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1. Introduction

Globalization, technology advancement and desire of IT employees to perform
as best in the field have increased competitiveness and resultant stress. It has
become critical and difficult to control human behavior and channelizing it into

correct direction. It is a general ongoing application practiced by employees to
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modify organizational structure, utilize motivational theories, and use varied
leadership styles to facilitate positive working environment, which will lead to
the formation of strong organizational culture, employee satisfaction and orga-
nizational performance and growth. Due to scientific advancement, managing
human resources is more challenging. It has been identified that every individual
(employees) wants to live a well-balanced life, which consists moving towards
next higher level life style. The social obligations have multiplied; individuals
look for increased purchasing power. The individuals (employees) expect all
their wishes to be fulfilled by their employment. This situation has led to de-
signing an appropriate organizational culture and environment of managing
human behavior in varying conditions. There is no specific study for this pur-
pose in the IT industry. Several research studies have demonstrated a construc-
tive influence of organizational culture on employees. Organizational culture has
been a focus of exploration for researchers since a long time [1]. Various dimen-
sions of organizational culture such as communication, training and develop-
ment, rewards and recognition, risk taking, creativity and innovation, team and
people orientation, result orientation, etc. have been explored in relation to sev-
eral different organizational outcomes. However, no studies have been underta-
ken to explore the demographic profile of IT employees on the perception of
organizational culture of the IT companies sector in Hyderabad, Telangana re-
gion. Perhaps, this study aims to evaluate the service sector employee’s percep-
tion of organizational culture from the demographic profile perspective in IT
sector. Leveled equations, graphics, and tables are not prescribed, although the
various table text styles are provided. The formatter will need to create these

components, incorporating the applicable criteria that follow.

2. Organization Culture, Demographics Profile
and Their Association

Over the last 30 years, organizational culture has been a topic of significant in-
terest in the organizational studies literature. In a sense culture of an organiza-
tion is formed by artifacts, espoused values and basic assumptions and is unique
7. Organizational culture describes how things get done in an organization in
terms of the values, behavior and assumptions which dictate the way people ap-
proach their work. This culture is deeply embedded and is distinct from climate.
Also culture affects performance, profit and even survival. This is because each
organization is formed by different people. Added to this in an organization,
perceptions of the enacted organizational culture are not uniform among em-
ployees, as every individual has a unique understanding and explanation of
his/her working conditions, based on his/her own characteristics, preferences
and personality [2] [3] [4]. Demographic characteristics of employees are one of
the factors which play an important role in employees’ organizational culture
perception. In the literature, there has been studies indicating that employees’
perception of organizational culture differs according to their demographic cha-

racteristics such as gender, age, education level, work experience For example,
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who claim that the shared perceptions of daily practices are the core of organiza-
tional culture, declare that the values of employees change depending on the na-
tionality, age and education [5] [6]. On the other hand, in a study conducted in
different branches of a hospital group as a service enterprise that the background
of employees and sectored work experience affect the organizational culture
more than the experience acquired in work place [7] [8]. The same study also
indicates that there are significant differences between the cultural perception
and age groups in particular, gender and ethnic background, there is not much
difference between the duration of work experience in the organization and or-
ganizational culture perception and there is no relationship between the de-
partment of employees and organizational culture perception [9]-[15]. Who
conducted a research on organizational culture as a determinant of job satisfac-
tion emphasizes that age and gender are determining factor in perception of or-
ganizational culture values. In this context, the study tries to find an answer to
the following question; does the perception of organizational culture differ ac-
cording to employees’ demographic characteristics in service enterprises? Hy-
potheses were developed to answer the basic research question and in develop-
ment of these research hypotheses, study was taken as a reference study [4]. The
ways male and female employees fulfill their work and communicate are differ-
ent in an organization. Similarly, decision making and leadership styles indicate
differences between male and female employees and managers. Therefore, orga-
nizational culture perception difference is expected depending on employees’
gender. After analysis of wide literature, it is found that organizational culture
has deep impact on the variety of organizations process, employees and its per-
formance [16] [17]. This also describes the different dimensions of the culture
[18] [19] [20] [21]. Research shows that if employees are committed by having
the same norms and values, can increase the performance towards achieving the
overall organization goals. More research can be done in this area to understand
the nature and ability of the culture in manipulating performance of the organi-
zation [22] [23] [24] [25]. Managers and leaders are recommended to develop
the strong culture in the organization to improve the overall performance of the

employees and organization.

2.1. Objectives of the Study

The main objective is to investigate the impact of demographic variables on or-
ganizational culture and employee motivation in selected IT companies in state
capital region. The first step in the research process was to confirm the reliability
of the data and next step is to study the effect of IT employee’s demographic

profile on sensitivity of organizational culture.

2.2. Hypothesis

H1. Employees’ perception of organizational culture may vary according to
gender in IT sector.

H2. Employees’ perception of organizational culture may vary according to
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age groups in IT sector.

H3. Employees’ perception of organizational culture may vary according to
level of education in IT sector.

H4. Employees’ perception of organizational culture may vary according to

their duration of work experience in the organization in IT sector.

3. Design of the Study

Research was carried out in IT sector which was located at Hyderabad in Telan-
gana region geographically. It is one of the largest IT sector in the said region
since 1990. The IT sector provides services to its customers on the service base
and operates all around. In fact the IT sector provides services with thousands of
employees during a period. In this case the examination and interviews are con-
sidered as qualitative methods [16] which are widely accepted and preferred re-
search tools by researchers in measuring the organizational culture and under-
standing the artifacts of culture. However, it may be possible that employees may
behave differently and reply the questions used in these methods in the way that
the observer expects or the observer may exhibit biased behavior in his/her ob-
servations. On the other hand, quantitative methods provide instantaneous, ex-
planatory and descriptive benefits for organizational research and large scale
studies. As we know that the Quantitative methods allow culture researchers to
examine culture in different departments and conduct comparative studies [17].
In this context, a questionnaire was used as a data collection tool to find out em-
ployees organization culture perceptions. In the study, organizational culture
questionnaire which was developed and its validity and reliability were tested [2]
in the study. The questionnaire includes three parts in which part one demo-
graphic profile of employee’s variables such as gender, age, education level, na-
tivity, work experience etc each contains questions describing themselves. A
five-point Likert-scale has been considered in the study. Questions include 1 =
Strongly disagree (SD); 2 = Disagree (D); 3 = Neither disagree nor agree (NDA);
4 = Agree (A) and 5 = Strongly agree (SA). Options. Employees’ demographic
characteristics consist of gender, age, education level, duration of sector expe-
rience and duration work experience at the IT sector. Questionnaire was admi-
nistered at the beginning of December 2016 and end by March 2017. 300 ques-
tionnaires were distributed to the employees and 250 questionnaires were re-
turned. The data obtained through the questionnaire was analyzed by using SPSS
20.0 statistics package software. The entire statistical analysis was done using

descriptive measures and Non parametric chi-square test statistics.

4. Data Analysis and Findings of the Study

The results were interpreted on the basis of analysis of the total sample and its
demographic segments based on type of the firm, gender and education level, as
well as total experience, age and seniority etc. The Cronbach alpha reliability

coefficient was used to calculate the reliability of both the parts. To determine

DOI: 10.4236/ajibm.2017.710079

1114 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2017.710079

R. Patlolla et al.

whether there were any statistically significant differences in terms of demo-
graphic variables, the frequency analysis and cross tabulation analysis by chi
square test was performed to know the goodness of demographic variables,
namely gender, seniority, age, education and work experience. The significance
levels (p-value) of 0.05 and 0.01 were used.

The demographic data was interpreted in Table 1 and which indicate that the
IT sector has multinational, national level enterprises; clearly 75.2% employees
were working for multinational companies and 24.8% were national companies.
Most of the employees that are 40.8% of them were with old organizations only.
It indicates their consistency of employees in the firms. Regarding the age
groups of employees, 56.4% of the employees who participated in the survey are
lying in between age 40 to 45 years and 18.8% of employees were restricted over
45 years age. It is observed that 85.6% of employees are male and the remaining
14.4% are female. More than half of the employees employed by the IT sector
have graduate level of education (64.4%). The percentage of employees who re-
ceived doctoral level education was 4.0%. While 84.8% of the employees have
more than five years of experience in the same organization, this contributes to
this research to obtain reliable data related to the organizational culture and hy-
pothesis. 9.6% of who have been working at this IT sector lie in between three to
five years. In spite of above variables; total experiences of employees, nativity,
parent occupation, educational qualifications, marital status and spouse occupa-
tion have been considered. They showed significance towards organization cul-
ture since p value is <0.05. While this data is assessed, it was clearly, observed
that in IT sector companies have employed young and by some means middle
aged but experienced employees. In addition to this most of the employees are
regular employees and have worked for the organization for at least five years.
The research method should include the reliability and validity of the data so
that it produced meaningful and reliable results since the Reliability = 0.92
which is quite high in case of demographic profile such as type of enterprises,
gender, age, duration of work, and work experience in the IT sector.

The employees’ perception of organizational culture variables were cross ta-
bulated and how the positive association with demographic characteristics such
as gender, age, level of education and work experience are accordingly analyzed
using non parametric chi-square test which was depicted in Table 2. The results
of the study reveal that demographic characteristics are significant factors in or-
ganizational culture perceptions. The significant differences were found in par-
ticular between the perception of organizational culture and gender, age, educa-
tion level and also with employee work experience in the IT sector in the organ-

ization since in most of the cases p- values are significant at 0.05 levels.

5. Conclusions

The results and findings of the study exposed that the demographic characteristics
are important factors and can play a vital role in organizational culture perceptions.
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Table 1. Data tabulation and analysis of demographic characteristics.

Sr. No. Demographic Variable Frequency Percent Chi-Square df Sig.
Multinational 188 75.2
Type of .
1 . National 62 24.8 63.504 0.000*
Enterprise
Total 250 100.0
Less than 5 37 14.8
5-10 32 12.8
Age of 10 - 15 23 9.2
2 Organization 79.24 0.000*
(In year) 15-20 102 40.8
20 & above 56 22.4
Total 250 100.0
<500 9 3.6
Size of 500 - 1000 22 8.8
employees
3 . 1000 - 1500 183 73.2 315.6 0.000*
in your
organization >2000 36 144
Total 250 100.0
Male 214 85.6
4 Gender Female 36 14.4 126.736 0.000*
Total 250 100.0
Below 35 62 24.8
35-45 141 56.4
5 Age 61.208 0.000*
45 & above 47 18.8
Total 250 100.0
Rural 83 33.2
Semi rural 127 50.8
6 Nativity 45.416 0.000*
Urban 40 16.0
Total 250 100.0
Graduate 161 64.4
Educational Post Graduate 79 31.6
7 . . 131.144 0.000*
Qualification Doctorate 10 4.0
Total 250 100.0
SSC 41 16.4
Intermediate 44 17.6
Educational Graduate 148 592
8 qualification 263.56 0.000%
Post Graduate 11 4.4
of the parent
Doctorate 6 2.4
Total 250 100.0
Business 56 22.4
Agriculture 64 25.6
Occupation
9 Employment 115 46.0 80.912 0.000*
of the parent
Other 15 6.0
Total 250 100.0
How long you <3 years 14 5.6
are working 3 - 5years 24 9.6
10 . . 298.592 0.000*
in this >5 years 212 84.8
organization Total 250 100.0
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Continued
<5 years 66 26.4
Total 5-10 91 364
11 . 5.432 2 0.066
experience >10 years 93 37.2
Total 250 100.0
Single 49 19.6
Marital .
12 Married 201 714 245.816 2 0.000*
status
Total 250 100.0
Home Maker 56 22.4
Spouse Job holder 93 37.2
13 . 13.832 2 0.01*
Occupation Other 101 40.4
Total 250 100.0

*p-Value significant at 0.05 levels, df: degree of freedom.).

Table 2. Cross tabulation analysis of organizational culture with demographic characte-

ristics.
Statement of variables
Sr. considered important Test Levelof  Work
o L Gender Age X R
No constituting Statistics Education experience
organisational culture
. R Chi-Square 13.459 20.180  15.822 19.433
Management communicates its
1 goals and strategies to the df 4 8 12 8
employees in my organisation i
Sig. 0.000* 0.010*  0.041 0.0023*
L Chi-Square 11.529 29.389  40.337 36.492
In my organisation clear path for
2 career advancement is used to df 4 8 12 8
keep the employees motivated .
Sig. 0.000* 0.000%*  0.000* 0.000*
L. X Chi-Square 3.998 12.335 16.525 30.151
In our organisation fair & equal
3 treatment is given to all the df 4 8 12 8
employees. .
Sig. 0.510 0.38 0.002% 0.001*
) o Chi-Square 13369 27.878 19.131  29.571
Delegation of authority is
4  properly practiced in df 4 8 12 8
my organisation. i
Sig. 0.012* 0.000%* 0.014* 0.000
My organisation provides an Chi-Square  2.00 27.001 22514 22.369
5 environment where employees i 4 8 12 8
can reach out to
management openly Sig. 0.732 0.000 * 0.000 * 0.004*
Chi-Square 19.066 16.133  18.240 5.421
Departmental hierarchy
6 df 4 8 12 8
is well defined.
Sig. 0.012* 0.02*  0.001* 0.26
. o Chi-Square 1.601 15.657  17.740 19.944
Management in my organisation
7 has complete trust on employees df 4 8 12 8
in increasing the productivity. sig. 079  0.002* 0.001* 0.021%

*p-Value significant at 0.05 levels, df: degree of freedom.
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Significant differences were observed in particular between the perception of

organizational culture and gender, employee age and their education level. Fur-

thermore the significant differences were appearing between the perception of

organizational culture and the work experience of employees in selected IT

companies in state capital region.

¢ Undoubtedly it is anticipated that employees’ perception of organizational

culture at different age groups will indicate differences.

* Level of education is important factor in development of conceptual perspec-

tive. Therefore, it is projected that employees’ perception of organizational

culture will indicate differences according to their education level.

* The experience acquired in the company provides information to managers

and employees about how the processes of their work and style of conducting

the work should be. From this perspective, it is anticipated that employees’

perception of organizational culture will indicate differences according to

their work experience.

* The existence of organizational culture perception difference between em-

ployees who have worked longer in an organization shows an impact. This

kind of analysis is useful for quality of service guarantee in organization.
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