VoLUME No. 3(2013), I ssue No. 08 (AuGUST) | SSN 2231-4245

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE, ECONOMICS & 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, PolandlifilCNVAIUEIoNSI00 &number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 2718 Cities in 161 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. 08 (AuGUST)

| SSN 2231-4245

CONTENTS

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

1. |A STUDY OF VOCATIONAL MATURITY OF COMMERCE STREAM ADOLESCENT STUDENTS IN RELATION TO PERSONALITY AND ACADEMIC| 1
ACHIEVEMENT
DR. SIMRAN KAUR SANDHU & VANDANA AGGARWAL

2. | ASTUDY OF GREEN CONSUMERISM AND FACTORS INFLUENCING GREEN PURCHASING BEHAVIOUR 4
VIJAY PRAKASH ANAND

3. | BANK RISK MANAGEMENT AND ROLE OF RESERVE BANK OF INDIA-A STUDY 8
DR. GIRISH KUMAR PAINOLI & DR. G. S. GAUD

4. | EFFECTS OF HUMAN-WILDLIFE CONFLICT ON FOOD SECURITY: A CASE OF KWALE COUNTY, KENYA 11
HASSAN, MOHAMED KEINAN & MOSES. M. OTIENO

5. | COST OF CAPITAL, CAPITAL STRUCTURE AND VALUE OF FIRM 18
DR. H. J. GHOSH ROY, DR. A. S. BOORA, DR. GARIMA DALAL & DR. SONIA

6. | ACONCEPTUAL STUDY ON BLUE OCEAN STRATEGY 26
N. SANTOSH KUMAR & DR. M. K. PURUSHOTHAMA

7. | ASTUDY ON THE INFLUENCE OF ORGANIZATIONAL CULTURE ON EMPLOYEE WORK BEHAVIOR IN NESTLE, CHENNAI, INDIA 29
S.SUSENDIRAN & DR. T. VETRIVEL

8. | ORIENTATIONS: A CAPACITY BUILDING TOOL FOR IMPROVING KNOWLEDGE AND PERCEPTION OF HEALTH WORKERS REGARDING NON SCALPEL | 33
VASECTOMY
DR. RAKESH MEHRA, CHANDER PAL THAKUR, SWATI MAHAPATRA, CHAHAT NARULA & DR. TAPAN JYOTI KALITA

9. | WILLINGNESS TO PAY FOR TANK MAINTENANCE: A STUDY ON TANK IRRIGATION IN THE DRY ZONES OF WEST BENGAL IN INDIA 37
SEBAK KUMAR JANA

10. | MGNREGA: A BOON TO RURAL WOMEN IN HIMACHAL PRADESH 40
DR. SATINDER SINGH RANDHAWA

11. | EXAMINATION AS A DETERRENT: A CASE STUDY ON EXAMINATION PHOBIA AMONG HIGHER AND SENIOR SECONDARY LEVEL STUDENTS OF | 45
MORADABAD CITY
DR. CHANCHAL CHAWLA, DR. SONIA GUPTA & TUSHAR MAHAJAN

12. | SOCIO-ECONOMIC SEGMENTATION OF THE HOUSEHOLDS OF AUTO RICKSHAW OWNERS: A CASE STUDY OF TRIPURA 50
MANISH DAS & NIRMALYA DEBNATH

13. | ASTUDY ON THE ROLE OF PERFORMANCE AND IMAGE OUTCOME EXPECTATIONS ON INNOVATIVE BEHAVIOUR IN THE WORKPLACE 56
DEEPAK BABU & SIBY JOSE

14. | MEASURING STUDENTS' EMOTIONAL INTELLIGENCE IN PUBLIC UNIVERSITIES: A CASE ON OMAN AND BAHRAIN 64
SUHAILA E. ALHASHEMI

15. | DETERMINANTS OF FOREIGN DIRECT INVESTMENT INFLOWS INTO INDIA: A FACTOR ANALYSIS 76
DR. S. JAYARAJ & ADEWALE ADENIYI-KIE

16. | A CRITICALITY TESTING ON HUMAN RESOURCE AND TOTAL QUALITY MANAGEMENT FACTORS IN HIGHER EDUCATION: A PERSPECTIVE FROM | 83
INDIA
MEETA MANDAVIYA

17. | OPERATIONAL IMPLICATIONS OF RECRUITING LESS THAN THE REQUIRED — A CASE OF GSRTC 87
DR. MEHUL G. THAKKAR

18. | FOREIGN POLICY OF INDIA AND THE STATE OF SIKKIM: WITH SPECIAL REFERENCE OF TRANS-NATIONAL BOUNDARIES IN NATHULA REGION 92
DHANRAJ RAI

19. | REGULATING NATIONAL HIGHWAYS IN LIGHT OF THE CHANGING SCENARIO 96
ABHINAB GHOSH

20. | THE STUDY OF RELATIONSHIP BETWEEN EARNINGS MANAGEMENT AND THE ISSUANCE OF BONDS AND RENT EXCHANGE IN COMPANIES LISTED | 98
IN CAPITAL MARKET OF IRAN
SEYYED SAEB MOUSAVI & MOHAMMAD REZA POURALI

21. | ACRITICAL EVALUATION OF WOMEN LEADERS OF CIVIL SERVICE ORGANIZATIONS IN AMHARA REGION, ETHIOPIA 103
GASHAW MOGES YIMER

22. | IMPACT OF PUBLIC DISTRIBUTION SYSTEM ON FOOD SECURITY OF RURAL AND URBAN POOR 109
SAWALE SANGHARSHA BALIRAM

23. | RELATIONS BETWEEN THE COOPERATIVE AND SOCIALIST MOVEMENTS IN THE FORMATIVE YEARS 113
VINCENT DODOO

24. | BALANCE OF PAYMENTS CONSTRAINT GROWTH: AN ARDL APPROACH 118
ASLI SEDA BILMAN & MEHMET CETIN

25. | POTATO PRICING: A SOLEMN DILEMMA FACED BY THE FARMERS OF BANGLADESH 126
ABDULLAH ISHAK KHAN, FARZANA AFROZ & MOHAMMAD MOHIUDDIN

26. | THE ROLE OF NON-GOVERNMENTAL ORGANIZATIONS (NGOS) IN SOCIAL DEVELOPMENT 133
ANILKUMAR B KOTE

27. | EXPORT OF INDIAN AGRICULTURAL PRODUCTS: PRE AND AFTER TRADE REFORMS 138
PREETI SHARMA

28. | TRENDS IN AGRICULTURAL WAGES: AN INTER-DIVISIONAL ANALYSIS IN CHITTOOR DISTRICT OF ANDHRA PRADESH 146
DR. E. LOKANADHA REDDY

29. | TOTAL QUALITY MANAGEMENT: AN EMPIRICAL INVESTIGATION OF ISO CERTIFIED COMPANIES IN HYDERABAD 155
P. AVINASH GOYAL

30. | AN EMPIRICAL ANALYSIS OF CONTRIBUTION PENSION SCHEME ON RETIREES’ BENEFITS IN NIGERIA 158
OLAOYE CLEMENT OLATUNJI & OLOLA OLAYEYE ADUWO

165

REQUEST FOR FEEDBACK

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & 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. 08 (AuGUST) | SSN 2231-4245

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. BHAVET
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. M. N. SHARMA
Chairman, M.B.A., HaryanaCollege of Technology & Management, Kaithal

PROF. S. L. MAHANDRU

Principal (Retd.), MaharajaAgrasenCollege, Jagadhri

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

CO-EDITOR,
DR. SAMBHAYV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

EDITORIAL ADVISORY BOARD
DR. RAJESH MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia
PROF. SIKANDER KUMAR
Chairman, Department of Economics, HimachalPradeshUniversity, Shimla, Himachal Pradesh
PROF. SANJIV MITTAL
UniversitySchool of Management Studies, GuruGobindSinghl. P. University, Delhi
PROF. RAJENDER GUPTA
Convener, Board of Studies in Economics, University of Jammu, Jammu

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & 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. 08 (AuGUST) | SSN 2231-4245
PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. S. P. TIWARI
Head, Department of Economics & Rural Development, Dr. Ram Manohar Lohia Avadh University, Faizabad
DR. ANIL CHANDHOK
Professor, Faculty of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana
DR. ASHOK KUMAR CHAUHAN
Reader, Department of Economics, KurukshetraUniversity, Kurukshetra
DR. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad
DR. VIVEK CHAWLA
Associate Professor, Kurukshetra University, Kurukshetra
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga

ASSOCIATE EDITORS
PROF. ABHAY BANSAL
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida
PARVEEN KHURANA
Associate Professor, MukandLalNationalCollege, Yamuna Nagar
SHASHI KHURANA
Associate Professor, S.M.S.KhalsaLubanaGirlsCollege, Barara, Ambala
SUNIL KUMAR KARWASRA
Principal, AakashCollege of Education, ChanderKalan, Tohana, Fatehabad
DR. VIKAS CHOUDHARY
Asst. Professor, N.I.T. (University), Kurukshetra

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 COMMERCE, ECONOMICS & 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. 08 (AuGUST) | SSN 2231-4245

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 COMMERCE, ECONOMICS & 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. 08 (AuGUST) | SSN 2231-4245

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

4 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

i 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 COMMERCE, ECONOMICS & 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. 08 (AuGUST) | SSN 2231-4245
A STUDY ON THE INFLUENCE OF ORGANIZATIONAL CULTURE ON EMPLOYEE WORK BEHAVIOR IN NESTLE,
CHENNAI, INDIA
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ABSTRACT

This research work tries to examine the influence of organisational culture on employee work behaviour and in this study try to ascertain the influence that
organisational culture has on employee work behaviour, and to formulate recommendations regarding organisational culture and employee work behaviour. The
objectives of studies were questioned (1) Does organisational culture have any influence on employee work behaviour? (2) In what way does organisational
culture affect employee work behaviour? (3) Does organisational culture affects organisational productivity? (4) Will a change in organisational culture affects
employee work behaviour? The study uses survey research method. Our respondents were selected by using stratified and simple random sampling techniques.
Primary data were collected through questionnaire. The findings of the study are revealed that a large number of respondents 84.0% of the respondents agree
that organisational culture influence employee work behaviour and 72.0% of the respondents agree that organisational culture is a determinant of productivity
level of the organisation. The 84.0% of the respondents agree that a change in culture will cause a change in employee work behaviour. In addition, the result of
the findings shows that organisational culture i.e. norms, artifacts, values, traditions, assumptions and belief influences employee work behaviour.

KEYWORDS

Employees, Employee Behaviour, Organizational Culture, Organizational Productivity.

INTRODUCTION
n organization is a collectivity with a relatively identifiable boundary, a normative order (rules), ranks of authority (hierarchy), communications system,
and membership coordinating systems (procedures); this collectivity exists, on a relatively continuous basis in an environment, and engages in activities
that are usually related to set of goals; the activities have outcomes formal organizational members, the organization itself, and for the society (Hall,
1999). The essence of organisations revolves around the development of shared meanings, beliefs, values and assumptions that guide and are reinforced by
organisational behaviour. Employees are important asset to the organisation.
They serve as human cap ital to the organisation. Organisations make use of their employees’ skills, knowledge and abilities in carrying out and fulfilling their
objectives. Culture is the environment that surrounds employees at work all of the time. Culture is a powerful element that shapes employees work enjoyment,
work relationships, and work processes. However, culture is something that one cannot actually see, except through its physical manifestations in work place.
The culture of the organisation should be developed to support continuous improvement, improve employees’ style of performing their job and thus develop
quality awareness. Organisational culture has influenced employee work behaviouras a result of the acceptable behaviours and attitudes to various jobs in the
organisation.
Organisational culture is a major determinant of an employee’s efficiency and effectiveness in carrying out their jobs. That is, organisational culture is one of the
major key determinants of how employees perform or behaves in his job. Academic interest in organisational culture is evidenced by the level of attention it has
received over the last few decades. The relationship between organisational culture and employee work behaviour has been the subject of abundant research in
several fields. While this topic is rich in studies, many researchers concur on the fact that there is no agreement on the precise nature of the relationship
between organisational culture and employee work behaviour.

LITERATURE REVIEW

Conceptual Framework of Organizational Culture the subject of organizational behavior has been studied from a variety of perspectives ranging from disciplines
such as anthropology and sociology, to the applied disciplines of organisational behaviour, management science, social sciences and organizational
communication. The study of organizational culture has been widely accepted and explained by different scholars but there is no one definition of organisational
culture that is generally accepted (Ojo, 2008).0rganizational culture permeates organisational life in such a way as to influence every aspect of the organization
(Hallett, 2003). Organisational culture also has effect on the productivity level of the organisation in the sense that it influences employee’s behaviour to work
and it is the input of the employees to the organisation that determines the organisational productivity level. It has been suggested that organizational culture
affects such outcomes as productivity, performance, commitment, self confidence, and ethical behaviour (Buchanan and Huczynski, 2004; Shani and Lau, 2005;
and Ojo, 2009). Organisational culture is one of the core determinants of every organization’s success as it influences employee work behaviour. Organisational
culture is one of the metaphors used for organisational analysis (Morgan, 1997). In this metaphor, the essence of organisation revolves around the development
of shared meanings, beliefs, norms, values and assumptions that guide and are reinforced by organisational behaviour. Organisational values are important
because they have effects on important individual and organisational outcomes. Organisational values are expected to produce higher levels of productivity
(Jehn, 1994; Hall, 1999), job satisfaction (Jehn 1994), and commitment (Pettinger, 2000).

Organisational values are also important because the fit between organisational and individual values affects important individual and organisational outcomes.
Values-fit has been shown to affect application decisions (Cableand Judge, 1996; Cable and Judge, 1997; Scott, 2000a), job satisfaction (Bretz and Judge, 1994),
and job tenure (Bretz and Judge, 1994; Ritchie, 2000).

Organisational culture has been seen as the pattern or way a given group has invented, discovered or developed in carrying out a particular task or solving a
particular problem or useful and effective in learning. This pattern must have worked well enough for the group to be considered valid and therefore must be
taught to new members or entrants as the correct way to perceive, think and feel in relation to those problems. Organisation culture is a set of values that help
organisational members know that which is acceptable and that which is unacceptable within the organisation (Ojo, 2010).
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DIMENSION OF ORGANISATIONAL CULTURE

Jones, Chine and Ryan (2006) in some compare active works published said that seven dimensions could be used to compare culture across organisations.e
Innovation and risk taking — willing to experiment, take risks, encourage innovation e Attention to detail — paying attention to being precise vs. saying its “good
enough for chopped salad” ¢ Outcome orientation — oriented to results vs. oriented to process  People orientation — degree of value and respect for people.
Are people considered unique talents, or is an engineer an engineer an engineer. ¢ Individual vs. Team orientation — are individuals most highly noted, or are
collective efforts e Aggressiveness — taking action, dealing with conflict Stability — openness to change Deal and Kennedy (1999) also identified four key
dimensions of culture:

1. Values — the beliefs that lie at the heart of the corporate culture. 2. Heroes— the people who embody values. 3. Rites and rituals — routines of interaction that
have strong symbolic qualities. 4. The culture network — the informal communication system or hidden hierarchy of power in the organization.

TYPES OF ORGANISATIONAL CULTURE
Handy (1993) identify four main types of culture to be found in organizations, which are summarised in Figure 1 below.
FOUR TYPES OF CULTURE IN ORGANISATIONS

Type Meta phor Characteristics

Power A web Control/power emanate from the centre; very political and entrepreneurial; resource power and Personal power predominate.
Culture This culture serves the figure head and the leader.

Role A Greek Classical structure; bureaucratic nature; roles more important than the people who fill them; position power predominates, and
Culture temple expert power tolerated. This culture serves the structure.

Task A net The focus is on completing the job; individuals’ expertise and contribution are highly valued; expert power predominates, but both
Culture personal and position power are important; the unifying force of the group is manifested in high level of collaboration.

Person A Cluster or A loose collection of individuals — usually professionals — sharing common facilities but pursuing own goals separately; power is
culture galaxy not really an issue, since members are experts in their own right. This type of culture serves the individual.

Source: Handy, 1993: Understanding Organizations.4thEdition, Penguin Business

Handy (1993) suggests that the culture within an organisation affects the way that it operates and its members behave. One type of culture is not necessarily
better than another; although one type of culture might be more appropriate than others in particular circumstances. For example, a role culture could be
appropriate when the organisation exists in a fairly stable environment. A role culture could have difficulty in adapting to change. In contrast, power culture or
task culture are probably more effective in conditions of change.

Management in an organisation might take the view that to be successful; the organization must be innovative, and continually look for new markets, new and
better products and improved processes. Innovation is often associated with the task culture. It can therefore be tempting for management to try to change the
culture of their organisation, so that it’s become more task-oriented. Cascio (2006) also outlined four types of organisational culture and termed them as
‘Organizational Ideologies’. These are: i. Power-oriented — competitive, responsive to personality rather than expertise ii. People-oriented — consensual, rejecting
management control iii. Task-oriented — with a focus on competency, dynamic iv. Role-oriented — with a focus on legality, legitimacy and bureaucracy

CONCEPT OF BEHAVIOUR

Behaviour is something psychologists have been trying to define for ages. Several theories have come up and each has been right in a way. But we still don’t
have an exact definition for human behaviour. We probably never will have one, because human beings change and each individual is different from one
another. It might be possible to have a few generalizations but the truth is that each one of us does things differently. The operant conditioning model is one
such model used to explain human behaviour.

Conditioning is a “systematic procedure through which associations and responses to specificstimuli are learned” (Hollinshead, Nicholls and Tailby, 2003).
Operant conditioning is defined as “a type of learning in which the desirable or undesirable consequences of behaviour determine whether the behaviour is
repeated” (Sorensen, 2002). It is also known as instrumental conditioning. The probability of an event occurring depends on its consequences. Much of the
research on the operant model was done by B. F. Skinner and E.L. Thorndike.

But the basic principle that governs operant conditioning is known as the law of effect. The law states that behaviours followed by desirable outcomes are more
likely to recurthan behaviours with unpleasant outcomes and vice versa. Rewards and punishments do affect ourhaviour.Shaping is an operant conditioning
procedure in which “closer and closer pproximations of the desired behaviours are reinforced, as a way of eventually producing the desired behaviour” (Osland,
Kold and Rubin 2001; McShane and vonGlinow, 2008).

METHODOLOGY

The survey research design was used in this study. Survey research design was chosen because the sampled elements and the variables that are being studied
are simply being observed as they are without making any attempt to control or manipulate them. The theoretical population of the study consists of the entire
workers of Nestle Chennai, India. For effective coverage and lower cost, stratified sampling technique was used to select the participating respondents.

The workers were stratified into junior, intermediate, and senior cadres. Thereafter, a total of 55 employees were selected using simple random sampling
method. However, only 50 out of 55 respondents returned filled questionnaire and were used for final analysis in this study. It is the believe of the researcher
that the sampled elements for the study have significant understanding of the concepts and terminologies used in the study and contained in the questionnaire
they completed. This premise was based on the educational background of the respondents in which only 8% of them have General Certificate of Education
“Ordinary Level” while the remaining 92% of the respondents possessed higher educational qualification. Primary data collected through the administration of
questionnaire were used for this study. The questionnaire was titled “Organisational Culture and Employee Work BehaviourQuestionnaire” One important way
of ensuring that we have used the right instrument and have taken correct measurement is that our outcome must be in consonance with two major criteria for
measuring quality known as validity and reliability (Ojo, 2003).

To ensure the validity and reliability of the questionnaire used for the study, even number of experts were consulted to look at the questionnaire items in
relation to its ability to achieve the stated objectives of the research, level of coverage, comprehensibility, logicality and suitability for prospective respondents.
Data collected from the questionnaire were analysed, summarised, and interpreted accordingly with the aid of descriptive statistical techniques such as total
score and simple percentage. Chi-square was used to measure the discrepancies existing between the observed and expected frequency and to proof the level
of significance in testing stated hypotheses.

ANALYSIS AND DISCUSSIONS

n this section we shall be concerned with two things; hypotheses testing and discussion of results. There are various statistical tools that can be use for testing of
hypotheses but this research work will be limited to the use of chi-square (x2) statistical tool.

HYPOTHESIS 1

HO

Organisational culture has no significant influence on employee work behaviour

H1

Organisational culture has a significant influence on employee work behaviour
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TABLE 11: ORGANISATIONAL CULTURE INFLUENCES EMPLOYEE WORK BEHAVIOUR

Particular Observed(0O) | Expected (E) | Residual (0-E) | (O-E)2
2
Strongly Disagree | 2 10.0 -8 64.0
Disagree 2 10.0 -8 64.0
Undecided 4 10.0 -6 36.0
Agree 27 10.0 17.0 289.0
Strongly Agree 15 10.0 5.0 25.0
Total 50
Source: Primary Data
TEST STATISTICS
Particular organizational culture influences employee work behaviour
Chi-Square (a) | 47.800
Df 4
Sig. .000

0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 10.0.
Decision rule: Reject HO, where x2calculated is greater than x2tabulated, otherwise, accept H1
Calculated (x2) =5 (O —E)2=
E
478
10 =47.8
Degree of freedom “d.o.f”=n-1
Where n = number of rows
Therefore, d.of=5-1=4
Tabulated (x2) = At 0.05% level of significance, the tabulated value of x2 for 4 degrees of freedom is 9.488
Decision: Since the calculated x2is greater than the tabulated x2, we reject the null hypotheses (HO) and accept the alternative hypotheses (H1).
This indicates that organisational culture has a significant influence on employee work behaviour.
HYPOTHESIS 2
HO
Organisational culture has no significant influence on organisational productivity
H1
Organisational culture has a significant influence on organisational productivity

TABLE 12: ORGANISATIONAL CULTURE IS A MAJOR DETERMINANT OF ORGANISATIONAL PRODUCTIVITY

Particular Observed(O) | Expected (E) | Residual (0-E) | (O-E)2
2
Undecided 9 16.7 -7.7 59.29
Agree 24 16.7 7.3 53.29
Strongly Agree | 17 16.7 0.3 0.09
Total 50
Source: Primary Data
TEST STATISTICS

Particular organisational culture is a major determinant of organisational productivity

Chi-Square (a) | 6.760

Df 2

Sig. .034

a 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 16.7.
Decision rule: Reject HO, where x2
Calculated is greater than x2 tabulated, otherwise, accept H1.
Calculated (x2) =5(0O—E)2 =
E

112.67

16.7 =6.76
Degree of freedom “d.o.f”=n-1
Where n = number of rows
Therefore, d.o.f =3-1=2
Tabulated (x2 ) = At 0.05% level of significance, the tabulated value of x2for 2 degrees of freedom is 5.991
Decision: Since the calculated x2is greater than the tabulated x2, we reject the null hypotheses (HO) and accept the alternative hypotheses (H1).
This indicates that organisational culture is a major determinant of organisational productivity.
HYPOTHESIS 3
HO
A change in organisational culture will not cause a change in employee work behaviour
H1
A change in organisational culture will cause a change in employee work behaviour

TABLE 13: CHANGE IN ORGANISATIONAL CULTURE WILL CAUSE A CHANGE IN EMPLOYEE WORK BEHAVIOUR

Particular Observed(O) | Expected (E) | Residual (0-E) | (O-E)2
Disagree 3 12.5 -9.5 90.25
Undecided 5 12.5 -7.5 56.25
Agree 24 12.5 11.5 132.25
Strongly Agree | 18 12.5 5.5 30.25
Total 50

Source: Primary Data
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TEST STATISTICS

Particular change in organizational culture will cause a change in employee work behaviour
Chi-Square (a) | 24.720

Df 3

Sig. .000

Decision rule: Reject HO, where x2calculated is greater than x2tabulated, otherwise, accept
H1. Calculated (x2) = 3(0 — E)2

E
309
12.5 =24.72
Degree of freedom “d.o.f”=n-1
Where n = number of rows
Therefore, d.of=4-1=3
Tabulated (x2 ) = At 0.05% level of significance, the tabulated value of x 2for 3 degrees of freedom is 7.815
Decision: Since the calculated x2is greater than the tabulated x2, we reject the null hypotheses (HO) and accept the alternative hypotheses (H1).
This implies that a change in organisational culture will cause a change in employee work behaviour. Based on analysed data, the findings in this study include
the followings:
(i) A large number of respondents 84.0% of the respondents agree that organisational culture influence employee work behaviour. (ii) 72.0% of the respondents
agree that organisational culture is a determinant of productivity level of the organisation. (iii) 84.0% of the respondents agree that a change in culture will cause
a change in employee work behaviour. (iv) 54.0% of the respondents agree that organisational norm is a major determinant of organisational culture. (v)
Majority of the respondents (56.0%) agree that organizational artifact is a major factor of organisational culture.(vi) Organisational values influence employee
work performance as 50.0% of the respondents agree to this. (vii) Adequate motivational factors improve employee work behaviour. 46.0% of the respondents
agree to this. From the hypotheses tested, we are able to discover the following:
(i) In testing the first hypothesis, the calculated x2is greater than the tabulated x2, we therefore reject the null hypotheses (HO) and accept the alternative
hypotheses (H1). This indicates that organisational culture has a significant influence on employee work behaviour. .(ii)) When the second hypothesis was tested,
the calculated x2is greater than the tabulated x2, we therefore reject the null hypotheses (HO) and accept the alternative hypotheses (H1). This indicates that
organisational culture is a major determinant of organisational productivity. (iii) Finally, when the third hypothesis was tested it was also discovered that the
calculated x2is greater than the tabulated x2, we reject the null hypotheses (HO) and accept the alternative hypotheses (H1). This implies that a change in
organisational culture will cause a change in employee work behaviour.

CONCLUSION

In this study, the researcher tried to look at the analysis of the influence of organisational culture on employee work behaviour with evidence drawn from
Nestle, Chennai, India. Questionnaires were administered to respondents who are employees at Nestle, Chennai India. To find out their opinions and views
about organisational culture and its influence on employee work behaviour. The main focus of this study is to make recommendations that will help
managements to create, maintain, sustain and otherwise modify culture in a way that it will help improve employee work behaviour. The conclusions we can
deduce from the study among other things are that: (i) organisational culture influence employee work behaviour in the organisation. (ii) Organisational culture
is a determinant of the productivity level of the organisation in the sense that it influences employee’s behaviour to work and it is the input of the employees to
the organization that determines its productivity level. (iii) a change in organisational culture will lead to a change in employee work behaviour in the sense that
it is not what has been identified with the organisation from time past. Therefore, organisations should make the changes in their culture easy for their
employees to learn and adapt to. (iv) Organisational culture has a significant influence on employee work behaviour.
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