employees feel secure and the culture will sustain as an
asset of an organisation. Desired shift in the organisational culture may be caused by agreed upon vision, guiding principles and administrative practices and
policies.

Culture may not be defined in a very precise manner but it is very precious to feel and sense by the members of the organisation. Generally in society, culture
provides the guidance to human beings for their behaviours and greatly influences their decisions. The culture of an organisation is increasingly being viewed as
an important determinant of performance.

For most organisational writers, culture is a stable, conservative and resistant force that is likely to change only through management intervention. Cultural
reinterpretation can involve the reading of old meaning into new forms but it can also involve the retention of old forms that have been given new meanings. In
this regard socialisation can be seen as a process through which individuals contribute to cultural pattern maintenance as well as change (Mary and Vade Ven
2004).°

Eleni T. Stavrou et al. (2005)" say that the culture of the firm can be in three forms such as paternalistic, laissez-faire, participative or professional. In the
paternalistic business, relationships are managed hierarchically. The founder or other family leaders retain all authority to make decisions and the key
information about operations.

William (2005)™ proposed that in a strong and cohesive culture, the organisation’s core values are both intensely held and widely shared. This high intensity of
common beliefs makes it relatively easier to draw consensus among employees, to build a focus on important goals and objectives, to reduce potential conflicts,
to cultivate a learning environment, and to lower staff turnover. He and his co-authors also described culture as a set of values, beliefs, common understanding,
thinking and norms for behaviour that are shared by all members of a society. The unusual part of practicing cohesive culture in an organisation may make the
employees not to change with any kind of changes in the environment. He also feels that a strong culture could bind people together to form a defensive or non-
adaptive strategy, sometimes to the extent of being catastrophic and uncontrollable.

William proposed that a desired organisational culture is stable and flexible- stable in their vision, values and mission, but elastic in the structure and operations;
it should focus on both external adaptation and internal integration, adapting to the customer and market and satisfying to employees at the same time. Also
measuring the organisational culture may be a valuable tool to assess the prevailing culture and the required change in various levels. In short, measurement of
organisational culture can be a strategically important tool kit to develop the competitive advantage of an organisation.

Randel and Caroline (ND)*> warn that limited understanding of the cultural implication may lead to confusion about culture with disastrous results.
Organisational culture either promotes or inhibits the changes needed for a successful integration. Leaders who ignore organisational culture are likely to be
burnt by the organisational culture. Understanding of culture involves knowing the strengths, and weaknesses, anticipating the consequent dynamics, intelligent
choices for leveraging current capabilities as well as untapped capacities.

Cheng (1989)" in his article on development of theoretical frame work emphasises the definitions of Schein in1985 and Hellriegel and Slocum in 1974 as follows:
organisational climate and culture seems to be mainly a set of shared perceptions of behavioural norms and attributes of an organisation. Climate is a set of
overt, perceptible, and behavioural norms but culture may be multi-level including implicit assumptions, beliefs and values and also explicit behavioural norms.
In other words, organisational climate seems to be the overt part of organisational culture, partly reflecting the implicit assumptions, beliefs and values shared
among members. He assumed that organisational culture is a dominant factor affecting organisational members' job attitudes and productivity and that strong
organisational culture can promise high satisfaction, commitment and performance among members.

Cheng also viewed organisational culture as multi-level including implicit assumptions, beliefs and values and also explicit behavioural norms. Organisational
culture is a critical environmental influence, including a set of assumptions, expectations, values, and norms shared by most of the members in an organisation.
The pattern of aroused needs (or values system) of a new member may be modified or shaped by the existing organisational culture and then his/her behaviour
will be changed or 'socialised'. If his/her pattern of needs (or values) cannot be adapted to the existing culture, he/she will be alienated by the organisation.
Changes in organisational culture result in changes in behaviours of members. Leaders often shape their organisations according to their assumptions about
human nature. Since they have the largest power in organisations, their assumptions can influence organisational culture most.

Aiman L. Smith (2004), ‘What Do We Know about Developing and Sustaining a Culture of Innovation?’.

Daniel R. Denison, Colleen Lief and John L. Ward (2004), ‘Culture in Family-Owned Enterprises: Recognising and Leveraging Unique Strengths’, Family
Business Review, 17(1), pp. 58-70.

7 Tom Davis and Michael Landa (2001), ‘Changing Dynamics’, CMA Management.

Darcy Lynn Marc and Simon Far brother (2003), ‘Changing Organisation Culture: One Face at a Time’, Public Arrangement.

Mary Jo. Hatch and A. Vade Ven (2004), ‘Dynamics in Organisational Culture: New Direction in the Study of Organisational Change and Innovation
Processes’, Forthcoming in M.S. Poole, New York, Oxford University Press.

'  Eleni T. Stavrou, Tonia Kleanthous and Tassos Anastasiou (2005), Leadership Personality and Firm Culture During Hereditary Transitions in Family Firms,
Model Development and Empirical Investigation, Journal of Small Business Management , 43(2), pp. 187-206.

" william H. Mobley, Lena Wang and Kate Fang (2005), ‘Organisational Culture: Measuring and Developing it in Your Organisation’, China Organisational
Culture, Harvard Business Review, China, pp. 128-139.

lz Randell J. Alford and Caroline Fisher (ND), ‘Making the Merger Work’, Hand Book of Business Strategy.
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In organisations at times the culture may be understood by the visible slogans, languages, behaviours, even dress codes and the arrangement, the rituals but
these may not give the exact picture of the organisations. However, a deeper analysis and reflection of collective beliefs, values and assumptions of employees
of an organisation may help in understanding the culture in the organisation.

Culture starts with leadership, is reinforced with the accumulated learning of the organisational members, and is a powerful set of forces that determine human
behaviour. An organisation’s culture goes deeper than the words used in its mission statement. Culture is the web of tacit understandings, boundaries, common
language, and shared expectations maintained over time by the members (Smith 2004)."

A top executive who has too much power has been found to be a major source of organisational decline. A lack of trust also affects job satisfaction and the
organisational climate. An organisation’s ability to innovate and change is essential for its survival in a changing market environment. The lack of change and
innovation led to increasingly outdated product offerings and cost structures significantly above the competitive level. Carrying out change requires strong
leadership that can assert itself against resistance within the organisation. Standard fixed payment and tenure-based promotion systems provide further
employee security. Firms should thus limit their growth to an optimum rate.

2. TIRUPUR TEXTILE CLUSTER

The fragmented nature of Indian textile industry which comprises apparel manufacturing as a sector is the building blocks of the economy of the country. One of
the major clusters in India identified as highly potential for textile business, especially in earning foreign exchange, is Tirupur. Tirupur is a textile town where
commerce precedes everything and gain stems from its performance in technology and the quality of its macro-economic environment. It also derives much of
its ascent from improved perception of its public service. Buyers from 35 countries frequently visit this place regularly, and the industry can deliver customised
samples in less than 12 hours; half a million pieces in a matter of days. 56% of India's total knitwear exports come from this district.

The rich availability of raw materials, the strong entrepreneurial and personalised management, contributes to efficient management of negotiations and direct
control of operations causing cost effective competitiveness of the industry. Quick delivery and quality products add dimension to it’s prowess as a centre to
outsource excellent products. The industry structure of fragmented nature extends to manufacturing exporters, merchant exporters and job workers. These
factors give rise to external economies such as specialised suppliers of raw materials, components and machineries, sector specific skills etc. These favour the
emergence of specialised technical, administrative and financial services, create a conducive ground for the development of inter-firm cooperation and
specialisation. Also it leads to cooperation among public and private local institutions to promote local production, innovation and collective learning.

3. PRESENT STUDY

Many factors may contribute to the success of any business such as financial capital, human capital, technology, quality of products and customer satisfaction.
Organisational culture is one of the prominent factors which determine the success in the long run. Also, organisations located in a particular region are involved
in the similar product chain such as textile products have greater dependability on the others related business for example: suppliers, transporters, bankers,
customers, job workers and so on. One of the prominent factors which make all these business people to stay together is the trust and cooperation. A lot of
research attempted to study organisational culture in view of performance of organisations. This study aims to understand the organisational culture prevailing
among the apparel manufacturing and exporting organisations.

4. OBJECTIVE AND METHODOLOGY

To evaluate traits of organisational culture in AMEOs located in Tirupur District.

The current descriptive study aimed to describe the organizational culture collected the primary data required for the study relate to the profile of
entrepreneurs and managerial level employees, their age, experience, educational qualification and their opinion on organisational culture by them in their
organisations by questionnaire. The basic source of population for the study is Membership Directory of Apparel Export Promotion Council (AEPC). Two
stage sampling method was employed to arrive the sample size for the study. In the first stage, Organisations which have membership in both AEPC and Tirupur
Exporters Association (TEA) were chosen. Since TEA is an association as a result of cooperation of the exporters in the district, the members of this association
were taken for the study to ensure the reliability of data. According to the membership list of AEPC, 4461 small and medium enterprises have registered from
south India. This includes 1819 merchant exporters and 2642 manufacturing exporters. The manufacturing exporters include 1912 from Tirupur District. TEA has
totally 658 members including 307 manufacturing exporters have the membership in AEPC. 12% (37) of the manufacturing exporters from TEA were chosen.

It was attempted to select 12% of the AMEO in a systematic manner. This is done by selecting one in ten organisations from 307. When these organizations were
approached to collect the data, few hurdles such as unwillingness of the owners to provide the data and non-existence of few organisations (8 and 4
respectively) were experienced. Hence, for the present study samples were chosen in a random manner. In the second stage the representative sample size of
10% (225/2250) of entrepreneurs and managerial level employees were chosen from all 37 AMEO depending on the number of employees.

5. PROFILE OF AMEO

The AMEO included in the study varied among them as follows:

Among the 37 organisations taken for the study six organisations were in the field of manufacturing and exporting for more than 25 years, 20 of them were in
the business for more than 16 years. The study comprises 10 organisations who were into the business ranging from 6-15 years and only one organisation which
with less than five years of presence in business. Out of 37 organisations taken for the study 7 organisations have more than1000 employees working followed
by 11 organizations with 600-1000, 15 organizations havel00-500 employees and 4 of them have less than 100 employees working. Among the sample
organisations, 20 of them have registered their business under Partnership, 16 of them were registered under Sole Proprietorship and one organisation has
registered as Company. All the organisations are into the export business, 20 organisations had 0-5 customers,14 organisations manufacture the goods for 6-10
customers and 3 organisations have more than 10 customers who import their products to sell in the global Market.

These organisations taken for the study get the work done through job workers particularly during the seasonal orders. Among 37 organisations taken for the
study 8 of them have more than 30 job workers,3 work with 21-30 job workers, 17 of them get the work done by 11-20 job workers and 9 operate their business
with the help of at least 10. The organisations source the raw materials from varied number of suppliers. 16 of them source their raw materials from 20
suppliers, 13 depend on 21-30 suppliers and totally 8 depend on 40-60 and more than 60 suppliers for their raw materials.Among these organizations 17 of them
have transactions with at least 2 bankers and 20 of them have interactions with 2-3 bankers for their business transactions.

6. INSTRUMENT TO MEASURE ORGANISATIONAL CULTURE

Denison’s Model on organisational culture was taken for the study and the instrument was validated according to the Indian context. The Denison Model is the
result of fifteen years of research by Dr. Daniel Denison (1990)", on the link between organisational culture and bottom-line performance measures such as
return on investment, sales growth, quality, innovation and employee satisfaction. The model is the basis for two diagnostic surveys namely, organisational
culture Survey and the Leadership Development Survey, developed by Daniel R. Denison and William S. Neale which have been used by over 500 organisations
worldwide. The Denison Model used for the study measures four critical traits of organisation culture such as involvement, consistency, adaptability and
mission. Each of these traits is further broken down into three indices (for a total of 12).

" Aiman L. Smith (2004), ‘What Do We Know about Developing and Sustaining a Culture of Innovation?’.

1 Daniel R. Denison (1990) Corporate Culture and Orgnisational Effectiveness, New york, John wiley and sons.
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6.1 INVOLVEMENT

Empowerment, team orientation and capability development are considered by Denison as the indicators of the trait Involvement. Empowerment is individuals
who have the authority, initiative and ability to manage their own work. This creates a sense of ownership and responsibility toward organisations. Team
Orientation related with value is placed on working cooperatively toward common goals for which all employees feel mutually accountable. Organisations rely
on team effort to get the work done. Capability development is investing in the development of employees' skills in order to stay competitive and meet ongoing
business needs.

6.2 CONSISTENCY

Consistency is defining the values and systems that are the basis of a strong culture. The indices of consistency trait are: coordination and integration ,
agreement, core values. Coordination and integration are the two different functions and units of organisations are able to work together well to achieve
common goals. Agreement is that an organisation is able to reach agreement on critical issues. This includes both the underlying level of agreement and the
ability to reconcile differences when they occur. Core Values are the set of values shared by members of organisations which create a sense of identity and a
clear set of expectations.

6.3 ADAPTABILITY

Organisations hold a system of norms and beliefs that support organisation’s capacity to receive, interpret, and translate signals from its environment into
internal behavioural changes that increase its chances for survival, growth and development. Three aspects of adaptability impact an organisation's
effectiveness. First is creating change which is the ability of organisations to perceive and respond to the external environment. Successful organisations always
focus on their customers and their competitors. Second is customer focus of organisations which is the ability to respond to internal customers, regardless of
level, department or function. Third is organisational learning which is the capacity to restructure and re-institutionalise a set of behaviours and processes that
allow organisations to adapt. Without this ability to implement adaptive response, an organisation cannot be effective.

6.4 MISSION

According to Denison mission is defined as a meaningful long-term direction for organisations. Denison has found the indices of mission trait as strategic goals,
vision, strategic direction and intent which convey organisation’s purpose, make it clear how everyone can contribute and "make their mark" in the industry.
Goals and objectives can be linked to the mission, vision, and strategy, and provide everyone with a clear direction in their work. Vision refers to organisation’s
shared view of a desired future state. It embodies core values and captures the hearts and minds of organisations' people, while providing guidance and
direction.

7. ORGANISATIONAL CULTURE AMONG THE AMEO’S
7.1 ORGANISATIONAL CULTURE PRACTICED BY RESPONDENTS BASED ON AGE

TABLE 7.1: ANOVA ON AGE GROUP AND ORGANIZATIONAL CULTURE

Index Age group of respondents (Mean Values)

18 - 25 years | 26-35years | 36-45years | >46years | F Sig.
Involvement | 54.88 58.74 59.88 60.04 2.962 | 0.033
Consistency 50.64 56.76 57.99 58.93 7.136 | 0.000
Adaptability | 54.84 57.63 58.12 60.32 3.092 | 0.028
Mission 54.20 58.35 58.94 60.46 3.329 | 0.020

Table 7.1 shows that mean values are higher for all traits of organisational culture with the age group more than 46 years. This shows that these respondents
have more involvement, consistent pattern of working, adaptability and meaningful mission. The experience in the work place might have helped them to
understand the importance of following certain culture in organisations. However, the significant difference among mean values is tested by applying ANOVA. As
per the different age group categories of the managerial level employees, the test indicates statistically significant difference (p < 0.05). Hence, it is understood
that age is one of the factors that may differentiate the way in which organisational culture is practiced.

Above all, the present scenario of young managers with a tendency to apply different work practices might have indicated their less consistency of work pattern.
These young managers may be less involved in their job because they are yet to finalise their career choice. This leads to less adaptability to the demands of an
organisation from the external environment and less orientation towards mission of an organisation.

7.2 EDUCATIONAL QUALIFICATIONS OR RESPONDENTS AND ORGANISATIONAL CULTURE

TABLE 7.2: ANOVA ON EDUCATIONAL QUALIFICATIONS AND ORGANISATIONAL CULTURE

Index Educational Qualification of respondents (Mean Values)
School Level | Diploma | UG PG F Sig.
Involvement | 63.23 60.29 58.28 | 58.33 | 2.104 | 0.101
Consistency | 58.77 57.83 56.15 | 56.94 | 0.742 | 0.528
Adaptability | 61.69 59.37 57.13 | 57.43 | 2.566 | 0.055
Mission 61.92 58.31 57.96 | 58.36 | 1.006 | 0.391

Table 7.2 shows that mean values are higher for all traits of organisational culture with respondents who have school level education. However, these mean
values are tested by ANOVA to find the significant difference. Organisational culture based on the educational qualification indicates that p values are greater
than 0.05. Hence, there is no significant difference on organisational culture based on educational qualification among managerial level employees. This
indicates that practice of organisational culture has nothing to do with educational qualification and it is the fine human quality such as the acceptance rather
than understanding.

7.3 YEARS OF EXPERIENCE OF RESPONDENTS AND ORGANISATIONAL CULTURE

TABLE 7.3: ANOVA ON YEARS OF EXPERIENCE AND ORGANISATIONAL CULTURE

Index Experience of the Respondents (Mean Values)

<5years | 6-10years | 11-15years | 15-20years | >20years | F Sig.
Involvement | 55.34 58.46 62.08 59.78 59.32 5.064 | .001
Consistency 51.89 57.04 59.86 57.91 57.76 7.747 | .000
Adaptability | 54.64 57.54 60.28 57.65 59.21 5.091 | .001
Mission 54.74 58.46 60.66 58.00 59.95 4.359 | .002

Table 7.3 shows that mean values are higher for organisational culture among respondents who have 11-15 years of experience whereas those with less than 5
years of experience have less mean values for all traits. This shows that those who have 11-15 years of experience ultimately in their mid-career cycle may have
more involvement, and consistent pattern of working, adaptability and mission. This may be due to their understanding and the ability to learn in their work
places. Moreover, vast experience might have created a confidence in them to perform the job in a better way which ultimately made them to involve, adapt,
follow the constant work practices and have mission. However, the significant difference among mean values is tested by ANOVA. As per the analysis, there is a
statistically significant difference (p < 0.05) among respondents in practicing organisational culture.
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7. 4 EXPERIENCE IN THE PRESENT ORGANISATION OF RESPONDENTS AND ORGANISATIONAL CULTURE

TABLE 7. 4: ANOVA ON EXPERIENCE IN THE PRESENT ORGANISATION AND ORGANISATIONAL CULTURE

Index Organisational Experience of the Respondents (Mean Values)

<2vyears | 2-5years | 5-7 years | 7-10vyears | >10vyears | F Sig.
Involvement | 54.50 58.87 60.16 62.34 61.43 8.443 0.000
Consistency | 51.64 56.49 59.13 60.28 59.69 12.431 | 0.000
Adaptability | 54.64 55.87 59.60 61.56 60.54 10.677 | 0.000
Mission 54.29 57.42 60.62 61.47 60.89 8.290 0.000

The work experience in the present organisation may have the impact on organisational culture. Hence, ANOVA is performed to understand results based on
experience in the present organisation. Mean values of respondents who have 7 - 10 years of experience are higher among all other respondents with different
years of experience in the same organisation. This shows that there is a significant difference among the opinion on the organizational culture based on their
experience in the organisation.

7.5 DESIGNATION OF RESPONDENTS AND ORGANISATIONAL CULTURE

TABLE 7. 5: ANOVA ON DESIGNATIONS AND ORGANISATIONAL CULTURE

Index Organisational Experience of the Respondents (Mean Values)

Managing Directors | Marketing and Merchandising Managers | Production Managers | Administrative Managers | F Sig.
Involvement | 60.68 57.91 59.90 58.60 1.394 | 0.246
Consistency 58.46 56.60 55.98 56.63 0.739 | 0.530
Adaptability | 58.97 57.35 58.28 57.56 0.595 | 0.619
Mission 59.19 58.00 57.55 59.00 0.476 | 0.699

Table 7.5 investigates the difference in the practice of organisational culture among respondents based on designation using ANOVA. It is understood that there
is no difference with in the practice of organisational culture with various designations since p > 0.05. Designation may not be the criteria to understand and
practice the values in organisations or in the society. Many people without any definite designation and educational qualification lead a better life than
designated and educated people. Respondents also have proved that designation is not a criterion to practice a better organisational culture.

8. RESULTS

Respondents in the age group more than 46 years have more involvement, consistent pattern of working and adaptability. Experience in the work place might
have helped them to understand the importance of following certain culture in organisations. It is understood that age is one of the factors which may
differentiate the way in which organisational culture is perceived. There may be a possibility that less age group employees take more time to accustom
themselves with existing organisational practices. These practices may be new to them since most of them are directly from the educational institutions which
create the possibility of expectation gap in organisational practices. The young respondents may be in need of more time to involve and to be familiar with the
elderly respondents. Mean values are higher for all traits of organisational culture with respondents who have school level education. Organisational culture
based on the educational qualification does not show significant difference among the various education qualifications. This indicates that educational
qualification is not a criterion to follow the culture practices of organisations but it is only basic understanding of the practices. Values for organisations are
common to every one who creates organisations.

Respondents with 11-15 years of experience ultimately in their mid-career cycle may have more involvement, consistent pattern of working, adaptability and
mission. This may be due to their understanding and learning in their work places. The experience might have created a confidence in them to perform the job in
a better way which ultimately made them to involve, adapt, follow constant work practices and have mission.

The higher mean values for respondents with 11-15 years of experience indicate that they have significantly high involvement compared with respondents with
less than 5 years experience. The respondents of less years of experience ultimately may need some more time to be more involved in organisational practices.
They also have less mean values for all traits. Respondents less than 5 years of experience significantly differ in their opinion on consistency from all others. The
same respondents significantly differ in their opinion on adaptability and mission from respondents with experience of 11-15 years and more than 20 years.

Less mean values of responses from the less experienced category clearly indicate that they have less consistent work practices when compared with other
respondents. This may be due to the early career stage which may contribute to less consistent work practices due to non-settlement in their work place. The
respondents with the experience of employees of 11-15 years are ultimately in their mid-career cycle may have more involvement, consistent pattern of
working, adaptability and mission. The more experience might have created a confidence in to perform their job in a better way. The study indicates that
designation may not be the criteria to understand and practice values in organisations or in the society. Many people without a definite designation and
educational qualification lead a better life than well designated and educated people. Respondents also have proved that designation is not a criterion to a
better organisational culture.

9. CONCLUSION

Successful organisations have developed something special that supersedes corporate strategy, market presence, or technological advantages. They have found
the power that resides in developing and managing a unique corporate culture (Cameron and Quinn 1999).”® Organisational culture created primarily by the
initial founder of the firm may be based on the participation of management teams and it is developed consciously. Management teams also decide to improve
their company’s performance in systematic ways. Considering this view the study recommends that a better organisational culture according to the vision of the
founder may be inculcated in AMEOs by the top level management as it contributes largely to the sustainable development of the business. Though specific
cultural properties will vary from organisation to organisation, the principles used in determining the appropriateness of these properties are applicable across
organisations. Understanding of values and ideologies to be not only shared by organisation’s members but they must be communicated to new members. Itis a
fact that organisations located in a cluster contribute tremendously to the growth of the industry nation wide and particularly exports contributes to the
national income. Identifying the suitable culture and inculcating the same may help the organization for its constant presence in the business and gives an
unique identity to the cluster.
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