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ABSTRACT This paper nims at esiablishing linkage
between cultune, productivity and competitive advaniage.
The variables af productive work calture A COMm-
parstive study of two Indian firms has heen identified.
At ke end of this paper a mode] to ideniifly productivity
work culure resulting o higher productivity and thus
compelitive advaniage hae been presented. Tt is found
thai m Indian context the work eutbare induced with high
power distance, low ndividuslsm, low Ln'lm‘ln.'lﬂ'_lr avanl-
ance, high masculinity and low professionalism are highly
responsible for productive work environment.

INTRODUCTION

The economic competition is intensifying
across the globe. As firms compete in a global
environment, the need for integrating fundions
in organizations is bang felt more than ever. Firms
have realized that to sustain long-term competi-
tive advantages, business strategics have to be
iinked to the functional strategies.

The concept of generic strategics also has
implications for the roleof culiure in competitive
success, Culture has come to be viewed as an
important clement of a successful firm. Culture
can be defined as a set of norms and attitodes
that help shape an organization attempling to be
competitive. Different cultures are implied by
different generic strategies, [n a differentiation
stralegy a culture encouraging innovation, indi-
viduality and risk taking is most suitable while
cost leadership strategy may require a culture
encouraging frugality, discipline and attention
to detail. Culture can powerfully reinforce the
competitive advantage, a generic strategy secks
to achieve, if the culture is an appropriate one.
According (o Porter (1985), “there is no such
thing as a good or bad culture. Cultare is a mean
of achicving competitive advantage, not an end

initself"(p. 24),

The competitive strategies of firms have long
been based on the concept that there are various
wiys 1o compete and, therefore, a company must
have mechanisms io integrate its business strat-
egy across its functional arcas. Despite the un-
derlying logic of a stronger link between generic
strategics and the functional level ones, the ac-
tual evolution of functionally integrated strat-
egy has remained a slow process due o lack of
awareness of techniques available for develop-
ing and implementing generic strategies in tan-
demwith functional strategies,

In this paper linkage between culture, pro-
ductivity and competitive advantage has been
established. The paper identifies variables ol a
productive work culture through a comparative
study of two Indian firms and finally develops a
maodel to identify a productive work culture re-
sulting to higher productivity and thus competi-
tive advantage.

The world competitiveness formula that forms
the basis for assessing the competitiveness
among the countries defines competitiveness as
the ability to increase market share, profit and
growth in value added, and to stay competitive
for a long duration. As shown in Fig, 1, it fo-
cuses on the possession of factor inputs and the
process in which the inputs are transformed to
improve competitiveness, [t also indicates that
internationalization accelerates the competitive
process,

According to Ramasamy (1993), the world
competitiveness formula provides a framework
for coumiries and companies to focus their atien-
tion on the factor that affects competitiveness,
The firet half of the formula comprizes of com-
petitive assets. Traditionally, competitiveness
was viewed as being dependent on possession
of abundant natural resources and labour, This
theory of factory comparative advaniage rooted
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during 1800s to mid 1900s explained the growth
of western developed countries has now becoms
practically defunct. This theory is now unable
io explain the more recent economic performance
of many countries.

During the last four decades, Japan, Hong
Kong, Singapore, South Korea and Taiwan
achieved impressive economic growih of more
than 6% a year despite their dearth of commer-
cially exploitable resources. According to a study
done by Asia Week, Business Weekly, Singa-
pore is now 18" richest country in the world in
terms of per capita income adjusted for purchas-
ing power. Switzerland and Sweden have the high-
est nominal per capita incomes despite their small
and expensive pools of labour. The vital link be-
tween the possession of natural assets and com-
petitivenesé is the transformation of the natural
assets into competitive assets. This is achieved
through high productivity by optimizing the use
of the resources.

The second half of the formula comprises of
competitive processes. From the business point
of view, customization of product, and service, is
of vital importance of competitiveness. The con-
cept of business reengineering advocates the
idea of radically redesigning of transforming proc-
€58 50 a8 o achieve dramatic improvements in
performance. Essentially this means achieving
high productivity from a company’s business
PrOCESS,

In short, from both the viewpoints of asset
and processes, high productivity is vital for com-
petitiveness. The various facets of productivity
and competitiveness can now be integrated into
comprehensive framework showing their dynamic
linkages. Ramasamy (1993), has developed this
framework which is depicted in Figure 2. When
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assels and processes are efficiently managed and
transformed, high productivity is achieved. This
lowers the cost and producss products that meet
or even exceed customer requirement. The con-
sequence 15 greater competitiveness and larger
miarkei share. )

The canse-and-effect relationship is not uni-
directional, mnning from productivity 1o com-
petitiveness. Instead of static relationship, there
is in fact a dynamic feedback loop as greater com-
petitiveness leads to an ECOMOMIC pie
for distribution, At the national level, this take
the from of a high gross domestic product per
capita, made possible by a high productivity
fueled gross domestic product growth

A high gross domestic product per capita
enable higher and better standard of living for
the populace, the greater amount of wealth gen-
erated in the economy increases companies prof-
its, More profit leads to more investments in
assets with better processes and investment in
productivity measures to obiain best results from
them. The cunmlative effect leads to even greater
productivity growth and ultimately resulis in
greater competitiveness. Such a dynamic link
has been shown to be particularly strong for the
manufacturing sector.

It is now quite clear from the above discus-
sion that productivity is the key to competitive-
ness. InFig, 3, factor determining high produc-
tivity has been shown. Broadly the extent of
productivity achieved depends upon two major
factors. The first facior is capiial intensity, that
is the amount of capital (machinery, equipment
and physical facilities) available to each worker,
The second factor is quality of labour and capital
inputs and the efficiency with which they are
used or in other words it is the total factor

INTERNATIONALIZATION

AGGRESSIVENESS & ATTRACTIVENESS
Competitive Assets X Competitive Process = World Competitiveness

+ Infrastructure * Quality * Market Share
* Technology * Customization * Growth

* Finance * Speed * Profit

* People * Bervice * Duration

Sowrce: The World Competitiveness Report 1993,
Fig. 1. The World Competitiveness Formula
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Fig. 3. Dynamic Productivity Competitiveness Linkage

¥ ¥
Capital Intensity THP
f 'f
Education Capital Industrial Intensity Technical
And Structure Restrucluring of Progress
Training Demand

Fig. 3. Factors determining high produciiviiy

productivity, the magnitude of which is deter-

mined by the five major sources as follows:

i) Education and Training (Skill level of work
force)

ii) Capital structure (Amount of physical assets)

iii) Industrial restructuring (Value added activi-
ties)

iv) Intensity of demand (Capacity wtilization)

v) Technical progress (Advancement in knowl-
edge, innovation, qualitative improve-menis
lilke work cultnre)

When an economy matures, tolal factor
productivity will becoms the critical determinant
of productivity grow ., The “Law of diminishing
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return” states that a continuons infusion of capi-
tal bevomd a certain point will lead to decreasing
rate of contribution to productivity growth.
Hence for productivity to grow at a steady state
there must be an optimal capital labour ratio sup-
ported by improvements in TFF (total factor pro-
ductivity). 5o it can be summansed that TFP
growwth 15 the prime factor in improving total pro-
ductivity growth and competitive advantages.

NEED FOR A PRODUCTIVITY CULTURE

Productivity in general interpreted as the effi-
ciency with which output i produced by utiliz-
ing the inputs. It is usnally measured as a ratio
relating output to ong or more inputs,  Produc-
tivity has been examined lucidly by John. F.
Kennedy in following sentences, “Manpower is
the basic resonrces, It s indispensable means of
converting other resources to mankingd s use and
benefit. How well we develop and employ hu-
man skills is fundamental. In deciding how much
we will accomplish as a nation”.

It i= notable in this “guote” that human factor
is maninly responsible for utilization of all the other
factots which contribule towards productivity.
The mechanics of raising productivity does not
merely relate 1o technigques but is necessarily a
matter of proper motivation of human factors.

Productivity can be achieved primarily
through a committed attitude of mind which con-
tinually seeks to perceive, explore, discover, cre-
ate, pursue new frontiers for improvement, excel-
lence and resource gencration. Effective use of
productivity improvement is not only the indi-
vidual's efforts but is also a group endeavor. It
requires not only the skilled and motivated par-
ticipation of individuals but also an efficient co-
ordination of their inter linked activities, Effi-
ciency of co-ordination is possible only through
the willing and suitable co-operation of all the
participanis. “Realization of productivity objec-
tive calls for not only the competence of persons
but also their interpersonal competence,” as
stated by Argyris (1962).

Culture is the active cultivation of mind; it is
the means (like ideal, religions, national spirit etc,)
which carry process (activities) for development
of state of mind (a cultured person), The culture
nexus instruct us to develop systematic perspec-
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tives 1o explain and understand the pattern of
plansible variations in human attitudes, re-
sponses and decisions at work places. It again
drives us to conclude that managerial approach
i5 activity driven. The primary activities lead to
enaciment of other activities called the second
ary activitics and a series of these leads to rival-
ries, callousness, and competition and hence the
ongoing changes. The recognitions of “culiure
relativism” (Stoner & Freeman, 1994) in people’s
social and work values is a lever to the assamp-
tion that there exists a universal or “monolithic™
perception for management of human and organi-

Zatlons.

Productivity culture includes the following
basic ideas for productivity improvement,

1. Quality of management and a high level of
work competence, pride in excellence and
type of leadership and their attitude towards
their work force. (Ethacs of work)

2. A high innate sense of duty, responsibility
and co-operation in carrving out his task and
activities in and for well being of the organi-
zation in the drive for higher productivity.
(Ethics of Duty)

3 Quality of labour, his willingness in the ap-
plication of his knowledge, skill and adapt-
ability to s given task. A high orientation of
non-egoist, sincere and willing inferpersonal
co-operation in work performance based on
mutual trust, respect and shared identifica-
tion with the organization. (Ethics of co-
operations)

The above three prerequisites represents the
three necessary conditions for productivity
improvement in 3 work place. These three
points above can be broadly classified as
three ethics. The first being the ethics of
waork, the second as ethics of duty and third
as ethics of co-operation. The foregoing
three norms and values are not however dis-
parate. Their conjoint operation i.e., as an
interrelated nexus the three valwes and norms
constitute the cere of a productivity cul-
tuare.,

Ethics is an individual personal belief about
whether a behaviour, action of decigion is
right or wrong. Managerial ethics are stan-
dard a behaviour that guide individual man-
ager in their work, Ethics can affect the man-
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agement in various ways but the three areas
of special concern as identified by Griffin
(1977, are as follows:

(i} How anorganization freats its employees?

(i} How employees treat the orgamization?

(it} How the organization treats other economic
agenis?

This brings the whole conlexi of management
into one gamul and the ethics, values, culiure,
individualism, collectivism, productivity and or-
gamization get ifterwoven init.

The starting point in network is the individual
and his conscionsness. Conscionsness is the
one 10 whom we are responsible, the eternal, the
inner truth which all religion terms as “Supreme
Truth™ (Hick, 1981). For building a culture of
productivity transformation must always be trig-
gered at the individual level, This then shapes
the personal belief of the individual 1.¢, |, ethics at
hiz personal level, at the level of the group to
which he belongs as a member and finally at the
organizational level, This brings about a change
in the whole way of organization life and finally
the productivity culture takes a firm roof in the
organization but the key to such change is the
consciousness building about the ethics men-
tioned carlicr,

ODRGANIZATIONAL TRANSFORMATION

Productivity is not a new concept 10 Indian
society. This concept has been in exastence from
time-immemorial. The Gita in its totality tells us
that the contribution for productivity is dircctly
proporiional to self-awarencss. We have three
parts, body, mind and intellect; body perceives,
mind feels, imellect thinks and contemplates in
order o face the reality. That means a person
should not react with mind emaotionally but think,
contemplate and act through his intellect which
i5 defined as power to discriminate. The intellect
is Fiveka, The ethics of work has been praised in
Indian Society. The Gite emphasizes that the
activities of the world must go on. The good man
docs the tasks to which he is called and which
apperiain to his place in society. In all his activi-
tics, he does things like others outwardly; but
inwardiy he maintains a sprit of detachment. He
does cverything without sclfish motive, and
maintains equilibrivm of mind in success and

faihare, pleasure and pain, jov and sorrow; Punfied
thus, the good man is qualified for further
progress by constant meditation, praver and
devotion and finally he “sees himsell in
everything and everything in God”. YOGA con-
gigls in living this dedicated life in the midest of
worldly affairs. (Rajgopalachari, 1963: 42),

The Gita in chapter ['V-18 further emphasizes
that work should be done in a spirit of duty done,
and results should not be permitted 1o agitate
the mind. This unselfish and detached attitude
can and should be cultivated even while we are
engaged in life's activities. Continual practice of
this attitude of mind will lead, in the higher stages
of progress, to the elimination of differences be-
tween the way of YOGA and the way of
SAMMNYASA. Thus the Giter glorifies the ethics
of duty. (Rajgopalachari 1963: 42),

Again in the Girg in Chapter IT1-25 and 111-26,
the ethics of co-operation has been laid upon
The co-operation of all iz needed for the world of
wise as well as of the ignorant. The ranks of wise
may and should steadily increaze. But is not 1o
be forgotten that social life cannot dispense with
the co-operation of the ignorant. Their minds
therefore should not be purposely disturbed. The
informed should toil with the maotive of social
welfare without attachment, even as the unin-
formed toil moved by personal desire and results
(The Gita, I1I-25). L&t no one who has advantage
of knowledge unsettle the mind of ignorant peo-
ple who are moved by attachment to the results
of action; but, himself following the rule of YOGA,
let him work rendering all action attractive (The
Gita I11-26, Rajgopalachari, 1963: 56.).

So it is quite clear that the Gita has glorified
the three ethics we have discussed carlier. The
concept of productivity culture is known to In-
dian society from the time of Mahabharatha, i.c.
more than twenty-five centuries ago. Bul pres-
ently we see hittle evidence of values of work,
duty and co-operation pre-eminently emphasized
in the socialization of the Indian child, norms
and values do form a substantive part of the tex-
tual material imparied to him, but the school and
home environments of the child often expase him
io situations of serious divergence between the
percepts and practice. The over riding importance
of productivity norms for the nations survival
and well-being is seldom injected in the young
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minds. Pluralistic character of Indian society fur-
ther conflicts the inculcation of productivity
norms. Children are aught at homes to identify
themselves as members of different caste, com-
munities, religious groups cic,

In this pluralistic Indian society beset with
ethnic divisiveness, a common identification with
the concern for the nation, are weak, Hence a
basic requircment for the culture of productivity
in India appears to be a search for a supra-com-
munal reference entity with which all citizen may
idemtify themselves emotively and on the basis

“Twhich, the norms of productivity may be in-
culcated amongst them. A culture of productiv-
ity hased on spiritualism may be created. Here
spiritualism means a universally shared valoe
system. Such a system must be able to elicit man’s
commitment on the basis of his “will to meaning,
motive for self realization, and desire to have an
inner feeling of life's ful illment”. The only basis
on which all men in India may harmoniously re-
late themsehves together is their commaon identi-
fication with the Divine and the Divine law is 1o
be fiollowed to establish a culiure of productiv-
ity. “WORK 15 WORSHIP” (The Crita [I-15) soa
belief in right work can only create a culture of
prodoctivity in a society like India.

The strategy for the promotion of a produc-
tive work culture involves a close integration of
communication and education including staff
training. The strategy aims at transforming these
two powerful instruments into a potent, durable
and unifying force for the expansion ol beliel in
ethics of work, ethics of duty and ethics of co-
operation and, also should promote national
unity as well as creation of wealth through dili-
gence, efficiency, innovation and techno-logical
advancement,

According to Chatterjee (1994) organizational
transformation retains all the characteristics fea-
tures of transformation by consciousness at in-
dividual level. He saves Work is Worship - A
labour of “Leve” and organizational culture is
hicrarchy with emphasis on duties rather than
rights. Peter Drucker (1990) has rightly said that
consciousness is the one right answer to all so-
cial problems. All these people have realieed the
nced of consciousness development in man to
achieve high level of productivity in organiza-
tion. The ethics of work, duty and cooperation
which leads to a productivity culture can only be
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achieved through transformation by conscious-
ness. The transformation by consciousness is
thinking, and feeling in the heart and body, about
the purity, empowering truth, honesty and so on
to grow wholeness, openness, courage, love etc.
(Hawley, 1994).

CASE STUDY ON INDIAN FIRMS

The fragrance of glorified Indian work culture
is still guided the work behaviour of the organi-
zation man although it has been amalgamated
with many evaders, colonial rules and oriental
form of socialization process. In contemporary
Indian management the on-going work culture
of productivity may differ from the ideal work
values of glorified past in some aspects. To iden-
tify the presently sustainable productive work
culture is a sincere attempt in this context. Bas-
ing on the analysis of this case study a model
work culture has been developed,

The philosophy of ethics of work, ethics of
duty and ethics of co-operation have been
operationalized in this present study into five
ecologically correlated dimensions, viz., Power
Distance (PD), Individualism (ID), Masculinity
(ME), Uncertainty Avoidance(UA) and Profes-
sionalism (F5).

Power distance

Executives as leader interact with super-ordi-
nates, colleagues and subordinates to reach at
their goals. During this interaction process the
way of delegating power use to differ from each
others. Some prefer to equal distribution of power
in the power structure attach to democratic lead-
ership style and attune with the ethics of work
and co-operation. Other emphasize the centrali-
zation of power and prefer to keep distance from
their subordinates as they presume it as a means
of attaining the individual goals as well as or-
ganizational one. Keeping these assumption
power distance is defined as the extent to which
the organizational members accept the fact that
power in organization is distributed unequally.

Individuali

In goal attainment, the management authority
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directs the efforts of others characterized by ini-

tiating, directing and organizing. This focuses
an d]m:s of duty and ethics of co-operation. [n

this some of the organizational members ance task
oriented and normally go in favour of the indi-
vidualistic approach. A few other, who are more
inclined for relationship orientation focus on
personal job relationship characterized by listen-
ing, trusting and directing. Hence in this, indi-
vidualism , refers toa loosely inte-
grated social frame work inwhich people are sup-
posed to take care of themselves with consider-
ate invohvement. While collectivity of the cal-
ture has a tight social frame work in which or-
ganizational members are expected to have
greater emotional dependency on organization
along with the moral involyement.

Masculinity

The philosophy of “to get work done”™ may
vary from organization to organization. In some
the management authorities praise for the pro-
duction oriented behavionr and emphasize more
on production, competition and assertiveness
among it members. On the other hand, other or-
ganization, emphasize this, with homanistic ori-
entation, They prefer to the co-operation,
nurturance and emotional support to get work
done. This dimension ol work culiure follows all
cthics of work culture. However, operationally
masculinity refer to the production oriented
management sivle characierized with assertive-
ness, acquisition of money and property at any
cost. Contrary to this, wherein, people oriented
management style goes on refers to femininity
characterized with nurturance, qualitative aspect
in physical work environment and inter

dependencies.
Uncertainty Avoidance

In industrial sed up, it is frequently observed
that there are many circumstances in which or-
ganizational members use to face ambiguous,
uncertain and conflicting problems, and ponder
over the appropriate solutions, Such responses
are value loaded. These values set strategy for
the organizational goal attainment. Some person-
necl make their presence felt as indispensable in

the organization arc not only to sharing the or-

ganizational values but also acting as
adventurist. This focuscs on the philosophy of
cthic of work and duty, and praise for non-at-
tachment with the consequences. However, in
some cases, personnel very much like o avoid
risk and uncenainty, while other acoepts the chal-

lenge for the survival and growth of the organi-
zation. Operationally uncertainty avoidance is

referred to as the extent to which the organiza-

tional members try to avoid the uncertainty and

ambiguity by adopting strict codes of organiza-
tional conduct.

Professionalism

Professionalism as a dominant philosophy of
work involvement with the organization, aims at
excellence is confirmed the ethics of work and
ethics of duty. This indicates the degree of indi-
vidual"s work imvolvement, responsibility on duty
and its self accountability. In other words, pro-
fessionalism refers to the individual's actualizs-
tion in work assigned 1o oneselfin utilizing all its
potentiality for the interest of the organization.
Contrary to this, when ones involvement is
calculative as compared to economical returm/
benefit and only retains its hierarchical position
refers to ocoupationalism,

THE SAMPLE

Itis leamnt from various studies that organiza-
tion's work culture has been mostly influenced,
dominated, framed, socialized and realized by the
executives of their respective organization
(Gorden, 1985; 109, Lorsch, 1985: 89, Harrls and
Mortan, 1987), The collective mental program-
ming of the executives on the waork values repre-
sents the work culture of the organization. In
this endeavor executives of the organization
studied have been considered as respondents
on the purposive random sampling basis. There
were total 159 respondents from the target
oTganizations.

The selection of the two organizations has
not made arbitrarily. These have been made on
the basis of assumption to control the extrane-
ous factors which may contribute to the work
culture overtly or covently. These extraneous fac-
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tors are the ownership of the organizations, na-
ture, geographical location, similarity of prod-
ucts, size, marketing facilities, raw material avail-
ability, power supply, man power availability,
profitfloss, productivity, growth rate, transpor-
tation etc. Keeping these factors in views two
privately owned industrial organizations (A" &
“B") had been identified for analysis. These two
large scale organizations ane located in Westemn
Origea producing similar products with all most
equal advaniages in marketability, transportation,
raw meterial availability and other infrastrctural
facilities, but substantially differed in capacity
wlilization, productivity growth rate and in finan-
cial fronts. Of these two organization A" ishaving
better competitive advantages than the organi-
zatbon ‘B’ (See: Table 1).

TOOL FOR DATA COLLECTION

To clicit data from the respondents a questi-
onnaire based on Value Survey Modules of Geent
Hofstedes (1986) and values on professionalism
{Behera, 1997) had been administered. The ques-
lionnatre is consisting of 30 statements covering
power distance, individualism, imoertamty avoid-
ance, masculinity and professionalism, basing
on organization’s cultural issues. The response

Tuble 1: Comparision between Organization “A*

and *HB°
JRET. 80 98990 J990-9)
Manpower Strength
Org. A 7 1o 3170
eg. "B 1432 1448 1443
Employees per execulive
g A 1397 1537 1417
eg. "B 1213 14 48 12.05
Utilisation of Capaciiy
g A a9 T150 TI07
(g ‘B GE 1T i, 49 61.85
Per Capila Production
Orp A JI63 1EGH 1833
Org. "B’ G205 42.20 3027
Financial Tumover in
Lae of Rupess
Org. A7 52193 BdGE 10,332
O, ‘B 5038 53200 Te46.30
Profit Eaming in
Lacs of Rupees
O A7 ils E1CH 349
Org. "B 95.51 13,30 (-300.65)
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hasbeen made on Likent Five Point Scale which
ranges from “ Strongly agree’ to * Strongly disa-
gree’.

Data Collection and Analysis

In India, to elicit data from any organization
needs to have permission from head quarter, Af-
ter this sorts of procedural permission the re-
searchers maintained good rapport and optinmm
faithful environment and had collecied data from
the exeoutives, During the data collection utmaost
care had been taken in informal discussion, be-
cause of diversified nature of the Indian society
and its people.

Afiter data collection, the responses were made
procedural decoding and put into the test of the
normality of distribution. Mormality test has been
made on all the five dimensions of the work cul-
ture as to trace ot the feasibility of the use of
parametrichon-parametric treatrment for further
statistical analysis. Hence, by computing the in-
dices of skewness (5K, Kurtosis (ku) and Stand
ard deviation (o) of all the dimensions, it is ascer-
tained that the further statistical treatment need
o be based on parametric test (See: Table 2),

To find the difference (if any) in between the
responses of the executives of organization *A'
and ‘B’, "t values has been calculated in each
dimension (See: Table 3).

Comparing the means scores, it i found that
in PD} and MA the mean score of organization
‘A’ is higher, in ID, UA, and PS the score is lower
than that of executives of organization 'B’. It is
evident from the Table-3 that in PDy, ID and UA,
the excoutives of both the organization differ sig-
nificantly beyond p<.05 level, but in MA and PS,
their difference is at p<.10 level. More s0 ever,
the difference indicates the existence of values
difference of the executives of both the organi-
zations. On other words, the executives of or-
ganizations " A" prefer high power distance, high
masculinity, low individualism, low uncertainty
avoidance and low professionalism than those
of organization "B".

DISCUSSION

Adfter statistical analysis, it is confirmed that
in Indian context, productive organization's work
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Table 2: Measuring Divergene from Normality of the variahles

Fariable N M Mo diam s 5K Kir

FD 159 17.81 17.25 3122 001235 0.2532
QA 159 16.54 16.27 3.129 636 42711
n 159 16,11 15.94 2.903 00243 2531
MA 159 17.50 17.43 1824 00857 01,2894
F3 159 17.67 17.36 3. 1803 00357 268

Table 3: Measuring of CH (*t" value) between the execntives of erganization ‘A" and ‘B

Varlable  Organization N Meam S50, C.R. D.F. Level of Significance
rD A 103 18.41 3.029

B i 16.70 joz 3304 158 P < .0l
Ua A 103 16194 1.8%

B 56 17178 1.9% 337 158 F < .01
o A 103 1776 134

B 56 18.75 .50 2,104 138 P < 0%
MA- A 103 17.78 173

B 56 16.946 1.93 1.70 15% P eln
Ps A 103 17.35 3,253

B 6 18,27 3,024 L7 138 Poein
For df 1538, &t P<i0 Level t = 164

at P=0.§ Level t = 1.5
at P01 Lewvel t = 2.330

culture is characterized by a typical conjunction
of work values, The productive work culiure, in
this context is attended with high power distance,
low individualism, low unceriainty avoidance,
high masculinity and low professionalism. These
specific patterns of productive work culiure come
out becanse of various indigenous management
vahoes as well as socio-amvironmental vahes alien
with this.

In India, the core factor of “dependency
prone” tendency during the socialization pro-
cess inherent the values of liking and accepting
of high power distance (Sinha, 1994:93). Again,
strength in major instance plays vital role in power
politics, Hence, the executives of high produc-
tivity have faith and belief on their raditional
vilues and rules of thumb, which helps the orga-
nization to be at high productive one. In indi-
vidualism dimension, it is a generalized tendency
that the failure in any instance is attributed to
extraneous factors and to find fault in others,
However, in case of success, the individual's
coniribution is attributed and therefore internal
factors are projected. Inthe organization " A the
execulives perceive their success with the effec-
tive co-ordination and co-operation among them-
sehves along with their individual involvement,
Individual's involvement with accountability

brings success in organizational goal acconmplish-
meni in India, This is a common psychic that a
person works effectively by utilizing all potenti-
ality when he has been assigned with the target
and the responsibility is fixed. Therefore the
individual's responsibility and accountability to
the organizational goal collectively helps in
achicving the productivity target.

High masculinity advocates on task orienta-
tion of management practice. The executi-ves of
organization “A" prefer this trend, to encounter
the contemporary myth on Aram culture (take it
eaxy). Obviously, it has been accepted that flex-
ibility in target accomplishment also loses in the
work activities of organizational members. Hence
the target setting and its attainment with the time
frame amalgam in assertiveness bring produc-
tiveresult in Indian context because of their acute
dependency trait on superordinate, This needs
constant vigilance while getting the work done.

Although ethics of work reject the expecta-
tion of result at work, however, when the expec-
tation at per planning to be achievable with little
risk executives” reaction towards uncertainty is
wezk, They feel free to take initiation even with
the moderate risk, which in te sense is an im-
portant factor in goal accomplishment. This is
evident from the present case study that where
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Fig. 4. Model for Produciivity Work Culinre

the tolerance for deviation and risk taking ten-
dency is high the execulives bring success to
organization,

Ethics of duty speaks on the individual in-
volvement with ones full potentiality. But the pro-
long socialization on materialism distorted the
philosophy of duty and built up them as an eco-
nomic man. In this, executive become less
professionalistic to save their skin and calcula-
tive in their involvement in terms of the returns.
Hence in present day the retum is counted
against ones involvement and contribution to-
wards the organization and vice- versa. Ulti-
mately this build competency among the organi-
zation man to gﬂh.\ghm'mnrmltmgtu high
productivity.

To improve productivity of an nrgmnmhun
g0 a8 to take advantage in the
in Indian context, amodel of productivity oulture
is presented here in, The model is based on the
study nudcmlnmaalnngmmp:nﬂmnf&m
contemporary work culture, This
wiork culture is characterized by high power dis-
tance, high masculinity, low individualism, low

uncertainty avoidance and low professionalism,
(Sece Fig. 4). In other words, in the productivity
culture the work values unphaniz:: on (1)
acceptance of inequal power distribution be-
tween the different hisrarchical positions; (2)
maximum work load with repetitive waming on
target achievement and in totality production
oriented functioning; (3) keeping the target in
front bench, the creation of team spirit among
the organizational members to bring abowm
collectivity in the organization; (4) enhancing
entreprencurial spirit in risk taking tendency,
allowing the organizational members to be
innovative, creative, tolerant on deviation
and least reactive towards uncenainty; and
(5) the need to create an environment for
inter-personal competitiveness so as o make
themsebves more useful for the organization this
resuli into low professional and more ocoupa-
tionakistic,
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