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Abstract: The Indian software industry witnessed a remarkable success story for the past two decades. The 

growth of software industry depends upon the organisational climate in which professionals are working. In 

spite of its growth the software industries face with numbers of challenges in the unpredictable economy. In a 

manpower intensive software industry, the productivity of the manpower is considered as important for the 

organisational effectiveness. Organizational climate determines the work environment in which the employee 

feels satisfied or dissatisfied Organisational climate factors, influences the performance of the employees to 

a greater extent. The present study aims to investigate the difference in perception of Organisational Climate 

between software professionals working in Multinational companies and Indian organisations. Data were 

collected using Organisational Climate (OC) scale. The data obtained were analysed by using ‘t’test, and 

Karl Pearson’s Coefficient of Correlation. The result indicates that the employees from MNCs and Indian 

companies do not differ with regard to the perception of Organisational Climate. 
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I. Introduction 

In recent decades economic growth has occurred in the world as a result of innovations in Information 

Technology. Like any other industry, IT industry has an increased productivity, particularly in the developed 

world, and hence it is a key driver of global economic growth. The Indian software industry witnessed a 

remarkable success story for the past two decades and IT industry helps many other sectors in the growth 

process of the economy including the services and manufacturing sectors. In India, the GDP have grown from 

1.2 percent in financial year 1998 to 6.4 percent in financial year 2011. Export revenues are raised to USD 59 

billion in financial year 2011. The information technology industry is one of the major sources of foreign 

currency of India. The growth of India's IT sector has brought about many other positive changes in the Indian 

economy. The purchasing power of a large section of Indian population has increased dramatically. This has 

resulted in an increase in the average standard of living of the majority of people of the country. The increase in 

purchasing power of the common people has propelled the growth rate of the other sectors such as construction, 

automobile etc. and the economy as well. Development of industries itself is determined by both external and 

internal factors.  While external factors relate to global and national trends of the business, the internal factors 

relate to organizational climate.  

II. Organisational Climate 

Organisational Climate (OC) is about perception of the climate in an organisation, and it is related to the feeling 

of employee about the working conditions in an organisation. Pritchard and Karasick (1973) defined 

Organisational Climate as a relatively enduring quality of an organisation's internal environment which results 

from the behaviour and policies of its members, is perceived by its members, and acts as a source of pressure for 

directing activity. Organisational Climate is a concept that enables the industrial/organisational psychologist to 

identify how the organisation is a psychologically meaningful environment for individual members (Payne and 

Pugh, 1976). Chattopadhyaya and Agarwal(1979),explained Organisational Climate as a psychological 

environment prevailing in the organisation, which is an outcome of a number of variable in social system, 

organisation and also of the individual members. The perception will influence their attitudes and behaviours in 

an organisation. The individual worker’s perception of his work environment rather than a consensus view is 

considered, as different individuals may perceive the same workplace in different ways (Klein et al.2001). 

Gogoi and Talukdar (1992) considered the Organisational Climate as the measurable property of work 

environment prevailing in that organisation. It also refers to member’s perception of organisational features like 

decision making, leadership and work norms. A number of studies have indicated that organisational 

characteristics may directly impact organisational behaviour. It can be concluded that Organisational Climate 

can be defined as employees' subjective perceptions of the work environment which are descriptive and these 

perceptions can lead to affective responses which govern employees' behaviour. Organisational climate is 

defined as a global impression of one’s organization and personal impact of the work environment, which 

influences the individual’s work behaviors and job-related attitudes. Eleven dimensions of the Organisational 

climate are briefly defined  

http://www.economywatch.com/business-and-economy/information-technology-industry.html
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1. Performance Standard  

The employees have perception about the organization’s set of standard performance and the amount of pressure 

it exerts on teams to improve performance. The manner in which performance is controlled is having a high 

degree of impact on organisational climate.  

2. Communication Flow 

The communication flow is also a significant factor in influencing organisational climate. The degree to which 

organisational communications are restricted to the formal hierarchy of authority is vital.  If the information is 

generally accepted in all directions or at least openly and candidly reviewed and discussed, there will be a better 

climate.  

3. Responsibility 

The degree to which people feel personally responsible for their work, the feeling that mistakes are looked 

angrily upon and the extent to which individual judgment and discretion are encouraged on the job. 

4. Conflict Resolution  

The feeling that one has to maintain good interpersonal relations and avoid open arguments and disagreements 

to get ahead in the organisation,  and also how employees perceive about degree to which employees are 

encouraged to air conflicts and criticisms. 

5. Organisational structure  

It means employees understand clearly about their duties and responsibilities including each rank decision 

power. 

6. Motivational level 

To enhance the effective functioning of the employees, the organization develops different motivational 

practices.   

7. Decision Making Process 

Decision-making can contribute little or nothing toward motivating people to implement the decisions, or it can 

make a substantial contribution toward motivating people to accept and act on decisions. The goals have an 

excellent chance of being accepted if people participate in setting them. But if a manager merely issues orders 

(usually in memo form with little explanation) goals will be resisted even though acceptance may be indicated. 

If decision-making is characterized by group participation, involvement, and usually consensus, and if the 

people are generally aware of the problems (particularly at the lower levels), the climate will be better rated. 

8. Support System 

Support system means the trust that contributing to share with one another as a working team and colleagues 

and the ability to get the chief’s assistance, whenever it is needed. It is the degree to which seniors provide clear 

communication, assistance and support to their subordinates. 

9. Warmth  

 The feeling of warmth in relationships among organizational members, supported by a relaxed, 

friendly, and people-oriented work atmosphere.  

10. Identity problems to assess the perception of organisational climate. 

It means the degree to which members identify with the organisation as a whole rather than with their particular 

workgroup or field of professional expertise. 

11. Rewards  

 The perception of that rewards are based on performance and that positive rewards outweigh 

punishments in the organisation.  

III. Aim 

The aim of the study is to find out the difference in Perception of Organisational Climate between the software 

professionals working in Multinational companies and Indian companies. 

IV. Objectives 

1. To find out the difference in Perception of Organisational Climate between the software professionals 

working in Multinational companies and Indian companies. 

2. To find out the association between socio-demographic conditions and Organisational Climate among 

the Software professionals working in Multinational companies and Indian organizations. 

V. Hypothesis 

1. There is no significant difference between the perception of Organisational Climate among the 

employees of MNCs and Indian companies.  

2. There is no significant relationship between demographic variables (age, experience and monthly 

salary of employees) and Organizational Climate for the employees working in Multinational companies and 

Indian companies. 

VI. Population and Sample of the Study 
The theoretical population for the study was all Software professionals working in Software companies in 

Chennai which were registered with software Technology Park India in Chennai Zone.  A list of software 

companies in Chennai was drawn from the website of Software Technology Park India (STPI), Chennai Zone. 



S.Murugesan et al., American International Journal of Research in Humanities, Arts and Social Sciences, 5(1), December 2013-February 

2014, pp. 44-48 

AIJRHASS 14-119; © 2014, AIJRHASS All Rights Reserved                                                                                                         Page 46 

There were 1501 software companies registered with STPI during the study period. These software companies 

were stratified into Multinational companies and Indian companies. There were 264 Multinational companies 

and 1237 Indian companies. A group of 10 % of the companies was randomly selected by adopting lottery 

method from each category.  Twenty six companies were drawn from Multinational companies and 123 

companies were drawn from Indian companies. The researcher was told during his discussion with the HR 

professionals that the companies with more than 150 employees would have similarity in functions and 

accordingly the researcher selected companies with more than 150 employees from the list drawn.  The final list 

consists of 10 Multinational companies and 20 Indian companies. A requisition letter was sent to the e-mail id of 

HR Managers of these selected companies. Out of these companies only 3 units of Multinational companies and 

4 units of Indian companies permitted the researcher to collect data without affecting their work schedule. There 

were 484 software professionals in Multinational companies and 654 in Indian companies. A report on 

educational qualification of the IT professionals was drawn from the HR managers and it was identified that 67 

and 104 IT professionals in Multinational companies and Indian companies respectively were having MCA, 

MSc, (IT & CS) qualification. To have a homogeneous population, these professionals with MCA and MSc 

were excluded from the study as the qualification of MCA and MSc are different from engineering discipline in 

terms of years of study and syllabus.  At this stage the sample figures for MNCs and Indian companies were 417 

and 550 respectively. It was also decided to administer the questionnaire only to those who had more than one 

year of service.  This was done in order to avoid employees who had insufficient information about the OC. 

There were 15 and 20 employees with one year experience in MNCs and Indian companies respectively. These 

employees were excluded from the population. Subsequently, tools were distributed to the remaining IT 

professionals numbering 402 in Multinational companies and 530 in Indian companies. Out of these 

professionals, 293 respondents from Multinational companies and 314 from Indian companies responded and 

returned the questionnaires.  Incomplete questionnaires numbering 16 and 36 from MNCs and Indian companies 

respectively were discarded. Finally, 277 filled in questionnaires from 3 Multinational companies and 278 from 

4 Indian companies were used for analysis. Thus total sample size of the study was 555 from both MNCs and 

Indian companies. 

VII. Methods and Measurement 

Along with the semi structured interview schedule for socio demographic details, the Organisational climate 

inventory –Form ‘B’(Chattopadhyaya and Agarwal,1988)  was used for this study.The scale has 70 items 

comprising eleven dimensions with 5 point rating response category from 1 to 5 for the positive response and 

for negative items, the scores are given in opposite direction. The Performance Standards(7 statements), 

communication flow(11 statements), reward system(4statements), Responsibility(4 statements), Conflict 

resolution(7 statements), Organizational structure(5 statements), Motivational level(7 statements),  Decision-

making process(7, statements) and Support system(9 statements), Warmth(4, statements), and Identity 

problems(4, statements).  Reliability co-efficient by Spearman-Brown formula was 0.898 which shows that 

there was high internal consistency in the instrument and hence it was highly reliable. The collected data were 

analysed by using SPSS (Statistical Package for Social Sciences) 14.0 Evaluation version and the following 

statistical techniques such as the Karl Pearson coefficient of Correlation  and  ‘t’ test were used as and when 

required. 

VIII. Results 
Table No;1.  Shows Perception of Organizational Climate of Employees of Multinational and Indian software 

companies 

Variables  

MNC 
(277) 

Indian 
Companies (278) ‘t’ Value 

Statistical 

Result 
Mean S.D Mean S.D 

Organisational Climate 
221.50 33.36 216.60 33.49 1.706 

P > 0.05  

NS 

Dimension of Organisational Climate  

Performance Standard 23.23 5.10 22.52 5.61 1.565 
P > 0.05 

NS 

Communication  
Flow 

36.55 6.38 35.34 6.25 2.258 
P < 0.05  

S 

Reward 

Systems 
15.71 2.94 15.16 2.99 2.196 

P < 0.05  

S 

Responsibility 11.44 2.18 11.69 2.31 1.350 
P > 0.05  
NS 

Conflict Resolution 25.27 5.05 24.35 4.49 2.280 
P < 0.05 

S 

Organisational 
Structure  

15.25 2.40 15.18 3.24 0.286 
P > 0.05  
NS 

Motivational level 25.58 6.17 24.07 5.47 3.042 
P < 0.05  

S 

Decision Making process 22.13 3.60 32.79 4.18 1.974 
P < 0.05  

S 

Support Systems 29.82 5.22 29.14 5.64 1.479 P  > 0.05 
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NS 

Warmth 16.49 3.97 16.41 3.83 0.277 
P > 0.05 

NS  

Identity Problems 14.46 2.98 13.93 3.10 2.028 
P  <  0.05  

S 

The above table (No:1) shows that the mean difference of perception of Organisational Climate among the 

employees of MNCs and Indian companies is not significant,(t= 1.706 P > 0.05). Hence, the null hypothesis (1) 

namely, there is no significant difference between employees of MNCs and Indian Companies is accepted. 

Multinational companies and Indian companies differ significantly with respect to following dimensions of 

Organisational Climate i.e. Communication flow, Reward systems, Conflict resolution, Motivational level, 

Decision making process and Identity problems(t=2.258  P < 0.05 S, t= 2.196   P < 0.05 S,  t= 2.280   P < 0.05 

S, t= 3.042   P < 0.05  S, t= 1.974 P < 0.05  S,  t= 2.028  P  <  0.05 S).However, they do not differ with respect 

to following dimensions of Organisational Climate i.e. Performance standard, Responsibility, Organisational 

structure, Support systems, Warmth  ( t= 1.565  P > 0.05 NS, t=1.350  P > 0.05 NS,   t= 0.286  P > 0.05 NS,  t= 

1.479  P  > 0.05 NS, t= 0.277  P > 0.05 NS).  
TableNo:2. Correlation of study factors with  age, experience and monthly salary for the software 

professionals 

Factors 
Total OC score 

for MNC 

Total OC score for 

Indian companies 
Total OC score for total respondents 

Age -0.213 (**) -0.340 (**) -0.267(**) 

Experience -0.221( **) -0.357(**) -0.274(**) 

Monthly Salary  0.077 -0.323(**) -0.110(**) 

Note :** Correlation is significant at 0.01 level 

The age and experience of MNCs and Indian companies has been negatively, significantly correlated with 

Organisational Climate { (-0.213 (**),-0.340 (**)}{,-0.221( **), -0.357(**)}which is significant at 0.01 level. 

The monthly salary of  Indian companies also has been negatively correlated with Organisational Climate    (-

0.323(**)which is significant at 0.01 level. Hence, the null hypothesis, namely there is no significant 

relationship between demographic variables (age, experience and monthly salary of employees) and 

Organizational Climate for the employees working in Multinational companies and Indian companies is 

accepted.  

IX. Discussion 

The first objective of the study was to find out the difference in Perception of Organisational Climate between 

the software professionals working in Multinational companies and Indian companies. It was hypothesised that 

there is no significant difference between the perception of Organisational Climate among the employees of 

MNCs and Indian companies. The result indicates that mean score of perception of Organisational Climate 

among the employees of MNCs are similar with perception of Organisational Climate among the employees of 

Indian companies. The organisational climate is a set of characteristics as perceived by the members in an 

organisation. MNCs and Indian companies have followed similar systems like, Performance standard, 

Organizational structure, Support systems, and Warmth factor etc  and these factors mostly influenced the 

employees to  perceive similar on Organisational climate. 

 The analysis of different dimensions show that there is significant difference of mean score of 

Communication flow, Reward systems, Conflict resolution, Motivational level, and Identity problems on 

perception of employees of MNCs and the employees of Indian companies which is statically significant( P < 

0.05 ). The researcher felt that this might be because MNCs followed better communication systems, more 

reward schemes, early conflict resolution strategies, effective motivational programmes, and such climate helps 

them to identify more with the organisation and work groups.  So it is suggested that the management of Indian 

companies shall also follow similar methods to have better perception on the above factors.  

 The results further reveal that there is a significant difference in mean scores of Performance standard, 

Organizational structure, Support systems, and Warmth factors of Organizational Climate of MNCs and Indian 

companies. The mean score of MNCs is higher than the mean scores of Indian companies. However, the 

difference of perception score between two types of organization is not statically significant. From the above 

said findings, it is inferred that the software professionals from MNCs and Indian companies do not differ with 

regard to perception score of Performance standard, Organizational structure, Support systems, and Warmth 

factors of Organizational Climate. This may be due to the reason that both the organisations exerted similar 

amount of pressure on their professional teams to improve their performance. It is quite natural that client 

companies fix their time limit for their targets to be achieved. So, business centers have to work according to the 

needs of their client companies irrespective of the fact whether these are centers of MNCs and Indian 

companies. Hence there is no difference. And also, both the organisation may also have similar organisational 

structure, support systems and climate of warmth.  

 The study was carried out to examine two objectives. The second objective was to find out the 

relationship between socio-demographic conditions like age, experience and monthly salary and Organisational 
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Climate among the Software professionals. It has been found that with the increase in age, experience, monthly 

salary of the respondents of MNCs and Indian companies had less perception on Organisational Climate. As 

employees, age, experience, and monthly salary increases, they develop a kind of occupational bond and 

become more oriented to their careers. They are positive towards the organisation. These positive attributes 

towards the organisation develops a feeling of better perception towards organisational climate. However, the 

age experience, and monthly salary has negatively correlated with organisational climate. This may be due to 

monotony, boredom etc experienced by the software professionals. 

Even though the MNCs may provide better work culture, the employees have lesser perception on OC. The 

experienced employees expect fair treatment, conflict resolution at the earliest and good communication flow to 

facilitate a better perception towards organisational climate. When these miss or lack, experienced employees 

perceive low score on organisational climate. While discussing with HR Managers it was inferred that behaviour 

of employees is influenced by organisational climate factors. The employees of MNCs, with high salary had a 

high level of perception on Organisational Climate, but it is not significant.  This may be due to the fact that 

high monetary benefits, rewards, incentives received by the employees in turn have effect on the perception on 

Organisational Climate. So, it is suggested that the management has to look into the every aspect of 

organisational climate which would facilitate the better perception of Organisational Climate. 

X. Conclusions 

 The characteristics of organisational climate are directly influencing performance of the employees. 

The study attempted to understand the difference in perception of Organisational Climate between software 

professional working in MNCs and Indian companies. The results of the study indicate that there is no 

significant difference in perception found between employees of MNCs and Indian Companies. However, the 

mean sore for the MNCs is higher than the Indian Companies. So, it is suggested that the management of Indian 

companies could look into the factors such as communication, reward, scope for advancement and early 

redressal grievances though appropriate polices.  
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