
SOCIOLOGICAL STUDY OF BEHAVIORAL 
CHANGE IN TEXTILE MANUFACTURING 

ORGANIZATIONS OF PUNJAB, PAKISTAN:  
IN CONTEXT OF GLOBAL BUSINESS CULTURE 

 
By 

 

 
Babak Mahmood 
M.Sc. Rural Sociology 

 

 
A thesis submitted in partial fulfillment of the  

requirements for the degree of 

 

 

DOCTOR OF PHILOSOPHY 
 

IN 
 

RURAL SOCIOLOGY  
 

 

DEPARTMENT OF RURAL SOCIOLOGY 
UNIVERSITY OF AGRICULTURE,  

FAISALABAD (PAKISTAN) 
2008 



 

The Controller of Examinations, 
University of Agriculture, 
Faisalabad. 
 

 

We, the members of the Supervisory Committee, certify that the contents and 

format of the thesis submitted by Babak Mahmood, Regd. No. 99-ag-1481 have 

been found satisfactory and recommend that it be processed for the evaluation by 

the External Examiner (s) for the award of the degree. 

 

SUPERVISORY COMMITTEE 
 
 
 

 

Chairman:       __________________________ 

         (Dr. Muhammad Iqbal Zafar) 

 

 

 

Member:       __________________________ 

                   (Dr. Saira Akhtar) 

 

 

Member:       __________________________ 

            (Dr. Tanweer Ali) 

 



 
 

Dedicat 
 
 
 
 
 
 
 
 
 

 

This insatiate piece of work 
is 

 
DEDICATED 

 
TO 

 
ALL WHO THINK  

THAT HOW TO SAVE THE WORLD FROM 
THE CLASHES OF CIVILIZATION 

 

& 
Pakistan 

That is handicapped by the tripod of politico, religious, 

and capitalist elite. 

 I



ACKNOWLEDGEMENTS 

 
Up and above every this all glory to thee creator of the Universe, the most 

intelligent and lord of creation who made human on one base that he can think.  

My research work was accomplished under enthusiastic guidance,  inexhaustible 

inspiration and enlightened supervision of Prof. Dr. Muhammad Iqbal Zafar, 

Chairman, Department of Rural Sociology, University of Agriculture, Faisalabad. I offer 

my heartiest gratitude to my benefactor for his untiring help, sagacious suggestions, step 

to step guidance and close supervision during the conduct of these investigations and in 

preparation of this manuscript. 

I an under immense gratitude to Dr. Saira Akhtar, Assistant Professor, 

Department of Rural Sociology, for their helpful suggestions and enlightening views 

without which it would have been difficult to complete this study. 

I also owe dept of gratitude to Dr. Toheed Elahi Lodhi, Assistant Professor, 

Department of Agri. Extension, for his critical insights, encouragement criticism, and 

valuable suggestions during the course of my study. After his very uncertain death Dr. 

Tanweer Ali, helped me in very scholar manner, I express my heartily thanks to him.  

 No acknowledgement could ever adequately express my obligations to my 

affectionate  mother for her all inspirations and  guidance which always motivated me to 

carry myself through the noblest ideas of life and solving all troubles and boosted my 

moral to fly high to accomplish my goals. My wife, Iram Babak, deserves deepest and 

heartily gratitude, who took all responsibilities of mine in the whole laborious span of my 

research activities. I simply want to pay my innocent apology to Malaika, Minahil, and 

Momna for all the time, that should have spared for them, but I snatched from them. 

I convey my thanks to my dear friend Mr. Tariq Mahmood (DPU) for his 

excellent, efficient, accurate and reliable help to completion of this manuscript. 

 
 

Babak Mahmood  

 II



ABSTRACT 
 

The prime objective of the research was to study the diffusion process and impact 

of the global business culture being brought by globalization on local business 

culture, which has longstanding roots. Several variables like age, education, 

income, marital status, family living pattern and background of the respondents 

were seen in the context of global business culture in order to measure the impact 

and duration of change. Some intervening variables like stress, motivation and 

rewards, achievement and encouragement, planning and decision making, 

performance appraisal system, politics, training and development, acceptance and 

adoption towards change, level of understanding other culture, loyalty and 

commitment and perception, were also analyzed in pursuit of the study objectives. 

The study was conducted in 100 export based textile organizations by selecting 

five personnel of upper and middle levels from each organization, who selected 

randomly. Quantitative approach used in this study to assess the impact of the 

global culture on local business. A random sampling design was used for the 

selection of employees from all the organizations. Pre-testing was carried out to 

examine the workability of the measuring instrument. The data were analyzed by 

appropriate statistical techniques including univeriate, biveriate, and multiple 

linear regression analysis through Statistical Package for Social Sciences (SPSS). 

Findings showed that several independent and intervening variables effect on 

behavior of people who were working in export base textile organizations. 

Findings revealed that employees, under global business culture, have become 

more planed, systematic and scientific in their attitudes. This was also emerged    

from analysis that survival in business organizations demands adoption and 

changes in behaviour. It is suggested that government should formulate 

comprehensive policies to create strong relationship between social scientists and 

business managers for maximum productivity from the global culture. It is also 

suggested that business organizations must incorporate monetary and non 

monetary benefits to the employees who adopt modern values for organizational 

benefits and also disseminate it.  
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CHAPTER-I 

INTRODUCTION 

An ongoing pattern in the developing world is the adoption of the values of 

developed world. Typically, young business graduates, those are in their early 

economically-productive ages, are selected by the business organizations and are engaged 

in different functions to achieve common organizational goal. In many instances, the 

local values suffer due to rapid diffusion of modern values through these business 

organizations. Which weaken the link of different strata of a society with each other.  

The present study explores the influence of modern business values on the local 

values. There is no doubt that local values and global values differ in many ways, but 

rapidly increasing globalization is affecting the local values. The best centers from where 

modernity and globalization can be observed are the business organizations and mainly 

the organizations that are in export business. In order to export, the business 

organizations are to comply with all the global norms and values. For this, these 

organizations develop a system that encourages all the modern values and cultural traits. 

This study focuses on the behavioral changes among the personnel working in 

export based textile organizations. The behavioral change is taking place among the 

personnel of these organizations and through their interaction with other members of the 

social system; hence the societal social values are changing. It is likely that the adoption 

and diffusion of global values through the threshold of business organizations will differ 

on the part of different levels of managers working on different hierarchical positions in 

different areas of Punjab (the largest province of Pakistan).  

Pakistan’s essential characteristics are its massive population and its rapid growth. 

According to government, population of Pakistan is 16 crore and 47 lakh tentatively, 

while population growth rate is 2.69% (www.statapak.gov.pk). Both of these factors have 

made the sources of earning scarce and   competitive. Moreover this situation has 

developed more attraction towards the modern culture and values due to benefits and 

pleasure that are considered as integral features of these modern cultures. On the other 
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hand Pakistan has its own social heritage and history of 60 years of business culture 

alongwith a longstanding traditional belief system. Hence the society of Pakistan is 

primarily traditional but moving to modernity to attain economic goals; and socio-

economic and cultural values are in state of transition.  

The transition has created a situation of conflict between modern and local values 

where the former is empowered with economic and social freedom and the latter has rich 

traditional values due to its deep roots in to the Pakistan’s ideology. This transition has 

strongly upshot the intellectual and business structure of the Pakistani society and 

resulting a birth of  new culture and value system in Pakistan.  

The social change does not exempt any nation and individual, more specifically in 

this era of globalization. It is vital and inevitable, however role of assimilation or 

adoption may differ depending upon the nature of business, type of organization, size of 

organization, technical level of personnel, and more importantly the value system the 

society possess. Many intellectual work has been done in different centuries in different 

parts of the world; all tried to grasp the same issue. The upcoming changes in society 

may be of many patterns. This may be ‘cumulative’ like change in legal system, 

flexibility in creeds, stratification, food production, or energy consumption. Or this may 

in ‘diffusion pattern’ that deals with the spread of cultural elements. The diffusion 

process refers to the acquisition of elements of other cultures but in a procedural manner. 

In every society there are factors that promote change and there are those that strive to 

maintain the status-quo. In reality both operates simultaneously. These both groups are 

very much visible in Pakistan. Although, to assess the dominant one, it is difficult but the 

promoters of modern values seem more organized and systematic. The impact of social 

change can be viewed by many perspectives like social impact of technology, response to 

social change, social globalization, unintended consequence of change, and ways of 

coping with change. The impact has its own cost endured by the country; mostly this 

examination includes the economic, social, and psychological cost of change. 

The promoters of social change have three aspects; targets, agents, and methods 

(Vago, 1996). The best target may be conceptualized as the personnel of the business 
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organizations (especially in developing countries like Pakistan) and the same people  act 

like change agents due to their overriding position in society. On the other end social 

values of a country are always considered as safeguard and a source of integration against 

any uncertainty and acceptance or rejection of values and innovation of other cultures. 

The business organizations of a country always considered as source of integrity against 

contingencies and are places where people of diverse nature work together to meet some 

common goal. These people of different nature and caliber work at different levels as 

team members and yield output as productivity; while enjoying various benefits as 

reward. These organizations are like a tiny world where organizational rules and 

regulations control their behavior and thinking. 

With the advent of unipolar world the control of these domestic businesses is 

weakening owing to successful and aggressive emergence of globalization. This 

globalization that originated in developed world and especially from US has affected 

almost the entire world. The process of globalization through business organizations have 

been passing through different phases of economic integration and now has reached  to 

the stage where the capitalist philosophy and modern values have just overcome the 

domestic business norms. This social change caused by the free market economy has 

tapped down the all-domestic business norms. It is  noted that sociology of local business 

organizations is emerging (Hashmi,  2004). Power distances are reduced, so people have 

become more autocratic and target-oriented. Uncertainty avoidance has boosted up the 

need of specialization that is vitally important for modern organizations as viewed by 

Max Waber (1978) and Hofstede (1991). Individuality, as a norm of modern value 

system, leads to more competitive behavior and has affected the cooperation spirits. 

Masculinity has shaped money motive behaviors. These elements of global business 

culture have invaded simultaneously with the advent of globalization which has crept 

inside the local business culture. Day by day, this global business culture is taking its 

place by weakening or eradicating the various domestic business norms, values, and 

behaviors. WTO and TQM ensure the stability of this global culture (Hashmi,  2004). 

The entire industrial sociology is changed or is in the process of changing. No doubt, this 

global business culture is of multi facets with dynamic affects. It has changed the entire 

cognition, behavior of the actors, and ultimately the whole sociology of an organization 
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(Dessler, 2003). Then these organizations work like a change agent to diffuse this culture 

in developing societies (Decenzo, 2004). 

This is fundamentally required to assess the economic, social, and psychological 

costs of change. The notion of social cost is essentially a normative concept and it cannot 

be satisfactorily measured (Vago, 1996). The modern business values also cast its shadow 

on the psychology of an individual by putting him more close to certain ailments by 

stress. His individualism has become more important to him that has traded off with the 

collectivism of traditional societal values (Hofstede, 1991). The concern with the 

growing impact of technology on society gave rise to its assessment which will identify 

the implications and affects of technology on society. This assessment and frequent use 

of methodological and systematic management in business organizations have changed 

the cognition and preferences of the personnel. When these personnel are busy in their 

non-business activities they exhibit the same behavior and in this way they are 

developing a new value system. Nevertheless the discussion of the duration of change 

becomes more concrete and meaningful in the framework of transitory social changes in 

Pakistan.  

The sociological theoretical perspective explains that social change. These efforts 

of explaining social change have seen in the context of the intellectual, political, and 

social climates of the particular theorists. In each historical epoch, every interpretation of 

social reality posits certain questions and provides certain answers, thereby effectively 

excluding the possibility of other questions and other answers. According to Rugman 

(2000), tension is inherent in intellectual life because of the tendency to change the 

intellectual construction of social reality. If a theory of a society is developed by one 

group of intellectuals, this provides an incentive for others to view the matter in another 

way. Eisenhart’s (1997) insight accounts, in part, for the diverse explanations of social 

change.  

Some of the principle theories attempting explanation have been reviewed. 

Evolutionary theories tried to show that all societies in all spheres of social life passed 

through similar stages of development, moving from less complex, less differentiated 
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stages to more complex and differentiated stages- culminating in the modern industrial, 

secular society (Durkhiem, 1957). Mainly these theories have been focusing on change; 

as consequence of an increase of contacts bringing about heterogeneity and 

disorganization of culture. Judging from these samples of evolution theories, there seem 

to be agreement among theorists that change is natural, directional, imminent, 

continuous, and necessary and precedes from uniform causes (Nisbet, 1967). These 

theories also contained, as all theories do, an implicit ideological component. The general 

evolutionary approach, because of its emphasis on natural laws and its fixed series of 

stages, perhaps had a special appeal to political conservatives (Vago, 1996).    

Conflict theorists view change as the outgrowth of inescapable competition for 

scarce resources among groups in society as advocated by Marx. In Marx’s words, “the 

sum total of these relations of production constitutes the economic structure of society, 

the real foundation, on which rise legal and political superstructures and to which 

correspond definite forms of social consciousness. The mode of production in material 

life determines the general character of the social, political, and spiritual process of life”. 

Conflict is considered inevitable in social systems and is seen by some as a creative 

source of change and by others as the only possible means of change. The structural-

functional theorists have sought in various ways to account for change within the overall 

framework of society that consists of interrelated (institutions) parts that work together 

for the purpose of maintaining internal balance. The structural functional paradigm 

presented by Parson (1968).  

The conflict perspective has proved to be a lasting contribution to sociology 

theory (Vago, 1996). With the recent collapse of Soviet Union and the Eastern European 

socialist states and the consequent ethnic and political turmoil, and eventually after 9/11, 

conflict theory has reemerged as a viable perspective albeit without its pronounced 

traditional Marxist idea. The past few years witnessed the rise of a series of middle range 

conflict perspectives that are variously referred to in the sociological literature as 

“radical,” “critical,” “activist,” “humanist,” and the like. 
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The early structural functionalist theories viewed the world in systematic terms 

(Turner and Maryanski, 1995). To them such systems were considered to have needs and 

prerequisites that had to be met to assure survival. They tended to view such systems with 

needs and requisites as having normal and pathological states, thus connoting a system of 

equilibrium and homeostasis. The social world was seen as composed of mutually 

interrelated parts, and the analysis of these interrelated parts focused on how they 

fulfilled the requisites of the systems as a whole and how, therefore, system equilibrium 

was maintained. Some of these ideas are incorporated in contemporary structural 

functional analysis, especially the notion of systems of interrelated parts. To account for 

social change in a structural functional context, let’s look at some of the principal tenets 

of this approach; “societies must be analyzed holistically as systems of interrelated parts, 

causes and effects relations are multiple and reciprocal, social systems are in a state of 

dynamic equilibrium such that adjustment to forces affecting the system is made with 

minimal change within the system. In addition to this, perfect integration is never attained 

so that every social system has strains and deviations, societies tend to be neutralized 

through institutionalization, change is fundamentally a slow, adaptive process, rather than 

a revolutionary shift, change is the consequence of the adjustment of changes outside the 

system, growth by differentiation and internal innovations, and the system is integrated 

through shared values. 

One way to examine the structural functional approach to social change is in 

terms of the negative or unintended or, as Merton (1968) would say, dysfunctional 

elements. Merton is suggesting that the dysfunctional elements that tend normally to be a 

part of any social system may themselves, in their accumulation, culminate in the more 

overt types of change that affect the structure itself. Accordingly, “by focusing on 

dysfunctional as well as functional, this approach can assess not only the bases of social 

stability but the potential source of change. The stresses and strains in a social structure 

which accumulate as dysfunctional consequences of existing elements, in due course lead 

to institutional breakdown and basic social change. When this change has passed beyond 

a given and not easily identifiable point, it is customary to say that a new social system 

has emerged”.     
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Social-psychological theories posit that activities of people constitute the essence 

of change in society and modification in the behavior which facilitates change and play 

an essential role in societal development (MacDonald, 1995). Although the study of 

social change attract the attribution of sociologists since the beginning of the discipline. 

Agreement on a general theory is not yet established. A satisfactory theory of social 

change requires what elements are changing, what direction the change is taking, and 

how and why it is occurring? Such a theory needs to provide an explanation for both the 

internal dynamics of society and the relationship between the society and it external 

environment.  Most of MacDonald’s work and that of his associates was devoted to the 

analysis of ethnographic accounts of numerous cultures in an attempt to determine the 

percentage of adult males engaged in entrepreneurial activity. They analyzed the content 

of folktales and children’s stories of twenty three nations for content and conditions of 

achievement, and correlated them with subsequent indicators of economic growth.  

According to Vago (1996) the quest for such comprehensive theory may well be 

futile. A concentration on narrower theories of change that seeks to explain 

transformations in particular domains, such as economic or family life, may be more 

productive in the future.   

As mentioned earlier that social change is inevitable in almost all societies with 

different pace depending on how cultural values or belief system accept or reject that 

change. The entire world is a global village that is interconnected via modern technology 

and interaction of western modern business organizations with the organizations of 

developing world. In this competitive world the survival of business organizations and 

achievement of desired organizational goals seem difficult without having modern 

business culture or rational business values. The employees or personnel of the 

organizations are the members of the social system which prevails in Pakistan. The 

interaction of these personnel with their family members and other individuals of the 

society likely to affect on attitude and behavior of the respective individuals. 

Consequently, this is going to affect on different aspects of life and influence on social 

cultural belief system as a whole. This study is designed to explore the influence of 

modern and rational business values on the behavior of personnel of local business 
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organizations. Specifically the following are objectives: 

 To assess the impact of global business culture on the behavior of personnel 

of local business organization. 

 To study the social impact and the social cost of the adoption of modern 

business culture. 

 To examine the level of satisfaction among the employees of local business 

organizations with the modern business values. 

 To examine the duration of change regarding adoption and the diffusion 

process. 
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1.1:  Conceptual Framework 
Conceptual Framework showing the relationship between independent and 

dependent Variables. 

 

Background                                     Intervening                                              Dependent 
Variables                                         Variables                                                 Variable 

 

 

 

 

 

 

 

 

 

 

 

 

Figure –1: The intervening variables as directed above   

 

The conceptual framework presented in Fig. 1, shows the relationship between 

different predictors and the responsible variable. In this study the variables are 

categorized in three types as: 

1. Background variables 

2. Intervening variables 

3. Response or dependent variables 

 
The background variables consists of the background characteristics such as 

education, age, experience, income, marital status and entry age in the organizations 

where the respondents are currently doing jobs. The intervening variables such as stress, 

motivation and rewards, achievement and encouragement, planning and decision making, 

politics power and conflict, performance appraisal, training and development, acceptance 

• Education/knowledge 
• Age 
• Experience 
• Income 
• Marital status 
• Entry age 

• Stress 
• Motivation and Rewards 
• Achievement and encouragement 
• Planning and Decision Making 
• Politics, Power, and Conflict 
• Performance appraisal 
• Training and development 
• Acceptance and adoption to change 
• Understanding of other cultures 
• Commitment and Loyalty 
• Perception 

 
 
 

Behavioral 
and 

Social Shift 
of Personnel 
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and adoption to change, understanding of other cultures, commitment and loyalty and 

perception. While in category of dependent variable is the behavioral and social shift of 

personnel. As the figure shows that background variables directly as well as indirectly 

affect the behavioral and social shift of personnel. These variables influence the 

dependent variable through influencing the intervening variables e.g. educational 

attainment affects the stress, planning and decision making etc., and   ultimately affects 

the behavioral and social shift of personnel. The intervening variable directly influences 

the social and behavioral shift, like motivation and reward has direct relationship with 

behavioral shift. If organizations motivate their employees with better intentions, then it 

is more likely that organizations will achieve their objectives and goals. 
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CHAPTER-II 

REVIEW OF LITERATURE 

2.1 Theoretical Perspective  

The organizations where business activities are carried out are important to 

understand society because these organizations are foundation in the social 

stratification system. Organizations are places from where individuals get the 

meaning of life, for fulfillment, dignity, and wealth (Korczynski et al, 2006). 

Moreover, these are the business organizations where tremendous changes are taking 

place more often and affecting the social and cultural dimensions of the society 

(Watson, 2001). Another reason of emphasizing on business organizations is given by 

Korczynski (2006) as “Social roles are often seen as increasingly flexible and 

transient, so that one’s work situation may be of less importance to one’s identity and 

beliefs, than was the case in the past.” 

Many detailed discussions are carried out in the following sections. In this 

introduction section a few key facts are briefly highlighted. Although, people  go for 

work in the organizations, they also learn many norms and values (Thompson and 

McHugh, 2002). Second, these are business organizations that affect class system 

(Rothman, 1998).  By engaging with business organizations many of the middle and 

low classes are now moved to upper strata of society (upward social mobility). 

These two points clearly indicate that the business organizations are playing 

important role in changing social fabric of any society. ‘Work’ has become more 

important than ever, mainly because of the rise of liberal market economies in 80s 

and increase in the competitiveness and the development of a knowledge economy 

(Hodson and Sullivan, 2001). Modern social science has identified the importance of 

‘work place’ in sociology (Ackers and Wilkinson, 2003). Due to emergence of 
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technologies the work places are getting closer to each other, which leads to 

emergence to rationale sociological perspective (Samuel, 1998). 

Psychology has been seen with contrast to sociology. Durkhiem perhaps was 

more interested in belief system, affects of belief on culture and its affects on 

individual and society. In same way Hofstede (1991) presented his work by 

considering four societal and cultural dimensions such as collectivism vs. 

individualism, masculinity vs. feminity, high power distance vs. low power distance, 

high uncertainty avoidance vs. low uncertainty avoidance. In his book ‘culture and 

organizations’ he undermines some 175 countries and found many interesting results 

that explain the social phenomenon of these countries. The findings of Hofsted (1991) 

will be discussed in respective sections of the study. 

Burrell and Morgan (1979) also presented an overview by considering two 

dimensions i.e. objective/subjective and sociology of radical change in society. Reed 

(1996) in the same manner puts forward six broad paradigms and each discusses a 

different social phenomena. His rationality framework focuses on existing orders and 

norms in a society, integration framework deals with prevailing consensus in a 

society, power framework concerned with dominations, a knowledge framework talks 

about control, a justice framework concerned with ethics, and market framework 

deals with liberty. The classical organizational theorists have supported rationality as 

key element for modern society. Durkhiem has worked on consensus, neoclassical 

economists addressed widely on liberty and its relationship with economy. Likewise, 

Marx and Weber’s works mostly focused on power domination. Foucault (1980) did 

lot of work on knowledge and control. But Reed’s scholarly work gives more insight 

about the relationships with each others. These theories help to understand the 

business organizations and environment in which the employees work and how 

business culture influences the individual and society. 
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2.2 Culture and Organizational Culture  

Culture is no doubt one of the most discussed topic in both sociology and 

management sciences. This does not distinguish a country from the others but also a 

business organization from the others (Schein, 1996). Moreover, in an organization 

different people exhibit different norms, values, beliefs, symbols, myth, and 

ceremonies (Meyer and Rowan, 1977; Perrow, 1986). When all these individuals 

meet another in a business organizations then a cultural transition process starts that 

leads to reshaping new behaviors, beliefs and relationship (Kunda, 1992). The process 

of reshaping the behaviors further extends up to broader horizons when two 

organizations from different cultural origin (also having their own culture) interact 

with each other. This interaction has become much easy now a day due to rapid 

technological changes (Eva, 1995). The behavioral change is likely to affect more on 

people who have interaction with other country or exposed to culture (John Perkins, 

2007). Rohlen’s (1974) extensive inquiry on the issue that how cultural patterns shape 

management actions, employee motivation, and behavior is a central research issue in 

this study. 

Kanter (1983) put forward the same theory to explain that how this 

organizational people diffuse or promote the norms, beliefs, and values what they 

have learnt from their respective business organizations to their families and societies. 

Lincoln and Kalleberg (1990) and Dore (2000) did research and viewed that how the 

societal social milieu changes when different cultures are intermingling with each 

other in business organizations and then diffused in the whole society.  

Durkhiem also focuses on the challenges to organization(s) in a local culture. 

A national solidarity may not help an organization to maintain its integration. 

Durkhiem puts forward the issue in a way that “the more segmented the 

organizations, the weaker is opt to be its culture and the greater become problems of 

integration and coordination”. Lawrence and Lorsch (1967) reported the same that 

strong national culture diminishes corporate solidarity, he further adds that  lack of 
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strong organizational culture put an organization into conflict. These findings are 

more important to multinational corporations that work in diverse cultures and 

different countries (Galbraith, 1973).  

Durkhiem (1897) was not in the favor of giving much importance to a 

business organization as an intervening force in a society. This was mainly due to 

existence of strong clan system of his era. But the postwar world has changed the 

scenario and now this is not very difficult to find out that how business organizations 

are playing an intervening role in the societies.  

2.3 Globalization and Modern Values  

In order to understand what the globalization is, this is  better to look at 

multinational corporations (MNCs). By the support of host governments, MNCs have 

their own political, social, and economic structure; and are directly influencing the 

work and working style of host countries (Katz and Derbishire, 2000). Many 

evidences from business can be drawn, such as garments, call-houses, software-

development houses, couriers, logistics, and surgical instruments support this claim. 

Hence globalization is a process of interdependencies among people of different 

countries. That is further multiplied with rapid adoption of technology, mass media, 

tourism, and migration.  

An individual who works in a multinational organization or simply in any 

organization that has some direct relationship with some other country (like export 

based organizations) does not develop a formal work relationship with that country 

only, but also accepts the manner, system, and structure of that country. Acceptance 

of these new manners drives him into a state of change. This change creates conflict 

that leads to behavioral shift of that individual who is working in business 

environment (Ohmae, 1990). 

Ohmae (1990) further argues that this behavioral change creates a ‘hyper-

globalization’ that may cause the decline of nationalism. Ohmae specifically 
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discusses the clash between ‘globalization’s modern values’ and ‘welfare states’ in 

the context of a difference in government expenditures and labor market flexibility. 

Hence these modern business values, wherever find some difficulties in diffusion and 

absorption, creates a conflict (Hirst and Thompson, 1996). However, on micro level 

the same conflict can be observed in organizations where ‘individuals’ adoption is not 

much rapid. To cope the problem, many systematic attempts to align organizations 

and employees expectations through the practice of ‘human resource management’ 

are being made (Korczynski, 2006). Beck (2000) and Munck (2002) highlights many 

conflicts and divergences that have been occurred due to conflicts between local and 

global values. But, where global forces dominate, in the form of economic ideology 

(capitalism), technology, and management sciences; the divergence is more likely to 

eliminate.  

Geroge (2000), Riain (2000), and Collins (2002) have defined work in 

contemporary era as “a way of understanding the dynamics and effects of 

globalization”. They define globalization in three ways, “as forces, (social, political, 

technological, etc) influencing a community or social group, as social contracts or 

networks that develop with the interruption of global influences into local society, 

and together as a means of enabling individuals to construct meaning and new 

identities from past and present experiences”. Mostly of the MNCs are US originated 

and local governments take political (and sometimes military) protection along with 

many aids for economic development from these MNCs. These MNCs exert their 

influence in different ways like political influence, shape consumer identity, and 

awareness through several marketing strategies and also provides financial assistance 

through credits by representative or defecto financial institutes. And more important 

is MNC’s influence on employees by the dint of effective strategic process and strong 

liasioning with the head offices (Smith and Meiskins 1995, Almond et al, 2005). In 

spite of influence by MNCs originated other than US, still US dominance is obvious 

and more influential (Frenkel and Kuruvilla, 2002). 
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Kartz and Derbishire (2000) through exploring conflicts between local and 

modern values system presents “Project-based-model” of work that is being used by 

these MNCs to rule out conflicts. But due to more degree of urgency of the model, 

this can not be used in many countries for the alignment between local and modern 

values. The projects start in any country by imposing three constraints i.e. 

performance, cost and time. Hence HRM counterparts the project-based model and 

help employees to adopt the change. HRM shares in this process by encouraging 

people to be more creative, free, and always seeking for more professional growth; 

and all these three are not components of local value system. 

Stiglitz (2003) assessed the issue and concluded that US based companies are 

aggressive to spread the ideology of free market. For this the law of comparative 

advantage and the theory of perfect competition has been used as a good reason for 

doing so. Kuttner (2000) concludes that mostly host country’s political and economic 

environments are made contingent to multinational companies.  

According to President George W. Bush “The great struggles of the 20th centaury 

between liberty and totalitarianism ended with the decisive victory for the forces of 

freedom and single sustainable model for national success, freedom, democracy, and 

free enterprise. Today, US is enjoying a position of unparalleled military strength, 

and great economic and political influence.” (Bush, 21 September 2002, quoted in 

Nolan 2003). It is the reflection of strength of American culture which influences the 

global culture. 

2.4 Age/Experience  

The demographic factor like age has a vital influence on the behavioral 

change of individuals. The age of an individual plays an important role in all 

dimensions of human life. This is generally assumed that at early ages, the individual 

is much flexible in changing his behavior due to flexible attitude (De Vault, 1991 and 

Daniels, 1987). Engel and Munger (2003) while exploring the effects of age and 
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experience on behavioral shift found that adults’ work and performance vary 

overtime and are subject to disagreement. But typically people in an organization 

with growing ages become more sensitive and conscious about their ages and 

resultantly are more rapid adopters. In this way several studies are good evidence and 

proving the proposition that age changes behaviors and attitudes.  

Kotler (2006) throws light on the issue from a different angle. Kotler asserts in 

his pop-corn-trend that in modern world, people even of older ages want to stand on 

the same slot with young’s. For this they do not maintain themselves physically and 

mentally only but also leave no stone unturned to equip with all modern technologies. 

Enrollments in several university programs by adults are a good example in this 

regard.  

Korczynski et al (2006) are of opinion that people are conscious about their 

positions and statuses along with the age bracket they lie in. He further associates age 

biases with experiences in business organizations. He alleges that sometimes these are 

biases among middle-aged and experience personnel of organization that they rush to 

learn something new to supersede their juniors. Hence they are more inclined towards 

behavioral change.  

Wilson (1987) and McDowell (2003) specially highlights the relationship 

between age and responsibilities. In their studies they argued that ageing process puts 

many responsibilities on the shoulder of an individual. These responsibilities act like 

a ‘force of fear’ that motivates one for rapid adoption of new values. Wajcman and 

Martin (2002) came up with almost same conclusion in other words “older age does 

not necessarily means giving up the learning of new tricks that are basis of survival in 

new competitive world”.  

2.5 Education / Knowledge  

Education always socialized human beings and has been considered as the 

most powerful factor affecting social change. Change is actually inherent in life but 
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the kind of change, which occurred through education, is deliberate. A cursory look at 

the history of societal development reveals that promotion of education is a 

precondition for progress and prosperity. Education remains the fundamental building 

block of sustainable socioeconomic and demographic development (Zafar, 1996). 

Veblen (1919), being the pioneer in creating association between knowledge 

and productivity concludes that all the products offered in markets depend upon 

consciously or less consciously perceived knowledge and experiences. On a broader 

front Veblen gives a comparison of two types of losses; one is loss of all the capital 

goods used for production or the loss of all knowledge and abilities. Loss of later 

would be dangerous in order to deteriorate nations’ fate. The former factor can be 

retained comparatively in shorter span of time by using the later one.  

Mackenzie (1996) and Polanyi (1958) throw light on the same proposition 

given by Veblen with giving an example of Germany and Japan. After second world 

war both of the countries were able to build up the whole economic, political, and 

social infrastructure despite of all losses of their material capital. Though, Veblen 

(1898) focuses more on institutions for spreading and benefiting the knowledge and 

not individuals but generally, business organization that focuses more on team work 

and collaboration between corporation and societal groups can help all stakeholders 

to share common knowledge and wisdom with each other. So why Veblen (1914) 

over emphasize on knowledge and its diffusion in society reflecting the significance 

of social capital for changing societies.  

Commons (1934) named this interaction process of knowledge sharing among 

individual, society, and business organization as “theory of transaction”. This starts 

from orders and obedience and crafts future picture of a society. On studying 

‘sociology of professions’ several sociologists emphasized knowledge as ‘core 

generating trait’ (Larson 1977, Halliday 1987, Abbot 1988). Though definition of 

knowledge and education varies but in existing era it is called professional knowledge 

that is self-centered, programmed, codified, and generalized (Murphy, 1988). Weber 
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(1978) also emphasize on the importance of standardized knowledge with some 

degree of credibility. This was other anticipatory step taken toward globalization 

based on modern values. He also sees knowledge as source of prosperous behavioral 

shift in an individual. After this behavioral shift or prosperity one must be given some 

high status in society and also be a stimulator for the others. Weber’s entire 

conclusion leads to more bureaucratic system with strict rules and regulations 

alongwith rational world view and this system is the origin of globalization.  

Abbott (1988) further creates link between work, knowledge, and the ‘cultural 

work’. He emphasizes that none of the business culture can exist without getting 

acceptance by the local value system. Here Abbott rationalizes the issue by making 

economic need of people dependent on professional education and knowledge. For 

this purpose, formal universities and institutes are essential. Competence, an attribute 

of modern societal or business organization mainly addressed by the educational 

institutions.  Naturally the products of these institutes will come out with different 

belief system. These people are suitable for any business organization, adopt changes 

rapidly, and due to their status of  role model, new values disseminate and make 

traditional and local values weak.  

Hofstede (1991) in his famous work on ‘culture and organization’ came up 

with conclusion after an extensive research that upcoming world would be more 

market focused and people will have some more economic urge. Hence  the 

knowledge and education for some economic gain will only sustain. Especially in 

developing world the concept of ‘feminity’ (money is not everything) will be 

replaced with ‘masculinity’ (money is everything). That means education for the 

sake of earning.  

2.6 Income  

Edwards and Whalley (2002) investigated the relationship between income 

and behavioral changes to an individual working in a business organization. They 
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clearly found that the basic reason of this inequality of wages is due to significant 

differences in education, skills, and expertise of workers. This has led to the view that 

this inequality stimulates specially those who are getting less-wages to change their 

behaviors. Card et al (2003) found that mostly the professional learning took place in 

developed world is due to this inequality in wages.  

This inequity in income further manifests many changes not only in 

consumption patterns but also in a social system. Change in living patterns (shift from 

joint to nuclear family system), change in priorities to get admission in a business 

discipline at college or university (an obvious shift from non-commerce to commerce 

education), and so on (Wolff, 1992). Many cases of inequality in income can be 

observed within the organization due to changes in production function, trading 

patterns, more dependencies on international standard compliance, and smart 

communication systems. In order to increase income, mostly organization employees 

with less income are in the process of shift in their behaviors (Levy and Murnane, 

1992). 

Robbins (1998) directly associates income with behavioral change. He 

describes in a way that any opportunity that enables an organization to earn some 

more profit is dependent upon certain changes. Generally people resist to this change 

but due to association of these changes with rise in the income, they find no other 

way expect to adopt the change. This adoption is either cause or effect of change in 

their behavior.  

2.7 Marital Status  

Marital Status of an individual is an important factor in determining the 

change in behaviors. It does not only affect social construct of an individual but also 

influences economic being. Hochschild’s (1989) revealed that in 80 percent of dual-

earner couples, males are exempted from household and children related jobs. This 

phenomenon shifts mostly the earning stress more on male partner. This also makes 
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the male member more responsible and pushes him to behavioral change. In another 

study Hochschild (1997) came with very interesting results that where a business 

organization is providing some family-friendly-policies, employees are spending 

more time in the organizations and resultantly their family life suffers? This new 

organizational set up is a focal point of modern business values are not of local.  

Kelly’s institutional analysis (2003) concludes that employees who are single 

are found more responsible than of married. This is mainly due to their deep concern 

in the jobs and organizations and not in growth and development of their families. 

This (according to Kelly) creates a positive stress and makes an employee more 

flexible than stubborn. In the same manner Zedeck and Mosier (1990) concluded that 

“Work and family pressures are interdependent: stress from one’s work life carries 

over into the home and vice versa”. 

Blair-Loy and Wharton (2002) in their comparison between single and 

married people over an analysis of “short term leaves, flexi time, compressed work 

weeks and telecommuting” found that unmarried are always taking more advantages 

out of these policies than married people. In the light of several organizational 

theories, organizations have to bear cost of behavioral shifts and changes. Naturally, 

this cost will be paid for an individual who is more productive to the organization 

(Guthrie and Roth, 1999). 

2.8  Family Living Pattern, Living Area, and Background 

With the advent of modern values system and capitalism, desire for more 

luxurious life has also been increased. This desire has affected strongly reduction of 

population explosion, just opposite to local value system. Even states are making bold 

steps to control population in spite of strong resistance from orthodox. Desire of 

luxurious life, has changed family living patterns too. Cateora (2005) argues that 

economics, self-esteem, religion, politics, and education; all play a critical role in 

attitudes about family size. He further argues that  in local value system, perhaps 
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people are not conscious about income, higher literacy levels, education for women, 

universal access to health care, family planning, improved nutrition, and, perhaps 

most important, a change in basic cultural beliefs regarding the importance of large 

families. But all these factors have become much important due to consumerism and 

global values. In order to enjoy ‘happy-go-lucky’ life, people have changed or in 

process of changing their family living pattern (Kotler, 2006). In fact, reduction in 

family size leads to nuclear family system. India is good example in this regard, 

according to VK Paghunathan (2003), “the most recent attempt to change family 

living pattern is a law that bars those with more than two children from election to the 

national parliament and state assemblies”. This would mean that, based on family 

living pattern, many now in office could not seek reelection. 

Jainghog et al (2003) concluded in their research that perhaps the most 

influenced barrier to population control is cultural attitudes towards the importance of 

large families. In many cultures, the prestige of a man, whether alive or dead, depends 

on the number of his male children, and a family’s only wealth is its size and 

children. This trend leads to joint family system. But as global values are replacing 

local values, a new meaning of wealth has been discovered that is more achievements 

in professional lives and attainment of luxuries; that also reflect change in behaviors 

of people under context of global business values.  

 Cateora (2005) compared different family living patters as; “Family forms 

and factions vary substantially around the world, even around the country. Consider 

the Dutch executive who lives with his mother, wife, and kids in a home in 

Maastricht that his family has owned for the last 300 years. Then there’s the common 

practice of the high-income folks in Cairo buying and apartment house and filling it 

up with the extended family – grandparents, married siblings, cousins, and kids. Or 

how about the Japanese mother caring for her two children pretty much by herself, 

often sleeping with them at night. Meanwhile her husband catches up on sleep during 

his four hours a day commuting via train. And there’s the American family in 
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California, both parents work hard to support their cars, closets, and kids in college, 

all the while worrying about aging grandparents halfway across the country in 

Texas.”   

McDowell (1997) describes the relationship between family living patterns 

and behavioral shift as “at a somewhat lesser degree of comprehensive in social 

systems, in the structure of family systems, this can be seen the independent 

importance of ideology on social change”. Pierce (1999) viewed the importance of 

ideology in social change and especially in behavioral shift as “one important source 

of change is the ideology of economic progress and technological development, as 

well as the ideology of conjugal family, and family living pattern”.  Goran Ohlin 

(1961) extracts Rostow’s opinion in his article that behavioral change or attitude 

towards economic development is key factor to change the society. Traditional or 

orthodox attitude is the reflection of traditionalism which leads to slow change in 

society. 

Another important factor that affects on behavioral change is living area of 

one person. Apparently, rural to urban migration itself is a big sign of behavioral 

change and desire of people to be a part of global stream. In Cateora’s words (2005), 

“migration from rural to urban area is largely a result of a desire for greater access to 

sources of education, health care, and improved job opportunities”. Erla (2002) found 

that by 2025, it is estimated that more that 60 percent of the world’s population will 

live in urban area and at least 27 cities will have population of 10 million or more, 23 

of which will be in the less developed regions. Erla’s research clearly indicates a 

behavioral change in the context of global business values. Though, Dam (2003) has 

marked this flux of migration as ‘serious problem’ that will outweigh the advantages 

for all concerned.  

Pierce (1999) has inferred “urbanization increases living pattern of people and 

they get new priorities in their lives”. These priorities are like rising income, capacity 

building, and so on. Wajcman (2003) associated this social mobility as a breaker of 
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class system. He concluded in his research that the global business values provide 

some good chance to underprivileged class and they may broaden their movement in 

a society.  

In addition to living area, background of one class affects behavior. West and 

Zimmerman (1987) focused on gender issues mostly in discussion of changing 

behaviors. But they also focused on background of people from where they migrated. 

In their research they found that social mobility gets more probability of occurrence 

among people who are from urban background. People from urban background get 

some more changes of education, achievements, and occupational attainments. They 

are more responsive to changing trends and having more options in selection of 

education type and occupations. They also act like divergents and in certain situations 

even challenge their parental beliefs and assimilate new social strata or class. 

2.9 Stress  

With its positive and negative effects is  unavoidable in modern organizations. 

This is mainly due to high quality commitment and with job enrichment through HR 

policies (Pfeffer, 1994). The degree of stress even multiplies in the societies that are 

less structured and non-systematic and  local values play dominate role in the 

economy.  

Modern business values rely on empowerment of an employee (Sisson, 1994). 

This empowerment makes an employee more responsible and at stake as well. In 

contrast, the societies that based on collectivism may exercise this power for the sake 

of collectivity (Hofstede, 1991) that further creates either societal destruction (by the 

dint of nepotism) or at least harms the organization by misusing the power. Especially 

in the service sector (that is not developed yet in developing countries), this 

empowerment focuses more on ‘customers issues’, that is again stressful and involves 

emotional labor (Korczynski, 2006). In manufacturing sector (like export based 
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textile organizations) some more cost minimization and strict control is required that 

again generates stress (Barker, 1993; Sewell 1998; Taylor and Bain 1999). 

Purcell (1997) concludes the inevitability of stress in modern business 

organizations. He also recommends some mechanics to be opted in order to control 

adverse effects of stress. For this he suggests four strategies to sublimate negative 

stress into positive. First, to enhance flexibility, second increase psychological 

contract with the individual, third, more delegation of authority at lower level staff, 

and fourth, by creating greater cost efficiency. The essence of capitalism in the sheer 

pursuit of profit is another reason of stress (Sturdy and Fineman, 2001). The capitalist 

system has developed a mind that accepts stress and then work to moderate its effects. 

Hochschild (1983) has given detailed account on the absorption of stress and its 

consequences. He argues that stress leads to alienation from the work place if it does 

not get support from organizational culture mainly and somehow from the micro 

external environments. 

Korczynski (2006) associates stress with the degree of freedom in expression 

and sharing the problems with each other and superordinates. Modern values do 

encourage the freedom for doing so but in export based organizations of developing 

countries this freedom is almost absent. This is possibly due to two reasons; one is 

absence of freedom from local values system (Hofstede, 1991) and second is vertical 

structures of the organizations. Although these vertical structures are needed because 

of routine production jobs but it creates much stress among the employees. This 

‘stress’ may lack the characteristics to provide for self actualization, but may deliver 

some satisfaction to the employee through the joy in activity and some power that is 

delegated to him (Baldamus, 1961). In addition to this strong encouraging 

organizational culture towards more social interaction can further control stress or at 

least negative stress (Ray, 1958).  

In following the Baldamus, Ganz and Bird (1996) also recommends 

empowerment to disempowered people in order to get rid from negative stressors. 
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They also recommend certain strategic level training programs to increase 

cooperation, congruence, and more group/team work to overcome stressors. This is 

further supported by Taylor (1999) who comes forward with figures that 12000 

companies in today’s business world are  after stress coping programs.  

In a holistic way stress depends upon choice of work in  business organization 

and societal equalities or inequalities existing in any environment that affect on 

behavior and it displays in  different dimensions with different preferences and 

societal constraints (Korczynski, 2006). Governmental role is important in a way that 

how much political stability sustains and how much the government is worried about 

welfare and rights of employees. With low education and high political uncertainty 

(like Pakistan) employees are in more stressful situation that affects human behaviors. 

2.10 Motivation and Rewards  

‘Motivation and Rewards’ first time considered with the popular concept of 

‘anomie’ by Durkhiem (1897). The ‘anomie’ mainly focuses on a state of de-

motivation due to low level of intrinsic and extrinsic rewards (Orru, 1983). The state 

‘motivation’ or otherwise ‘de-motivation’ has structural as well as cultural that results 

negatively in shape of detachment and isolation of an individual at beginning and 

purposelessness may be an ultimate fact. Durkhiem gives a vivid relationship between 

‘anomie’ and ‘suicide’ as a condition occurs when a person is not rewarded well. He 

also agrees with inevitability of ‘motivation’ in individual’s life. In words of Besnard 

(1988), “anomie or demotivation is a situation characterized by indeterminate goals 

and unlimited aspirations, the disorientation is created by confrontation with an 

excessive widening of the horizons of the possiblities, in a context of expansion or 

increasing upward mobility. It is loss in the infinity of desires”. 

The motivation and rewards may be in shape of immaterial factors like 

friendly environment and flexible organizational structure (Barnes, 1954). This could 

be in shape of less restraints and compulsions and more freedom from the corporate 
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level (Raghavan, Kranhold, and Barrionuevo, 2002). This is a norm of US based 

organizations working across world to introduce such sort of culture to motivate the 

employees. On many places, this culture contradicts with the local culture. The 

contradiction is being overruled by developing tight-knits with the communities by 

focusing more on employees’ satisfaction. 

Selznick (1996) emphasizes on the relationship between motivation and 

societal culture. He focuses on variety of motivators and rewards in accord to the 

societal norms and values. He gives an example of Japan, where the business 

organizations are socially constructed as a supportive tool to social development. 

Many US based organizations were failed in Japan due to their sheer objective of 

profit maximization in spite of some very good rewards. Personnel belonging Japan 

did not accept these rewards as motivators and resultantly the US based organizations 

failed. Vice versa if these organizations would have gone according to existing social 

norms or should have tried to change the behaviors of personnel then results would be 

different.  

Dore (2000) in his research highlights another relationship among corporate 

leaders, motivation, and behavioral changes (social acceptance). In his view leaders 

can play vital role to change the behaviors of personnel working under their 

subordination. Due to some more influence they can change behaviors of followers 

that can further help in creating coherent meaning of ‘motivation and reward’ to all 

the organizational stakeholders and society.  

2.11 Achievement and Encouragement 

‘Achievement and Encouragement’ is both social and organizational in nature 

and is mainly taken in terms of economic goals in the global context. In the words of 

Hofstede (1991), “it is due to an overwhelming importance of money”. In local value 

system the tools for ‘achievement and encouragement’ are like sacrifice for greater 

cause, hospitality, generousness, and care of unseen divine rituals. In modern value 
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system this is replaced with work structures, compensation and rewards, career 

growth and development, and work-family balance (Korczynski, 2006).  

Fujiwara Greeve and Greve (2000) specifically examined achievement and 

encouragement in relation to organizational setting. They examined that how the 

methods of ‘achievement and encouragement’ vary between larger (MNCs) and local 

firms. Large organizations have some impact on job structures due to more 

bureaucratic system than their counter parts. Naturally larger organizations are giving 

some more rewards than smaller organizations; so why effect of larger business 

organization (like MNCs) is higher than small organization (Blau and Scott, 1962). 

Philips (2001) highlights another important point in the pursuit of different 

ways of ‘achievement and encouragement’. He found that bigger companies are at 

low risk of failure and always reluctant to promote their employees due to high 

degree of credibility. In addition to this, the multinational larger corporations have to 

make some little efforts than their counterparts in order to motivate personnel towards 

behavioral shift and change. This credibility profoundly makes a bigger organization 

dominant and more influential in a society. The patterns of ‘encouragement’ specially 

get influence from inter-organizational effects that are working in the same society. 

Motives of one company may give awareness about another benefit to employees of 

other organizations. Especially these affect organizational cultures, practices, norms, 

structures, and even job descriptions of employees (Baron et al, 1996). 

The effect of strongest external forces also play vital role in achievement and 

encouragement scenario of an organization. Specifically collapse of twin tower in US 

can be seen in this regard. This collapse created a sense of uncertainty among the 

employees of export based organization due to their vested interests associated with 

US importers (Allmendinger and Hackman, 1996). Hence these people were amongst 

the first who protested against this terror. This is because of dominance of US 

business values that have reshaped the behavior of personnel working in the 

organizations that have some more interaction with US. This behavioral change 
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further diffused in society when current employees advice their family and friend 

about what organizations are looking in them (Fernandez et al, 2000). In a society like 

Pakistan that base on collectivism, the diffusion of change is even multiplied.  

Patterns of ‘achievement and encouragement’ do not affect only from societal 

factors but also from different managerial ideologies. ‘Scientific management’ for 

instance, broadly focuses on material gains with right proportion to organizational 

growth. That is somehow not possible in developing countries due to low degree of 

‘masculinity’ and ‘uncertainty avoidance’ (Hofstede, 1991). Another managerial 

ideology is ‘human relations’, where mostly of ‘achievement and encouragement’ 

comes from emotional threshold. Hence, many of non-financial intrinsic and extrinsic 

elements are working as motivators. Thus people are more conscious about their 

social capital than their income level (Boxman et al, 1991). Social capital develops 

several social contacts that further helps in attaining higher positions and good jobs. 

Finally, ‘structuralism’ as a managerial ideology leads to establishment of strict rules 

and regulations in order to achieve more efficiency and effectiveness. ‘Achievement 

and encouragement’ have different definition, like, more authority higher the 

designations, closeness to decision taker, number of loyal groups, and so on 

(Ahmadijan and Robinson, 2001). 

2.12 Planning and Decision Making   

“Planning and decision making has become a dominant feature of industrial 

sociology in our era” (Korczynski, 2006), the proposition gets the support from the 

idea that environmental conditions affect choices of organizational design. The whole 

concept is derived from ‘contingent theory’ that’s core concept is that  there is no one 

best way to organize, different ways of planning and decision making having 

different degree of effect, and the best way of planning and decision making is that 

matches with the local environment.  
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Haveman (1993) concludes in his research that the first part of the 

contingency theory directly relates with sociological study of behaviors of managers 

working in business organization under different cultural phenomenon. He collected 

large range of data from developed and developing countries and concluded that how 

cultural factors influence the planning and decision making. In most recent findings 

of Sorenson and Stuart (2000), it is viewed that how different cultures affect 

important decisions like development decision of an organization, learning and 

growth of employees, diversification, and retrenchment. Structural functionalists 

specifically worked to develop relationship between several decisions that are being 

made in response to environments (Blau and Scott 1962, Woodward 1965, Pugh et al 

1968). They all concluded that certainty or uncertainty what so ever exist in society 

affects basic patterns of planning and decision making in a business organization such 

as many characteristics of an organizational setup, production patterns, adoption and 

diffusion of technology, size and authority delegations within the organizations.  

However, Child (1972) came up with a different conclusion that it is not 

environment that determines the planning and decision making patterns in an 

organization rather these are power holders within the organizations (like the 

respondents in the research under process ) who decide strategic actions. Child further 

adds that these power holders also manipulate the society and possibly acts like 

change agents for that specific society. The findings seem true in many developing 

countries where economic uncertainty creates some more power distance (Hofstede 

1991). These managers become like role models and are better able to change others 

or at least their followers within or beyond the organizations. In addition, more 

uncertain environment needs some more information processing to create more 

effective decision and plans (Galbraith, 1973), thus organizational performance is 

collectively dependent upon the structure and environment.  

Dependency on ‘Planning and decision making’ in changing environment 

(more precisely in this era) have mutual effect on each other. Organizations getting 
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inspiration from developed economies and to comply with the demand, these 

organizations apply some working standards. Societies, in order to get employment, 

learn these standards initially at educational and eventually at working institutes. In 

view of Carroll (1985), “this all happens in an evolutionary manner.” Hannan and 

Freeman (1989) also support the idea and concluded in their research that 

organizations change slowly and this is same with societies. These two researchers 

further explained the reasons of this slow change and adoption. They identified four 

internal and four external reasons. The internal factors are returns to investment, 

technological awareness, amount of information available to decision maker, and 

specialization of employees. Externally these are entry barriers, access on 

information, legacy issues, and degree of emotional stability or instability in any 

environment. This is important to note that these four external sources vary from one 

to the other culture. 

‘Planning and Decision making’ process of any organization can be better 

understood by ‘social relation’ exist between society and organization (Burt, 1983). 

These relations can be treated like source of opportunities or thoughts for further 

growth and development of a business organization. This social network may include 

many dimensions like resource dependency, inter-organizational structures, 

government and organizational relationship, competitors, customers, and suppliers; 

that directly affect many basic plans and decisions of an organization (Burt, 1983). 

Moreover, this social relation also focuses on the “Social capital of individuals” along 

with individuals’ tie to many social influences (Coleman, 1992). Korczynski (2006) 

writes about ‘social capital’ as, “Social capital improves access to information and 

material resources, which enhances social status, reduces uncertainty, and improves 

many individual outcomes. But social capital also creates mutual obligations, which 

channel action in some predictable directions and foreclose others”.  

Granovettor (1985) posits out that economic activity is also social by nature. 

The relationship between individual and organization makes organizational role more 
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dominant that further sets individuals identity and status. DiMaggio and Powell 

(1983) focus on cognition development of an individual. They concluded that 

cognition of personnel gets shape from organizational strategies that are developed in 

response to external changes. Hannan (2000) viewed the degree of rationality (or 

otherwise emotionality) in personnel is due to cultural factors but can be reshaped 

with strong organizational culture. Similar findings are of Brinton and Nee (1998) 

who impute ‘planning and decision making’ as a rational choice aimed at lowering 

uncertainty and risk and learnt from social and organizational values.  

Scott (2001) identified “structures in which institutions are embedded at 

multiple level in society: the routines, rules, scripts, and schemes that guide the 

perceptions and actions of individuals and small groups; local, regional, or 

demographic group identities and regimes; meso level organizations, occupations, 

and industries; and society’s wide norms and codified patterns of meaning and 

interpretation”.  

2.13 Politics, Power and Conflict  

Politics, power, and conflict have been considered as one of the most 

important fundamentals of social action in any society, while two others are market 

and social norms. Similarly, business organizations also use three instruments for 

controlling, such as bureaucracies, markets, and group norms (Ouchi, 1979). While 

none of the mentioned controlling factors belong to any   local norm or value. Instead, 

all these three are used by US business corporatocracy as controlling mechanism 

(Hirschman, 1982). Ouchi (1979) stated that bureaucracies are power structures or 

hierarchy, market politicize or manipulate different forces at different intensity that 

further acts  like catalyst in a business organization, and finally group norms create 

either positive or negative conflicts. Philip (2000) argued that if some more degree of 

trust does exist within the peer groups then the group conflicts may create positive 

competition among them and vice versa. However Marx associates the positivity or 

negativity of conflicts with economic function of a society. This inference clearly 
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creates relationship between politics, power, and conflict with behavioral change. 

More openness towards alignment and adoption of modern values is creating new 

meaning of politics, power, and conflict resulting due to behavioral change (Powell, 

1990). However, Marx doubts that free markets with new definition of ‘politics, 

power, and conflict’ can create a dangerous class system. So why Lukes (1974) 

recommends some insightful study of existing organizational hierarchy.  

2.14 Performance Appraisal System 

Performance appraisal system always been central not to sociology only  but 

almost to all social sciences right from religion to business (Korczynski, 2006). The 

performance appraisal system disregard personal interest and gains and rather put 

personnel on a track of collective goodness (Maclntyre, 1981). The nature of the 

performance appraisal system demands conformity of established rules and 

regulations that should not stranger o local value system. A growing behavior gets all 

of its nurturing from the set of ethical code developed by the society. Subsequently 

his ethical cognition attaches with him at work place even. This fact compels 

multinational companies to be polycentric and hire local personnel (Cateora, 1999). If 

a person does not find harmony between the moral codes applied at work place and 

what he had learnt from the society then the organization or individual both may in 

difficult situation. This conflict will adversely affect the performance efficiency 

required for achieving organizational goals (Nozick, 1974). 

Freeman (1984) emphasizes on the prevalence of some principles to maintain 

the order of society (or even an organization). The only justified rational to hold the 

power must be based on ‘fairness and justice’. Rawls’s (1971) supports the approach 

that some principles about distributive justice must be established that should be 

acceptable to all. These principles must be based on justified and unbiased measures. 

Etzioni (1995) concluded in his research that performance appraisal system can affect 

the behaviors of people. The performance appraisal system can enhance performance 

of anyone and can inculcate new thinking style. He specifies four factors that affect 
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on performance appraisal systems as well as behavior, that are specific goals, difficult 

goals, accepted goals, and feedback about progress towards goals. All these principles 

are inherited from modern business culture to the employees working in export based 

organizations. 

Modern business values are taking place the traditional values and these 

rational values are the reflection of capitalism. This capitalist system based on core 

principles of laissez faire and free market competition. This free market competition 

gives opportunity to each and everyone to take his share from the stream according to 

his skill and potential. The principle also works within the organization where 

everyone will be given freedom to show his potentialities and get due growth and 

development. This all needs fairness and justice in evaluation of the performance of 

employees (Bassiry and Jones, 1993). Fukuyama (1991) supports the argument and 

concluded that capitalist economy provides “happy combination of individual 

freedom and productive efficiency”. But in view of Marx, mostly of the local values 

specifically of developing nations base on class system that does not provide some 

equal chances of growth and development to each and everyone. Increasing middle 

class in developing countries and migration from rural to urban areas can be 

presented as an evidence in the support of prevalence of ‘Performance appraisal 

system’ (Pierce, 1999). 

In contrast, Taylor and Bain (1999) criticize ‘performance appraisal system’ 

in capitalist economy. In their point of view, mostly sources and resources are in few 

hands; hence a working relationship on equality basis is not possible. Joseph (1994) 

concludes in his research that the capitalist economy contradicts the basic principle of 

‘Social-welfare-state’ that also depends on ‘fairness and equality’. However, this is 

debatable that how different countries are running successfully under the combination 

of ‘capitalism’ and ‘social-welfare-state’? In developing countries, scenario is 

different; shortage of sources, poor infrastructure, political instability, and high 

degree of uncertainty leads towards capitalist economy than a social-welfare-state. 



 

 

35

Though it demands more for “just” performance appraisal system but still this is in 

process.  

The ‘performance appraisal system’ can also be used as motivator. 

Interestingly some work done on the issue by socialist researchers that how work 

performance can be correlated with ‘quality of working life’ (QWL) (Korczynski, 

2006). And the prime feature in QWL is fair performance appraisal system. The role 

of ‘motivators’ is much concerned that many governments have liberalized their 

markets to compete effectively in world markets. The liberalization of markets made 

organizations ‘liberal’ too. So all employees must be given autonomy to play their 

effective role and prove themselves. This freedom of playing roles effectively needs a 

just and fair performance appraisal system. In practice this system creates ‘trust’ 

among all the stakeholders in an organization (Kay, 1993). The system also increases 

the learning of employees within the organization (Ohmae, 1989). And all these 

factors make the organization more competitive in the world market (Atkinson, 

1984). All these benefits are encouraging organizations to establish ‘performance 

appraisal system; and all these systems are reshaping the behaviors of employees. 

2.15 Training and Development  

‘Training and development’ plays central role in changing behaviors of 

people. In business organizations this factor multiplies due to more focused activities 

and need of specific skills for performing a certain job and achieving a goal (Murphy, 

1988). Abbott (1988) specifically concluded in his research that training and 

development needs arise when an employee is dealing with an issue or problem that 

may affect his professional development. The issue may be of any type ranging from 

behavioral to technical needs. Abbott further argued that training programs are like 

conditioning programs for modeling the behaviors. The conditioning enables one to 

generate many ideas that can further be disseminated. Durkhiem (1957) believed that 

if modern society ever gets threatened then these trained professionals save the 
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society. These trained people, who are known as ‘professionals’ are playing a 

prominent role as promoters of modern business values (Parsons, 1968.). 

Mckinlay (1973) concludes ‘trainers’ as ‘physicians’ who characterize 

ideology or even mythology sometimes. Even the ‘training’ has been considered as 

basic source of ‘Power’ (Hall, 1983). This ‘training and development’ makes one 

‘professional’ and distinguish him from the others. In any organization (business or 

society) top positions are mostly occupied by these professionals. Hence these 

professionals not only enjoy a dominant position in their social and business circles 

but also disseminate the information to rest of the organization and society. The 

dissemination of information not only establishes that one is ‘professional’ but also 

specifies one’s role as professional in a society (Freidson, 1983). In another work 

Freidson (1970) viewed that effective ‘training and development’ produces 

‘professionals’ “who can also develop an ideology and define social reality within its 

sphere of action”.  

Larson (1977) specifically focused on ‘professional development’ and 

advocated that two aspects of modern business culture (or modernity) are significant 

to the emergence of professional groups, one is ‘scientific knowledge’ and other is the 

‘existence of free markets’. In such societies, in her view point, qualifications and 

experience are like opportunities for income. And both of the factors (qualification 

and experience) stem through ‘training and development’. This exactly matches with 

Weber’s (1978) theory of stratification that emphasize on ‘specialist knowledge’ that 

is also an opportunity for income. This ‘specialist knowledge’ comes from ‘training 

and development’. Larson (1977) further viewed in her work that these trained and 

developed professionals are the source of social mobility and market control. Cooper 

et al (1988) concludes in their research that these trained people dominate the market 

by controlling the dissemination of knowledge and may enter into a ‘regulative 

bargain’ with the state. These market controls are mutually linked up with social 
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phenomenon (Larson, 1977), hence these employees of business organizations are 

playing an effective role in changing behaviors of the whole society. 

Marxian theory, in contrast of Weberian school, considers all ‘training, 

development, and professionalism’ as result of capitalist mode of production. Marx 

argues that degree of professionalism along with all development of personnel depend 

upon owners and their vested interest. He further argues that the whole society 

polarize on the same pattern. Johnson (1980) in his comparison of both Weberian and 

Marxian analyzes of ‘training and development’, see it as important tool for the 

capitalist state. Johnson (1982) further highlights the importance of ‘professionalism’ 

as link between state and corporate sector. Resultantly, these personnel of business 

organizations not only create link with state business but also acts like change agents 

in any society.  

To act like change agent, one must hold some power (Robbins, 1998). Foucalt 

(1977) creates a link between knowledge and power. He viewed is that shift from 

traditional to modern society is a shift from ‘classic’ to a modern, organized, and 

more disciplined form of knowledge. This knowledge needs formal ‘training 

programs’ that has become like integral part of business organizations.  

2.16 Acceptance and Adoption towards Change 

Culture not only develops societal norms but also establish day-to-day 

business behavior (Weber, 1930). This is an established fact that business reflect 

societal norms and as employees of export based organizations are understanding and 

adopting other cultures, their own behavior are changing and affecting the society. In 

US ‘individualism’ has manifested as measure of success but in Japan group 

formation is considered as success. In contrast, Europe due to its feudal background 

considers power and authority as element of success (Philip et al, 2000). But now due 

to understanding of other cultures and dominance of US values, both Japan and 

Europe have also changed and consider ‘individual wealth’ as important and 
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denominating. Mostly societies   under individualism pertain ties between individuals 

are loosing. Everyone is expected to look after himself and his immediate family; just 

opposite to ‘collectivism’ that is a local value of many developing countries 

(Hofstede, 2001). And all this is due to understanding and adoption of other culture. 

‘Acceptance and adoption’ come after understanding of other cultures 

(awareness at Persuasion stage). Why one should understand and then accept other’s 

culture? Why one should change and replace their older values with new? Answer is 

simple; financial growth, luxurious life, and security. In findings of Micheal et al 

(2000), at least three reasons can be found to focus on global business culture. First, 

influential role of globalization on economies. Second, to get access over big markets 

by developing countries those are mainly production-based due to cheap labor. Third, 

during the 1990s American business culture was promoted around the world. Global 

values can be distinguished with local values on same important ideas, i.e. “Master-of 

destiny view point (Hofstede, 2001), independent enterprise as the instrument of 

social action (Eva, 1995), personnel selection and rewards based merit (Nini, 2000), 

decisions based on objective analysis (Cateora, 2005), wide sharing in decision 

making (Cateora, 2005), never ending quest for improvement (Cateora, 2005), and 

competition yielding efficiency (Adam, 1776)”. All these factors are being accepted 

worldwide in equal intensity in developed and developing world. That clearly proves 

that people are accepting and adopting these new trends; while the sources of all these 

new values are business organizations. Bodley (1982) named the process of adoption 

of changes as ‘acculturation’ that is cultural borrowing in the context of subordinate-

superordinate elations. While DeVos (1976) argued that where neither the group is 

clearly superior, there may be a standoff in the adoption of attributes, and thus each 

group tends to retain its identity.  

Lester (1992) provides most articulated description of how culture influences 

managers’ thinking about business strategy. Cathey et al (1996) in their experimental 

research found these differences vary among American, Germans, and Japanese. 
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They found some more cooperation in countries where low individualism does exit 

and just opposite in high ‘individualist’ countries. In Cateora’s (2005) words, 

“business behavior is derived in large part from the basic cultural environment in 

which the business operates and, as such, is subject to the extreme diversity 

encountered among various cultures and subcultures. Environmental considerations 

significantly affect the attitudes, behavior, and outlook of foreign business people. 

Motivational patterns of such business people depend on part on their personal 

backgrounds, their business positions, their sources of authority, and their own 

personalities”.  

2.17 Understanding of Other Cultures 

In Durkhiem’s (1897) view point society is fundamental and culture is 

derivative or emergent. It emerges from people’s mental system (or mental 

programming according to Hofstede, 1991) and depends upon groups living in a 

society in a certain way. In order to understand culture, the researchers look at ‘social 

configuration’ of a society. This social configuration can be seen in a business 

organization. Business organizations reflect the same social set-up, they originated 

from (Carroll and Harrison, 1988).  Lincoln and McBride (1987) studied Japanese 

organizations as representative of Japanese society.  

Tough cultures originate from social structures, but frequent interaction with 

other cultures affect the shape and fabric of original culture (Martin, 1992). Ouchi 

and Wilkins (1985) write about countries that have dominant clan culture and found 

in their research that this clan culture can typically be seen in business organizations. 

The maximum interaction with foreign cultures can be seen in business organizations. 

So why US-based business education (usually known as MBA) institutes are focusing 

a lot on importance of understanding of other cultures, specially in marketing 

discipline (Martin, 1992). This education system has played an important role 

worldwide in changing behaviors of people, more specifically the new education 

system has replaced the local concepts of leadership and thinking style (Meyer and 
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Rowan, 1977). The output of these educational institutes is being accumulated at 

business organizations. Pope et al (1975) further talks about the role of CEOs in 

business organizations as much influential. The CEO does not develop an 

organizational culture only but also gives shapes to the organization men. However, 

this is generally accepted that all the process of adoption and diffusion of new values 

comes after understanding of other cultures and this process takes time (Business 

Week, 1980). 

The understandings of other cultures links with cognitive process of 

comparison that may set a weaker culture back (Etzioni, 2000). Many examples from 

developing countries can be cited here that how people are eager to become a part of 

multinationals or export based organizations. Though some counter examples can 

also be cited like of Japan. Japan’s own corporate ideology been very persistent in pre 

and post war Japan (Gordon, 1985). This is the reason that Japan is more like an 

enterprise community and averted mostly the industrial strife (Cole, 1971). Durkhiem 

also argued that cultures are always in rival to each other and keep on reinventing 

regularly in order to counter the disintegrative tendencies endemic to secular modern 

life (Etzioni, 2000). Hilbert (1986) provides a crux of the Durkhiemian view point; 

“the modern society displays the twin features of exteriority and constraint no less so 

that local values are still no happenstance of history”.  

In any business organization employees must have ‘shared values’ (Robbins, 

1990). But this is still dilemma that ‘up to what degree’ this sharing is actually 

required (Morgan, 1986)? Moreover, interaction with other culture results some 

compelled and some volunteer sharing. This becomes very difficult to differentiate 

between compelled and real sharing (Hermalin, 2001). In either the situations 

(compelled or real), values affect behaviors. If this is real sharing and adoption then a 

creation of the network of human relations is likely to be happened (Tosti, 1898). 

This network is likely to be more effective on existing local values. If this is 

compelled sharing of values than this may lead to aggressive retaliation from the 
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masses of the society to whom the organizational values are like threat to their local 

values.  

When the socialization process completes and many influential people accept 

there values then the process of adoption trickle down to other less influential 

segments in socio-economic context of the society (Durkhiem, 1897). In societies 

such tipping efforts start when some influential people accept foreign values and 

convinced with their viability after meticulous understanding (Korczynski, 2006). 

The same happens in an organization where some top echelon understands more the 

benefits of other culture and accepts it (Martin, 2002). In Durkhiem’s (1938) words 

ultimately it becomes ‘total social fact’. Blau (1960) called the whole process as 

‘empirical structural effect’. 

In understanding other cultures, business organization plays vital role. 

Specifically the companies that have more amount of interaction with other countries 

i.e. export based organizations and multinational corporation. De Grauwe and 

Cameraman (2003) highlights the significant role of MNCs in ‘understanding other 

cultures’ in their work. They found that out of 100 largest economies in world, 

approximately thirty are MNCs. The remainders are countries. So the impact of 

MNCs on countries cultures can not be ignored. Moreover, MNCs generate at least 20 

percent of world GDP and directly employee approximately 90 million workers 

(Kohler, 2003). MNCs also account for two third and three quarters of the world’s 

export (Cooke, 2003). Because of mostly hiring by MNCs is being made from host 

countries, more understanding of other cultures become obvious (Kohler, 2003). This 

understanding of many cultures changes the behavior of employees and affects local 

value system.  

Why employees adopt modern values at the cost of their local values? Rubery 

and Grimshaw (2003) concludes in their research the answer of the question that 

these business organizations possess economic power that works very efficiently in 

developing countries. With high-tech but flexible management style these MNCs 
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develop autonomous units across globe that is loosely knitted with each other. At 

beginning and apparently it does not pose any threat on individuals and societies but 

gradually a cognition change process starts. In addition to this, focus of MNCs on 

collaboration, knowledge sharing, innovation, and increasing profits is a charm to 

employees.  

In pursuit of MNCs, local but export-based organizations also start copying 

MNCs. MNCs also encourage the trends due to their dependency upon these local 

companies. Labor-intensive routine tasks are mostly outsourced by MNCs to these 

local companies (Klein, 2000). As Ohmae (1995) concludes that more than 85% of all 

automobiles sold in North America are built in Latin American factories owned by 

mostly US based multinationals. These MNCs for outsourcing impose certain 

conditions on local companies like particular type of workers, personnel must be able 

to understand what customer wants, flexible and well versed with new management 

concepts (Gille and Riain, 2002). So export based organizations consciously make an 

attempt to change the behavior of their employees and for this certain movements 

also made to change the society. Comments by Korczynski (2006) are important, 

“only limited attention has been given to workplace dynamics and outcomes 

associated with actual MNC practices”. He continues that US is deliberatingly 

transferring and circulating its business value through consultants, the business 

media, and management schools. While Edward and Ferner (2002) have concluded 

US as the main source of influence. US based values and globalizations are 

synonymous to each other, and emergence of globalization pushes a mind to 

understand and integrate with economically dominant culture (Katz and Derbishire, 

2000). 

2.18 Perception  

Perception is central in understanding of behavioral shift in any community. 

Perception is a way to interpret meaning out of any situations by using sensory 

impressions (Robins, 1990). These sensory impressions continuously change under 
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the influence of ‘work place’ environment. Though this is also perception that 

influenced by contemporary social psychology of a society. Ferber (1999) writes 

about perception as “people are affected by the culture in which they live”. He gives 

an example of an individual whose brought up is of middle class family, he will be 

taught values, beliefs, and expected behavior common to his family. He further 

extrapolates the same logic to a business organization. There are major values that 

organizations advocate and expect from their employees to practice and share. This 

organizational culture changes the mind set of the employees, this mind set is 

‘perception’.  

Korczynski (2006) has done good empirical work on ‘changing perception’ 

under the influence of modern business values. He describes that in early age of 

industrialization ‘employer’ and ‘employee’ relationship was casual and turnover was 

high. This created a ‘perception’ of urgency between both. Then advent of ‘scientific 

management’ eliminated many unskilled people from work places but enhanced the 

need of ‘skilled people’. This was a creation of new ‘perception’, and both (employer 

and employee) interpreted all the rules of game in a new style, hence ‘perceptions’ 

changed again. Employer’s more dependency on skilled worker changed his 

perception from short-run employment to long-run employment and employees 

‘perception’ changed towards learning more skills for sustainable jobs. This 

perception emerged in  Europe, affected US and is diffusing across the globe through 

US based business values. In developing countries, this changed perception redirected 

the patterns of employment and unemployment. Many surveys were carried out to 

track the causes of jobs losses or otherwise permanency of job in relationship of this 

changed perception of both employer and employee.  

Employee tenure represents the amount of time that an employee stays with an 

employer and is one very important measure of perception (Korczynski, 2006). 

Spending longer or shorter time in an organization that all depends upon 

understanding the need of job, importance of financial and professional growth and 
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development, comfortability level at work place and so on. All these factors are called 

as ‘perception’. In local value system and especially due to peculiar political and 

social history of Pakistan (likely to many developing nations ruled by colonialists) 

‘perceptions’ regarding doing jobs were different. Subsequently, the rural majority of 

subcontinent played an important role to shape a specific behavior or perception. But 

the flux of rural to urban migration, industrializations inclination to business 

education, privatization, and commercialism are clearly indicating that ‘perceptions’ 

of people are changing. Specially the ‘perception’ of people who are directly involved 

in any institute that is working for the sake of mercantilism (Vallenta, 1996). 

All this can be concluded in a way that nature of working relationship 

between employer and employee has been changed and this all is due to change in 

perception of working people. This changed perception is mainly due to influence of 

interaction with US based business. The changed perception further is diffusing in the 

society and may result in holistic change in perception of masses. Korczynski (2006) 

alleges this change of perception is due to emerging US based business organizations 

in these words, “changing perceptions are more likely to be traced to developments 

originating from within the business firm, ostensibly within the control of the 

executive team”. He further raised interesting questions that addresses the changing 

perception of employees of developing countries under influence of global business 

values.  

2.19 Commitment and Loyalty  

“Commitment and loyalty” is a behavioral aspect and determined by societal 

norms and cultural ideology. Hofstede (1991) clearly discusses the ‘loyalty’ factor 

with reference to degree of ‘masculinity’ or ‘feminity’ existing in one society. In local 

value system “commitment and loyalty” is considered as an important dimension of 

personality trait and never made contingent to any financial rewards instead 

considered as moral obligation. Ouchi (1985) compares Japanese and US companies 

and concludes that Japanese employees are always seeking for long-run employment 
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as compared to US employees. This is almost the same with developing countries 

where high uncertainty avoidance does exist (Hofstede, 1991). But as this factor of 

uncertainty diminishes, people get  more opportunities of employment and remain no 

more interesting in long-run employment. Many opportunities come up  with more 

financial rewards that changes all of employees’ ‘commitment and loyalty’ 

philosophy. Baron et al (1996) clearly mentioned in their research that business 

organizations founded in 1990s in developing countries developed new work cultures 

that tended to be more high-power incentives such as stock option that were the 

culture of established organizations in developed countries.  

Kalleberg et al (2000) specifically, focused in their research that how level of 

‘commitment and loyalty’ varies between the workers who are temporary or 

permanent, low pay or high pay, and on less or more growth oriented jobs. They also 

highlights that all the above mentioned factors are economic mainly and not social. In 

their analysis they said that despite the significant barriers and resistance to change, 

cultures can be managed and changed overtime. As several societies have changed 

the meaning and interpretation of ‘commitment and loyalty’. Uzzi (1996) came with 

similar findings in his research as “nevertheless, just as there are many ways that a 

culture changes and varies, there are also many ways in which behavior varies across 

the culture”.  

Crozier (1964) correlates ‘commitment and loyalty’ with another factor and 

that is ‘power and dependence relations with organizations’. He concludes in his 

research that in an organization, high degree of commitment and loyalty can be found 

among personnel holding some more power and moreover having more dependency 

on the organization. Crozier’s research is emerged as universal truth in this era (even 

same can be found in developing countries). But a careful analysis of the results 

reveal that all the ‘commitment and loyalty’ is presented (though rightfully) in the 

context of mercantilism. If all these findings are established true everywhere it means 
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some forces have been working for decades to give new meanings to main traditional 

paradoxes especially in developing countries.  

Lincoln et al. (1996) imputes ‘commitment and loyalty’ with ‘inter-

organizational networks’ and he specifies the example of Japan,  in this regard. This 

is a sort of collectivity that can be found in developing countries’ social fabric. 

Korczynski (2006) alleges that strong inter-organizational networks are like 

competitive advantage of larger companies over others and local values system is 

supportive to build the type of networks. These local values systems have all inmate 

capacity to develop strong organizational network even without much economic 

incentives. However, these factors are changing due to behavioral change of people 

who are working at export based textile organizations under the influence of US 

business values. This is important to note that the nature of these inter-organizational 

networks varies greatly across societies (Orru et al, 1991). Therefore, the mutual 

affects of ‘commitment and loyalty’ and business organizations and its nature varies 

greatly across national contexts but with the adoption and diffusion of US business 

values this variation is reducing. Though reduction of local values would have its 

consequences on national solidarity. (John Prekins, 2007). 

2.20 Behavioral shift  

“Behavioral shift”, as a focal point of this research plays conclusive and 

vitally important role. Perhaps, this is also the focal point of many social sciences. 

Like economists focus on labor markets and its outcomes and ultimately at economy 

as a whole. This focus directly deals with purchasing and working behaviors of a 

specific market place. Psychologists, for example, look at individuals attribute 

affecting living and/or working places. This is same with sociologists who “appeared 

to have broadest set of interests concerning workplace phenomena” (Korczynski, 

2006). Modern sociology is specifically looking at practices inside the organizations 

and then its impact on outside. Outlining workplace phenomena discloses many 

differences due to local values where the organization is working and hiring people 
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for work. But these differences are shrinking as organizations are becoming more 

aligned up with global business networks. This all process changes the social values 

and shifts the behavior of people working within the organizations or having any 

association with the business organizations.  

Due to much variation in industries, occupations, and then local values it 

makes sense to focus on one industry that must exhibit more generalized picture of a 

society such as export based textile organizations of Punjab, Pakistan. And changes at 

these workplaces are strongly associated with modern sociology. Shift from 

industrialization to virtualization of society must alarm a sociologist to gauge the 

future social fabric of the society (Alvin, T 1980). Diffusion of technology altering 

behaviors of personnel and making them emotionally more stable (just contrary to 

local values). Advent of organizational behavior with more focus on employee’s 

behavior and organizational culture replaced Fordist system and took behavioral shift 

more seriously. Decline of trade unions and corporate restructuring itself an indicator 

of behavioral change. Off-shoring and outsourcing directly affected behaviors due to 

increasing fear of job loss (Feenstra and Hansen, 1996). 

In words of Korczynski (2006) “research on executives in sociology has 

historically been directed at examining aspects of their socio-economic background as 

they relate to issues of mobility and social class”. The behavioral change among 

managers of business organization is more expected and this change further diffuses 

in society (Cappelli, 1992). Business organizations, under influence of US value 

system have established Human Resource Departments that strategically make all 

attempts to change or shape the behaviors of employees working over there (Cappelli 

and Hamori, 2005). Anyhow, these developments have played differently in different 

countries (Morock and Steier, 2005). In spite of different ways one commonality can 

be observed across the globe, that is advent of ‘professionalism’, and this itself a 

behavioral shift (Haveman and Cohen, 1994). This professionalism has multiplied the 

significance of ‘knowledge’, and ‘knowledge’ has gained dominant place in the 
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behaviors of people (MacDonald, 1985). Another important change in behaviors that 

can be observed is an attempt to create a balance of time and energy between work 

and non-work activities. This also involves another important factor (of behavioral 

change) that would be of maximum interest to sociologists and that is increasing 

participation of women at work places (Goldin, 2004).  Hence this factor does not 

match with local value system but modern value system has changed the behaviors. 

This behavioral change may further be extrapolated and one can foresee the effects on 

marriages, family living patterns, and many other factors. Shift from extended and 

joint family system to nuclear family system is reflection of diffusion of modern 

value system. A shift from collectivism to individualism in the Pakistani society, and 

marrying children outside the class or caste now a days is a common phenomena in 

Pakistan is an example of diffusion of western values. Even such changes in different 

socio-economic, political, and cultural settings of the Pakistani society are ongoing 

continuous feature.  

Haveman and Cohen (1994), in particular, emphasize to study business 

organization from sociological perspective. Sewel and Woef (1980) also focused on 

the study of business organization due to its role of shaping the society. Biggart 

(1989) puts a step forward and says that even markets are socially constructed and 

well engineered in order to sell out the products. Hence these business organizations 

do not affect employees but also affect the behaviors of customers.  
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CHAPTER-III 

RESEARCH METHODOLOGY 

Introduction 

The chapter research methodology describes the methodological 

approaches employed to test research hypotheses. The discussion is mainly 

focused on various aspects such as study design, selection criteria for study sites, 

sample selection, construction of measuring instrument, pilot study or pre-testing 

and measures adopted during development of questionnaire to ensure its validity 

and during field survey to collect reliable responses. Similarly, selection and 

training of the research team, field supervision, editing of the questionnaires and 

statistical techniques used during data analysis are discussed. The field experience 

is also presented.  

3.1 Study Design  

The study was designed to investigate factors affecting the behavioral 

change among the people working in export based textile organizations of Punjab, 

Pakistan. A cross sectional research survey was conducted to explore the research 

objectives. A random selection of export based textile organizations was carried 

out to ensure the generalization of research findings to the entire Punjab; which is 

largest province of Pakistan. The respondent selection from each randomly 

selected organization is based on the simple random sampling technique. The 

entire Punjab has the similar cultural values sharing the mother language 

‘Punjabi’. Prevailing of the same cultural values and traditions in the Punjab 

ensures the suitability of Simple Random Sampling Design for this study. The 

Simple Random Sampling Design is the most powerful design among different 

probability research designs such as Systematic, Random Sampling, Stratified, 

and Cluster Sampling. 
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Pakistan has four provinces and Punjab is the largest province with regard 

to population. According to 1998 census, the population of the Province is 

7,25,85,000. The population density is 353 persons per square km as compared to 

the national figure of 164.  Punjab has 55.63% of total population of Pakistan with 

358.5 density per square kilometer.  The rural and urban proportion of Punjab is 

68.7 and 31.3 percents respectively. Male and female percentage is 51.74 and 

48.26 respectively. Literacy ratio is 46.56% just after Sindh province that has 

47.29% literacy rate and 22.55% population is economically active (Population 

Census 1998). It contains several major cities of the country: Lahore, Faisalabad, 

Rawalpindi, Multan, and Gujranwala. Punjab economy is mainly agricultural, 

although industry makes a substantial contribution. Cotton is an important cash 

crop that contributes substantially to the national exchequer. Punjab has more than 

48 thousand industrial units and the number of textile unit is 11820. Lahore, 

Faisalabad, Multan, and Khushab districts have the largest concentration of these 

textile units. About 31% of these textile units are engaged in export of finished 

and unfinished textile products. Mainly the export is being made to USA and 

European countries. With all this statistics this was assumed that such 

characteristics would be reflecting the real behavior of these people. Ultimately, 

the analysis of these behaviors   would help to meet the study objectives.  

In order to achieve these objectives, existing literature on the subject was 

also reviewed. The aim was to grasp the knowledge of the work done by other 

researchers under different settings. During this, socio-economic, cultural, 

demographic, leadership, creativity and climate, loyalty and commitment, and 

behavioral shift factors of personnel were taken into account. Personnel working 

in these organizations are in fact members of local social system but have availed 

a chance to interact with global values through their respective business activities.  

Pakistan is a traditional society that is gradually moving from traditionalism to 

rationalism or modernism. The influence of global culture can be observed in all 

the spheres of life. There are personnel with export based organizations who may 
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catch and further exert influence of global culture on society.  In view of such 

cultural norms and values, certain conditions were imposed for the selection of 

the respondents and to document the adoption and diffusion of global culture. 

These measures actually represent control variables. 

3.2 Study Area 

The study area was export based textile organizations of Punjab province. 

In view of limited resources and time constraint, one hundred organizations were 

selected randomly for the study with 500 respondents from various industrial 

zones of Lahore, Faisalabad, Multan, and Khushab districts.  

This was aimed to get representation from the top and middle level 

management of the organizations due to their high amount of contact with 

international buyers and vendors. 

3.3 Sample size 

There is no hard and fast rule to decide about the sample size. Some say 5 

percent of the total population is suitable and appropriate sample size while some 

say that 10 percent of the population is suitable sample size that provides the 

unbiased and reliable estimates of the population parameters. However different 

aspects are taken in account for taking suitable and representative sample size. A 

sample size is part or portion of the population while representative sample is one 

which possess all the characteristics of the population. Different aspects which are 

taken into account are size of population, variation between and with the sampling 

units, analysis plan, nature of the research study and objectives to be studied.  

If the population is homogeneous means all the sampling units’ are almost 

similar or alike, then a small sample can provide the better estimate of population. 

On the other end if the population is heterogeneous, then a large sample is 

required which can represent the major characteristics of the population 

parameters.  



 

 

52

It can be said that the amount of standard error plays a key factor to decide 

how much the sample size should be. Analysis of plan is also considered 

regarding size of the sample. For descriptive analysis, a small sample size can 

address the research objectives while if one desires to know the relationship 

between the variables surely a large sample will be required. A large is further 

required if the variable has many categories.  

Availability of the resources in terms of time, funds, competency of 

research team, transportation, are also important factors considered while 

deciding sample size. 

Keeping in view all these factors, it has been decided that to take a random 

sample of 100 export based textile organizations out of 500 organizations from 

the Punjab province. The sample size of 100 organizations is quite larger sample 

size as regarded to population size (500 organizations). The export based textile 

organizations are scattered in a large area. That was the prime reason for taking a 

large sample size, so the scope of findings of the study can be ensured to the 

entire Punjab.   

3.4 Construction of the measurement instrument 

Social scientists deal with human behavior, which are most sensitive in 

nature. More careful and intelligent measures are required to get information from 

them. In case if the information is required on sensitive subjects like behavioral 

shift, researchers need extra careful handing of the respondents. In such studies it 

is quite essential that during development of measurement instrument, all aspects 

of data quality and human nature should be taken into account. As the present 

study was designed to collect data through field survey, a questionnaire comprised 

of mostly closed and open-ended questions. In order to ensure the content validity 

of the measuring instrument, the guidance regarding the selection of variables, 

different relevant studies were reviewed. Finally the opinion of experts (the 
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Supervisory Committee and others) has been taken to ensure the content validity 

of measuring instrument.  

3.5 Pilot study or pre-testing 

A pilot study was conducted in five organizations whereas three from 

Lahore and two from Faisalabad (total 25 were respondents interviewed) to check 

the sensitivity and workability of the questionnaire. Another objective of this pilot 

study was to ensure that respondents really understand the questions and they 

yield true response. The ambiguities encountered during this trial and error stage 

were carefully rectified on revision and modification of the interviewing schedule. 

Questions on the leadership, understanding of other cultures, and perception were 

rephrased in the light of the pilot study.  

3.6 Measures to improve data quality 

A number of measures have been adopted to enhance the workability of 

the questionnaire and to improve the data quality. Among the major aspects 

included handling of sensitive questions, sequence of the questions, reliability, 

coding scheme, selection of research team, training of interviewers and field 

supervision. 

3.6.1 Sensitive questions 

During development of the measurement instrument, the questions were 

constructed to obtain consistent, reliable and true response as well as cooperation 

of the respondents. Maximum care was adopted to avoid sensitive, threatening 

and embarrassing and double barrel questions. Similarly special attention was 

paid to enhance the element of clarity. Extra care was adopted that contents of 

measuring instrument must respect the cultural norms, values and belief of the 

people. 

3.6.2 Sequence of the questions 

The sequence of the questions in the questionnaire is of worth significance 
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as it may attract or detracts the attention of the respondents. A natural sequencing 

of the questionnaire can yield reasonable level of respondents' cooperation as well 

as quality information. A good strategy of asking easy questions first followed the 

difficult one was adopted during the development of measuring instrument. 

Similarly, the social, economic, and demographic questions were placed in the 

beginning of the questionnaire while those on leadership, creativity and climate, 

and loyalty and commitment were placed in the middle. In view of this, questions 

on the behavioral shift were placed at the end of the measuring instrument. 

3.6.3 Reliability checks 

3.6.3.1  Coding 

The coding of the questions at the time of questionnaire development is 

considered very useful approach in the social sciences research. The pre-coding 

saves both time and efforts. It helps the interviewers and researcher during 

interviews, on-spot editing, and all the subsequent stages of data processing and 

management. Special attention was paid to ensure that coded categories were 

exhaustive and mutually exhaustive. Open-ended questions with many different 

responses were coded at the time of data management.  

3.6.3.2   Time and relevant questions 

The time taken required to complete the questionnaire is of vital 

importance. In the present competitive world time is money and nobody can 

afford to waste his time for others. Especially in business organizations where 

people are extremely busy. It is quite essential to avoid lengthy questionnaire, 

which consume much time of the respondents and even the interviewers. One 

should try to keep the questionnaire as short as possible to avoid tiring the 

respondents. In view of this, unnecessary questions were not included at the time 

of questionnaire construction and only those, which were required to explore the 

study objectives, were incorporated. About forty to fifty minutes time was taken 

by the interviewers to complete the interview. The training of research team and 
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their comprehensive understanding of the questions played vital role in acquiring 

reliable and meaningful responses from the respondents. 

3.6.3.3  Training of research team 

The survey teams comprised of young males with postgraduate degree in 

social and management sciences. Four weeks theoretical and practical training 

were imparted to the team members to familiarize the interviewers with the 

content and meaning of the questions. Lectures were given how to obtain reliable 

information through proper probing. Training was also given to employ different 

techniques to create conducive environment for seeking respondents' cooperation 

and reliable responses. Strategies were taught to select the eligible respondents in 

case more than five eligible respondents were present in an organization or when 

many employees tried to interfere during the interview. Similarly, emphasis was 

given to understand the wording and meaning of the questions and how to ask 

these questions to the eligible respondents. A number of model interviews were 

conducted during the training and trainees were asked to comment during the 

discussion. Similarly, the trainers pointed out the mistakes made by the 

interviewers and the techniques to avoid such mistake during fieldwork. There 

were several sessions within the whole course of training aimed at effective and 

efficient data collection. 

3.6.3.4  Field supervision 

The unique feature of the social sciences research is that it deals with 

human attitude and behavior, which vary from individual to individual and are  on 

changing with slight change in the circumstances. Proper care of the element of 

reliability and validity during questionnaire development, good training of the 

enumerators when combined with proper supervision during fieldwork are the 

factors which enhance response rate to the higher degree. During the entire 

fieldwork, the research team exercised every efforts to create conducive and 

pervasive environment for conducting interviews effectively. Creation of a 
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conducive environment is vitally important for meaningful and reliable responses 

and field supervisor plays a vital role in this regard.  

Research supervisor and the investigator themselves conducted the overall 

supervision during the entire field work. The research team was divided into five 

groups. Each group comprised of a team leader and four team members. On 

arrival in the organization, group of interviewers scattered and moved towards 

different functions and levels of personnel as per sampling procedure. The 

elements of welfare like, pick and drop facility at the organizational door step, 

refreshment, dinner, boarding and other arrangements have been made well in 

advance. The fieldwork usually consume the whole day started from 0900 to 1800 

hours. The team worked for five days a week in the organizations and out of the 

remaining one day was reserved for making arrangement for next week fieldwork 

and mutual discussions.  

3.7 Editing of the questionnaire 

On spot editing of the questionnaires were carried out by the interviewers 

after completion of the interview. The investigator himself checked each 

questionnaire for completeness, accuracy and uniformity because it was very 

difficult to approach the same respondent at any subsequent stage. The other 

aspects of data management, such as office editing, coding plan for the open 

ended questions and for the categories like "any other" were taken care by the 

investigator at the time of data entering. 

3.8 Some other Measures for Ensuring data quality 

As pointed earlier, social sciences deal with human attitude and behavior 

that are changing over time. It is quite essential for the interviewers to keep record 

of the activities during interview in a covert or overt manner. Happening of any 

major or minor incidence could influence the fieldwork. The recording of all such 

events greatly assists investigator during editing of the questionnaires, data 

management and finally in producing a good report. The interviewers recorded 
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the comments of the respondents on top or bottom of the pages in a questionnaire 

accordingly to their convenience. Similarly, they also recorded other important 

information, which could help the investigator during data management and 

report writing. The respondent's body language, explanation of events and 

comments by the peers during interview and their life style etc. provided useful 

information.  

3.9 Data analysis 

The investigator himself translated the data on the computer using 

statistical package SPSS. The careful feeding of the questionnaires, although 

consumed enough time but it saved him from the laborious work of data cleaning 

at all the subsequent stages of data analysis and report writing. 

3.10 Statistical techniques 

The study employed descriptive statistics to summarize and describe the 

data whereas inferential statistics such as Chi-squre, Lambda Statitics, Pearson's 

Correlation, Croanbatch Alpha Reliability Test are used to explore the 

relationship between predictor and response variables. The multivariate analysis 

was used to investigate relative significance of independent variables in predicting 

dependent variable. 

3.10.1 Frequency distribution 

In order to have initial understanding of the data frequency distributions 

was constructed. In this way pattern of responses to each of the independent and 

dependent variables was examined. 

3.10.2 Bivariate analysis 

Bivariate analysis was used to find out the association of socioeconomic, 

cultural, demographic, and behavioral variables with behavioural and social shift. 

Pearson Chi-square, likelihood ratio, linear by linear association, and gamma 

statistics were used for this purpose. 
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3.10.3 Chi-square test statistics 

The Chi-squared test statistics for the test of independence summarizes 

how close the expected frequencies fall to the observed frequencies. It is 

represented by the symbol χ2. Karl Pearson introduced the statistics in 1900 and 

used in sociological studies to test the degree of independence. 

The formula used to compute Chi-square is given in the following: 

( )∑ −
=

fe
fefoX 22  

where fo  is the frequency observed for a particular cell and fe  is the frequency 

expected for the same cell. The large summation sign, ∑ (capital sigma), tells 

us to compute the fractions for each cell and then sum over all cells to get χ2. The 

following steps are involved to compute Chi-square: 

The Chi-square test of independence has certain assumption. First, it is 

assumed that data is random sample of the population, second, the observations 

are independent and third that no expected frequency in the contingency table 

being analyzed is less than 5, Chi-square sampling distribution does not represent 

adequately the distribution of the test statistic. 

3.10.4 Gamma statistics 

Gamma is frequently used to measure association for two variables 

measured at the ordinal' level and arranged in a bivariate table. Gamma is a 

symmetric measure of association so that the value calculated remains the same 

regardless of which of the variables is specified as independent and which is as 

dependent. In other words, the flipping of the rows and columns around the table, 

do not affect the gamma value. Gamma is represented by the symbol (y). The 

formula for gamma expresses the difference between the number of concordant 

pairs and the number of discordant pairs as a proportion of the total number of 

concordant and discordant pairs and is given in the following: 
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DC
DC

+
−

=γ  

C denotes the total number of concordant pairs of observations and D 

indicates the total number of discordant pairs of observations. A positive 

difference for C - D occurs when C > D and indicates a positive association 

whereas a negative difference reflects a negative association. Gamma tends to be 

larger when variable is measured using only two or three categories rather than 

several categories. The range of possible value for gamma is between -1 and 1. A 

gamma of -1 indicates perfect negative association where its value equal to 1 

indicates perfect positive association. Thus the strength of association is measured 

through the value of gamma and positive and negative sign attached to it. 

3.10.5 Reliability 

In social science, the researchers assemble questions, into a scale, which 

are internally consistent and represent a single idea. The identification of these 

questions based on their own and other’s experience. Although questions or 

statements were designed to assess the values regarding education, economic 

development, politics, environment, demographic aspects. Maximum care was 

taken to develop statements in a scale to measure a single idea. Still it is difficult 

to say that the statements in a scale tape a single idea. It is not appropriate to 

accumulate the responses without checking their internal consistency. A variety of 

methods are available for estimating the internal reliability of scales. The most 

frequently used procedures are split-half correlation and Cronbach’s alpha. The 

split half examines the reliability by dividing the items in a scale into two groups. 

Cronbach’s alpha met the required criterion (reliability coefficient should be 0.80 

to 1.0). The coefficients produced by the Cronbach’s alpha were within the range 

0.80 to 1.0 for different scales indicating that items in the scales representing just 

one idea. 
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3.10.6 The Pearson Correlation 

The measure of association for quantitative variables known as the 

Pearson correlation or simply the correlation is used to examine the degree of 

association among the variables. The correlation is represented by r and calculated 

by the formula indicated below: 

( )
( )Sy

Sxbr =  

Where b is the slope, Sx and Sy are standard deviations of the independent 

and dependent variables. The correlation coefficient value ranges from -1 to +1. If 

all of the points fall exactly on a line with positive slope, the correlation 

coefficient has value of +1 whereas when all the points fall exactly on a line with 

negative slope, the correlation coefficient is -1. The large positive value (+1) and 

large negative values (-1) indicate a strong linear relationship between the two 

variables, as the points are closer to the line. If there is no linear relationship 

between the two variables, the correlation coefficient is closer to zero (0). A 

correlation coefficient with zero value does not mean that there is not any type of 

relationship between two variables. It is possible the two variables have a 

correlation coefficient closer to zero and yet be strongly related in a nonlinear 

way (Loether and Mctavish, 1980; Agresti and Finlay, 1997). 

3.10.7 Multivariate analysis (Multiple Linear Regression) 

Regression analyses are set of statistical techniques used to assess the 

relationship between one dependent and several independent variables. When 

more than two variables are involved, the most commonly used procedure to 

investigate the significance of each of the independent variables in explaining 

dependent variable is multiple linear regressions (Woehr and Cavell, 1993 and 

Maki, Hoffman and Berk, 1978). Regression techniques are applied to a data set 

in which the independent variables are correlated with the dependent variable to 

varying degrees (Tabachnick and Fidell, 2001). 
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The regression equation is generally expressed as; 

exbxbxbxby nn ++++= ........332211α  

Where y is the predicted value on the dependent variable, a is the y intercept (the 

value of y when all the x values are zero), Xs represents various independent 

variables and bs are the regression coefficients assigned to different independent 

variables. These denote the amount of change in the dependent variables for a unit 

change in the independent variables). The symbol e denotes the error term, which 

indicates the proportion of unexplained variance in the dependent variables. 

The aim of regression is to arrive at the set of b values, called regression 

coefficient for the independent variables that bring the y values predicted from the 

equation as close as possible to the y values obtained by measurement. By using 

multiple linear regressions three models have been studied. The application of the 

model and other details may be seen in the chapter of multiple regression analysis. 

The more conservative collective effect of all independent variables on the 

dependent variable is examined by adjusted R2 because the magnitude of 

unadjusted R2 is inflated by the number of independent variables involved in the 

regression equation. The adjusted R2 controls the effect of the number of 

independent variables in the regression model. The validity of the regression 

model is seen in terms of standard error of the estimate. The standard error of the 

estimate of each regression coefficient in the regression equation reflects the 

accuracy of the regression equation. 

3.11 Summary  

A study was conducted in Punjab province of Pakistan. One hundred large 

export based organizations from the textile sector were randomly selected to 

explore the determinants of behavioral shift. A pre-designed questionnaire was 

used to interview 500 respondents from top and middle level of these 

organizations. The chapter also discussed the measures adopted to collect data of 
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quality such as study design, questionnaire development, training of research 

team, field supervision, questionnaire editing etc. Univariate analysis was carried 

out to summarize and describe the data. Bivariate analysis was conducted to 

examine the nature of association and multivariate analysis employed to find out 

relative significance of independent variables in explaining the dependent 

variables.  
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CHAPTER-IV 

DESCRIPTIVE ANALYSIS 

4.1 SOCIO-ECONOMIC AND DEMOGRAPHIC CHARCHTERSTICS  
In the table 4.1 socio-economic and demographic characteristics of the 

respondents are presented. These characteristics are explained through a series of 22 

questions. These background variables are the foundation variables which directly or 

indirectly influence social phenomenon being investigated. These variables always 

maintain their significance in the exploration of social experience.  

Table 4.1:   Percentage distribution of the respondents according to their socio-
economic and demographic characteristics.  

 
Socioeconomic and demographic characteristics 
of the respondents 

Frequency Percentage 

Sex 
Male  496 99.2 
Female 4 0.8 
Total 500 100.0 
Age 
Upto 30 208 41.6 
31-40 210 42.0 
41 & above  82 16.4 
Total 500 100.0 
Education of the respondents 
Primary  52 10.4 
Matric  7 1.4 
Intermediate  32 6.4 
Graduation  145 29.0 
Master  264 52.8 
Total 500 100.0 
Father’s Occupation 
Business   121 24.2 
Govt. Job 89 17.8 
Teacher  52 10.4 
Labourer  12 2.4 
Agriculture  92 18.4 
Private Job  22 4.4 
Doctor  3 0.6 
An other  48 9.6 

Continue…….
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Father’s Education 
Illiterate  150 30.0 
Up to Matric  135 27.0 
FA and above  215 43.0 
Total 500 100.0 
Mother’s Occupation 
House wife  489 10.4 
Govt. Job 3 1.4 
Teacher  5 6.4 
Any other  3 29.0 
Total  500 52.8 
Mother’s Education 
Illiterate  265 53.0 
Up to Matric  162 32.4 
FA and above  73 48.6 
Total 500 100.0 
Marital Status 
Single   143 28.6 
Married   357 71.4 
Total 500 100.0 
If He/She on Job   
Yes  42 8.4 
No  315 63.0 
NA unmarried  143 28.6 
Total  500 100.0 
Income of spouse  
5000-10000 18 3.6 
10001-20000 12 2.4 
20001and above  12 2.4 
Unemployed  315 63.0 
NA unmarried  143 28.6 
Total  500 100.0 
Total No. of Children  
No Child  26 5.2 
1-2 123 24.6 
3-4 153 30.6 
5 & above  55 11.0 
NA unmarried  143 28.6 
Total  500 100.0 
Total No. Male Children   
No male Child  42 8.4 
1-2 253 50.6 
3-5 62 12.4 
NA unmarried  143 28.6 
Total  500 100.0 



 65

Total No. Female Children   
No male Child  82 16.4 
1-2 238 47.6 
3-5 37 7.4 
NA unmarried  143 28.6 
Total  500 100.0 
Background 
Rural Area  236 47.2 
Urban Area  264 52.8 
Total  500 100.0 
Permanent Residence 
Rural Area  145 29.0 
Urban Area  355 71.0 
Total  500 100.0 
Family Living Pattern 
Nuclear  137 27.4 
Joint 292 58.4 
Extended  71 14.2 
Total  500 100.0 
Level of Job 
General Manager  63 12.6 
Manager  174 34.8 
Deputy Manager  65 13.0 
Asst. Manager  121 24.2 
Supervisor  77 15.4 
Total  500 100.0 
Duration of working on this designation 
Upto 2 years  184 36.8 
3-4 years  130 36.0 
5-6 years  78 15.6 
7 & above years  108 21.6 
Total 500 100.0 
When you were promoted on this post 
Not Promoted  313 62.6 
Upto 2 years 106 21.2 
3-4 years  34 6.8 
5 & above years  47 9.4 
Total 500 100.0 
Time spend in this organization 
Upto 5 years 300 60.6 
6-10 years  151 30.2 
11 & above years  49 9.8 
Total 500 100.0 
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Monthly income in Rs. 
5000-15000 173 34.6 
15001-25000 143 28.6 
25001-35000 64 12.8 
35001-above  120 24.0 
Total   500 100.0 
Income From All Sources 
5000-20000 110 22.0 
20001-30000 135 27.0 
30001-40000 93 18.6 
40001-above  162 32.4 
Total   500 100.0 
 
 Out of 500 respondents, a huge majority i.e, 99.2% are male that shows a national 

norm of male domination in public life. Majority of the respondents were lying in two 

age categories that are up to 31 and 31-40 comprising 41.6% and 42% respectively. Only 

16.4% were from age group of 41 and above. 

 

 The modern global values produce knowledge- particularly, technological 

knowledge that helps to produce goods and services. Hence the global values are giving 

maximum importance to education required for tangible and intangible development. A 

majority comprising 52.8% had master degree, while the second majority comprising 

29.8% had graduation level of education.  

 

 Upward mobility is an important modern value; this upward mobility may be 

found amongst those whose parents are in business or in public service (Smelser, 1959). 

In this study 24.2% respondents’ fathers occupation was business, 17.8% were in 

government job, while 18.4% belonged to agrarian families.  In response to question 

about mothers’ occupation; 97.8% mentioned that their mothers were house wives. 

 

 Majority of the respondents comprising 71.4% were married. Research studies 

indicate that married employees had fewer absences, less turnovers, and are more 

satisfied with their jobs than the unmarried coworkers (Kalberg, 1997). Upon asking 

about education of spouse; majority had an educated spouse; such as 14.8% had master 
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degree, 35.4% had intermediate to graduation degree, and 18% attained education up to 

matric level. A small number (3.2%) were found illiterate. Out of these literate spouses of 

the respondents, 63% were not doing any job. 

 

 Out of 357 married respondents 5.2% had no children, 24.6% had 1 to 2 children, 

30.6% of respondents’ children ranged from 3 to 4, and 11% had 5 or more children. A 

global value of fear of economic uncertainty and desire of better education for children 

may be observed reflecting that having more children is not compatible with their socio-

economic circumstances  

 

 In the findings little more than half 52.8% were found from rural background but 

further it revealed that 71% of total respondents were permanently residing in urban 

areas. About family living pattern 58.4% respondents were found living in joint family 

system, 27.4% living in nuclear, and 14.2% living in extended family patterns. 

 

 Research was focused on middle level managers due to two reasons; they 

belonged to local culture and also had opportunities of interaction with foreign buyers 

and vendors. Majority of the respondents were managers comprising 34.8%, second 

majority was of the assistant managers comprising 24.2%, supervisors were 15.4%, 

deputy managers were 13% and 12.6% were the general managers. 

 

Duration in an organization refers to the life span exposure social phenomenon or 

innovation after its introduction (Vago, 1996). While most of the respondents (36.8%) 

had been working on this designation for more than 2 years, second majority comprising 

26% had been working for more that 3 to 4 years, while third majority of 21.6% had been 

working for more than 7 years, and 15.6% respondent had more than 5-6 years duration 

in the organization where they were interviewed. The duration of working on one 

designation is vitally important which influences the personnel behavior and it is 

generally viewed that more time spent would entail more behavioral shift. 
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In Global business value system the income is unequally distributed (Ian 

Robertson, 1989), the same results are found in this study. A major proportion 

comprising 34.6% had monthly income of Rs 5000 to 15000 and followed by second 

majority who were getting Rs 15001 to 25000 consisting of 28.6%, and the third largest 

group was of Rs 35000 and above who were 24% of the total sampled population. 

According to Ian Robertson (1989) ‘economic activity is so basic to human life that all 

other cultural elements have to adopt it’. In a country like Pakistan where culture tend to 

be inherently conservative, especially in its nonmaterial aspects, and people are reluctant 

to give up old values, customs, and beliefs in favor of new ones; these economic push can 

act like change agents. Average salary from an export based textile organization was Rs 

15000 ($200 approximately) and above, that is comparatively a good salary in Pakistan. 

This salary package attracts young which reflects from the fact that business schools and 

institutions are established and expanding and this all business education is also a change 

agent of behavioral shift in society.  

 
4.2: LEADERSHIP CONCERN 

Leadership plays an important role to design the organizational culture, enhances 

the performance or impedes it. It makes a difference, and leaves strong impact on a 

personnel’s behavior. The statements are concerned with ‘Leadership’ focus on stress, 

motivation and rewards, and achievement and encouragement by the leaders. The 

statements are interpreted to see how global business culture has been affected the local 

value system through export based textile organizations.  

 
4.2.1: Stress  

To see the impact of leadership certain dimensions of leadership are discussed to 

understand the changing role of leadership under global business values. In Table 4.2 the 

“leadership and stress” are discussed, both are the important aspects of global business 

culture. The leadership, the act of making an impact on others in a desired direction, 

helps to build organizations and countries through excellence, creativity, vision, building 

culture, mentoring, and multiplying empowerment (Knights and McCabe, 1998).  The 

same authors write about stress. As organizations become more complex (and same is 

with the societies), the amount of stress is increased. Urbanization, industrialization, and 
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the increase in scales of operations are causing increasing stresses. These are the 

inevitable consequences of socio-economic complexity. People feel stressed as they no 

longer have complete control over what happens in their life. The telephone goes out of 

order, the power is shut off, the water supply is disrupted, an expected promotion is 

denied, a son or a daughter does not so well in school, prices of essential commodities 

increase disproportionately to the income, so on and so forth. And one feels frustrated 

and then stressed out. There is no escape from stress in modern life. Hence there is a need 

to find ways of using stress in a productive way, reducing dysfunctional stress, and 

dealing effectively with it”.  

 
Table 4.2: Percentage distribution of the respondents according to their stress 

level. 
N = 500 
 

Always Often Periodi-
cally 

Now 
& then 

Never A Leader…… 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Uses his personal 
liking and disliking in 
compensations 

29.0 11.4 14.0 22.4 23.2 2.99 1.56

Shows himself as a 
member of the team 

50.8 19.4 8.2 7.2 14.4 2.15 1.47

Makes employee 
unfriendly decisions 

19.0 27.6 17.0 30.4 6.0 2.77 1.24

Shares his ideas with 
personnel 

30.4 27.2 15.4 18.0 9.0 2.48 1.33

Proves himself as a 
handy person 

29.0 26.8 14.8 17.2 12.2 2.57 1.38

Is not easy to 
understand 

29.0 15.6 12.8 30.0 12.6 2.82 1.45

Uses strict measures 
for the work 
accomplishments 

19.0 42.8 17.6 11.4 9.2 2.49 1.19

Spares sometime to 
hear the problems of 
the people 

18.6 35.4 21.0 20.6 4.4 2.57 1.14

Criticizes on below 
standard performance 

6.6 10.2 12.2 31.6 39.4 3.87 1.23

Continue……
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Always Often Periodi-

cally 
Now 
& then 

Never A Leader…… 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Does not inform in 
advance for the 
upcoming changes 

25.6 25.2 14.2 26.2 8.8 2.67 1.34

Talks with manners 59.0 19.2 4.8 12.6 4.4 1.84 1.23
Takes keen interest in 
the welfare and 
development of 
employees 

32.2 33.6 12.2 19.2 2.8 2.27 1.18

Does not delegate the 
important tasks to 
subordinates 

10.0 37.6 19.8 18.8 13.8 2.89 1.23

Believes on pre 
planning for all the 
tasks 

33.0 34.0 13.4 15.2 4.4 2.24 1.19

Is a true ambassador 
of the organization? 

48.4 20.2 10.2 7.8 13.4 2.18 1.44

Always Often Periodi-
cally 

Now 
& then 

Never A Leader…… 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Sets the time targets 
for all tasks 

32.6 41.2 13.6 8.0 8.0 2.11 1.09

Hesitates to inform 
his achievements and 
actions 

33.2 32.6 13.2 11.0 10.0 2.32 1.31

Keeps the 
organization well 
informed 

44.6 22.0 12.4 16.8 4.2 2.14 1.27

Makes decision with 
out any consultancy 

31.2 19.2 16.6 26.8 6.2 2.58 1.33

Scale:   1= Always, 2 = Often, 3 = Periodically, 4 = Now and then, 5 = Never 

The opinions of the respondents have been measured on likert scale that is Always, 

Often, Periodically, Now and Then, Never. 

The concept behind this set of questions was to make a comparison between leaders 

who have been working in an organization and exposed to modern business values. This 

was also aimed to see that how leaders are helping their personnel to work in stress full 

environment. The respondents supported the concept that managers under influence of 

global business culture deal their subordinates according to the western business values 

contrary to local value system.  
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For example, in response to the statement that leader “shows himself as a member 

of the team”, about half i.e., 50.8%, of the respondents were agreed with the statement 

that leaders don’t keep them apart rather they are very close. It opposes the local value 

system that recommends maintaining a reasonable distance between superior and 

subordinate, mainly due to high power distance.  

In response to the statement that a leader  “shares his ideas with personnel” majority 

of the respondents were agreed with this view point (30.4% responded always and 27.2% 

responded often) while the local values don’t encourage such sharing. Ritzer (1998) in 

the theory of ‘McDonaldization of Society’ concludes that efficiency of employees, in 

modern value system, depends upon sharing with them the modern and rational business 

values  and not keeping the things in secret. This sharing and communication with top 

level management is contrary to the local business values where top level management 

feel their incompetency and inability in managing the business activities . Same are the 

findings by Alvin Toffler (1980) who concludes that “ultimate efficiency and reduction 

of stress depends upon communication between team members; this has become more 

apparent and important in this age of information”.  

Modern values focus more on welfare and development of employees. About one-

third of respondents (33.6%) said that their leaders ‘often’ take care of their welfare and 

development. This shows the social responsibility concern of employees. It also reflects 

that the business organizations by adopting the practices and instructions of developed 

country’s partner business organizations take care of their employees. The social 

development concern is another element of global business values that consider employee 

as a stakeholder and not a mere salary dependent servant. Laurie (1996) writes about the 

importance of this as “Proper attention to the establishment of sound personnel policies 

and to the operation of the personnel function, including employees’ relations, will help 

the development of good human relations. And good human relations have major 

influence on the efficiency of the work force and the level of organizational performance 

and effectiveness. The concept gained more support when 37.6% respondents agreed that 

authorities are delegated to them. This delegation of authority as well reduces the stress 

(Laurie, 1996) and gives a modern concept of leadership (Hall and Savey, 1987).   
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Regarding the statement about ‘pre-planning’, about one-third of the respondents 

i.e. 34.0% agreed that the leader ‘often’ believe in pre planning for all the task. This 

preplanning is an integral feature of Long Term Orientation presented as a cultural 

dimension by Hofstede (1991). This ‘preplanning’ is not a Pakistani local value where 

people’s locus of control is ‘external’. Hence the leadership style and specially stress 

management styles under the influence of modern business values have been changing, as 

viewed and supported by the respondents. It can be said that leadership style has been 

changing in the export based textile business organizations in the light of modern 

business culture and elements and characteristics of traditional and authoritative 

leadership are weakening. 

 
4.2.2:  Motivation and Rewards 
 

The following statements discussed a leader with reference to ‘motivation and 

rewards’ a strategy of modern business system used for the subordinates in order to 

utilize their maximum potential. The idea behind was that global business values give 

maximum importance to these two factors in their general management practices to 

address the organizational goals. That’s why these motivation and rewards aspect are 

included in the study. Many theories highlight the relationship between Motivation and 

Rewards; like motivation-hygiene theory (Herzberg and Mausver, 1959), ERG theory 

(Alderfer, 1969), theory of needs (Mclleland, 1986), Cognitive Evaluation Theory 

(Charns, 1968), Goal Setting Theory (Earley, 1987), and many others.  On the other hand 

Pakistani local values encourage the rewards which are centered on intrinsic type than 

extrinsic just contrary to modern business values. 
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Table 4.3: Percentage distribution of the respondents according to their 
motivation and rewards. 

N = 500 
Always Often Periodi-

cally 
Now & 
then 

Never A Leader…… 

%age  %age %age  %age  %age  

Mean Std. 
Dev.

Supports the actions and 
decisions of personnel 

44.4 27.0 9.2 13.4 6.0 2.10 1.27

Emphasizes on the time 
framework 

46.0 22.8 12.4 15.0 3.8 2.08 1.23

Keeps mostly the affairs to 
himself 

21.8 10.8 19.4 40.0 8.0 3.02 1.31

Does not considers all the 
personnel are equal 

22.2 23.4 14.4 26.6 13.4 2.86 1.38

Encourages well-organized 
way of working 

51.6 15.2 11.2 14.2 7.8 2.11 1.37

Fulfills the expectations of 
his superiors 

25.6 49.0 12.2 7.8 5.4 2.18 1.07

Generates negative stress 
to enhance productivity 

24.8 21.8 17.8 15.6 20.0 2.84 1.46

Ambitious to bring change 25.6 32.0 24.4 10.2 7.8 2.43 1.20
Desirous that people must 
understand him 

35.8 24.2 14.4 8.6 17.0 2.47 1.47

 

Questions carry all those dimensions that determine the aspect of ‘motivation and 

rewards’ defined in the western business system. The opinions of the respondents have 

been measured on five points likert scale that is Always, Often, Periodically, Now and 

then, Never. 

Most of the respondents (44.4%) said that leaders ‘always’ support their actions 

and decisions and 27% said ‘often’. This reflects a positive role of leader who believes in 

encouragement of subordinates. Path Goal Theory (House, 1987) exclusively base on this 

attitude of leader that helps, directs, and motivates the follower till the destination. The 

essence of the theory is that it’s the leader’s job to assist followers to attain their goals 

and to provide the necessary directions and/or support to ensure that their goals are 

compatible with the overall objectives of the group or organization.  

The second statement is relevant to an important principle of modern value 

system, Management by Objective that emphasizes on the time frameworks or deadlines 

(Drucker, 1954). Mean value of response which is 2.08 with standard deviation 1.23 

clearly reflects respondents’ agreement on the time frame and 46% of the respondents 

said those leaders ‘always’ emphasize time framework. This highlights the importance of 
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time in the export based organizations and this is an element of modern business value 

system.  

About one-fourth of the respondents said that all personnel all are being given 

equal consideration. This shows a democratic sense of global value system that 

emphasize on equality of all, so the personnel would be putting more efforts to achieve 

the organizational goals. The local value of not considering all equal is result of high 

power distance and traditional bureaucratic system that has its existence on the division 

of people into different layers. The equal consideration motivates the employees at 

maximum level specially the line managers (or the lower strata) who are mostly 

complaining about discriminatory treatment. This global value has diffused in society by 

two ways, one people from lower strata have become economically rich after joining 

these export based organizations, and increased the middle class of Pakistan. Lower class 

parents often have middle class ambitions for their children (Hofstede, 2001). Secondly 

the same people have struggled to induct their kith and kin in the same pattern. Business 

organizations are also encouraging middle and low class people (especially MNCs) to 

improve their living s standard and call it their social responsibility (Lima, 1999).  

Majority of the respondents (51.6%) said that highly organized work is ‘always’ 

encouraged. The response also supports the idea that modern business values have 

changed the working style and perception. Work is not mere a work rather a ‘science’ in 

modern business values and respondents supported the concept. This shows a changed 

belief of personnel working in export based textile organizations, they are focusing more 

on ‘cause and effect’ instead of their native believe on ‘metaphysics, unseen, and 

fatalism’. Hence the concept get support from the responses and this can be said that 

personnel working in export based textile organizations of Punjab, Pakistan are in process 

of changing their behavior due to assimilation of modern business values.   

 
4.2.3:     Achievement and Encouragement of the Leaders 

 
The table describes the different aspects of encouragement and achievement. This 

can be inferred that ‘achievement and encouragement’ are elements of global business 

values and employees always desire for their growth and development. The logic and 
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concept behind this set of questions was to look at the achievement of employees; this 

was also aimed at to look at the level of encouragement from the leaders that caused the 

achievements.  

Table 4.4: Percentage distribution along with mean and standard deviation 
regarding achievement and encouragement from the leader,  

N = 500 
 

Always Often Periodi-
cally 

Now 
& then 

Never A Leader…… 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Encourages and  people 
make achievements 

58.6 20.8 15.2 2.8 2.6  1.70 1.00

Easily available and 
like a friend 

33.8 28.6 15.4 18.8 3.4 2.29 1.21

Motivates people to 
abide by the rules and 
regulations 

32.4 41.8 13.2 4.6 8.0 2.14 1.16

Exhibits the problems 
of people as his own 
problems 

18.2 38.2 12.0 20.8 10.8 2.68 1.28

Acts upon the proposals 
and opinions given by 
the subordinates 

10.6 40.6 21.0 11.0 16.8 2.83 1.26

Observes either people 
are working heartily 

34.0 29.0 22.6 8.6 5.8 2.23 1.18

Has spirit to  delegate 
his authorities 

27.8 35.8 17.4 11.0 8.0 2.36 1.22

Motivates his superiors 
for the welfare and 
development of the 
department/organization 

40.4 23.0 21.8 10.2 4.6 2.16 1.19

Discuss with his 
subordinates before 
commencement of new 
task 

35.6 30.0 11.6 17.8 5.0 2.27 1.25

Checks the presence of 
team spirit 

40.2 27.2 11.8 16.6 4.2 2.17 1.24

Tries for the integration 
of the department/ 
organization 

31.4 22.0 27.4 8.6 10.6 2.45 1.30
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The concept of achievement and encouragement gained support from the 

respondents; 58.6% said that they always encouraged by their leaders, 40.6% responded 

that their opinions are often heard, 34% respondents said that their leaders observed their 

heartily participation, 40.4% said that their leaders always motivate top level for their 

welfare and development, 35.6% said that their leaders always share and discuss all the 

problems with them, 40.2% agreed that leaders always check the team spirit among them, 

and 31.4% viewed that leaders are always trying for organizational integration. 

Higgs and Rowland (2001) found a strong relationship between the changed 

leadership competencies and emotional intelligence (that is primarily concerned with 

change). They carried out a study with 70 respondents (though the sample was relatively 

small) their findings found a strong relationship between leadership and change among 

personnel.  John et al. (1959) described and analyzed five classic types of power, where 

the ‘achievement’ was considered as the most effective for the development of 

organization. The findings match with Fiedler and Garcia (1987), who presented their 

theory on ‘achievement and encouragement’. The essence of the theory can be viewed 

into three predictions: 1) directive behavior results in good performance only if linked 

with intelligence in a supportive, no stressful environment; 2) in highly stressful 

situations, there is a positive relationship between job experience and performance; and 

3) the intellectual abilities of leaders correlate with group performance in situations that 

the leader perceives as no stressful. All these three are the elements of modern value 

system that has been found among personnel working in export organizations of Punjab, 

Pakistan.  Victoria (1993) found in her article and writes as “at any point team members 

can slide back to a lower level of effectiveness if they do not continually work together as 

a team, listen and communicate effectively, deal with conflict effectively, recognize each 

other’s unique contributions, provide honest feedback and demonstrate other 

characteristics of an effective team”, and all these come out from ‘modern value system’.  

The last two statements are about the relationship between ‘team spirit and role of 

manager’. In the second last question of Table 4.4 the respondents were asked “either 

leader checks the presence of team spirit”, 40.2% (majority) respondents said   ‘always’ 

and 27.2% (second majority) conceded ‘often’. This shows that leader is conscious to 

know team spirit. This is very important that the concept of team work, given by modern 
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values, typically outperform individuals when the tasks being done require multiple 

skills, judgment, and experience (Smith and Meiskins, 1995). This theme can diffuse in 

general society; this leadership at very grass root level may play a vital role for the 

development of Pakistani society.  

 
4.3: CREATIVITY AND CLIMATE 
 

Creativity in its encouraged or discouraged form in any organization helps to look 

at the behavioral shift in personnel. Creativity is an ability to combine ideas in a unique 

way or to make noval association between ideas. Subsequently this is the ‘liberty or 

suppression of Creativity’ that builds up the climate or culture in any organization. 

Climate refers to a general environment of any organization including decorum, 

architecture, prevailing rules and regulations. In the following set of questions the term 

‘Climate’ is used to evaluate and compare the political behaviors of personnel within the 

organizations and to assess the level of conflicts, and power concerning issues.  The 

statements in the table are concerned with ‘Creativity and Climate’ existing in export 

based textile organizations of Punjab, Pakistan along with the interpretations of these 

statements. 

 

4.3.1: Planning and Decision Making 

Planning saves from uncertainties and based on effective forecasting; to guide 

organizational actions and decisions during the planning process. A manager can make a 

forecast or predict or an estimate of future conditions or events. Forecasting is the process 

of predicting future environmental conditions based on current data, research, and past 

experience. Forecast supports planning in every action (Steven, 1985). Moreover 

planning is a process of dividing a task into many workable and well defined small tasks 

(Bovee, 2000). For planning, relevant information, vision, and clear cut directions in 

terms of mission statement of an institute or a society are required. These questions were 

to see that either manager go for effective planning or not. More effective planning  

shows more diffusion of modern values among personnel working in export based local 

organizations.  
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Table 4.5: Percentage distribution along with mean and standard deviation 
regarding planning and decision making. 

N = 500 
Absolut-
ely Not 

Rarely Neither 
agreed 
nor 
dis-
agreed 

Mostly 
true 

Absolu-
tely 
true 

 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Mostly people try to 
exhibit excellent work 

22.0 20.2 15.8 28.0 14.0 2.92 1.39

The organization have 
excellent and high 
spirit working 
environment 

12.8 13.8 27.6 27.4 18.4 3.25 1.27

Mostly the decisions 
are imposed 

31.8 19.6 21.6 17.8 9.2 2.53 1.34

Group decision 
making techniques are 
often used 

17.4 31.2 13.4 23.6 14.4 2.86 1.34

Mostly the planning 
been proved successful 

14.8 13.8 26.4 26.6 18.4 3.20 1.30

Successful planning 
effects positively on 
the employees 

14.4 9.6 13.8 26.6 25.6 3.49 1.35

Stress level among the 
employees is high 

32.2 17.4 21.0 19.2 10.2 2.58 1.37

 

Pakistan, has been ranked at last in the list of countries which are conscious about 

long term planning with LTO score 00 (Long-Term-Orientation), while China is at 

number one by securing 118 LTO (Hofstede, 2001). The section is focusing on the 

leaders’ and followers’ of Pakistani export based textile organizations about long term 

planning, that is obviously not a part of local value system. LTO has taken place in the 

organizations and influencing the decision and planning styles. 

Planning in its real sense needs ‘excellent and high spirit working environment’, 

when the personnel were asked about, majority (28%) were in opinion of ‘mostly true’ 

means it prevails, while 22% respondents said ‘absolutely not’. This reveals the existence 

of conducive environment for effective planning and decision making in these 

organizations. Moreover organizations with export objective are in transition process.  
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It has been asked from the respondents whether the planning is effective in getting 

success to address organizational goals; about little more than one-forth i.e. 26.6% of the 

respondents responded  ‘mostly true’, that means planning by opting any systematic and 

rational process seems viable and the organizations are getting benefits out of it.  

The next statement was asked to find out the relationship between ‘successful 

planning and its effect on the employees’, 26.6% were agreed with the positive 

relationship of both. While 25.6% respondents supported strongly (absolutely true). The 

mean value is 3.49 with standard deviation of 1.35, reflecting that majority of the 

respondents agreed with the view point that successful planning really affects employees’ 

behaviour. It reflects employees’ behavior is changing according to rational world views 

as advocated by Weber (1978) that social and business organizations impart modern and 

rational values to employees and then to the whole society. This behavior changed due to 

the good organizational governance and ultimately this behavioural shift is taking place 

in the industrial environment in Pakistan and diffusing in the Pakistani society. This can 

be said that industrial sociology in Pakistan is in the process of evolution and is at its 

early stage.  

 
4.3.2:   Politics, Power and Conflict 
 

The power is a natural process in any society, group, or organization. As such, 

one needs to know how it’s acquired and exercised then it is vitally important to 

understand societal, organizational, or personnel behavior relating to politics, power, and 

conflict. This study is aimed to look at this concept of power that how a global business 

culture is influencing the local value system and sociology of the society. Primarily the 

personnel of these organizations are influenced by the leader who exercises his power as 

a means of attaining group goals (Robbins, 1998), and eventually they themselves 

become a change agent to influence the others. People are looking for the ways  to exert 

influence, to earn rewards, and to advance their careers (Cutbert, 1980). When employees 

in an organization convert their power into action, it describes as that they are engaged in 

politics (Robbins, 1998). Hence power is a basis for emergence of politics which shape 

individual and collective behaviour or behaviour of organization. If any individual or 

group in an organization feels that their benefits affect due to the specific behaviour of 
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leader or organization. This situation leads to politics between the individual or groups 

and consequently conflict arises. Efforts to maximize the benefit from shared resources 

lead to conflict. The traditional view of conflict is the belief that all conflicts are harmful 

(Robbins, 1998) but the most modern view about conflict is ‘the interactionist view’. 

Hence the global values accept the functional and positive role of conflict instead of any 

dysfunctional role that is conceived by local values. The statements asked from the 

respondents are aimed to assess the positive or negative aspects of power, politics, and 

conflict. 

 
Table 4.6: Percentage distribution along with mean and standard deviation 

regarding politics, power and conflict. 
N = 500 
 

Absolutely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Politics, power and 
conflict 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Personnel share their 
views on 
organizational 
problems with each 
other 

21.4 17.6 10.6 37.0 13.4 3.03 1.39

Personnel have not 
choice to select the 
routine job as they 
desire 

21.6 29.4 19.2 19.4 10.4 2.68 1.29

Personnel enjoy and 
amuse each other 
while on job 

3.2 38.6 25.8 26.6 5.8 2.93 1.00

Tolerance level 
among the employee 
is very high 

6.4 26.6 35.8 35.8 26.6 3.03 1.08

Seniors do not guide 
and encourage after 
hearing a new idea 

5.6 35.0 14.8 25.8 18.8 3.17 1.25

Freedom to share 
mutual conflicts 

5.6 35.6 26.4 22.6 9.8 2.95 1.09

All feel happy on 
achieving success 

3.6 28.0 9.2 20.4 38.8 3.63 1.34
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In response to very first question regarding sharing of vision, 37% of the 

respondents viewed ‘mostly true’; sharing of ideas is encouraged in modern value system 

and not in local value system due to high power distance (Hofstede, 2001). Sharing of 

ideas minimizes negative conflicts and encourage people for creativity and idea 

generation. This openness reflects the emergence of global business values that can 

further affect  the society and can reshape the  social value system. Gerald (1992) 

concludes in his paper that “politics in an organization is simply a fact of life. Personal 

experience, hunches, and anecdotal evidence for years have supported a general belief 

that behavior in and of organizations is often political in nature”.  

About 27% respondents said that this is mostly true that they do amuse with each 

other while performing their jobs and enjoy the working. This is different from the local 

value system where strict control is imposed from the top. Due to strict control,  mostly 

people are in emotional labor and can not perform according to their potential. 

The views of the respondents regarding the statement, ‘seniors don’t guide and 

encourage after hearing a new idea”, 35.0% said ‘rarely’ and 25.8% respondents who 

represent the second majority said ‘mostly true’. Peoples’ expression of new ideas and 

encouragement from the seniors show that development of new ideas by personnel 

appreciated by the seniors is an important element of rational organization. In the local 

value system there is a wide communication gap between subordinates and seniors and 

usually these two are hesitant to share their ideas with each other. The vertical 

communication between the top manager and subordinate is being practiced in textile 

business organizations. 

The next statement is ‘freedom to share mutual conflicts’, where personnel share 

their conflict, it is mostly considered positive. On the other hand where people can not or 

don’t share their mutual conflicts, it shows a negative politics that can eventually lead to 

a bad organizational culture. Local value system discourages open and free sharing; this 

may be due to local political system that creates individual differences that further 

develops conflicting behaviors. In the words of Hersey and Blanchand (1993) “more 

specifically, when an organization’s resources are declining, when the existing pattern of 

resources is changing, and where there is opportunity for promotions, politics is more 

likely to surface”. 0n the other end same authors also found that ‘global business value 
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system’ and export based organizations are more inclined to traits like; high level of trust, 

role clarity, performance appraisal systems, fair reward policies, democratic decision 

making, and team work (Hersey and Blanchand, 1982); and  all these traits are just 

opposite to local values. This can infer that the trend is shifting towards adoption of the 

global business value that recommends more freedom to share these ideas (Ouchi, 1981).  

The last statement related to personnel’s’ behavior about ‘all feel happy on 

achieving success’; the statement was mainly designed to assess the team spirit and 

degree of contemporary conflict among the respondents. There is an inverse relationship 

between negative conflict and team effectiveness (Eisenhardt, 1997). Majority of the 

respondents were agreed with response ‘absolutely true’ (38.8%) and only 3.6% 

respondents said ‘absolutely not’. Thus it is obvious that a new concept of “Politics, 

Power, and Conflict” has been emerged and mixed in the local value system. In the words 

of Collins (1979) “tensions between management and workers, teachers and students, the 

old and the young, males and females, bureaucrats and the public, conservatives and 

liberals, and so on (notice all are interest groups), are an enduring feature of modern 

social life. 

 

4.3.3: Performance Appraisal System 
 

A very unique feature of modern management is ‘performance appraisal system’. In 

other words can be called it a ‘merit’ (that is also a common word now in Pakistani 

society) that has to be achieved if one wants to get some growth and development. This 

‘merit’ sets the criteria of standards or expected performance and employees are 

supposed to chase these standards by performing best to their potential. Ultimately the 

actual performance is matched with the standard performance and certain decisions about 

the compensation of the employee are made. In the local value system the rewards and 

compensations are made partly on performance appraisal and mainly on many other 

irrelevant factors like nepotism, favoritism, baksheesh, caste system, and many others 

like this (Nasir, 2004). The following set of questions are asked to measure the existence 

of Performance Appraisal System in the organizations working in local environment. 

Five factors have been asked in order to get the information; that are; competitive 
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environment, performance management, friendly environment, new ideas generation, and 

need of training and development.  

 
Table 4.7: Percentage distribution along with mean and standard deviation 

regarding the performance appraisal system. 
N = 500 

Absolutely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Performance 
Appraisal 
System 

%age   
 %age  

%age  %age  %age  

Mean Std. 
Dev.

Effective 
performance 
appraisal system 
have developed a 
competitive 
environment 

7.4 12.2 9.4 39.2 31.8 3.76 1.23

Flexible and 
comfort working 
hour enables one 
to perform other 
duties as well 

4.6 17.4 15.0 39.4 23.6 3.60 1.16

Personnel do not  
work in friendly 
environment 

3.2 9.6 13.6 25.2 48.4 4.06 1.14

New ideas for 
organizational 
growth are 
encouraged and 
considered as 
performance 

2.6  15.8 16.6 27.6 37.4 3.81 1.17

Organization 
always worry 
about the training 
of the personnel 

7.4 16.6 17.6 28.4 30.0 3.57 1.27

 
In the first statement, employees’ idea about the relationship between “effective 

performance appraisal system and competitive environment” was asked. Majority 39.2% 

said ‘mostly true’, 48.4% said this is absolutely true that we are working in friendly 

environment, 37.4% said this is mostly true that we generate new ideas for organizational 

growth, and 30% said that ‘performance appraisal system’ motives us for further 

developments through trainings.  
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The findings match with Ouchi (1981) who viewed Performance Appraisal 

Systems as integral part of American organizations. Joseph (2000) further finds that the 

fair evaluation system makes the organization more competitive and motives personnel 

working over there to be more competitive. Luthans (1995) concluded that this just and 

fair systematic approach may cause stress among employees. John (1976) concluded that 

modern business organizations must create friendly environment in order to reduce the 

risk of stress and irritation. In stressful and unconducive environment an employee does 

not fulfill himself at his work place but denies responsibility and procrastinate the tasks, 

and also has a feeling of missing rather than well being.   

Certain arrangements by various institutes for the training and development of 

managers in specific fields in Pakistan can be an example of importance of performance 

and appraisal system in the export based textile organizations, like training from Pakistan 

Institute of Management Sciences, Lahore University of Management Sciences, Export 

Promotion Bearue, and many others. Moreover, many organizations frequently arrange in 

house training programmes to boost the skill level of their employees (in house trainings). 

This statement highlights different aspects of an industrial sociology like awareness by 

the employer/organizations about the needs of training of their personnel, availability of 

trainers and these trainers keep personnel abreast with the dynamic global business 

environment, adoption and diffusion behavior of personnel towards change, and positive 

attitude among employees to accept this change. Technical competency is a crucial 

principle of modern social organization as identified by Max Weber (Kalberg, 1997). 

 
4.3.4: Training and Development 
 

Globalization, structural adjustment, decentralization (or devolution of power 

practices attempted in Pakistan just recently), privatization, the proliferation of flatter, 

project oriented governments and organizations, all emphasize the critical importance of 

the development of human talent. Indeed, delegation of decision making and formation of 

sense of responsibility among citizens in general or employees in the organizations in 

particular now demand greater initiative, dynamism, responsibility, vision, 

entrepreneurship and professionalism. All are the challenges of globalization for both the 

nations and employees of the organizations (Prokopenko, 2000).  Prokopenko (2000) 
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further sets the following global trends as an indication of the types of change that are 

called for: 

• a shift away from academic training toward developing practical abilities; 

• a shift away from a fragmented approach to training towards a more focused 

one, where training becomes an integral part of national or organizational 

strategy and its effectiveness is measured; 

• a shift away from a trainer-centered towards a trainee-oriented learning process;  

• a shift away from a teaching to a learning process and from individual training 

to learning nations/organizations; 

• a shift away from standardized programmes and formal training to self 

development and flexible, result oriented, learner controlled training systems; 

• a shift away from viewing training as a cost to realizing that it is an investment; 

and 

• a shift away from outside training programmes to in-company, task oriented 

management development; 

and all these shifts are due to modern business values. Following questions were 

asked to check the concept that how local managers look at the concept of training 

and development.  
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Table 4.8: Percentage distribution along with mean and standard deviation 
regarding the training and development. 

N = 500 
Absolutely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Statements 
regarding 
Training and 
Development 

%age  %age  %age  %age  %age  

Mean Std. 
Dev. 

Trained people 
always show 
more 
effectiveness and 
efficiency 

7.4 6.8 5.8 35.0 45.0 4.03 1.20

Personnel 
perform their 
duties in 
uncertainty 

15.4 34.0 23.6 21.4 5.6 2.68 1.14

Mostly people 
do not show 
responsibility in 
their 
assignments 

14.2 40.6 17.2 22.8 5.2 2.64 1.13

The climate is 
very warm and 
work stimulated 

20.2 25.2 22.4 15.0 17.2 2.84 1.37

Lack of training 
caused ‘no 
culture’ of 
introducing new 
ideas 

7.2 19.6 17.4 29.8 26.0 3.48 1.26

Mostly the 
employees work  
in leisure mood 

6.2 32.6 26.4 17.8 17.0 3.07 1.20

People often  
exhibit 
conflicting 
opinions at 
different times 

5.8 28.0 22.6 24.8 18.8 3.23 1.21

 

The first statement was asked to find personnel perception about relationship 

between training and effectiveness and efficiency. Personnel who were responded 

‘absolutely true’ and ‘mostly true’ comprising 45% and 35% respectively, they are 70% 

of the total respondents with response mean of 4.03 and standard deviation 1.20. This 
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trend shows that respondents have accepted that trained employees always perform their 

jobs efficiently and effectively.  

When the respondents were asked about ‘uncertainty prevails in their 

organization’, 34% said ‘rarely’. There is negative relationship between ‘training and 

development’ and uncertainty. Hence the export based textile organizations have mainly 

minimizing such uncertainties that are the integral part of the modern value system 

(Hofsted, 2003). These organizations minimizes uncertain through launching effective 

training programmes.  

The logical result of ‘training and development’ from the organization is a sense 

of pride in the mind of employee that leads to increase his devotion and sense of 

ownership and responsibility. The next sequential statement was ‘mostly people don’t 

show responsibilities in their assignment’. 40.6% of the respondents said ‘rarely’, that 

expressed that majority who understands the significance of training also work with 

devotion and determined to their responsibilities.  

The next statement is about personnel’s view on “lack of training caused ‘No 

Culture’ of introducing new ideas”. Almost 30.0 said ‘mostly true’. This reflects the 

importance of culture and its relationship with training and learning. This can also be said 

that the employees of export based textile organizations were familiar with the modern 

concept of formal and informal training and to equip with new ideas. This flexibility in 

behavior, in order to equip some one with ongoing changes is a reflection of  behavioral 

change that is not part of the local value system; that was mostly conservative and based 

on   traditional thoughts.  Hence the concept is supported that modern value system is 

affecting the employees’ perception regarding ‘training and development’. 
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4.3.5:   Acceptance and Adoption of Change 
 

The section refers to taking material and non material attributes from other culture 

as a result of contact in any context and can be said ‘acculturation’. Such contact can 

come about in several ways, but most important now-a-days is trade, technical exchange, 

exchange of professional foreign education and cultural exchange programs. In general, 

two cultures that are in contact rarely acculturate reciprocally and to the same degree 

(Vago, 1996). Rather, the politically subordinate or technologically inferior group adopts 

cultural attributes from the dominant group. Acculturation, in a sense, is cultural 

borrowing in the context of subordinate-superordinate elations (Bodley, 1982). In this 

situation neither group is clearly superior, there may be a standoff in the adoption of 

attributes, and thus each group tends to retain its identity (DeVos, 1976). In the words of 

Vago the acculturation may be voluntary or involuntary. In this study it seems voluntary, 

because members of Pakistani group in contact with the other group (stakeholders from 

developed world) has accepted their partner’s attributes, characteristics, norms, and 

values without force or pressure. Vago (1996) viewed that ‘Social Change’ as “the 

derivative effects of diffusion may be illustrated by the changes in the United States 

resulting from the invention and adoption of the automobile. In order to study the concept 

certain key attributes, characteristics, norms, and values of global business values are 

considered which have affected the export based organizations and likely to influence the 

Pakistani society. These variables are, opportunities to act like a decider, desire of 

growth, competition, initiatives and rewards, adoption of new ideas, planning aspects, 

professional and working environment, tension, stress, and conflict, diversity, work 

priorities , sense of humor, presentation of new ideas, sincerity, varying personality traits, 

and creativity. 
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Table 4.9: Percentage distribution along with mean and standard deviation 
regarding the acceptance and adoption towards change. 

N = 500 
 

Absolutely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Statements 
regarding 
Acceptance and 
adoption towards 
change %age  %age  %age  %age  %age  

Mean Std. 
Dev.

Get maximum 
opportunities to make 
decisions 

12.6 22.2 13.4 35.4 16.4 3.21 1.30

Personnel are 
ambitious and 
desirous to enhance 
the standards 

4.6 22.6 15.0 37.2 20.6 3.47 1.18

Mostly people can be 
found in making 
conspiracies against 
each other 

6.4 30.0 28.4 16.8 18.4 3.11 1.20

Personnel do not  
take initiatives 
without any reward 

13.2 32.4 17.0 31.0 6.4 2.85 1.18

Personnel do not 
adopt new ideas 
easily 

9.2 35.0 20.8 30.8 4.2 2.86 1.08

Personnel get ample 
of time to concentrate 
on their ideas 

6.4 21.8 49.8 18.6 3.4 2.91 .89

The working 
environment is 
friendly to adopt new 
change 

5.6 22.8 32.2 23.2 25.2 3.40 1.24

The working 
environment hinders 
to accept any change 

6.0 29.4 21.4 21.8 21.4 3.23 1.25

The tension level is 
high due to personnel 
conflict 

12.8 20.0 20.4 36.0 10.8 3.12 1.22

Diverse ideas are 
often shared by 
personnel 

20.2 25.8 19.2 18.4 16.4 2.85 1.37

People often found 
busy in the works 
other than the duties 

15.8 23.8 28.0 15.8 16.6 2.94 1.30

Continue…..
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Absolutely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Statements 
regarding 
Acceptance and 
adoption towards 
change %age  %age  %age  %age  %age  

Mean Std. 
Dev.

Mostly people set 
their work priorities 
by their own  

10.6 24.0 20.0 30.0 15.4 3.16 1.25

People do back biting 
each other 

12.6 28.6 21.0 20.4 17.4 3.01 1.30

Performance of 
personnel makes it 
possible to match and 
analyze the new 
management concepts 

3.2 16.4 15.4 42.2 22.8 3.65 1.10

A good sense of 
humor can be found 
in the environment 

5.2 28.2 18.0 34.2 14.4 3.24 1.16

Personnel usually 
present their ideas 
because they are 
encouraged and heard 

6.2 22.6 19.6 38.2 13.4 3.30 1.14

Mostly people can be 
found criticizing each 
other 

8.6  28.8 18.8 27.6 16.2 3.14 1.24

Personnel are not 
sincere with their jobs 

8.2 19.6 16.8 23.2 32.2 3.52 1.33

Varying personality 
traits of different 
people is a main 
cause of variation in 
creative work of 
different people 

4.6  16.8  26.0  32.8  19.8  3.46 1.12 

 

Concept behind the set of questions was to see that either middle level 

management is willing to accept and adopt the changes. In the very first statement, the 

respondents were asked to answer if they ‘get maximum opportunities to make 

decisions’. More than one-third i.e., 35.4% respondents said ‘mostly true’, when the 

respondents were asked if ‘they are ambitious and desirous to enhance the standards’, a 

reasonable majority  37.2% responded as ‘mostly true’. This behavior exactly with the 

findings of Peter and Robertson (1993) who write that “more than half of all US workers 
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are employed in management, in professional or related occupations, or in sales or other 

offices based positions,  where desire of change in order to enhance the standards is 

pivotal”. 

The respondents’ views regarding the statment ‘we don’t take initiatives without 

reward’ are the reflection of acceptance of rational world view. The result shows a  

behavior that 32.4% respondents (a majority) said ‘rarely’. The second majority 

comprising 31% said ‘mostly true’  indicates the existence of ‘loyalty’ that is a  local 

value (Ouchi, 1981).  However, majority’s behavior reflects the Emerson’s principles of 

efficiency described by George (2000). He wrote that “managers should reward 

employees for tasks successfully completed”. When the respondents were asked about 

either if they ‘adopt new ideas easily’. Most of the respondents, 35% said ‘rarely’ and 

30.8% respondents said ‘mostly true’, and the same number of respondents said ‘rarely’. 

It can be said that there is gradual shift of local business values to the modern and 

rational business values. It is the reflection of transition of primitive business values to 

modern business values. This also shows that still local values are working and have 

existence in business organizations. The local values system does not allow time to plan 

for anything and due to low uncertainty avoidance mostly people start working without 

proper planning. When the respondents were asked whether ‘they get ample of time to 

concentrate on their ideas’, the mean value was 2.91 that shows the trend of thinking by 

sparing some time to think on new ideas.  

The next two statements were about working environment with reference to ‘its 

friendliness in adoption process’ and ‘hindrance to accept new changes’. In response the 

first question majority of the respondents were found in ‘neither agreed nor disagreed’ 

and ‘rarely’ comprising 32.2% and 22.8% respectively. Hence one can infer that these 

export based organizations in pursuit of global business values have established an 

environment that is supportive in adopting new ideas and changes. As for as the second 

question was concerned majority comprising 29.4% ‘rarely’ found any hindrance to 

accept any change.  

The respondents’ views regarding the statements ‘conflict’ and ‘diversity’ are 

natural results of acceptance and adoption of change. As mentioned by Robbins (1998) in 

his book ‘Organizational Behavior’ about the people who had been living under strong 
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and long standing values choose defensive behavior in order to avoid change. He writes 

that “there are two forms of defensiveness frequently used by people who feel personally 

threatened by change: resisting change, including some forms of overcoming, stalling, 

playing safe, and misrepresenting. The other form is protecting them; this is defending 

territory from encroachment by others. As one purchasing executive commented, ‘tell the 

people in production that it’s our job to talk with vendors, not theirs’”. The questions are 

specifically developed to evaluate whether Pakistani people are adopting any of these 

defensive modes. About 36% respondents said in response of the ‘conflict and tension’, 

“mostly true”, while 25.8% respondents viewed the presence of ‘conflict’ by responding 

“rarely”. It emerges from the findings that personnel of the textile organizations are 

passing through the process of change but in a gradual manner where diversity of ideas 

and actions are comparatively high but tension and conflict level is comparatively low. 

This smooth adoption shows the cognitive change among the personnel and they inclined 

toward the acceptance of global business values. The cognitive and behavioral change is 

primary aspect for the acceptance of innovation.  

In the following statement the respondents were asked about their ‘sincerity with 

their jobs’, 32.2% and 23.2% responded ‘absolutely true’ and ‘mostly true’ respectively. 

The question was asked in order to see the degree of professionalism and sincerity with 

their jobs and not to employer or to organization. Majority had shown that they give 

maximum credence and devotion to their job. This is in accordance with the modern 

management view presented by Wren (1960) “employees can be creative in solving 

problems and achieving organizational goals and they commit themselves to 

organizational goals when they can direct their own efforts and achieve personal goals”. 

The sincerity to job and commitment to profession is basically a value of modern 

business that is palpable among employees of export based textile organizations of 

Punjab, Pakistan.  

Acceptance and adoption depends on personality traits (Robbins, 1998). The trait 

system is a product of prevailing sociology in a society. Creativity is result of some 

personality traits that are shaped by the society. When the respondents were asked about 

the relationship between personality traits and creative work they agreed by giving 

maximum response for the category of ‘mostly true’ (32.8%). With this relationship that 
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personality traits do affect the creative work and thinking. This shows that employees of 

these organizations realized the importance of individual personality traits and its 

relationship with creative work. This is again a western concept to focus and unleash the 

personality trait and then channalize these traits in order to get maximum productivity. 

Feldman (1990) identifies two major dimensions that help to explain the creative process: 

divergent thinking and cognitive complexity. Both of these causes are from modern 

business values and not from the local. This is emerged that these export based 

organizations are fully dependent on novel responses by using stimuli and thinking 

process; and this is the main cause of divergent thinking and cognitive complexity. Hence 

the responses supported the influence of global business culture on local business values; 

people are accepting and adopting the rational and modern business value system.  

 
4.3.6:  Understanding of other Cultures 

Globalization supports to understand other cultures in order to develop integration 

among the nations (Fons, 1990). The importance of understanding the other cultures 

realized when one looks at business organizations. Rugman (2000) reported that “more 

than 85% of all automobiles sold in North America are built in   North American 

factories owned by General Motors, Ford, Daimler-Chrysler, or European or Japanese 

MNEs”. This is due to the reason of certain comparative advantages that one country has 

over others (Ostry, 2001); which attract the migrants (Fred 1971, Richard, 2000). It 

clearly reflects that existence or survival of business organizations without understanding 

the other cultures seems difficult. Resultantly a system of standards with universally 

accepted business values is in the process of convergence. The pace and  duration of shift 

from traditional or primitive business values to modern and rational business values 

depend on the social, economic, political, religious, and family structure.  The section 

describes that personnel working in export based textile organizations are willing to 

understand other cultures; the positive attitude may further lead towards the adoption of 

the cultures. 
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Table 4.10: Percentage distribution along with mean and standard deviation 
regarding the understanding of other cultures. 

N = 500 
 

Absolu-
tely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Understanding of 
other cultures 

%age   
 %age  

%age  %age  %age  

Mean Std. 
Dev.

People have got 
free-will to do their 
tasks by their own 

18.4 30.6 15.8 27.8 7.4 2.75 1.25

People feel proud 
and happy due to 
their freedom of 
work 

7.6 25.4 16.4 21.6 29.0 3.39 1.34

The freedom of 
work allows 
personnel to study 
other systems and 
implement it 

14.6 17.2 19.8 35.8 12.6 3.15 1.26

The working 
environment is 
peaceful and 
congenial 

3.0 22.8 17.2 37.0 20.0 3.48 1.14

Tussle with seniors 
can be found for the 
promotion 

19.8 27.4 17.6 28.6 6.6 2.75 1.25

People take care of 
each other 

4.2 24.8 16.6 38.0 16.4 3.38 1.15

The environment is 
full with negative 
politics and gossips 

7.8 8.8 11.6 26.0 45.8 3.93 1.28

People mostly 
welcome new 
policies because 
often these policies 
yield benefits to 
employees 

6.0 25.8 26.0 24.0 18.2 3.23 1.19

Continue….
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Absolu-
tely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

Understanding of 
other cultures 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Personnel feel no  
fear of leg pulling 

11.8 21.8 24.8 35.2 6.4 3.03 1.14

New ideas and 
concepts can be 
shared with each 
other easily 

3.6 24.4 16.2 40.8 15.0 3.39 1.12

People work in 
complete freedom 
and sincerity 

14.4 13.8 16.8 24.6 30.4 3.43 1.41

Mostly people find 
enough time to 
concentrate or 
develop new ideas 

7.4 23.2 21.0 39.2 9.2 3.20 1.12

Personnel are 
ambitious of 
changes in spite of 
uncertainty 

4.8 19.4 29.4 41.4 5.0 3.22 .98

People remain loyal 
with their org 

2.6 10.8 24.8 30.8 31.0 3.77 1.08

  
The first four statements are inquiring about the freewill and freedom that helps 

one to study the other cultures. Respondents supported the concept that freedom allows 

personnel to study other cultures and they have the freedom to understand other cultures. 

Some 27.8% respondents were found in a view of ‘mostly true’ in response to the 

question ‘people have got free-will to do their tasks by their own’. Majority of the 

respondents comprising 29% were found happy due to their freedom of work, similarly 

35.8% respondents said that this is ‘mostly true’ that they have freedom to understand 

other cultures.  

Competition often encourages people to make changes. It may take place between 

individuals, between groups, or between communities (Vago, 1996). Competition as a 

stimulant to change is perhaps most pronounced in the contemporary world place. The 

respondents were asked whether ‘tussle with seniors does exist among employees for the 

sake of promotion’,   28.6% respondents said ‘Mostly true’, 27.4% respondents shown as 

‘rarely true, 19.8% respondents said ‘absolutely not’, 17.6% respondents ‘Neither agreed 
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nor disagreed’’, and 6.6% respondents said ‘Absolutely true’. The results indicate that 

still majority liked and respected their values however a substantial number of 

respondents supported the idea of tussle with seniors as a rational attitude. 

Understanding other cultures need a flexible behavior (Kenneth and Jane, 2000). 

To explore the flexibility few questions were asked. These questions involved concepts 

like acceptance of new policies, sharing of new ideas, and ambition to change. In 

response to the question, ‘personnel are ambitious to adopt changes in spite uncertainty’, 

majority of the respondents (41.4%) responded as ‘mostly true’. This question was asked 

to examine uncertainty avoidance level of personnel that is a major social element. The 

term uncertainty avoidance has been taken from the sociology of American organizations, 

in particular from the work of Marchi (1976). Ways of uncertainty avoidance or tackling 

the fears associated with unseen tomorrow are part and parcel to any society; however it 

varies from one to the other culture. More modern societies depend upon technology, 

laws and rules, while less developed societies relay on religion to control unexpected 

events. Religion helps in the acceptance of uncertainties. People believe that what 

happens in his life, it predecided by God. Efforts to change the destiny are useless. 

Through this belief system (predestination), uncertainties are accepted with an 

understanding of better life after death. This belief system makes people incapable to 

understand their shortcoming or limitation in achieving their goals. This fatalistic 

situation is gradually changing, as 41.4% of the respondents viewed as ‘mostly true’ that 

personnel are ambitious of change in uncertainty, an element of modern business 

organizations.  
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4.4: PERCEPTION 

This section deals to examine the “ability to integrate oneself into the 

environment” that is most often known as ‘loyalty’ (Cateora & Graham, 1999). The aim 

is to see the perception of personnel towards their respective organizations and about 

themselves. Local values shape an employee behavior that he/she remains loyal to the 

organization and top level management. But modern and rational business values are 

changing the perception of personnel where one is taking care of his own growth and 

development (Cateora and Graham, 1999). For better understanding of the respondents’ 

perception, question statements have been divided in two categories; ‘perception’ and 

‘commitment and loyalty’. 

Table 4.11: Percentage distribution along with mean and standard deviation 
regarding the perception.  

N = 500 
 

Absolu-
tely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

I as an employee 
of this 
organization 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Work more than 
expectations of my 
seniors 

9.2 16.4 14.2 39.6 20.6 3.46 1.24

Consider this 
organization is 
superior than other 
organization 

4.8 10.4 26.8 41.4 16.6 3.55 1.04

Share this idea of 
superiority with my 
friends 

5.4  9.0 30.2 42.6 12.8 3.48 1.01

Feel many 
affiliation with this 
organization 

3.4  10.6 24.8 43.8 17.4 3.61 1.00

Will  remain in this 
organization, ready 
to do the job of any 
nature 

3.0 27.2 27.6 19.0 23.2 3.32 1.19

Feel that I and the 
organization having 
common values 

1.0 23.0 20.6 39.8 15.6 3.46 1.04

Continue…..
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Absolu-
tely 
Not 

Rarely Neither 
agreed 
nor dis-
agreed 

Mostly 
true 

Absolutely 
true 

I as an employee 
of this 
organization 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Proudly tell others 
about my 
organization 

3.4 19.4 15.4 32.4 29.4 3.65 1.19

Find the same 
nature of the job in 
another 
organization, will 
switch over 

9.4 19.2 32.2 23.0 16.2 3.17 1.19

Believes that this 
organization has 
strengthened me 
professionally 

3.0 18.2 15.0 42.8 21.0 3.61 1.10

If I leave  this 
organization there 
will not any  bad 
effect on it 

3.4 28.0 24.8 32.8 11.0 3.20 1.07

 

Responses have been taken on the likert scale to assess whether their perception 

changed or not about the organization. In very first statement 39.6% of the employees 

said that they ‘consider their organization is superior over other organizations’. 42.6% 

respondents said ‘that they shared this idea of superiority with their friends. Regarding 

the statements whether they feel  affiliations with their organization, majority (43.8%) 

viewed ‘mostly true’ slightly more than one-fourth i.e. 27.6% respondents ‘neither agreed 

nor disagreed’ when they were asked if ‘they will remain in this organization and ready 

to do the job of any nature’ , 32.2% respondents were indecisive about leaving the 

organization, 42.8% respondents gave the credit of their professional development to 

their respective organizations, , and  39.8% respondents said that this is ‘mostly true’ that 

they have common values with the organization.  

These responses have shown Loyalty and Commitment and Uniformity between 

personal and organizational values. This reflects that the organization with rational and 

modern cultural business values and have ability to assimilate its employees with this 

culture. Luthan (1995) explained the influence of organizational culture on the employees 
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saying that “people are affected by the culture in which they live. For example, a person 

growing up in a middle class family learns values, beliefs, and expected behavior 

common to that family. The same is true for organizational participants. An individual 

working for 3M, PepsiCo, Wal-Mart, or any other organization with a firmly established 

culture will be taught the values, belief, and expected behaviors of that organization. 

Hence the modern organizations develop value systems in order to maintain uniformity 

and eliminate diversity (Bailey, 1992) as compared to local organizations and societies 

where focus on such system is rare. But now the existence of the modern value system in 

export based organizations establishes the “social and behavioral shift” among personnel. 

Furthermore, work of Richard Pascale (1985) on ‘Computing an Organizational Culture 

Socialization Score’ and Terence’s work (1982) on ‘Organizational Cultural Profiles’ 

highlights the importance of Values of a society, organization, and its impact on Loyalty 

and Commitment.  

 

4.5: COMMITMENT AND LOYALTY 

‘Loyalty’ may have different meanings in different ages to different generations 

because values vary among groups (Munson, 1980). In this regard ‘four stage model of 

dominant values in today’s workforce’ of Robbins (1998) can be cited.  This could be 

said that loyalty is a dimension of trust what an employee has on his organization and this 

is like an integral part of Pakistani value system. This loyalty and commitment is also one 

of the dimensions of the trust (Schindler and Thomas, 1993), and these dimensions may 

be different to different societies. Commitment is a logical result of loyalty (Bobocei, 

1994) and also a state in which an employee identifies with a particular organization and 

its goals, and wishes to maintain membership in the organization or society (Blau, 2002). 

Perhaps emotional instability leads to more loyalty and commitment; this emotional 

instability is a local value of Pakistan.  
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Table 4.12: Percentage distribution along with mean and standard deviation 
regarding the commitment and loyalty.  

N = 500 
 

Absolutely 
Not 

Rarely Neither 
agreed 
nor 
dis-
agreed 

Mostly 
true 

Absolutely 
true 

I as an employee of 
this organization 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Am happy with my 
choice of this 
company/organization 

10.6 16.6 10.2 48.0 14.6 3.39 1.23

Will not be benefited 
if remained in this 
organization for a 
longer time 

3.2 6.4 28.0 41.8 20.6 3.70 .97

Dislike the “human 
resource policies” of 
this organization 

4.0 18.8 21.4 33.8 22.0 3.51 1.14

Often find myself 
worried regarding the 
future of the 
organization 

8.0 30.8 25.2 28.6 7.4 2.97 1.10

Believe to  work here 
is more viable as 
compared to work 
anywhere else 

2.4 19.2 25.6 30.0 22.8 3.52 1.11

Feel it is a great fault 
of mine to join this 
organization 

5.8 9.0 26.4 21.4 37.4 3.76 1.21

 

Majority of the respondents (48.0%) were happy with their choice of choosing the 

organization by saying ‘mostly true’, followed by 16.6% who said  ‘rarely’ , even 14.6% 

respondents ‘absolutely true’, 10.6% said ‘absolutely not’, and 11.8% responded ‘neither 

agreed nor disagreed’. The next statement that “I will not be benefited if remained in this 

organization for a longer time”. This statement was directly probe the degree of 

Commitment and Loyalty among the personnel of export based textile organizations of 

Punjab, Pakistan. 41.8% responded as ‘mostly true’; 28.0% respondents ‘neither agreed 

nor disagreed’, 20.6% by saying ‘absolutely true’, 6.4% said ‘rarely’, and 3.2% said 

‘absolutely not’. 
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When personnel were asked about their disliking about “human resource policies” 

of this organization, 33.8% said ‘mostly true’, 22.0% said ‘absolutely true’ that they 

disliked the HR policies., 21.4% said ‘neither disliked nor liked’, 18.8% said  ‘rarely’ and 

4.0% shown as ‘’ ‘absolutely not’ means they absolutely liked. When respondents were 

asked “if they are often worried about the future of the organization”, to see the level of 

loyalty among them. The percentages of respondents responses ‘rarely’ ‘mostly true’ 

‘neither agreed nor disagreed’ were ‘30.8’‘28.6’ and ’25.2’ respectively. While on both 

extremes of ‘absolutely not and true’ the percentages recorded as ‘8.0 and 7.4’ 

respectively. 

However, cultural change is evolutionary process (from traditional to rational or   

modern) (Robbins, 1990). Some barriers of the process may include relationships, roles, 

and structures that work together to reinforce traditional cultural patterns. In addition, 

powerful stakeholders such as unions, management, or even customers and whole society 

may support the traditional culture (Micheal, 1990). Despite the significant barriers and 

resistance to change, cultures can be managed and changed over time through different 

socio economic and technological development and intervention. This attempt to change 

culture can take many different forms. Simple guidance such as developing a sense of 

history, creating a sense of oneness, promoting a sense of membership, and increasing 

exchange among members are helpful (Warren, 1987). Nevertheless, just as there are 

many ways that a culture changes and varies, there are also many ways in which behavior 

varies across the cultures (Andre, 1983). Pakistan is in the transition process so why 

behavior and culture both are changing and change agents are likely the personnel of 

export based business organizations. The responses from these two tables have supported 

the concept that traditional concept of commitment and loyalty is changing.  
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4.6: BEHAVIORAL AND SOCIAL SHIFT 

The effects of social change are never evenly distributed in a socially 

differentiated and heterogeneous society like Pakistan. The impact of a change is 

different to different individuals, groups, and social strata variously located in the 

structure (Vago, 1996).  

This is the framework on which the thesis is developed (see conceptual 

framework for the reference). As Parker (2003) noted, “we are living in a period of social 

disorganization. Everything is in a stage of agitation; everything seems to be undergoing 

change. ” Alvin Toffler (1970) had the similar views. He alleged this era as ‘storm age’, 

and this storm is of change. Warren (1968) called this society a modern society and said 

“this modern society is a temporary society of temporary systems, nonpermanent 

relationships, turbulence, uprootedness, unconnectedness, mobility, and above all, 

unexampled social change”.  

Change further complicates life by increasing friction between groups and within 

the groups, resulting rapid social change in all aspects of human life. The ‘personnel’ of 

export based textile organizations act as change agents for general society. The role and 

affect of ‘technology’ also and always considered and studied very carefully by the 

sociologists due to its impact on ‘behavioral change’.  According to Robbins (1998) 

technology is defined as “how an organization transfers its inputs into outputs”. The word 

‘How’ includes nor the machinery only rather all the resources including ‘human 

resources’. The human resource plays a central role that accepts changes, and then 

diffuses the change in the different segments of society. First social change occurred in 

the upper class with better socio-economic conditions like export business organizations, 

then that change trickled down to middle and lower classes of the society. Numerous 

studies have been carried out on technology-structure relationship (Miller, 1991). He also 

viewed that technology is a vital force in influencing socio-economic, political and 

cultural structure of the society, while Max Weber advocated that intangible culture plays 

an important role in changing society. Technology and modern business values first 

diffused in export based organizations, then spread in general society. It can be said that 

personnel of these organizations play an effective role in changing the societal values. 

Donld and Achon (1971) write “individuals must somehow confront and negotiate with 
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this change”. The  technological change has been continuing exponentially for the last 

two hundred years, it has now reached a level of pervasiveness and frequency uniquely 

threatening to the stable society”. Moreover, Cheng (2004), finds in his research that 

‘Culture as a Special Technology in Globalization’. So Culture itself acts all the roles of 

Technology and comes up in equal importance.  

 
Table 4.13: Percentage distribution along with mean and standard deviation 

regarding the behaviour and social shift. 
N = 500 

Absolut
ely Not 

Rarely Neither 
agreed 
nor 
dis-
agreed 

Mostly 
true 

Absolutely 
true 

Behaviour and social 
shift 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Do you feel any change 
in your behavior due to 
modern business values? 

8.4 20.4 10.0 29.4 31.8 3.56 1.34

Does this change is 
compatible to our value 
system? 

1.8 28.4 15.6 35.2 19.0 3.41 1.14

Do you feel that your 
communication style has 
changed due to the 
modern business values? 

3.0 11.8 24.0 41.4 19.8 3.63 1.02

Do you feel that the 
modern business values 
made you more 
responsible? 

2.6 16.2 13.6 35.8 31.8 3.78 1.14

Do you feel that these 
modern values have 
changed your thinking 
style? 

1.6 18.6 18.2 35.4 26.2 3.66 1.10

I support this change for 
rest of the organization 

2.0 10.6 36.4 25.0 26.0 3.62 1.04

Do you recommended 
this change to your 
family 

9.4 31.8 19.6 22.2 17.0 3.06 1.26

Up to what extent you 
support this change for 
the whole society? 

5.0  20.0  11.0 27.4  36.6  3.27 1.12

  Continue….
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Absolut
ely Not 

Rarely Neither 
agreed 
nor 
dis-
agreed 

Mostly 
true 

Absolutely 
true 

Behaviour and social 
shift 

%age  %age  %age  %age  %age  

Mean Std. 
Dev.

Do you support this 
change for the whole 
society 

2.6 26.6 30.8 21.6 18.4 3.52 1.07

Do you find your self 
more productive due to 
these modern business 
values? 

2.4 20.8 15.6 45.0 16.2 3.51 1.00

Up to what extent you 
are satisfied with these 
modern business values? 

1.6 18.8 20.0 45.8 13.8 2.78 1.06

Adoption of the modern 
business values 
consumes lot of time 

10.6 33.8 29.4 21.6 5.2 3.25 1.08

Are you playing a role 
of preacher of these 
modern values to others? 

4.2 25.2 23.8 35.4 11.4 3.34 1.57

Are you a big critic of 
modern values? 

21.2 10.8 18.8 11.2 38.0   

 

This section deals with the impact of the modern business values on ‘behaviors’ 

and ‘social shift’ of personnel working in export based textile organizations of Punjab, 

Pakistan. This was also inquired in this section that whether these personnel are further 

disseminating these modern values to their peers, family, and then to general society.  

The first statement is “do you feel any change in your behavior due to modern 

business values”. Most comprising 31.8% said ‘absolutely true’, second greater part 

consist on 29.4% said ‘mostly true’. Majority viewed their behavioral and social shift by 

mean value of 3.56 with standard deviation 1.34. Only 20.4% respondents said ‘rarely’, 

10.0% responded ‘neither agreed nor disagreed’, and 8.4% 'absolutely not’. This reflects 

that behavioral and social shift has taken place in these organizations. Hence the modern 

business values have influenced the behavior of these employees. The findings match 

with Hofstede’s (1991) findings, he stated that differences between national and global 

cultures are minimizing. In certain sectors of economy such export based organizations 
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are replacing the local values very rapidly. In this global and competitive world the 

existence of local values seems impractical. The evidence cited is usually taken from the 

level of practices: people wear the same dress, buy the same products, and use the same 

fashionable words (symbols); they watch the same television shows and movies (opinion 

leaders); they perform the same sports and leisure activities (rituals)”.  

When respondents were asked whether these modern values are compatible to 

their local value system, 35.2% said ‘mostly true’ and the second large comprising of 

28.4% ‘rarely’. While 19.0% employees responded ‘absolutely true’, 15.6% said ‘neither 

agreed nor disagreed’, and only 1.8% said ‘absolutely not’. The mean score of responses 

is 3.41 that reflects changing trend in the local value system. This shows that modern 

values are taking the place of traditional values of the society. This also can be inferred 

that mostly these modern values are seen in the areas that are industrially developed. 

Hence source of this change is personnel of industrial organizations. According to Ian 

Robertson (1989) “the socialization process involves many different influences that affect 

the individual throughout life. The most important of these influences are agents of 

socialization-significant individuals, groups, or institutions that provide structured 

situations in which socialization takes place. Four of these agents are the family, the 

school, the peer group, and the mass media-are especially important in modern societies; 

these affect almost everyone in a powerful and lasting way”. If these groups become 

supportive to modern values and don’t resist then adoption becomes rapid. Working 

organizations are places where the inmates are confined for a set of period of their lives, 

under the almost absolute control of a hierarchy of officials (Goffman, 1961). It can be 

said that modern values have become compatible to local values and adoption level of 

these modern values is high. In this way role of educational institutes and media is vitally 

important.  

When respondents were asked whether they have found some change in their 

communication system, 41.4% respondents agreed that this is ‘mostly true’ that our 

communication styles are changed The rationale of question was that communication 

style is an expression and exhibits values of an individual. The communication style 

includes all verbal and nonverbal styles and these styles reveal a persons’ value system. 

Manski (1993) presented model describing all the values system affecting communication 
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and especially nonverbal communication. He mentions these as “time, space, symbols, 

friendship, agreements, things, and etiquette”, and all these factors having different 

meanings in modern values system. It can be inferred that communication style has been 

changed under influence of modern business values. The study findings match with Alvin 

(1970) who wrote as “a radical sipped up have been affected in the business organization 

(he used the word ‘foundry’) simply by allowing the worker to report the breakdown 

directly to the maintenance supervisor or even to maintenance crew, instead of passing 

the information along through his foreman and production supervisor. At least and 

perhaps two steps could have been cut from the lengthy communication process”. Now 

the same effects on communication can be found among Pakistani personnel working in 

export based textile organizations of Punjab, Pakistan. 

The respondents were asked if they ‘feel that the modern business values have 

changed their thinking style’. The question was asked by keeping in view the “model of 

Consumer Behavior” given by Kotler (2006) that explains that thinking and psychology 

is deeply concerned with the cultural and social factors. 35.4% people said ‘mostly true’ 

and followed by 26.2% who said ‘absolutely true’, this reflects that majority is in process 

of changing their behaviors, the mean score of responses is 3.66 indicating the 

respondents agreement with the statement. While third majority comprising of 18.6% 

said ‘rarely’, and 18.2 % are ‘‘neither agreed nor disagreed’’, and only 1.6% said 

‘absolutely not’.  This change in thinking indicates behavioral change similar to the 

findings of Alvar and Elbing (1970) who presented their findings as “in the arena of 

today’s social value problems, the businessman is accused and victimized by his own 

professional rationale that is derived from traditional economic theory. This rationale 

unlike that of other professions (e.g., law or medicine), does not consist of an ideal value 

standard, but rather is an abstract caricature of self interest”. Thurow (1992) provided the 

most articulate description of how culture influences managers’ thinking. He 

distinguished between the British-American “individualistic” kind of capitalism and the 

“communitarian” form of capitalism in Japan and Germany. The business system in the 

latter two countries is typified by cooperation among government, management, and 

labor, particularly in Japan. On the other hand, adversarial relationships among labor, 

management, and government are more than the United Kingdom and particularly the 
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United Sates”. Pakistan in its ideological roots should have  be more closed to 

cooperative style of management unlike US and UK based organizations. But responses 

have shown their thinking style under influence of global values.     

When the respondents were asked ‘do they recommend this change for rest of the 

organization’, 36.4% said  ‘neither agreed nor disagreed’, 26.0% said  ‘absolutely true’, 

25.0%’ said ‘mostly true’, 10.6% said ‘rarely’, and 2.0% said ‘absolutely not’. This 

shows that the personnel of these organizations are happy with this social shift and want 

its diffusion in the whole organizational setup. This exactly matches with Bun and 

Chiang (1994) who said ‘this is particularly true for displaced persons who have to learn 

new skills to cope with a foreign environment and to develop a new set of relationship’. 

They also add that the past few decades have offered many opportunities to observe ways 

in which people can cope in extreme situations. And these export based organizations are 

in extreme situations working within the local environments; the personnel are displaced 

people who exhibit and act in entirely a different situation.  

When these respondents were asked whether they recommend this change to their 

families. 31.8% said ‘rarely’, 22.2 said ‘mostly true’, 19.6% respondents ‘neither agreed 

nor disagreed’, 17.0% said ‘absolutely true’, and 9.4% said ‘absolutely not’. This shows 

that respondents are still attached with their local value system for their families. 

However a change and shift in behavior is obvious along with some ideological 

resistance. Germani (1981) and Zaltman (1977) found the same in their research, 

“resistance to change on the grounds of ideological traditionalism is quite prevalent. This 

nationalistic fear is very common, and even many European and Canadians worry about 

the ‘Americanization’ of their societies”. These attitudes are not against change as such, 

but against the perceived political implications of certain changes (Vago, 1996). 

According to Patai (1983) in Islamic countries, anti western sentiments derive, in part, 

from a fear that the adoption of western technology will destroy the ancient faith.  

The next statement was about ‘affect of these modern values on productivity’; 

majority comprising 45.0% agreed with the effect of behavioral change on their ability of 

productivity. The word ‘productivity’ can be replaced by the word ‘professionalism’; that 

is defined as a form of work organization (Gordon, 1998). Resultantly the modern values 

have reasonably increased the Professionalism and Productivity. One reason for the 
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growth in the number of professionals is the greater sophistication in knowledge, 

techniques, and machinery, resulting in a growing demand for technically trained people 

(Adler, 1992).  In the following statement the respondents were asked about the level of 

their satisfaction with these modern business values. Majority respondents said ‘mostly 

true’ comprising 45.8% of the total respondents. When the respondents were asked if the 

adoption of modern values take longer time. About one-third comprising 33.8% said 

‘rarely’. The adoption by a certain percentage of people of a society who are going to act 

as ‘change agents’ is very. In the second last statement the respondents were asked if they 

were playing the role of preacher (change agent) of these modern business values. 35.4% 

respondents said ‘mostly true’.  

These personnel, who can be called as influential in the society due to their 

dominant economic and social position, can affect substantially social fabrics of the 

society (Sarah, 1998).  In the words of  David Mechanic (1974), “the ways in which 

individuals cope with changing conditions are institutionalized, and they tend to be 

cumulative through the generations. People learn from the experience of others, and 

mechanisms of coping are taught from one generation to another. Increasingly, it is clear 

that major stresses on modern man are not amenable to individual solutions, but depend 

on highly organized cooperative efforts that transcend those of any individual man no 

matter how well developed his personal resources”. Mechanic suggests that there is only 

one way of escaping alienation and becoming part of prosperous global social norms, by 

promoting the same social ideas in the general society. The results are showing that there 

is no escape of modern values, personnel working in export based textile organizations 

have changed and due to their dominant position in society they are spreading this change 

to the whole society. In sum, it can be said that the behavioral and social shift among the 

personnel of export based textile organization has been taking place and global business 

culture play an important role in the behavioral change.  
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CHAPTER-V 

TESTING OF HYPOTHESES: EXPLORING 
RELATIONSHIP 

 

Introduction 
The chapter deals with the testing of hypothesis. It explores the relationship 

between predicting and response variables through 19 tables corresponding to each 

hypothesis. The nature and strength of relationship is examined through the application of 

Pearson Chi square, likelihood ratio, linear by linear association, and gamma statistics. 

Firstly the relationship between socio economic and demographic variables is studied, 

followed by the certain intervening variables with the dependent variable. The last part of 

the chapter discussed the Pearson Correlation Analysis to verify the association 

established by chi-square statistics and other tests of significance. 

Sometimes the measuring instrument consists of matrix question constructed by 

employing likert scale. It represents a variable, which comprise of more than one item 

and response category. During the descriptive or univariate analysis, the individual item 

or statement is studied by tabulating frequency distribution and calculating percentages of 

the responses of the respondent. But in bivariate analysis, the crosstabulation of each item 

in the matrix question, with the response variable is quite lengthy and cumbersome. It 

may not be meaningful or even do not fulfill the objective of the study. In order to 

overcome this problem, an index variable is usually constructed to study the combine 

effect of all the items in predicting the response variable. 

 

5.1 Index Variable Construction 
 

To study the combine effect of all the variables in predicting the response variable 

all the statements in matrix questions are combined together to form a single prime or 

main variables known as index variable. However, before the development of index 

variable, it is pre-requisite to ensure the element of consistency among all the items in the 

matrix question. For this purpose, a reliability check is carried out and the value of 

Cronbatch Alpha is determined. 
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 The Statistical Package for Social Sciences (SPSS) used to find Cronbatch Alpha 

values. During the reliability check, if the value of Alpha remains in the range 0.8 to 1.0, 

because all items or statements or matrix questions are highly correlated and representing 

one idea. This facilitates the study of combine effect that otherwise is not possible. 

 On confirmation of element of consistency, the score on all the items in a matrix 

question recorded through response categories is summed up. The minimum and 

maximum value is determined through sub-menu descriptive statistics followed by 

frequencies. The next step the maximum and the remainder is divided with the number of 

descried level or categories in index variable.  

Example 

 This procedure can be explained, for example the objective is to study the affect 

of behavioral and social shift asked during field survey comprised of a set of thirteen 

statements with five response categories. It is possible to study the responses recorded on 

each of the individual statement in the variable representing behavioral and social shift by 

employing descriptive statistics and calculating the percentages. But in order to find 

combine affect of all the thirteen dimensions of behavioral and social shift, an index 

variable is required to be constructed after ensuring the element of consistency among all 

the fourteen dimensions through reliability analysis. 

 To construct index variable, the scores on all the items in the matrix question 

representing behavioral and social shift will be summed up and minimum and maximum 

score, mean score and value of standard deviation are determined. The subtraction of 

minimum score from the maximum and by dividing the remainder with the required 

levels or categories (which are three). This value will be used to calculate the range of 

score in each level or category of the index variable. Actually this value is added to the 

lowest level of category and likewise the other levels or categories of index variable are 

constructed. 

For example, the index variable “behavioral and social shift” has maximum and 

minimum score 26 and 60. The difference between maximum and minimum score is 34. 

It is desired to have three categories or levels of index variable “behavioral and social 

shift”. 34 is divided by 3 (the level of categories) yielding the class interval of each 
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category which is 11. The first category of behavioral and social shift index variable is 

ranging from 26-37 indicating low level of behaviour shift, the second category is 

ranging from 38-49 reflecting medium level of behavioral and social shift, while the third 

category of the response variable is ranging from  50-60 indicating the high level of 

behavioral and social shift index variable. 

 By adopting the principle as discussed above, the index variables were 

subsequently used during bivariate analysis. 
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5.2 Behavioral and Social Shift 

 In the provision at ‘behavioral and social shift’ the respondents were assessed 

through various statements created to see the impact during the filed survey. 

 

Rights No. of items 
in Matrix 
Questions 

No. of 
categories 
in Index 
variable 

Min. 
Score 

Max. 
Score 

Mean 
Score 

Standard 
Dev. 

Alpha 
value 

Stress 19 5 25 75 47.93 17.98 .8201 

Motivation and 
Rewards 

9 5 9 35 22.08 6.93 0.7617 

Achievement and 
Encouragement 

11 5 11 45 25.27 8.08 0.8290 

Planning and 
decision making 

7 5 7 35 20.83 6.46 0.8175 

Politics, Power, 
and Conflict 

7 5 10 32 21.42 4.87 0.7595 

Performance 
Appraisal System 

5 5 8 25 18.80 4.18 0.7413 

Training and 
Development 

7 5 12 33 21.96 5.03 0.7880 

Acceptance and 
Adoption towards 
Change 

19 5 39 81 56.95 10.72 0.8149 

Understanding of 
other Cultures 

14 5 25 69 46.08 8.90 0.8042 

Perception 10 5 20 47 34.51 6.70 0.8066 

Commitment and 
Loyalty 

6 5 11 30 20.84 4.48 0.7422 

Behavioral and 
Social Shift 

13 5 26 60 44.38 9.58 0.8770 
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5.3 Socioeconomic and Demographic variables 
5.3.1    Age and Behavioral Shift 
 
Hypothesis 1: “Younger the respondents higher is the behavioral shift versus the 
older the respondents lower the behavioral shift”. 
 

Table 5.3.1 presents the information on current age of respondents was gathered. 

Table indicates that 41.6% were belonged to the age group of 30 years and above. 42% 

were in the age group of 31 to 40 years. While 16.4% were in the age group of 41 years 

and above.  Table further indicates that the index variable behavioral shift is based on 13 

behavioral questions. These questions emphasis that modern value business changes the 

communication style makes employee responsible and changes their thinking style. 

The cross table analysis has been constructed in order to find out the association 

between the current age of the respondents and the behavioral shift. The table reflects that 

24.4% of the respondents had been categorized on the low behavioral shift level, while 

44.4% in the category of medium behavioral shift and 31.2% of the respondents had 

shown high behavioral shift.  

The table indicates that 22.6% of the respondents who were belonged to the age 

group of 30 years and above has been shown low behavioral shift as compared to 22.0% 

of the respondents who were in the age group of 41 years and above; that had almost the 

same behavioral shift. It indicates that the percentage of the respondents of different age 

groups were almost the same at the same level of behavioral shift that is low. On the 

other hand the percentage of  the respondents who had attained high level of behavioral 

shift were almost the same that is 36.1%, 25.7%, 32.9%, of  the age groups of 30 years 

and above, 31 to 40 years, and 41 years and above respectively. It can be said that the age 

is not associated with the behavioral shift as the older respondents are showing almost the 

same changes in their behavior.  

The values Pearson chi-square, likelihood ratio, and linear   by linear association 

also support insignificant relationship between age of the respondents and behavioral 

shift, reflecting that the older employees had the same potential as the younger to change 

their behavior to accept modern values.  
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The findings match with Korczynski et al. (2006) who concludes that “children 

and adolescents often wish they were older and sometimes overstate their age, for they 

correctly perceive that their own age status is a low one. Middle aged people; on the other 

hand, often understand their ages, for they know that the years devalue people the older 

they get”. This is same in the findings of this study that older has more urge to change the 

behaviors as compared to youngsters.  The reason of this behavior of older people is 

global business values that have changed the traditional trend (Kotler, 2006). The 

findings also matched with the findings of Engel and Munger (2003), “there is a 

widespread belief that productivity declines with age. It is often assumed that an 

individual’s skills particularly speed, agility, strength, and coordination decay over time 

and that prolonged job boredom and lack of intellectual stimulation all contribute to 

reduced productivity. The evidence, however, contradicts that belief and proposition. For 

instance, during a three year period, a large hardware chain staffed one of its stores solely 

with employees over 50 and compared its results with those of five stores with younger 

employees. The store staffed by the over 50 employees was significantly more productive 

(measured in terms of sales generated against labor costs)”. This empirical study was 

conducted at US where an individual has to live with all dimensions of global business 

values; but the same results from Pakistani respondents clearly shows the diffusion of 

global values especially among the people who are working in export based textile 

organizations irrespective of their age whether younger and older. 
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Table 5.3.1: Association between age of the respondents and behavioral 
shift. 

 

Behavioral Shift Age of the 
respondents  

(in years) Low Moderate High 

Total 

47 86 75 208 Upto 30 

22.6% 41.3% 36.1% 41.6% 

57 99 54 210 31-40 

27.1% 47.1% 25.7% 42.0% 

18 37 27 82 41 & above 

22.0% 45.1% 32.9% 16.4% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 5.606 4 .231NS 

Likelihood Ratio 5.653 4 .227NS 

Linear-by-Linear Association .763 1 .382NS 

Gamma -.070  .272NS 

NS = Non-significant 
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5.3.2    Education and Behavioral Shift 
 
Hypothesis 2.  “Higher the education higher the behavioral shift”. 
 

Table 5.3.2 indicates the respondents’ education level has been seen in association 

with the behavioral shift. 96% of respondents who had primary level of education and at 

low level of behavioral shift are numerous than the respondents who had master level of 

education and at the same level of behavioral shift. Table also indicates that almost 2% of 

the respondents who had primary level of education and at the high level of behavioral 

shift are far less than the respondents who had the same level of behavioral shift and 

master level of education (42%). It can be said that education is associated with 

behavioral shift. The ‘lower the level of education lower is the behavioral shift versus 

high level of education higher is the behavioral shift’. 

The significance of the relationship is verified through chi-square tests. The value 

of Pearson chi square is 194.17 significant at 1% level indicating the strong relationship 

between education and behavioral shift. 

The Gamma value which is .473 also indicates the positive and significant 

association between education and behavioral shift. So the hypothesis “higher the 

education higher the behavioral shift” has been accepted. 

The similar findings have been presented by Abbott (1988) who observes the 

association of education with social change and concludes that “there is a close link 

between education and social inequality. Schooling has influence on social mobility, or 

movement from one status to another. In all modern societies, education is important in 

order to gain superior jobs and the higher incomes. Understandably, people try to ensure 

the best possible education for their children, to secure social and economic advantages 

for them”. This desire for more economic gain is a basic feature of global values named 

as ‘masculinity’ by Hofstede (1991).  The functionalist perspective of education is 

presented by Veblin (1919) under heading of ‘cultural transmission’ as “a complex 

modern society” considers education especially important. Thus they learn about history, 

geography, and language. They learn how to read, write, and manipulate members. They 

learn about patriotism, the political system, culture’s norms, expected behavior, and 
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predictable moral conduct. This process of learning changes the behaviour of people 

towards the different activities what they prefer in their private and public life. 

 
 
Table 5.3.2:  Association between education level of the respondents and behavioral 

shift. 
 
 

Behavioral Shift Education 
Low Moderate High 

Total 

50 1 1 52 Primary 
96.2% 1.9% 1.9% 10.4% 

 6 1 7 Matric 
 85.7% 14.3% 1.4% 
8 19 5 32 Intermediate 

25.0% 59.4% 15.6% 6.4% 
15 92 38 145 Graduation 

10.3% 63.4% 26.2% 29.0% 
49 104 111 264 Master 

18.6% 39.4% 42.0% 52.8% 
122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 
 
 

Tests 
 Value Df Significance 

Pearson Chi-Square 194.171 8 .000** 

Likelihood Ratio 177.362 8 .000** 

Linear-by-Linear Association 104.500 1 .000** 

Gamma .473  .000** 

** = Highly-significant 
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5.3.3    Income and Behavioral Shift 

 

Hypothesis 3: “Higher the income level higher the behavioral shift as compared to 

lower the income level higher the behavioral shift”. 

 
This is established fact that income level affects behavior. In the table an 

association between income and behavioral shift has been measured. Incomes of the 

respondents have been categorized as 5000 to 15000, 15001 to 25000, 25001 to 35000, 

and 35001 and above. 36.4% of the respondents were belonged to the lower range of 

income (between 5000 to 15000), that also comprised majority of the respondents. While 

19.8% respondents were belonged to higher range of income between 35001 and above. 

Maximum respondents (46.2%) were from lower income range, 28.7% from income 

range of 15001 to 25000, 41.3% from 25001 to 35000, and 35.4% from 35001 and above. 

Table shows that medium behavioral shift was common among high income group. 

However with relation to income mostly medium behavioral shift is dominant. Likewise, 

medium behavioral shift of the respondents is observed by 45.6%, 51.3%, 25.0, and 

54.5% of the respondents belonged to income categories through low to high. 

Pearson Chi square value is 81.272, significant at 1% level of significance. The 

similar results have been observed from likelihood ratio and linear-linear association with 

values; 91.150 and 49.023 values are significant at 1% level of significance. 

Gamma test is revealing a positive and significant association at value of .392 

indicating that respondents with poor income are less inclined toward change as 

compared to the respondents with high income level. It can be said that poor people likely 

to believe in traditional values and norms for their betterment as compared to people with 

better economic conditions. The better economic conditions make people to think 

rationally and they are prone to change. As Weber (1978) viewed that Capitalism (Better 

economic circumstances) is the reflection of rationality and rational world view.   

The findings match with Robbins (1998) who concludes under the topic 

describing ‘forces of change’ that “we live in an ‘age of discontinuity’”, he further 

narrates it as “economic shock” that has continued to impose changes on individuals, 

organizations, and nations. Hence the person with low income level is in fact living in 
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more uncertain situations that has made him ‘interdependent’. In order to get his due 

share from the society he has to prove himself ‘fittest’, this further affects on his ‘locus of 

control’ (his belief on his own capacities or on fate). This is also ‘income’ that creates 

resistance against change (Edwards and Whalley, 2002) and fear of loosing ‘income’ 

changes behaviors of people too (Robbins, 1998).   

   

Table 5.3.3: Association between income of the respondents and behavioral shift. 
 
 

Behavioral Shift Income of the 
respondents  

(in Rs.) 
Low Moderate High 

Total 

84 83 15 182 5000-15000 
46.2% 45.6% 8.2% 36.4% 

23 59 33 115 15001-25000 
20.0% 51.3% 28.7% 23.0% 

35 26 43 104 25001-35000 
33.7% 25.0% 41.3% 20.8% 

10 54 35 99 35001 & above 
10.1% 54.5% 35.4% 19.8% 

152 222 126 500 Total 
30.4% 44.4% 25.2% 100.0% 

 

 
Tests 

 Value df Significance 

Pearson Chi-Square 81.272 6 .000** 

Likelihood Ratio 91.150 6 .000** 

Linear-by-Linear Association 49.023 1 .000** 

Gamma .392  .000** 

** = Highly-significant 
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5.3.4    Marital Status and Behavioral Shift 
 
Hypothesis 4: “Single people are more inclined to behavioral shift as 

compared to married people”. 
 

Marital status and its effects on behavioral shift have been studied in this table. 

Majority of the respondents were belonged to the married group comprising 76.8% and 

23.2% were not married. On low behavioral shift 27.3% were married while 14.7% were 

single; but on high behavioral shift 24.2% were married and 54.3% were single. Hence 

there is an association between marital status and behavioral shift and this can be said 

that single people likely to have more behavioral shift as compared to married people’. 

The relationship between marital status and behavioral shift is measured by Chi-

square and likelihood ratio test at values 37.81 and 35.91 with one percent significance 

level. Gamma value .464 shows significant positive relationship at 1% level of 

significance. Hence the hypothesis “single people are more inclined to behavioral shift as 

compare to married people” has been accepted. This finding is similar to the findings of 

Zedeck and Moiser (1990) who concluded that “research consistently indicates that single 

employees have fewer absences, undergo fewer turnovers, and are more focused on their 

jobs than are married coworkers”. The similar findings are given by Hochschild (1983) in 

words “severe competition has not changed the living patterns and social norms but very 

vividly has reinforced all the generations to remain in the regime and lane of young 

otherwise they are crushed by young”. 
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Table 5.3.4:  Association between marital status of the respondents and behavioral 
shift. 

 
Behavioral Shift Marital Status 

Low Moderate High 

Total 

17 36 63 116 Single 

14.7% 31.0% 54.3% 23.2% 

105 186 93 384 Married 

27.3% 48.4% 24.2% 76.8% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 
 

Tests 
 

 Value df Significance 

Pearson Chi-Square 37.811 2 .000* 

Likelihood Ratio 35.907 2 .000* 

Linear-by-Linear Association 29.511 1 .000* 

Gamma .464  .000* 

**  = Highly-significant 
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5.3.5    Family Living Pattern and Behavioral Shift 
 
Hypothesis 5:  “Traditional family living pattern resist high behavioral shift”. 

 
Family living pattern is a vital determinant to the behavioral shift. 27.4% 

respondents were living in nuclear pattern while majority comprising 58.4% living in 

joint family system and 14.2% of the respondents were living in extended family system. 

Among the respondents living in nuclear pattern, 13.1% were at lower behavioral shift 

and 56.9% at high behavioral shift. A majority 76.1% from extended living pattern were 

found at lower level of behavioral shift. Among the respondents living in nuclear pattern 

56.9% were at high behavioral shift in contrast only 12.7% were at high behavioral shift 

from extended living pattern respondents. It can be said that ‘nuclear living pattern tends 

to more behavioral shift against joint and extended living pattern’. 

Pearson chi square which is 171.87 significant at 1% level established the strong 

association between family structure and behavioral shift. Gamma value i.e. -.592, this 

shows a negative significant relationship. Thus the hypothesis “traditional family living 

pattern resists high behavioral shift” has been accepted.   

McDowell (1997) describes the relationship between Family living pattern and 

behavioral shift as “in any traditional social system, structure of family living influences 

the behaviors of people. Many studies reveal that economic pressures motivate 

individuals to adopt conjugal/independent family living pattern. Moreover, people who 

are living in nuclear family system enjoy independence that encourages behavioral shift 

and adoption of changes. Pierce (1999) viewed the importance of ideology in social 

change as  “one important source of change is the ideology of economic progress and 

technological development, as well as the ideology of family living pattern”.  

The ideology of conjugal family assures the right of an individual to choose his or 

her own spouse, place to live, and even which kin obligations to accept, as against the 

acceptance of others’ decisions and all these are different from the local value system. 
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Table 5.3.5: Association between family living pattern of the respondents and 
behavioral shift 

 
 

Behavioral Shift Family living 
pattern 

Low Moderate High 

Total 

18 41 78 137 Nuclear 

13.1% 29.9% 56.9% 27.4% 

50 173 69 292 Joint 

17.1% 59.2% 23.6% 58.4% 

54 8 9 71 Extended 

76.1% 11.3% 12.7% 14.2% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value Df Significance 

Pearson Chi-Square 171.868 4 .000** 

Likelihood Ratio 149.876 4 .000** 

Linear-by-Linear Association 91.757 1 .000** 

Gamma -.592  .000** 

 
**  = Highly-significant 
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5.3.6    Permanent Residence and Behavioral Shift 

 
Hypothesis 6: “Living in urban areas associated with higher the behavioral 

shift”. 
 
This is hypothesized in the research that a residence affects behavioral shift and 

either encourages or discourages behavioral change. In this table the relationship between 

permanent residence and behavioral shift has been examined. Respondents were asked 

about their permanent residence whether they live in rural or urban areas. Majority of the 

respondents were permanent residents of urban areas comprising 71% while 29% were 

resided permanently in rural areas. Amongst the respondents, 46.9% of rural residents 

were found at low behavioral shift and 15.2% of urban dwellers were at the low 

behavioral shift. At high behavioral shift level 37.2% respondents were found from urban 

areas and 16.6% were from rural areas. Hence a relationship between permanent 

residence and behavioral shift is obvious and this can be said that ‘living in urban areas 

leads to high behavioral shift as against living in rural areas which is characterized with 

the lower behavioral shift’.  

Different statistical tests also confirm this relationship. Pearson Chi square, 

likelihood ratio, and linear-by-linear association tests with values 59.23, 56.65, and 51 

respectively, all these are significant at 1% level of significance reflecting the strength of 

relationship between living arrangement and behavioral shift. The gamma value is 

calculated as .540 that shows strong positive relationship between the variables at 1% 

level of significance. Hence the hypothesis “living in urban areas higher the behavioral 

shift” has been accepted. 

Similar findings have been given by Pierce (1999), who opinioned that 

urbanization also contributes to changes in stratification patterns and to an increase in 

social mobility. Urbanized societies, or even those moving in this direction, commonly 

have expanding economies and thus increased job opportunities and rising income. 

Growing cities, in particular large cities, have a complex division of labor, which 

involves the creation of new occupations or more jobs and a need for personnel to fill 

these positions. Thus, these are opportunities for upward occupational mobility or 

prospects for downward mobility”. Wajcman (2003) found that  “regardless of the 
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frequency and type of social mobility, movement through the class system, either up or 

down, is an experience that affects many aspects of an individual’s life”.  

 
 
Table 5.3.6: Association between permanent residence of the respondents and 

behavioral shift. 
 
 

Behavioral Shift Permanent 
residence 

Low Moderate High 

Total 

 

68 53 24 145 Rural area 

46.9% 36.6% 16.6% 29.0% 

54 169 132 355 Urban area 

15.2% 47.6% 37.2% 71.0% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 59.238 2 .000** 

Likelihood Ratio 56.653 2 .000** 

Linear-by-Linear Association 51.002 1 .000** 

Gamma .540  .000** 

 
**  = Highly-significant 
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5.3.7    Background and Behavioral Shift 
 
Hypothesis 7:  “Respondents with urban background likely to have high behavioral 

and social shift as compared to the respondents rural 
background.” 

 

The background residence or origin of residence does influence the behavior of 

people towards different activities of life. Values are attached with social life of any 

individual where he/she lives. Data given in table revealed that 52.8% of the respondents 

had urban background while 47.2% had rural background. On high behavioral shift it is 

found 47.3% respondents from the urban background in contrast to 13.1% who had the 

rural background were lying on high behavioral shift. From urban areas just 5.7% 

respondents were at the lower behavioral shift, 47% (majority) were at medium 

behavioral shift. In comparison to rural background, 43.5% were at lower behavioral shift 

and 41.5% were at medium behavioral shift. There is an association between background 

of the respondents and behavioral shift and this can be said that ‘urban background 

associates with higher behavioral shift as compared to rural background”. 

The significance of association between the background of the respondents and 

behavioral shift emerged through Pearson Chi-square (127.8967) likelihood ratio 

(140.3496) and linear by linear association (123.074) and all these values of statistical 

tests are significant at 1% level of significance indicating that origin of residence does  

affect the behavioral and social shift. Gamma value is .741 that shows positive 

relationship between background of the respondents and their behavioral shift. So the 

hypothesis “urban background likely to have high behavioral and social shift” has been 

accepted. 

Findings are similar to West and Zimmerman (1987), in their finding urban 

background provides opportunities for social mobility that may be a competitive but 

gainful experience. Through education or other forms of achievement, they realize 

occupational attainments that place them into lifestyles substantially improved from those 

of their parents.  
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Table 5.3.7: Association between background of the respondents and behavioral 
shift. 

 

Behavioral Shift Background 

Low Moderate High 

Total 

107 98 31 236 Rural 

45.3% 41.5% 13.1% 47.2% 

15 124 125 264 Urban 

5.7% 47.0% 47.3% 52.8% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

Tests 

 Value Df Significance 

Pearson Chi-Square 127.896 2 .000** 

Likelihood Ratio 140.349 2 .000** 

Linear-by-Linear Association 123.074 1 .000** 

Gamma .741  .000** 

**  = Highly-significant 
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5.3.8    Employment Duration and Behavioral Shift  
 
Hypothesis 8: “Longer the duration of employment in an export based 

organization higher the behavioral shift as compared to less 
the time spent higher the behavioral shift”. 

 

In order to see the effect of the organization on the behavioral shift, respondents 

were asked about the duration they have spent in the organization. There were three 

categories showing three different time spans; up to 5 years, 6-10 years, and 11 and 

above years; 60% of the respondents’ employment duration was up to 5 years, 30.2% had 

spent 6-10 years, and 9.8% had been there 11 and more years. The table indicates that 

17% of the respondents who belonged to the first category (spent upto 5 years) had 

shown high behavioral shift as compared to 61.2% of the respondents who spent 11 or 

more years in the organization. Similarly on low behavioral shift, majority of the 

respondents with less employment duration (36%) while respondents who had been in the 

organizations for longer times were fewer (14.3%). This can be said that employment 

duration have association with behavioral shift. So the hypothesis ‘longer the time spent 

in an export based business organization higher the behavioral shift as compared to less 

the time spent higher the behavioral shift’ is established by the different statistical tests 

for significance.  

Pearson Chi square value is 97.716 shows a strong relationship between the 

employment duration and behavioral shift at 1% level of significance. Likelihood ratio 

and linear by linear association tests also verify the significance of relationship at 1% 

level of significance with values 107.259 and 76.478, respectively. Gamma value 0.620 

reflects direct positive relationship between the ‘duration of employment in an export 

based organization’ and the behavior. Longer is the duration of employment, more 

acceptance of modern business values by the employees as compared to the employees 

with shorter stay in an organization.  

The findings are similar to Hochschild (1983) who viewed that duration of 

employment of the employees in an organization does affect their social life. Longer 

duration of an employee in an organization means he is satisfied with working 

environment, his social and economic needs are properly addressed. This satisfied person 
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is inclined to change his behavior for the betterment of the organization and to be more 

competitive.  

Competition encourages people to make changes; it may take place between 

individuals, between groups, or between communities. Competition as motivator to 

change is perhaps most pronounced in the contemporary marketplace (in our case the 

marketplace is business organizations). Consumers or personnel expect and prefer new 

products (and these increases as duration in marketplace increases). Nowadays more than 

ever before the flow of goods and services consists of innovations. Consumers 

(personnel) not only expect a constant change in the items and benefits available to them, 

but they have come to consider this change desirable.   

 

Table 5.3.8: Association between employment duration of the respondents and 
behavioral Shift. 

 

Behavioral Shift Employment 
duration Low Moderate High 

Total 

108 141 51 300 Upto 5 years 

36.0% 47.0% 17.0% 60.0% 

7 69 75 151 6-10 years 

4.6% 45.7% 49.7% 30.2% 

7 12 30 49 11 & above years 

14.3% 24.5% 61.2% 9.8% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 
 

Tests 
 Value df Significance 

Pearson Chi-Square 97.716 4 .000** 

Likelihood Ratio 107.259 4 .000** 

Linear-by-Linear Association 76.478 1 .000** 

Gamma .620  .000** 
**  = Highly-significant 
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5.4 Intervening Variables 
5.4.1    Stress and Behavioral Shift 
 
Hypothesis 1: “Higher the level of stress higher is the behavioral shift as compared 

to lower stress lower is the behavioral shift”. 
 

Stress level faced by the respondents was examined in relation to their behavioral 

shift. The stress was seen in the leadership perspective; leader may be a prime preventer 

or otherwise promoter of stress for his followers. Nineteen statements were asked on the 

issue; the statements were covering compensations, attitude towards keeping secretes, 

team building, sharing of ideas, organizational controls, performance standard, changes, 

information flows, mannerism, welfare and development of employees, etc. About 35.2% 

of the respondents who had low level of stress and low level of behavioral shift were far 

fewer than who had the same level of stress and high level of behavioral shift i.e. 8.9%. 

Table also shows that respondents who had high level of stress and low level of 

behavioral shift were 11.4% far lesser than the respondents who had the same level of 

stress and high level of behavioral shift i.e. 71.4%. This shows that level of stress is 

associated with behavioral shift and this can be said that higher the level of stress, higher 

is the behavioral shift and lower the level of stress lower is the behavioral shift. 

Pearson chi-square with value 98.607 verifies the significant relationship at 1% 

level. Gamma test also provides the similar significance of relation with additional 

information on the nature of association whether positive or negative. Gamma positive 

value (0.547) reflects that stress enhances the behavioral shift. The nature and intensity of 

stress have different effect on the behavioral shift or change. A positive or constructive 

stress leads to rapid change while negative and constant stress resulted in complex and 

adverse complication, sometime quit of the employment by the employee.  Hence the 

hypothesis “higher the level of stress higher the behavioral shift” has been accepted.  

Similar findings are given by Pfeffer (1994) who not only accept the inevitability 

of stress in modern value system but also suggests that people in modern value system 

find certain ways to get rid from the negativities of stress. Another reason of this positive 

association is given by Taylor (1999) that “12000 companies today offer stress coping 

programs ranging from counseling services, lunchtime stress management seminars, and 
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wellness publications to elaborate company run fitness centers where employees can 

sweat out the tension”. Some similar findings are presented by Ganz and Bird (1996) who 

concludes as “there is also evidence that the numbers of stress management programs are 

increasing in modern competitive world”.  Another finding by Purcell (1997) shows the 

same as “in fact, it is generally recognized that low level of stress can even enhance job 

performance. Mild stress such as getting a new supervisor or being involuntarily 

transferred may have the positive results of an increased search for information in the job. 

People would seem to benefit from a mild level of stress and people may not benefit from 

constant stress”. 

 

Table 5.4.1: Association between stress and behavioral shift 
 

Behavioral Shift Stress 
Low Moderate High 

Total 

63 100 16 179 Low 
35.2% 55.9% 8.9% 35.8% 

51 110 90 251 Moderate 
20.3% 40.0% 35.9% 50.2% 

8 12 50 70 High 
11.4% 17.1% 71.4% 14.0% 

122 222 156 500 Total 
24.4% 44.4% 31.2% 100.0% 

 
Tests 

 Value df Significance 

Pearson Chi-Square 98.607 4 .000** 

Likelihood Ratio 103.453 4 .000** 

Linear-by-Linear Association 74.697 1 .000** 

Gamma .547  .000** 

**  = Highly-significant 
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5.4.2    Motivation and Reward and Behavioral Shift 

 
Hypothesis 2: “Higher is the motivation and rewards higher is the behavioral shift”. 

Motivation and reward aspect were studied to check its relationship with 

behavioral shift. Different statements concerning with motivation and reward like support 

from top level, deadlines, equality among the employees, expectations and their 

fulfillment, reinforcement methods, change, etc, were asked. Among the respondents, 

31.8% were not motivated enough and not satisfied with the rewards, 46.2% were 

somehow satisfied, and 22% extremely satisfied and well motivated. 18.9% respondents 

from less motivated and satisfied were found on high behavioral shift. Likewise 63.6% of 

the respondents among highly motivated and satisfied people were found on high 

behavioral shift. Similarly on low behavioral shift majority comprising 56.0% were from 

low motivated respondents and 13.6% were from high motivated respondents with lower 

rewards. So the relationship between ‘motivation and rewards’ and behavioral shift seems 

emerging. This can be said that ‘higher the motivation and rewards higher the behavioral 

shift’.  

At one percent level of significance the Chi-square, Likelihood Ratio, Linear by 

Linear Association and Gamma tests with values 198.52, 185.36, 94.32, and 0.57 

identified a strong and positive relationship between predictor and response variables. So 

the hypothesis ‘’Higher the motivation and rewards, higher is the behavioral shift” is 

established. The association between the variables being investigated also advocated by 

other researchers.   

The role of ‘motivation’ under a masculine society is obvious and it has affected 

the most of the domestic values (Hofstede 1996). The most important finding is of Orru 

(1983) who found ‘religion’ as substitute to many material motives. Orru viewed as “one 

answer to motivational differences across cultures may be found in religions and the 

accompanying values. For instance, some religious values put emphasis on allowing 

events to develop in their own way, just letting things happen. An example would be 

Hindus in India. Most North Americans, on the other hand, follow religions that teach 

them to control events. Some religions teach that people are reincarnated and will return; 

most North Americans believe they pass this way only once, so they want to get as much 
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done here and now as they can. Some religions teach the importance of caring for others 

as much as oneself (collectivism); most North Americans believe that the best way to 

help others is to ensure their own success (individualism). This differing religious values 

may have an indirect and, in some cases, a direct impact on the motivation of the 

followers”. In spite of the fact that in the ongoing research even one question is not found 

on the religion of the respondents; but this is an obvious truth that Pakistan having 

majority of Muslims and an ideological country. Hence the warmth of religiousness has 

somehow mild the affect of ‘motivation and reward’; that is an important value of 

individualism and global value.  

Another support to the result is from Selznick (1996), who came up with the 

result that the global value of ‘material motivation and reward’ gets influence from the 

cultural value of avoiding uncertainty. If the cultural values of an employee make him 

willing to live with uncertainty, he may be motived quite differently from the other who 

prefers to know what is going on. For example, those who used to live in uncertainty may 

not have strong job security needs. Or those with a low tolerance for ambiguity and 

uncertainty may really respond to objective performance. In light of the findings our 

respondents who belonged to strong uncertainty avoidance category, having more 

attraction in the security of jobs and not in the material rewards. 

The findings also match with the findings of Dore (2000); to him the motivational 

differences across the cultures are due to the role of power distance. Can the people in a 

particular country accept the fact that others have more power than they have or do they 

find this difficult to live with that? Where high power distance does exist and where 

people are willing to accept the fact that others have more power than they do, like 

Pakistan, one may find; greater centralization, tall organizational pyramids, large 

proportion of supervisory personnel, and white collar jobs valued more than blue collar 

jobs. In spite of long history of traditional and strong religious beliefs, if the respondents 

are changing their behaviors in pursuit of rewards, then it can be said that behavior of 

personnel have been changing under the influence of global business culture. 
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Table 5.4.2: Association between ‘Motivation and Rewards’ and Behavioral Shift 
 

Behavioral Shift Motivation and 
reward 

Low Moderate High 

Total 

89 40 30 159 Low 

56.0% 25.2% 18.9% 31.8% 

18 157 56 231 Moderate 

7.8% 68.0% 24.2% 46.2% 

15 25 70 110 High 

13.6% 22.7% 63.6% 22.0% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 198.519 4 .000** 

Likelihood Ratio 185.357 4 .000** 

Linear-by-Linear Association 94.316 1 .000** 

Gamma .570  .000** 

**  = Highly-significant 
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5.4.3    Achievement and Encouragement and Behavioral Shift  
 
Hypothesis 3: “Higher the level of achievement and encouragement higher is the 

behavioral shift”. 
 

Respondents were asked about their achievements and encouragement from their 

leaders; the statements were focusing on friendliness of leader, availability, strictness on 

rules and regulations, weightage to your opinions, delegation of authorities, new task 

discussions, team spirit, etc,. On high behavioral shift majority of the respondents were 

from high achievement and encouragement comprising 75.5% while only 9.6% of the 

respondents on this scale were from low level of achievement and encouragement. Hence 

a relationship between ‘achievement and encouragement’ and behavioral shift has been 

emerged and this can be said that ‘higher the achievement and encouragement higher the 

behavioral shift’. In same way 33% of the respondents from low ‘achievement and 

encouragement’ were found at low behavioral shift that are greater than 9.6% who were 

lying on low behavioral shift with high ‘achievement and encouragement’. 

Pearson Chi square with value 115.464 shows significant relationship between 

achievement and encouragement and behavioral shift at 1% level of significance. Other 

three tests also provided the similar significance of relationship between ‘achievement 

and encouragement’ and behavioral shift. Gamma test also identifies the positive 

relationship between variables being examined. Hence the hypothesis “higher the level of 

achievement and encouragement higher the behavioral shift” has been accepted.  

The findings match with Hofstede (1996), who concluded that societies with high 

power distance, collectivism, strong uncertainty avoidance, and feminity usual don’t go 

for achievements and usually having an absence of encouragement. More precisely 

Fujiwara and Greve (2000) concluded in their famous work on Ecology and Job Mobility 

as “mostly it is a sense of emotional suffering due to rational phenomenon that compels 

one to work more hard in order to reach at some ultimate material goals”.  
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Table 5.4.3: Association between ‘Achievement and Encouragement’ and 
Behavioral Shifts  

 

Behavioral Shift Achievement and 
encouragement 

Low Moderate High 

Total 

73 113 35 221 Low 

33.0% 51.1% 15.8% 44.2% 

40 95 50 185 Moderate 

21.6% 51.4% 27.0% 37.0% 

9 14 71 94 High 

9.6% 14.9% 75.5% 18.8% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value Df Significance 

Pearson Chi-Square 115.464 4 .000** 

Likelihood Ratio 110.389 4 .000** 

Linear-by-Linear Association 75.551 1 .000** 

Gamma .513  .000** 

**  = Highly-significant 

 



 

 

137

5.4.4    Planning and Decision Making and Behavioral Shift 
 
Hypothesis 4: “More planned and system based decision making associates with 

higher the behavioral shift”. 
 

Planning and decision making processes being carried out and practiced by an 

organization may have impact on the behavioral shift of the personnel working over 

there. In the same context respondents were asked about ‘planning and decision making’ 

systems working in their respective organizations. Various statements on perfection in the 

work, environment, decision implementation, decision making techniques, success ratio 

of the plans and decisions, effect  of plans and decisions on the employees, stress level 

among the employees due to plans and decisions, etc, were asked in order to test the 

hypothesis. 30.8% respondents were belonged to low, 50.4% medium, and 18.8% were 

on high level of satisfaction towards the ‘planning and decision making’ of their 

respective organizations. At  low level of behavioral shift majority comprising 57.8%  

were from the low level of satisfaction while at  high level of behavioral shift majority 

(47.9%) were from the category where the respondents were extremely satisfied with 

‘planning and decision making’ system of the organization. A relationship between 

‘planning and decision are making’ and behavioral shift of the personnel working in 

export based textile organizations of Punjab seems emerging. This can be said that ‘more 

planning and systematic decision making system linked with the behavioral shift versus 

less planning and less systematic decision making which resulted in the lower behavioral 

shift’. 

The significance of the association between ‘planning and decision making’ and 

behavioral shift has been examined through chi-square tests; Pearson chi-square, 

likelihood ratio, linear by linear association. The values of the statistics Pearson chi-

square is 162.997, likelihood ratio is 159.405, and linear by linear association is 54.41; all 

are significant at 1% level of significance. 

The value of gamma is .435, also significant, indicating a strong and positive 

association between ‘planning and decision making’ and behavioral shift. So the 

hypothesis “more planned and system based decision making higher the behavioral shift” 

has been accepted.  
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The findings are supported by Haveman (1993), in his words “managers make 

different decisions across cultures”. In Argentina, Chile, and Uruguay authority is 

equated with rapid decision making and speed is more important than generating 

information or carefully analyzing the data”. Other researchers like Hannan (2000) has 

found that “managers in the US, Germany, and Sweden tend to emphasize rationality in 

their decision making”. In reality the Pakistani value system is more like   Argentina, 

Chile, and Uruguay; but in the light of the data obtained for the study, it has been 

reflected that personnel have realized the importance of time for taking rational decision 

(thinking process) rather than taking quick and abrupt decision.  

 

Table 5.4.4:  Association between ‘Planning and Decision Making’ and Behavioral 
Shifts. 

 
Behavioral Shift Planning and 

decision making Low  Moderate High 
Total 

89 25 40 154 Low 
57.8% 16.2% 26.0% 30.8% 

20 161 71 252 Moderate 
7.9% 63.9% 28.2% 50.4% 

13 36 45 94 High 
13.8% 38.3% 47.9% 18.8% 

122 222 156 500 Total 
24.4% 44.4% 31.2% 100.0% 

 

Tests 
 Value df Significance 

Pearson Chi-Square 162.997 4 .000** 

Likelihood Ratio 159.405 4 .000** 

Linear-by-Linear Association 54.410 1 .000** 

Gamma .435  .000** 

**  = Highly-significant 
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5.4.5    Politics, Power, and Conflict and Behavioral Shift 
 
Hypothesis 5: “Higher the ‘politics, power, and conflict’ higher is the behavioral 

shift”. 
 

Respondents were asked about the existing ‘politics, power, and conflict’ situation 

in their respective organizations. These statements were consist on sharing views and 

ideas, discretions given to them, state of amusement while they are on job, tolerance level 

among the employees, guidance from the seniors, freedom to share mutual conflict, team, 

etc,. Responses were taken on likert scale and classified in three categories; as low, 

medium, and high. 32% respondents were found on low while 52% on medium and 

15.8% were on high ‘politics, power, and conflict’. The organizations with low ‘politics, 

power, and conflict’ also showing majority of the respondents (43.5%) at low behavioral 

shift. In contrast, the organizations with high ‘politics, power, and conflict’ had majority 

of the respondents at high behavioral shift (44.3%). In organizations with high ‘politics, 

power, and conflict’ just a minority (13.9%) were found at low behavioral shift.  This 

clearly indicates the association between ‘politics, power, and conflict’ and behavioral 

shift. This can be said  that ‘higher the politics, power, and conflict higher is the 

behavioral shift as compared to lower the level of politics, power, and conflict lower is 

the behavioral shift’.  

The significance of the relationship established by Pearson Chi square with value 

53.530 significant at 1% level. The Gamma value which is .414 also indicates the 

positive and significant association between ‘politics, power, and conflict’ and behavioral 

shift at 1% level of significance. So the hypothesis “higher the ‘politics, power, and 

conflict’ higher the behavioral shift” has been accepted.  

 The results match with Ouchi (1979) who viewed as ‘there is some empirical 

evidence that those managers who are observed to engage in more political activity are 

relatively more successful in terms of promotions, but are relatively less effective in 

terms of subordinates satisfaction and commitment and the performance of their unit’. 
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Table 5.4.5:  Association between ‘Politics, Power, and Conflicts’ and Behavioral 
Shifts. 

 

Behavioral Shift Politics, power, 
and conflict 

Low Moderate High 

Total 

70 63 28 161 Low 

43.5% 39.1% 17.4% 32.2% 

41 126 93 260 Moderate 

15.8% 48.5% 35.8% 52.0% 

11 33 35 79 High 

13.9% 41.8% 44.3% 15.8% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 53.530 4 .000** 

Likelihood Ratio 52.088 4 .000** 

Linear-by-Linear Association 40.931 1 .000** 

Gamma .414  .001** 

**  = Highly-significant  
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5.4.6    Performance Appraisal System and Behavioral Shift 

 
Hypothesis 6: “Higher the performance appraisal systems higher is the behavioral 

shift”. 
 

Performance appraisal system affects the cognition and behavioral shifts. To 

check the association, certain statements were asked from the respondents like appraisal 

systems, effects on competitiveness of the environment, working hour, other than the 

described tasks, new ideas generation and encouragement, advance and professional 

education of personnel. Responses were recoded on likert scale and further categorized in 

three types; the organizations exercising high, medium, and low performance appraisal 

systems. Some 24.4% respondents were belonged to low performance appraisal system 

while 43.6% and 32% were shown medium and high performance appraisal systems. In 

the organizations where low performance appraisal system was exercised only 4.9% 

respondents had shown high behavioral shift while among the respondents from high 

performance appraisal system based organizations majority comprising 47.5% were 

found at high behavioral shift. Hence the organizations with low level performance 

appraisal systems had low tendency of behavioral shift and vice versa. This was also 

observed that as the level of performance appraisal system is increasing from low to high 

the degree of behavioral shift is also increases. Hence high behavioral shift found in the 

organizations where high performance appraisal systems were exercised, that shows a 

relationship between performance appraisal system and behavioral shift. This can be said 

that ‘higher the performance appraisal system higher is the behavioral shift versus lower 

the level of performance appraisal system lower the behavioral shift’. 

Chi square tests were applied to verify the results. Pearson chi square, likelihood 

ratio, and linear-by-linear association tests revealed values 110.525, 112.603, and 82.536 

respectively. All these are significant at 1% level of significance. Furthermore, Gamma 

test applied, its value is .545 that shows positive strong association between performance 

appraisal systems and behavioral shift and also proved significant at 1% level of 

significance. Hence the hypothesis “higher the performance appraisal systems higher the 

behavioral shift” has been accepted. 

The findings match with the findings of Nozick (1974) who concluded as ‘there is 

a highly significant relationship between performance appraisal system and change in 
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behaviors’. The study is further supported by Etzioni (1995) who not only found the 

positive relationship between two variables but also signified the behavioral change due 

to four factors that are specific goals, difficult and challenging goals, owned and accepted 

goals, and timely feedback about progress towards goal; and all these are associated with 

performance appraisal and behavioral change.  

 

Table 5.4.6:  Association between ‘Performance Appraisal System’ and Behavioral 
Shifts. 

 

Behavioral Shift Performance 
appraisal system 

Low Moderate High  

Total 

60 56 6 122 Low 

49.2% 45.9% 4.9% 24.4% 

24 120 74 218 Moderate 

11.0% 55.0% 33.9% 43.6% 

18 66 76 160 High 

11.3% 41.3% 47.5% 32.0% 

102 242 156 500 Total 

20.4% 48.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 110.525 4 .000** 

Likelihood Ratio 112.603 4 .000** 

Linear-by-Linear Association 82.536 1 .000** 

Gamma .545  .000** 

**  = Highly-significant 
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5.4.7    Training and Development and Behavioral Shift 

Hypothesis 7: “Higher the training and development higher is the behavioral shift”. 

Training and development have strong impact on behavioral shift. The 

relationship between ‘training and development’ and behavioral shift is explored by 

asking few statements from the respondents on likert scale. Main focus was on  

effectiveness and efficiency between trained and non trained personnel, performance 

under uncertainty, responsibility, working environment, introduction of new ideas, 

conflicting opinions, etc,. By looking at the responses the respondents were divided in 

three categories that are the organizations having high, medium, and low ‘training and 

development’ culture. Some 12.4% respondents were belonged to high ‘training and 

development’ based organizations while 54.4% and 33.2% were from medium and low 

‘training and development’ based organizations respectively. In the organizations with 

high level of ‘training and development’ very high percentage containing 66.1% was 

observed at high behavioral shift, while minority comprising 9.7% were lying at low 

behavioral shift. In contrast, 12% respondents were lying at low behavioral shift were 

from the organizations with low ‘training and development’. In same type of 

organizations (low ‘training and development’) majority of people i.e. 55.4% were found 

on low behavioral shift. Hence this can be said that ‘training and development’ and 

behavioral shift has an association and as the ‘training and development’ level increases 

in an organization behavioral shift also increases. So, ‘higher the training and 

development higher the behavioral shift as compared to lower the training and 

development higher the behavioral shift’ has been accepted. The different statistical tests 

also verify positive strong relationship. 

Hence the hypothesis “higher the training and development higher is the 

behavioral shift” has been accepted. The result matches with several research findings but 

mainly with Abbot (1988) who argued that the ‘training and development is behavioral 

modeling and conditioning that not only soften the behavior to adopt many changes 

rather makes one innovative enough that he starts generation of many ideas that further 

affects either positively or negatively on the targets’.  
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Table 5.4.7: Association between ‘Training and Development’ and Behavioral Shifts 
 

Behavioral Shift Training and 
development 

Low Moderate High 

Total 

92 54 20 166 Low 

55.4% 32.5% 12.0% 33.2% 

24 153 95 272 Moderate 

8.8% 56.3% 34.9% 54.4% 

6 15 41 62 High 

9.7% 24.2% 66.1% 12.4% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 
Tests 

 Value df Significance 

Pearson Chi-Square 162.567 4 .000** 

Likelihood Ratio 156.584 4 .000** 

Linear-by-Linear Association 114.130 1 .000** 

Gamma .670  .000** 

**  = Highly-significant 
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5.4.8    Acceptance and Adoption towards Change and Behavioral Shift 
 
Hypothesis 8: “Higher the ‘acceptance and adoption towards change’ higher is the 

behavioral shift”. 
 
The ‘acceptance and adoption towards change’ was measured on likert scale by 

asking different questions; the questions were focusing on decisions making, existing 

standards and conspiracies, initiatives, adoption of new ideas, level of concentration and 

consistency, environmental support to accept or reject new ideas, level of stress, diversity 

of ideas, leisure time, personal planning, sense of humor, sincerity level, etc,. The 

respondents were categorized in three categories; personnel with high, medium, and low 

tendencies of ‘acceptance and adoption towards change’. 38.6%, 48.6% and 12.8% were 

found at the stages low, medium and high ‘acceptance and adoption towards change’ 

respectively. 71.9% respondents from high degree of ‘acceptance and adoption towards 

change’ were found on high behavioral shift. This was noted that only few respondents 

(14.1%) from the same group of respondents were found on medium and low behavioral 

shift. From the respondents who belonged to low degree of ‘acceptance and adoption 

towards change’, only 16.6% were found on high behavioral shift while majority from 

the same degree of ‘acceptance and adoption towards change’ comprising 45.1% and 

38.3% were found on medium and low behavioral shift respectively.  Hence an 

association between ‘acceptance and adoption towards change’ and behavioral change 

has been found and this can be said ‘higher the ‘acceptance and adoption towards change’ 

higher is the behavioral shift versus lower the ‘acceptance and adoption towards change’ 

lower is the behavioral shift’. 

The relationship between “acceptance and adoption” and behavioral shift emerged 

as significant at 1% level supported by high values of Pearson Chi-square, Likelihood 

ratio, and Linear by Linear association at 88.67, 86.1, and 62.33 respectively. The 

Gamma is positive and indicating that there are high level of acceptance and adoption in 

these organizations, then employees will be more ready to accept and adopt the modern 

and rational values for addressing organizational goals.  Hence the hypothesis that 

“higher the ‘acceptance and adoption towards change’ higher the behavioral shift” has 

been accepted.  
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The findings match with Vago (1996) who refers that taking material and non 

material attributes from another culture is a result of long contact in any context. Such 

contact can develop in several ways, but most important now a days is trade, technical 

exchange, and the spread of ideas and institutions. In general, two cultures that are in 

contact usually get acceptance and adoption from each other. (Vago 1996). The 

politically subordinate or technologically inferior group adopts cultural attributes from 

the dominant group. Acculturation, in a sense, is cultural borrowing in the context of 

subordinate-superordinate relations (Bodley 1982). Often status enhancement is 

considered a motive to accept new ideas or elements. Those groups that are considered 

‘inferior’ in society feel that by assuming the characteristics of a ‘superior’ group they 

will, in consequence, also become superior and receive the same respect that is given to 

members of that superior group. In situations in which neither group is clearly superior, 

there may be a standoff in the adoption of attributes, and thus each group tends to retain 

its identity (DeVos 1976). 

 
Table 5.4.8:  Association between ‘Acceptance and Adoption towards Change’ and 

Behavioral Shifts 
 

Behavioral Shift Acceptance and 
adoption 

towards change 
Low Moderate High 

Total 

74 87 32 193 Low 
38.3% 45.1% 16.6% 38.6% 

39 126 78 243 Moderate 
16.0% 51.9% 32.1% 48.6% 

9 9 46 64 High 
14.1% 14.1% 71.9% 12.8% 

122 222 156 500 Total 
24.4% 44.4% 31.2% 100.0% 

 
Tests 

 Value df Significance 

Pearson Chi-Square 88.670 4 .000** 

Likelihood Ratio 86.079 4 .000** 

Linear-by-Linear Association 62.330 1 .000** 

Gamma .502  .000** 

**  = Highly-significant 
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5.4.9     Understanding of Other Culture and Behavioral Shift 
 
Hypothesis 9: “Higher the level of understanding of other cultures higher is the 

behavioral shift”. 
 

The respondents were asked about the willingness and desire to understand 

cultures of others. The assumption was that respondents with more understanding of 

other cultures would be more flexible towards behavioral shift. To check the relationship 

between the understanding of other culture and behavioral shift, certain relevant 

statements or questions were asked from the respondents. The respondents were 

categorized in three levels that were high, medium, and low level of understanding of 

other cultures. Some 56% of people were found on medium understanding of other 

cultures while some 20% were on high and 24% on low level. The respondents who were 

lying on low level of understanding of other cultures were also found on low behavioral 

shift. On the contrary the respondents who had shown high level of ‘understanding of 

other cultures’ ware found on high behavioral shift. Hence the relationship between 

understanding of other cultures and behavioral shift is established and this can be said 

that ‘higher the understanding of other cultures higher is the behavioral shift in contrast 

lower the understanding of other cultures lower is the behavioral ship’. 

Pearson Chi square with 170.060 value identifies significant relationship at 1% 

level. In addition to this, likelihood ratio and linear by linear association with values 

154.467 and 92.025 respectively also verifies the significance of relationship between the 

variables being studies. .Gamma value .689 showed positive relationships at 1% level of 

significance.  Hence the hypothesis “higher the level of understanding of other cultures 

higher is the behavioral shift” has been accepted.  

The similar findings also found by other researchers like Katz and Derbishire  

(2000) states as “the emergence of globalization pushes a mind to understand other 

cultures and not only to understand rather sometimes to adopt few of its traits in order to 

develop more integration among the nations”. The importance of understanding other 

cultures increases in business organizations and these are the business organizations that 

affect  overall sociology of a nation. Ohmae (1995) argues in following manner about the 

importance of understanding other cultures especially in businesses:  
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More than 85% of all automobiles sold in North America are built in   Latin 

American factories owned  by General Motors, Ford, Daimler-Chrysler, or European or 

Japanese MNEs.  

 

Table 5.4.9:  Association between ‘Understanding of Other Cultures’ and 
Behavioral Shifts 

 

Behavioral Shift Understanding 
of other culture 

Low Moderate High 

Total 

63 36 24 123 Low 

51.2% 29.3% 19.5% 24.6% 

50 171 58 279 Moderate 

17.9% 61.3% 20.8% 55.8% 

9 15 74 98 High 

9.2% 15.3% 75.5% 19.6% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 

 Value df Significance 

Pearson Chi-Square 170.060 4 .000 

Likelihood Ratio 154.467 4 .000 

Linear-by-Linear Association 92.025 1 .000 

Gamma .689  .000** 

**  = Highly-significant 
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5.4.10    Perception and Behavioral Shift 
 
Hypothesis 10: “Higher the perception about the organization one is working in, 

higher is the behavioral shift”. 
 

Perception of a person affects his life and very specifically his behavior. 

Perception is influenced by many factors like general societal and organizational factors; 

more important is organization where a person spends most of his workable time. The 

statements were asked to look at the perception of the personnel working in export based 

organizations of Punjab and its effect on the behavioral shift. The statements were mainly 

including the factors like expectations, image of the organization, sharing proudness or 

otherwise with others, loyalty to the organization, sense of shared values, probability of 

switching from this to some other organization, impact of organization on respondents’ 

professional life, etc. Respondents were categorized as; having some poor, moderate, and 

rich perception about the organization.  The majority of the respondents with poor 

perception about the organization were lying on low behavioral shift (62.0%), on the 

contrary the respondents with high perception about the organization were lying on high 

behavioral shift (64.2%). Thus the relationship between perception and behavioral shift 

has been emerged and this can be said that ‘higher the perception towards the 

organization higher is the behavioral shift versus lower the perception lower is the 

behavioral shift’. 

Cross table analysis is not enough to accept whether the relationship between the 

variables significant or not. So the different statistical tests such as Chi-square, 

Likelihood Ratio, and Gamma tests also applied to verify the significance. All these tests 

established a strong relationship between perception about the organization and 

behavioral shift. Gamma test also provides the nature of relationship whether positive or 

negative. The variables being studied are strongly positively correlated as value Gamma 

i.e. 0.715 reflects.  Hence the hypothesis “higher the perception about the organization 

one is working in, higher the behavioral shift” has been accepted. 

Ferber (1999) stated that people are affected by the culture in which they live. 

People’s different aspects of life whether social, economic, or political are always 

influenced by culture.  For example, a person growing up in a middle class family will be 

taught the values, beliefs, and expected behavior common to that family. The same is true 
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for organizational participants. An individual working for 3M, PepsiCo, Wal-Mart, or 

any other organization with a firmly established culture will be taught the values, belief, 

and expected behaviors of that organization. There are organizational values that the 

organization advocates and expects the participants to share. Typical examples are high 

product quality, low absenteeism, and high efficiency”. Hence the modern organizations 

develop value systems in order to maintain uniformity and eliminate diversity (Leidman 

1993). But the existence of the strong value system in export based organizations reflects 

the “social and behavioral shift” among personnel. Furthermore, work of Kohler (2003) 

on ‘Computing an Organizational Culture Socialization Score’ and on ‘Organizational 

Cultural Profiles’ highlights the importance of Values of a society, organization, and its 

impact on Loyalty and Commitment.  

 

Table 5.4.10: Association between ‘Perception and Behavioral Shifts’. 
 

Behavioral Shift Perception 
Low  Moderate High  

Total 

80 40 9 129 Low 
62.0% 31.0% 7.0% 25.8% 

32 144 61 237 Moderate 
13.5% 60.8% 25.7% 47.4% 

10 38 86 134 High 
7.5% 28.4% 64.2% 26.8% 
122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 
 

Tests 
 Value df Significance 

Pearson Chi-Square 202.597 4 .000** 

Likelihood Ratio 188.851 4 .000** 

Linear-by-Linear Association 148.058 1 .000** 

Gamma .715  .000** 

**  = Highly-significant 
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5.4.11    Commitment and Loyalty and Behavioral Shift 

Hypothesis 11: “Higher the commitment and loyalty higher is the behavioral shift”. 
 

To assess the association between ‘commitment and loyalty’ and behavioral shift 

various statements were asked that focused on happiness to be a part of the organization, 

projection about the personal gains, views on human resource policies of the 

organization, respondents vision about future of the company, intention of switching the 

organization, existing level of satisfaction, etc,. Responses were gathered on likert scale 

and were classified into three categories such as; respondents with high, medium, and 

low level of ‘commitment and loyalty’. Low behavioral shift observed among the 

majority of the respondents comprising 52.5% with low ‘commitment and loyalty’ level, 

in contrast majority of the respondents from high level of ‘commitment and loyalty’ had 

shown high behavioral shift comprising 68%. Looking at the cross table that as the level 

of ‘commitment and loyalty’ is increasing respondents are showing more behavioral shift 

and vice versa, hence the relationship between ‘commitment and loyalty’ and behavioral 

shift has been reflected. This can be said that ‘higher the commitment and loyalty higher 

is the behavioral shift against lower the commitment and loyalty lower the behavioral 

shift’. 

As mentioned earlier, the relationship between the variables emerged through the 

cross table analysis further examined by Chi-square, Likelihood Ratio, Linear by Linear 

association and Gamma test. The values of these tests are 165.04, 162.95, 138.49, and 

0.705 respectively and advocate a strong and positive association between ‘Commitment 

and Loyalty’ and behavioral shift.  Hence the hypothesis “higher the commitment and 

loyalty higher the behavioral shift” has been accepted. 

Kalleberg et al (2000) verifies the results as ‘despite the significant barriers and 

resistance to change, cultures can be managed and changed over time. This attempt to 

change culture can take many different forms. Simple guidance such as developing a 

sense of history, creating a sense of oneness, promoting a sense of membership, and 

increasing exchange among members are helpful’’. And this is exactly what is going on 

in Pakistan in general and specially in export based organizations. Nevertheless, just as 

there are many ways that a culture changes and varies, there are also many ways in which 

behavior varies across the cultures (Uzzi 1996). 
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Table 5.4.11: Association between ‘Commitment and Loyalty’ and Behavioral 

Shifts. 
 
 

Behavioral Shift Commitment 
and loyalty 

Low  Moderate High  

Total 

73 57 9 139 Low 

52.5% 41.0% 6.5% 27.8% 

42 133 64 239 Moderate 

17.6% 55.6% 26.8% 47.8% 

7 32 83 122 High 

5.7% 26.2% 68.0% 24.4% 

122 222 156 500 Total 

24.4% 44.4% 31.2% 100.0% 

 

Tests 
 

 Value df Significance 

Pearson Chi-Square 165.044 4 .000** 

Likelihood Ratio 162.945 4 .000** 

Linear-by-Linear Association 138.485 1 .000** 

Gamma .705  .000** 

**  = Highly-significant 

 



 

 

153

5.5 Correlation Analysis 

 

Table 5.5: Pearson Correlation Coefficient Values showing relationship between 
predicting (background and intervening) and response (behavioral 
shift) variables 

 

Variables SHIFT 

Age .006NS 

Education .163** 

Duration of the employment in the 
organization 

.158** 

Income -.327** 

Stress .711** 

Motivation and Rewards .687** 

Achievement & Encouragement .582** 

Planning and Decision Making .580** 

Politics and Power and Conflict .650** 

Performance Appraisal System .085* 

Training and Development .547** 

Acceptance and Adoption towards Change .707** 

Understanding of other Cultures .703** 

Perception .785** 

Commitment and Loyalty  .703** 
 
NS = Non-Significant 
* = Significant 
** = Highly-Significant 

 

It is an appropriate and suitable approach to use different statistical techniques to 

analyze the data collected to verify the results and eradicate the effect of extraneous 

factors which help to identify non-spurious relationship. This is the ultimate objective of 

every scientific research to arrive at conclusive decision for formulating rational policy to 

address problem. Firstly cross-table analysis alongwith different tests for significance 

were employed to find the association or relationship between predicting and response 
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variables. The relationship or degree of association is further verified by the estimation of 

Pearson Correlation Coefficient values.  

The table 6.3 shows the value of correlation coefficients indicating degree of inter 

correlation among the major predictor variables and outcome variables. The results of 

correlation coefficients helped to confirm the relationship obtained through chi square 

test between the predictor and outcome variable i.e. social and behavioral shift. The value 

of correlation coefficients for independent variables such as age, education, duration of 

the employment in an organization, income, stress, motivation and reward, achievement 

and encouragement, performance appraisal system, training and development, acceptance 

and adoption towards change,  understanding of other cultures, perception, commitment 

and loyalty are associated with the dependent variable. All these variables were 

significant at one percent level of significance (0.01 percent) except age of respondents. 

A similar type of relationship had been identified in bivariate analysis. 

It has been argued that descriptive and bivariate analyses are suitable as first hand 

analysis to understand phenomena being investigated. However, at bivariate analysis, it is 

difficult to identify the confounding effect of different explanatory variables in predicting 

the response variable. The bivariate analysis does not tell any thing above the explanatory 

powers of independent variables. This can only possible to determine with multivariate 

analysis. The next chapter deals with multivariate analysis which identifies relative 

importance of each and every independent variable in explaining the dependent variable 

(behavioral shift). 
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CHAPTER-VI 
MULTIVARIATE ANALYSIS:  

EXAMINATION OF RELATIVE SIGNIFICANCE OF PREDICTOR 
VARIABLES 

 
For exploring relationship between two variables, the bivariate analysis was 

carried out. The significance of relationship between two variables is explored through 

chi-square, gamma test, and Pearson correlation coefficient. It is well established fact in 

bivariate analysis, the relationships between variables which emerged sometimes 

spurious relationship because of confounding effect of other variables. In order to 

identify whether the relationship is spurious or non spurious, the multivariate analysis is 

carried out. The multivariate analysis also enables the researcher to find the relative 

significance of each independent variable in determining the dependent variable. The 

multivariate analysis also tells about the suitability of the independent variables in 

exploring the dependent variable.  

Different multivariate analysis approaches are available to study the effect of the 

predictor variables in predicting the response variable. The suitability of these techniques 

depends upon the pattern of data. The scatter plots of the data are obtained to know the 

pattern of data. The scattered plots indicate that the data meets the assumption of 

homogeneity of variances because the scatter plots did not show any trend or patterns. 

The assumption of normality of data is examined through drawing histogram of residuals. 

The histogram of the residuals is like a normal curve indicating the data satisfies the 

assumptions of normality.  

If the data meets the assumptions of homogeneity of variances and normality then 

the simple linear multiple regression is a suitable technique to identify the relative 

significance of predictor variables in explaining the response variable and goodness fit of 

the model. The relative significance of the independent variables is established through 

the regression coefficient (beta) and goodness fit of the model is examined through the 

coefficient of variation (R2). Regression coefficient basically indicates the rate of change 

in response variable, when predictor variable is changed by one unit.   The magnitude of 

the regression coefficient indicates how much the independent variable is important in 

explaining dependent variable. Higher the magnitude of the independent variable, higher 
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will be the relative significance of that variable in determining the response variable. The 

sign of the regression coefficient indicates whether the effect of predictor variable is 

positive or negative. Positive sign indicates the change in dependent variable will be in 

the same direction as of independent variable. While on the other hand the negative sign 

indicates that change in dependent variable is an opposite to the change in independent 

variable. The coefficient of variance (R2) is an indicator of the goodness of the fit model. 

In social science if the R2 is more than .40 (40%) then the regression model is considered 

as the best model or in other words the independent variables which are included in the 

regression model are the relevant, suitable, appropriate for exploring the response 

variable (Zafar, 1996).     

Table 6.1: Results of Regression Analysis: unstandardized, standardized 
regression coefficient, and level of significance of the predictor 
variables 

 Variables Unstandardized 
Coefficients 

Standardized 
Coefficients 

  B 

Std. 
Error 

Beta 

Sig. 

(Constant) 23.382 4.477  .000 
Age -0.238 0.411 -.018 .563 
Education (X1) -0.312 0.004 .250 .000 
Income (X2) -0.362 0.031 -.210 .000 
Marital Status (X3) 0.591 0.08 .290 .000 
Duration of the employment in the 
organization (X4) 

0.192 0.005 .150 .000 

What is your background (X5) .110 0.001 .090 .050 
Family living pattern (X6) -.462 0.051 .300 .000 
Stress (X7) .200 .040 .150 .000 
Motivation & Rewards (X8) .124 0.064 .090 .050 
Achievement & Encouragement (X9) .143 0.049 .120 .004 
Planning & Decision Making (X10) 0.215 0.022 .145 .005 
Politics, Power & Conflict (X11) 0.250 0.012 .210 .000 
Performance Appraisal System(X12) 0.310 .021 .260 .000 
Training & Development (X13) 0.215 .032 .131 .006 
Acceptance & Adoption Towards  
Change (X14) 

0.188 .021 .118 .005 

Understanding of other cultures(X15) .133 .045 .124 .003 
Perception (X16) .523 .062 .366 .000 
Commitment and Loyalty (X17) .401 .084 .188 .000 
a  Dependent Variable: Behavioural shift 
R2 = 0.726 
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As mentioned earlier, regression coefficient is used to establish the relative 

importance of the each of the independent variable in explaining dependent variable. The 

values of regression coefficient given in the table 6.1 reflect the transition process. The 

modern and rational values are replacing the traditional and orthodox values as reflected 

from the descriptive and inferential analysis.  

Table reveals that younger and older respondents are equally prone to behavioral 

shift contradiction the common view point that younger are more inclined than older 

towards behavioral change. The in significant value of regression coefficient of variable 

age support this finding at one percent level of significance, with regression coefficient 

0.25, it has been found that respondents with better professional education are more 

flexible to behavioral change than the respondents with less and professionally 

incompetent. The findings of other studies also support the hypothesis (Abott, 1988) that 

the professional competency is as essential element of a modern organization.  

The effect of income of the respondents on behavioral change also emerged 

significant with regression coefficient (0.21) at the one percent level of significance. It 

supports the theoretical perspective that economic conditions of the individuals or society 

do bring social change in all the socio-cultural and political structures of the society. As 

Karl Marx advocated that the economic structure of society is the real foundation of 

society. The modes of production in material life determines the general character of the 

social, political, and spiritual process of life. 

Value of regression coefficient of marital status variable which is 0.29 significant 

at one percent level of significance establishes marital status as an independent correlate 

of behavioral shift. The finding supports the previous findings of Zedeck and Moiser 

(1990) that unmarried are more responsive to change than the married. It may be due to 

fact that unmarried people spare more time to their organizations than the married one 

while married people are likely to involve in their family responsibilities.  

The duration of the employment in the organization indicates the exposure of an 

employee with all the business activities performed for achieving organizational 

objectives. The findings of study is in accordance to general principle that spending more 

time in a specific environment makes one flexible to adopt the values of that 
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environment. The variable under discussion has significant effect on behavioral change 

with regression coefficient 0.150. The hypothesis also supported by the Hochschild 

(1983) who found that the respondents with longer duration of their employment in an 

organization found more prone to behavioral shift than the respondents with shorter 

duration in business organization.  

Background of the respondents also has significant effect on the behavioral 

change at one percent level with regression co-efficient 0.090. It has been found that 

respondents with urban background are more prone to accept modern values than the 

respondents with rural background.  Similar findings are of Wajcman (2003), who found 

that urban areas with more social mobility motivates to accept modern values more 

rapidly. This is mainly due to more flexible socio-cultural phenomena of urban areas as 

well as rapid difference of technology. Family living patterns also found significant at 

one percent with regression co-efficient values of 0.300. This has been found that the 

respondents living in nuclear family pattern has low resistance to rational and modern 

values as compared to other respondents who found at high resistance to accept such 

values and are from joint and extended families. The same relationship was established 

by McDowell (1977) who found that nuclear family system gives independence and 

freedom that encourages behavioral shift.  

Table shows that respondents with more stress are prone to behavioral shift. The 

regression coefficient 0.150 at one percent level of significance has been found that stress 

motivates to accept modern values and behavioral change. In the light of the results, 

relationship between stress and behavioral change has been established. The same 

relationship has also found by Pfeffer (1994) and Taylor (1999). Competitive world is 

increasing the level of stress and to cope stress has become matter of survival in modern 

world, hence more stress prone to move behavioral shift. At one percent level of 

significance coefficient, 0.90, it has been found that the respondents with more 

motivation and rewards from their respective organizations are more inclined to 

behavioral change than the respondents with less motivation and rewards. Other studies 

also support the relationship (Dore, 2000), reflecting that motivation and rewards in an 

integral feature of modern business organizations.  
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The effect of achievement and encouragement on behavioral change emerged 

significant with regression coefficient 0.120 at one percent level of significance. It favors 

the theoretical perspective that an individual (or a society) with encouragement inclined 

towards the social change. As Fujiwara and Greve (2000) viewed that achievement and 

encouragement is like an emotional tool that rationally motivates personnel to accept 

modern values in order to achieve organizational goals.  

Value of regression coefficient of planning and decision making variable which is 

0.145 significant at the percent level of significance establishes planning and decision 

making as an important explanatory variable of behavioral shift. The finding gets support 

from Hannan (2000) who found that under influence of modern business values, the 

personnel have become rational in their planning and decision making.  

The politics, power, and conflict, existing in an organization also has significant 

effect on the behavioral change at one percent level which regression coefficient 0.210. It 

has been found that higher the degree of politics, power, and conflict in an organization 

pushes more to behavioral change. Ouchi (1979) found in his research that more political 

activity results more productivity in an organization. This is due to the fact that such 

factors like politics, power, and conflict in a business organization makes the 

environment more competitive and personnel can be found more inclined to modern 

values.  

A significant value of regression coefficient (0.210) at 1% level of performance 

appraisal system of an organization establishes performance appraisal system as an 

independent correlate of behavioral shift. The finding is according to general principle 

that justified evaluation of one’s performance will make him more competitive and prone 

to behavioral change. The finding supported by Etzioni (1995) who found the positive 

relationship between performance appraisal system and behavioral change training and 

development with regression coefficient 0.131 is significant at one percent and found as 

an important predictor variable to response variable (behavioral change). It has been 

found that organizations with more training and development programs change behaviors 

of their personnel. The training and development is strongly associated with professional 

development of the respondents. (Prokopenko, 2000). And in competitive environment 
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one is eager for him professional development and career growth. As Abbot (1988) found 

that training and development is behavioral modeling that soften the behavioral to adopt 

modern values.  

The table shows that respondents with high acceptance and adoption towards 

change are more intended to behavioral change. This is due to openness of behavior of 

the respondents. The value of regression coefficient (0.118) is significant at one percent 

level, that reflects acceptance and adoption towards change as independent correlates to 

the behavioral shift. Many studies support the hypothesis, especially Vago (1996) has 

found that trade urges acceptance and adoption of the values and norms of the country 

with whom one is doing trade. Understanding of other culture has also found significant 

at one percent with regression coefficient 0.124. Both the independent variables 

(acceptance and adoption towards change and understanding other cultures) have been 

seen as important correlates to dependent variable. The findings do match with many 

other studies especially of Katz and Derbishire (2000) who found that global values urge 

a mind to understand and adopt other cultures.  

‘Perception’ of the respondents about the organization also found significant at 

one percent with regression coefficient 0.366. Personnel who had good perception about 

their respective organizations were found more wiling to accept modern values than the 

respondents who had not good perception about their organization. 

‘Commitment and loyalty’ also found significant, it has been emerged from the 

findings that personnel with high commitment and loyalty to their organization are more 

inclined to behavioral change than the respondents with low commitment and loyalty.  

The adjusted value of R2 is 0.726 indicating that the predictor variables given in 

the model are responsible for 72.6% variation in the social and behavioral shift. It can be 

said that variables perception, family living pattern, marital status, performance appraisal 

system, stress, power, politics, and conflict, and income, selected for the study are 

relevant and appropriate and the model is the best fit model. In other words the best 

understanding of social and behavioral shift can only be explained in the form of these 

variables as given in the regression model. The model for social and behavioral shift is 

given as follow: 
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SBS= α +0.250X1 - 0.210X2 + 0.290X3 + 0.150X4 + 0.090X5 + 0.300X6 + 0.150X7 + 

0.090 X8 + 0.120X9 + 0.145X10 + 0.210X11 + 0.260 X12 + 0.131X13 + 0.118 X14 + 

0.124X15 + 0.366X16 + 0.188 X17  
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CHAPTER-VII 
 

SUMMARY, FINDINGS, CONCLUSION,  
AND RECOMMENDATIONS 

 

INTRODUCTION 

This chapter presents main findings of the study followed by conclusions, policy 

recommendations and area of further research. The findings have been discussed in detail 

under ‘Results and Discussions’ comprised of chapters 5, 6 and 8 as Univariate, bivariate 

and multivariate analysis respectively.  

 

7.1: IMPORTANT DIMENSIONS 

Social changes occur constantly—although at varying levels in society. Attention 

must be paid to what is changing at what level in a social system, at what rate and 

magnitude, and in which direction. Social Change in a society is natural, directional, 

imminent, and necessary: certain key attributes can be analyzed in order to study their 

effect on the society. 

The social change is affected by many factors like technology, competition, 

global politics, and economy.  Though all these factors may have dual impact, positive 

and negative, depending upon nature of change and socio-economic political and cultural 

dimensions of the society. Such an issue needs very careful and rational study of the 

factors of social change. The changes in society may be of many patterns like cumulative, 

diffusion, and modernization.  This may be ‘cumulative’, like change in legal system, 

flexibility in creeds, stratifications, food production, or energy consumption.  This may in 

‘diffusion pattern’ that deals with the spread of cultural elements. The diffusion process 

refers to the acquisition of elements of other cultures but in a procedural manner. This 

manner or procedure includes the steps like awareness, interest, evaluation, trial, and 

adoption. In other and simplest way, the change may be in pattern of ‘acculturation’ 

resulted from the contact among different cultures. Another but a vibrant pattern (that 

may entail all discussed above) is ‘modernization’. It is transition from traditional to 

contemporary society; simple to complex and mechanical to organic. Increased 

differentiation in the economic, organizational, political, and cultural spheres also labeled 
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as “modernization”.  Interestingly, the changes that have been taking place in any part of 

the world are interrelated and interdependent.  As Talcot Parsons viewed that society 

operates on functional independence of its parts: economic, political, education, religion, 

and family structure. Pakistan, as a developing country, passing through the transition 

process. It has been observed that the changes that have taken place in our society like 

family size is decreasing, stratification through mobility is very much visible, power 

elites are  proliferating, power is decentralized, scope of political participation has been 

widened, development and need of vocational education along with the changed 

curriculum. New composition of labor force with involvement of female labor force, 

consumption trends are changed, while the protection of consumer is being assured by 

many multinational and domestic companies. In every society, there are factors that 

promote change and there are those that strive to maintain the status-quo; in reality both 

operate simultaneously and these factors are very much visible in Pakistan. Analytically, 

Pakistan’s stimulants for social change seem more organized and rational. A general 

inclination towards the adoption of modernization can be found now even among the 

conservatives. One of the principal social stimulants to change is the desire for prestige 

and standard of living. Social barriers to change manifest in the form of shared-values 

and status interests.  Mostly the reaction in Pakistan is observable from the groups who 

fear the loss of power, wealth, or position. Rituals, traditions, religion, class-system, and 

caste system also hinder the social change. The acceptance or rejection also depends on a 

number of psychological factors like motivation, perception, attitude and personality (and 

the combination of all these elements is also known as national culture). The impact of 

the social change can be viewed through many perspectives like social impact of 

technology; response to change; social disorganization; unintended consequences of 

change; and ways of coping with change. The impact has its own cost endured by the 

country; mostly this examination includes the economic, social, and psychological costs 

of change. The cost of social change is never evenly distributed and it is very difficult to 

determine the net pains and pleasures for widely differing groups. There are, however, 

several broad societal changes that extract a toll from most of us.  The planned social 

change having three aspects such as targets, agents, and methods.  The best targets may 

be conceptualized as the personnel of the business organizations (especially in 
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developing countries like Pakistan) and the same people act like change agents owing to 

their overriding position in society. These people are also known as professionals who 

influence the change effort in a direction deemed desirable by a change source or agency. 

There are two broad categories of change agents: leaders and supporters; both are in 

business organizations. Business organizations are more facilitative, persuasive, and 

powerful to affect the sociology of a country.  

Impact’s worth is multiplied in the presence of  many multinational companies 

working in the shape of foreign direct investors, franchisers and franchisees, and joint 

ventures; while these companies work in accordance with their own cultural values and 

not with domestic values. Many export based local companies are working as agents for 

the social change. The social values of a country are always considered as safeguard and 

a source of integration against any uncertainty. The business organizations of a country 

are always considered as source of integrity against contingencies. The business 

organizations are the places where people of diverse nature work together to meet some 

common goal, exactly like a society  

These people of different nature and caliber work at different levels as team 

members to achieve organizational goals; while they enjoy various benefits as reward. 

This is an exact shade of society but at macro level these organizations are like a tinny 

world where organizational rules and regulations control their behaviors and thinking. 

The people with these controlled behaviors are known as ‘personnel’ and their 

assessment is vitally important to study the patterns of social change in industrial settings. 

The diffusion of global business-culture by Multinational Companies, Imports & Exports, 

and Standardizations has affected the socio-cultural ideology of all the nations. In spite of 

long standing traditional local business cultures and industrial sociology, this global 

culture with many innovations has decomposed all the Industrial sociology with an 

imminent dominance. The effect is very meticulous and made a silent stir in all facets of 

industrial sociology.  

At micro level, it affects performance, satisfaction, personnel values, behavior, 

attitude, motivations, communication, perception, eating and clothing patterns, and at 

macro level it has changed or is in process to give new meanings to stakeholders, 

knowledge, economy, trade, finance, and markets. Naturally all the industrial sociology is 
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in process of restructuring and redirecting the existing culture due to global business 

culture.  

7.2 MAIN FINDINGS  

    Education of the respondents has been emerged as an important 

indicator of behavioral shift. The respondents who had the lower educational attainment 

had the low behavioral shift as compared to the respondents with high level of 

educational attainment. 96.2% of the respondents who had the primary level of education 

and at the low behavioral shift were numerous as compared to 18.6% of the respondents 

who had the same level of behavioral shift and had the master level educational 

attainment. On the other hand 42% who had the master level of education and had the 

high level of behavioral shift were far numerous than (2%)  the respondents who had the 

high level of behavioral shift and had the primary level of education. Findings of 

bivariate analysis also indicate that as the level of education increases the percentage of 

the respondents with regard to behavioral shift also increases. The Pearson Chi square 

also confirms the significant association between the education of the respondents and the 

behavioral shift. The tests like linear-by-linear association, and Gamma also confirmed 

the strong relationship between education and behavioral shift. The education of the 

respondents also maintains its significance in influencing the behavioral shift in 

multivariate regression model. The value of the standard regression coefficient (β) is 0.25 

significant at 1% indicating the importance of education in predicting the behavioral 

shift. Several researchers supported the relationship; like Veblen (1919) who claimed 

relationship of  productivity of a society and organization with knowledge, while 

Mackenzie (1996) found that education has everlasting effects on human behavior 

towards socio-economic and cultural dimension at individual and group level. Common 

(1934) called this knowledge sharing process as ‘theory of transition’ and labeled it 

inevitable. Weber (1978) did accept the concept and further demand for a standardized 

education for well-to-do behavioral shift. Abbott (1988) advocated link between two 

sources of education, society and business organizations, and further discussed adoption 

of new values in relation to education. 

   The bivariate analysis established the association of income of the respondents 

with their behavioral shift. The findings of the bivariate analysis show positive 
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relationship between both of the factors. The respondents who were at low income group 

were also found at low behavioral shift as compared to respondents who had some high 

level of income had shown more behavioral shift. The values 81.272, 91.150, and 49.023 

respectively for Pearson Chi-square, likelihood ratio, and linear-by-linear association; all 

are significant at 1% level of significance, clearly reflect strong association between 

income and behavioral shift. Gamma test revealed a positive association at value of 0.392 

and significant at 1% level of significance. In multivariate analysis income also emerged 

as important predictor variable with beta value 0.21. Edwards and Whalley (2002) found 

that behavioral change occurs due to inequalities and basic reason of inequality is wages. 

Card et al (2003) further concluded that professional learning and behavioral change is 

mainly to cope this inequality in income. Wolff (1992) thrown light on importance of 

behavioral shift in society in relation to modern business values as emerging from  

increasing trend of commence and business education. 

   Marital status has multi dimensional effects, as it effects from living to thinking 

pattern. The relationship was explored through bivariate analysis. The respondents who 

were single found on high behavioral shift as compared to the respondents who were 

married and were at low behavioral shift. Table can be interpreted as 54.3% single 

respondents found on high behavioral shift while 24.2% of the married people were 

found on high behavioral shift. The values 37.811, 35.907 and 29.511 were found for 

Pearson-chi-square, likelihood ratio, and linear by linear association respectively; all 

these tests established highly significant association between marital status and 

behavioural shift. In multivariate analysis the same variable ‘marital status’ had been 

emerged as important predictor variable with regression coefficient 0.29. Kellys (2003) 

analyzed and found single people more responsible. Zedeck and Mosier (1990) viewed 

by associating family stress sublimates to more work efficiency. Blair Loy and Wharton 

(2002) compared married and unmarried and found that unmarried is always staying 

more at organizations and avail less leaves.  

The negative influence of traditional family living pattern on behavioral shift and 

positive effect of nuclear family living system on behavioral shift of personnel working 

in export based textile organizations of Punjab was found. The bivariate analysis, 

demonstrates that the respondents who had been living in nuclear family systems were 
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found numerous at high behavioral shift (56.9%) as compared to the respondents who had 

been living in extended/traditional family living pattern (12.7%). Pearson chi square at 

value 171.87 was significant at 1% level of significance. Gamma value was found – 

0.592 that showed negative relationship but significant at 1%. In multivariate analysis 

‘family living pattern’ was identified as an important predictor with regression coefficient 

of 0.30. McDowell (1997) also found relationship between both the variables and found 

increasing trend of people from joint to nuclear family living patterns for independence 

and luxury. Pierce (1999) correlated ‘family living patterns’ with ‘economic ideology’ 

and concluded that with changing ‘economic ideology’ people behaviors also change. 

    Majority respondents (71%) were found permanently settled in urban areas. 

37.2% of the respondents who were at high behavioral shift settled permanently in urban 

areas in contrast to 16.6% of the respondents who were living in rural areas and at high 

behavioral shift. The findings clearly show the effect of permanent residence on 

behavioral shift. The chi square, Pearson Chi-square, likelihood ratio, and linear-by-linear 

association tests revealed values 59.23, 56.65, and 51 respectively, all these are 

significant at 1% level of significance. Hence permanent residence in urban areas leads to 

more behavioral shift. The regression coefficient of the linear regression is an important 

indicator to identify the relative significance of the predictor variables also establishes the 

significance of nature of residence in relation to change in behavior among the 

employees. This relationship has further received theoretical support as well. Wajcman 

(2003) concluded that living in urban or rural area affects the level of social mobility. He 

also focused that ‘living in urban area’ affects traditional class system. Cateora (2005) 

pointed out in his research that flux of urban migration is sign of behavioral change of 

people.  

Respondents’ background was considered as an independent variable that affects 

behavioral shift. Majority of respondents working on managerial level jobs were found 

from urban background comprised of 52.8%. In bivariate analysis majority of the 

respondents (47.3%) were found with urban background at high behavioral shift as 

compared to the respondents who had rural background (13.1%) and on high behavioral 

shift. The Chi square, likelihood ratio, and linear-by-linear association values were all 

significant at 1% with values 127.896, 140.349 and 123.074 respectively. The 



 168

background of the respondents also maintains its significance in influencing the 

behavioral shift in multivariate regression model. The value of the standardized 

regression coefficient (Beta) is 0.09 significant at 5%.  The finding supported by West 

and Zimmerman (1987) who concluded that people who belonged to urban background 

are more inclined to change and accepts new values more rapidly than the people who are 

of rural background. 

  The duration or time an employee spent in an organization is quite important to 

study the behavioral shift. The respondents who had the less employment duration had 

the low behavioral shift as compared to the respondents with longer employment 

duration. 36% of the employees who had less duration of employment had been found  at 

low level of behavioral shift as compared to 61.2% who had the high level of behavioral 

shift and had been working for longer time. Findings of bivariate analysis also indicate 

that as the duration of employment increases the percent of the respondents regarding 

behavioral shift also increases. Pearson chi-squares value is 97.716 and showed a strong 

relationship at 1% level of significance. Likelihood ratio and linear by linear association 

with values 107.259 and 76.478, respectively, also significant at 1% level reflecting the 

importance of duration of employment in behavioural change. Gamma value is 0.620 that 

also indicated positive relationship at 1% level of significance. The value of standardized 

coefficient is .150 significant at 1% level, identified duration of employment as important 

variable. The value also clearly indicates that there is non spurious relationship between 

duration of employment and behavioral shift. The findings are similar to Hochschild 

(1983) who concluded that duration of employment of the employees in an organization 

does affect their social life. The longer duration of an employee in an organization means 

he is satisfied with working environment. His social and economic needs are properly 

addressed. Thus level of his satisfaction changes his attitude desired for addressing 

organizational objectives and compatible with objectives and compatible with modern 

business culture.  

‘Stress’, emerged as an important determinant of behavioral shift. The findings of 

the bivariate analysis indicate that the respondents who had low level of the stress also 

had the low level of behavioral shift (35.2%) were fewer than the respondents who had 

the high level of stress and had shown the high level of behavioral shift (71.4%). The 
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bivariate analysis also demonstrates as the level of stress increases the percent of the 

respondent regarding behavioral shift increases; it indicates that there is positive 

relationship between level of stress and behavioral shift. As the level of stress increases 

the behavioral shift also increases. Chi square, likelihood ratio, linear-by-linear 

association and Gamma values also establish the significance of the relationship between 

the stress and behavioral shift at 1% level. In order to examine whether this relationship 

is spurious or non spurious the multivariate analysis also carried out. The standardized 

regression coefficient value (Beta) is 0.15, significant at 1%, established that there is a 

cause and effect relationship between stress and behavioral shift. This relationship has 

also theoretical support. Different researchers also identified the importance of stress in 

affecting the behavioral change of personnel. Sisson (1994) associated stress with 

empowerment and concluded ‘more empowerment creates more stresses’. Sewell (1998) 

concluded more stress stimulates towards more behavioral change. Sturdy and Fineman 

(2001) concluded that modern business values under capitalist economy crate some more 

stress that changes behaviors.  

‘Motivation and Rewards’ has been emerged as an important indicator of 

behavioral shift. The respondents who had the lower ‘motivation and rewards’ had the 

low behavioral shift as compared to the respondents with high level of ‘motivation and 

rewards’. 56% of the respondents who had the low level of ‘motivation and reward’ and 

at the low behavioral shift were far greater than as 13.6% of the respondents who had the 

same level of behavioral shift and had the high level of ‘motivation and reward’. On the 

other hand 63.6% who had the high degree of ‘motivation and rewards’ and had the high 

level of behavioral shift were larger as compared to 18.9% of the respondents who had 

the high level of behavioral shift and had the low level of ‘motivation and rewards’. 

Findings of bivariate analysis also indicate that as the level of ‘motivation and reward’ 

increases the behavioral shift also increases. The Pearson chi square value which is 

198.519 significant at 1% level also confirms the significant association between the 

‘motivation and rewards’ of the respondents and the behavioral shift. Gamma also 

confirmed the strong relationship between ‘motivation and reward’ and behavioral shift. 

The ‘motivation and rewards’ of the respondents also maintains its significance in 

influencing the behavioral shift in multivariate regression model. The value of the 
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standard regression coefficient (Beta) is 0.090 significant at 5% indicating the importance 

of ‘motivation and rewards’ in predicting the behavioral shift.  Support for the 

relationship also found from Besnard (1988) who concluded that de-motivation is 

associated with indeterminate goals. Raghavan et al (2002) focused in their study that 

corporate world is goal oriented and these goals motivate employees. Selznick (1996) 

emphasized on relationship between motivation and societal rewards. Dore (2000) 

highlighted the significance status of organizational men in society and concluded that to 

attain this status generally the whole society gets motivation and changes their behaviors 

to attain good status.  

  The ‘achievement and encouragement’ is emerged as an important factor of the 

behavioral shift. The bivariate analysis demonstrates that the respondents who had the 

low level of ‘achievement and encouragement’ and had the high level of behavioral shift 

were fewer as compared to the respondents who had the high level of  ‘achievement and 

encouragement’ and behavioral shift. Findings clearly indicate that as the level of 

‘achievement and encouragement’ increases the level of behavioral shift also increase. 

33% of the respondents who had the low level of ‘achievement and encouragement’ and 

had the low level of behavioral shift were far fewer than the respondents who had the 

high level of ‘achievement and encouragement’ and had the high level of behavioral shift 

and their percentage was 75.5%. The chi square, likelihood ratio, linear-by-linear 

association, and Gamma values which are 115.464, 110.389, 75.551, and 0.513 

respectively; all are significant at 1% clearly reflecting the importance of ‘achievement 

and encouragement’ factor for affecting the behavioral shift. The multivariate analysis 

also identified the relative importance of this variable in influencing the behavioral shift. 

The value of standardized coefficient (Beta) is 0.120 significant at 5% clearly indicate 

that there is non spurious relationship between ‘achievement and encouragement’ and 

behavioral shift. The relationship has been presented by many researchers too like 

Hofstede (1991) found that spirit and courage of achievement and encouragement is 

societal phenomena. Fujiwara et al. (2000) applied the same on business organizations 

and found significant differences between larger and local firms regarding ‘achievement 

and encouragement’. Allmendinger and Hackman (1996) discussed the effect of external 

forces as vital in achievement and encouragement. Fernandez et al (2000) argued that US 
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business values are like a strong external force that affects behavioral of employees 

specifically and society in general. 

  ‘Planning and Decision Making’, is identified as an important predictor in 

predicting the behavioral shift of the people working in export based textile 

organizations. The findings of the bivariate analysis indicate that 26% of the respondents 

who had been working under low level of ‘planning and decision making’ system, they   

had the high level of behavioral shift  as compared to the 47.9% respondents who had the 

high level of ‘planning and decision making’ and had shown the high level of behavioral 

shift. The bivariate analysis also demonstrates as the level of ‘planning and decision 

making’ increases the percent of the respondents regarding behavioral shift increases, it 

indicates that there is positive relationship between level of ‘planning and decision 

making’ and behavioral shift. Chi square value, likelihood ratio, linear-by-linear 

association and Gamma values also established the significance of the relationship 

between the ‘planning and decision making’ and behavioral shift at 1% level. In order to 

examine whether this relationship is spurious or non spurious the multivariate analysis 

also carried out. The standardized regression coefficient value (Beta) is 0.145, significant 

at 5%, established that there is a cause and effect relationship between ‘planning and 

decision making’ and behavioral shift. This relationship also supported with theoretical 

works of different scholars. Haveman (1993) found that different local values influence 

different planning and decision making mechanism in human behavior. Sorenson and 

Stuart (2000) mentioned that how different cultures affect important decisions. Child 

(1972) expressed that the planning and decision making system existing in any society 

influenced by power holders. Hofstede (1991) found those power holders are mostly the 

people who enjoy economic prosperity. So these organizational men’s behaviors changed 

under the influence of modern values system but according to Carroll (1985) all this 

happens in successive stages. 

  The factor of ‘politics, power, and conflict’ prevailing in an organization plays a 

vital role in affecting the behaviors of employees working in export based textile sector. 

The respondents who had been working in a system with low level of ‘politics, power, 

and conflict’ had the low behavioral shift as compared to the respondents with high level 

of ‘politics, power, and conflict’. 44.3% of the respondents who had the high level of 
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‘politics, power, and conflict’ and at the high behavioral shift were far greater as 

compared to 17.4% of the respondents who had the same level of behavioral shift and had 

the low level of ‘politics, power, and conflict’ and behavioral shift. Findings of bivariate 

analysis also indicate that as the level of ‘politics, power, and conflict’ increases the 

percentage of the respondents with regard to behavioral shift also increases. The Pearson 

chi square value which is 53.53 significant at 1% level also confirms the significant 

association between the ‘politics, power, and conflict’ exists in an organization and the 

behavioral shift. Gamma also confirmed the strong relationship between ‘politics, power, 

and conflict’ and behavioral shift. The variable ‘politics, power, and conflict’ also 

maintains its significance in influencing the behavioral shift in multivariate regression 

model. The value of the standard regression coefficient (Beta) is 0.21 significant at 1% 

indicating the importance of prevalence of ‘politics, power, and conflict’ in predicting the 

behavioral shift. Support for the relationship also found from many researchers. Ouchi 

(1979) considered ‘politics, power, ad conflict’ as fundamental to societal action in 

society. He further argued that capitalist system based on structures or hierarchies where 

power gave and conflict is a constant phenomenon. Williamson’s (1993) argued that 

‘trust’ can divert the conflict on positive track by establishing equity. Powell (1990) 

argued that modern business values are always after establishment of this equity system. 

He also concluded that this new and positive meaning of power and conflict is changing 

behaviors of people. 

  The ‘performance appraisal system’ exerts influence on behavioral shift. The 

bivariate analysis demonstrates that the respondents who had been working under the low 

level of ‘performance appraisal system’ had the lower level of behavioral shift as 

compared to the respondents who had the high level of ‘performance appraisal system’ 

and had the high level of behavioral shift. Findings indicate that as the organization is 

adopting more systematic ‘performance appraisal system’ the level of behavioral shift 

also increases. 47.5% of the respondents who had the high level of  ‘performance 

appraisal system’ and had the high level of behavioral shift were  far greater  than the 

respondents who had the low level of ‘performance appraisal system’ and had the high 

level of behavioral shift and their percentage was 4.9%. The chi square, likelihood ratio, 

linear-by-linear association, and Gamma values which are 110.525, 112.603, 82.536, and 



 173

0.545 respectively; all are significant at 1% clearly reflecting the importance of 

‘performance appraisal system’ factor affecting the behavioral shift. The multivariate 

analysis also identified the relative importance of this variable in influencing the 

behavioral shift. The value of standardized coefficient (β) is 0.26 significant at 1% clearly 

indicates that there is cause and effect relationship between ‘performance appraisal 

system’ and behavioral shift. A lot has been done in social sciences on Performance 

appraisal system (Korczynski, 2006). Etzioni (1995) concluded that performance 

appraisal system can affect strongly behaviors of people. He claimed that this system can 

develop new thinking style. Bassiry and Jones (1993) declared a ‘just’ evaluation system 

in an organization like backbone of capitalism. Fukuyama (1991) also concluded that 

capitalist economy as a whole will survive on equity and justice. Ohmae (1989) said that 

as modern values spread this ‘performance and appraisal system also flourish and 

increases the learning of employees with the organizations and then in the whole society.  

  ‘Training and Development’, the index variable, is identified as an important 

predictor in predicting the behavioral shift of the personnel working in export based 

textile organizations. Bivariate analysis indicates that the respondents who had low level 

of the ‘training and development’ also had the low level of behavioral shift (12.00%) 

were far fewer as compared to the respondents who had the high level of ‘training and 

development’ and had shown the high level of behavioral shift (66.1%). The bivariate 

analysis also demonstrates the association of ‘training and development’ with behavioral 

shift. All tests of significances established the significant relationship between the 

‘training and development’ and behavioral shift at 1% level. The standardized regression 

coefficient (β) value is 0.131, significant at 1%, established that there is a causal 

relationship between ‘training and development’ and behavioral shift. The relationship 

has theoretical support too. Abbott (1988) maintained that employees go for training and 

development when they have some problems or issues. The modern era is all with 

dynamic and ever changing environment. Hence need of training and development is 

always there. Larson (1977) associated training with ‘scientific knowledge’. She asserted 

that as societies becomes more scientific, need of training and development also rises up. 

Johnson (1982) highlighted the ‘professionalism’ as a key aspect of organizational 
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development. Hence states are always supporting ‘training and development’ as a tool for 

behavioral change for attaining organizational goals. 

 ‘Acceptance and adoption towards change’ of the respondents has been appeared 

as an important indicator of behavioral shift. The respondents who had the lower degree 

of ‘acceptance and adoption towards change’ had the low behavioral shift as compared to 

the respondents with high level of ‘acceptance and adoption towards change’. 71.9% of 

the respondents who had low level of ‘acceptance and adoption towards change’ at the 

high behavioral shift were far greater than 16.6% of the respondents who had the same 

level of behavioral shift and had low degree of ‘acceptance and adoption towards 

change’. Findings of bivariate analysis also indicate that as the degree of ‘acceptance and 

adoption towards change’ increases the percentage of the respondents with regard to 

behavioral shift also increases. The Pearson chi square value which is 88.67 significant at 

1% level also confirms the significant association between the ‘acceptance and adoption 

towards change’ of the respondents and the behavioral shift. Gamma also confirmed the 

strong relationship between ‘acceptance and adoption towards change’ and behavioral 

shift. The ‘acceptance and adoption towards change’ of the respondents also maintains its 

significance in influencing the behavioral shift in multivariate regression model. Many 

researchers came up with similar findings. Like  Vago (1996) who refers that taking 

material and non material attributes from another culture as a result of prolonged contact 

in any context and in short can be said ‘acculturation’. Such contact can come about in 

several ways, but most important now a days is trade, technical exchange, and the spread 

of ideas and institutions. Rather, the politically subordinate or technologically inferior 

group adopts cultural attributes from the dominant group. Acculturation, in a sense, is 

cultural borrowing in the context of subordinate-superordinate elations (Bodley, 1982). In 

situations in which neither group is clearly superior, there may be a standoff in the 

adoption of attributes, and thus each group tends to retain its identity (DeVos, 1976). 

The level of ‘understanding of other cultures’ is another important factor of the 

behavioral shift. The bivariate analysis demonstrates that the respondents who had the 

low level of ‘understanding of other cultures’ had the lower level of behavioral shift as 

compared to the respondents who had the high level of  ‘understanding of other cultures’ 

and had the high level of behavioral shift. Findings clearly indicate that as the level of 



 175

‘understanding of other cultures’ increases the level of behavioral shift also increases. 

51.2% of the respondents who had the low level of  ‘understanding of other cultures’ and 

had the low level of behavioral shift were far fewer than the respondents who had the 

high level of ‘understanding of other cultures’ and at the same level of behavioral shift 

and their percentage was 9.2%. The Chi square, likelihood ratio,  linear-by-linear 

association, and Gamma values which are 170.060, 154.467, 92.025, and 0.689 

respectively; all are significant at 1% clearly reflecting the importance of ‘understanding 

of other cultures’ factor in affecting the behavioral shift. The multivariate analysis also 

identified the relative importance of this variable in influencing the behavioral shift. The 

value of standardized coefficient (Beta) is 0.124 significant at 1% clearly indicates that 

there is non spurious relationship between ‘understanding of other cultures’ and 

behavioral shift. The relationship has been presented by many researchers too like Carroll 

and Harrison (1998) who argued that even business organizations reflect local values but 

in order to get maximum profit they have to understand other cultures as well. Martin 

(1992) exemplified that contemporary education system based on understanding of other 

cultures. Meyer and Rowan (1977) also concluded that new leadership in organizations as 

well as in societies have been established to motivate people so they can understand 

other’s culture. Etzioni (2000) concluded that when people understand other’s cultures, it 

recondition their behaviors and make them more adaptable and flexible.  

‘Perception’, the index variable which is based upon different statements 

reflecting the perception of people towards the organization they are working in. 

Perception is identified as an important predictor in predicting the behavioral shift of the 

personnel working in export based textile organizations. Positive perception lead towards 

more behavioral shift and considered as high level of perception. The findings of the 

bivariate analysis indicate that the respondents who had high level of the perception also 

had the high level of behavioral shift (64.2%) as compared to the respondents who had 

the low level of perception and had shown on the high level of behavioral shift (7%). The 

bivariate analysis also demonstrates as the level of positive perception increases the 

behavioral shift also increases; it indicates that there is positive relationship between level 

of perception and behavioral shift as reflected from the values of Chi square, likelihood 

ratio, linear-by-linear association and Gamma. The standardized regression coefficient 
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value (Beta) is 0.366, significant at 1%, established that there is a strong relationship 

between perception and behavioral shift. This relationship also identified by many 

researchers. Vallento (1996) concluded that perception of people who are working in 

business organizations is changing; he cites many indicators like rural to urban migration, 

industrialization, commerce education, privatization, etc. Korczynski (2006) viewed that 

this change in perception is due to emerging US based business organizations.  

The factor Commitment and Loyalty exerted and independent effect on behavioral 

shift as reflected in Univariate, bivariate, and multivariate analysis. This is found that 

committed and loyal employees are more prone to behavioral shift. The respondents who 

had the higher behavioral shift found at high ‘commitment and loyalty’ comprising 68% 

as compared to 6.5% respondents with high behavioral shift and low level of 

‘commitment and loyalty’. The Pearson chi square value which is 165.044 significant at 

1% level also confirms the significant association between the ‘commitment and loyalty’ 

of the respondents and the behavioral shift. The tests like linear-by-linear association, and 

Gamma also confirmed the strong relationship between both the variables. The 

‘commitment and loyalty’ of the respondents maintains its significance in multivariate 

regression model too. The value of the Beta is 0.188 significant at 1% indicating the 

importance of relationship between ‘commitment and loyalty’ and behavioral shift. 

Different researchers also identified the importance of ‘commitment and loyalty’ and 

behavioral shift. Ouchi (1985) found that cultural affects ‘commitment and loyalty’ by 

comparing USA and Japan. In more traditional value system people are mostly after long 

term employment with high degree of commitment and loyalty. Baron et al (1996) found 

that US based organizations delegate more incentives to retain people, just opposite to 

local values system that emotionally exploits for same purpose. Orru et al. (1991) found 

that under US value system now “Commitment and loyalty” has changed its meaning 

under influence of global business values. 
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7.3: CONCLUSION 

The study explored the effect of socioeconomic, demographic, and intervening 

variables on social change. The study revealed that values, belief system; components of 

culture play a vital role in explaining sociological study of behavioral change. It further 

guides members of social system to behave specifically when values of other culture 

(here modern business values) diffuse in the society. 

 People who are working in export based textile organizations are more prone to 

behavioral change as mentioned earlier; these organizations have frequent interactions 

with the global business organizations and institutions. These local business 

organizations produce their products as desired or demanded by the foreign business 

organizations. This is only possible when local business organizations produce the 

products according to modern business values. Therefore employees of export based 

organizations are exposed to modern business values and they are more prone to 

behavioral change.  

No doubt, these modern business values and culture add comforts in life by 

ensuring the professional success of the employees. Out of these comforts an employee 

who is also an active member of the society (due to his prosperous status in an uncertain 

environment like Pakistan) becomes change agent and further diffuses these new values 

in the society. 

The diffusion of modern values is sometime off set by the disturbance in natural 

protective barriers (local culture). The whole process of sociological and behavioral 

change rotates around the leaders; so both local and modern cultures have their own 

leadership values and definitions. The study focused on the leadership issues and found 

that leadership concept in business organizations due to modern values is changing and 

employees have accepted and adopted it. The adoption replaces the older values of local 

society into new; like Stress, motivation and rewards, politics, power, and conflict, 

planning and decision making, achievement and encouragement, performance appraisal, 

training and development, acceptance and adoption towards change, understanding of 

other cultures, commitment and loyalty, and finally perception. All these components 

compose the society and behavior as well. The findings supported that all these new 

values that have been inculcated into the minds of personnel further get diffused in the 
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society and ultimately this can change the social fabric of the society. The modes like 

income, stress, motivation and rewards, politics, power, and conflict, planning and 

decision making, achievement and encouragement, performance appraisal, training and 

development, acceptance and adoption towards change, understanding of other cultures, 

commitment and loyalty, and perception are the most important and broader dimensions 

of societal and behavioral change. Some of the possible conclusions derived from the 

study findings have been discussed in the forthcoming parts.  

The local value system titles an older man less flexible and more stagnant; 

findings reflect that older people are equally ambitious of bringing change in their 

behaviors. Education (mainly professional and vocational) is an integral part of modern 

values; the respondents equipped with better education found more prone to behavioral 

change. The research also found that low income holders are less prone to change in their 

behaviors in comparison to the respondents with high income who are inclined to 

behavioral change. Married people found less enthusiastic on behavioral changes and 

shifts than single people.  People not living in traditional family patterns were found 

more flexible to change than people who have been living in nuclear family system, 

while living in traditional joint family system is integral feature of local value system. 

People living in urban areas favors more behavioral and social shifts than people with 

rural background. People who have spent more time in business organizations have 

higher degree of behavioral shift.  

As a ‘methodology’ Stress always considered as a tool to get the work done by 

any unwilling or to impose a change on someone, in modern values people enjoys to get 

the work done and accept any change with ‘freedom’. The findings of the research 

indicate the same phenomena.  Another local value is the usage of apparent and short run 

rewards for any behavioral change. But the study found that employees under influence 

of modern values having more belief in long run benefits. 

On the contrary to the local social norm, the research found that employees have 

become more planned, systematic, and scientific in their thoughts. High level of Politics, 

Power, and Conflict in these organizations has been perceived positively just opposite to 

the local value system. Instead of believing on ‘Discretionary’ powers of superordinates 

(that is an important local social norm) the respondents had all the support for 
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‘Performance Appraisal Systems’. Majority of the respondents were of the view that 

understanding of other cultures must be encouraged because this brings some growth and 

development, first for the specific segments of society, then later for the entire society.  

 

7.4: POLICY RECOMMENDATIONS 

Mostly the behavioral change brings economic prosperity and makes people more 

flexible and rational. Hence carefully designed ‘standards’ based on empirical evidence 

with short and medium range priorities are required to achieve the desired behavioral 

change, which address national agenda for development and global cordial interaction 

and relations. Some policies are being recommended in the following lines.  

 

1. Vocational and professional educational should be focused more in order to get all 

benefits of modernity. Expansion of this type of education is responsibility of 

both public and private sector. Public sector can bring a holistic affluence and 

private sector will get more effective and efficient human resource. These 

programs can also be focused on rural area where majority of people are living.  

 

2. Government must make all efforts to make economy stable. With stable economy, 

people will get many job opportunities that would be resulting good income to 

people. People with good income behave more rationally and productive for the 

society.  

 

3. Business organizations, especially export based textile organizations must 

develop an incentive plan for their human resource. These incentives can be made 

conditional with performance. Such incentive plan will develop a competitive 

environment that will increase organizational profits and credibility. 

 

4. Development of an effective performance appraisal system is essential. As a 

policy matter, the business organizations must focus on just a fair performance 

evaluation and should not rely on discretions and nepotism.  
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5. If any personnel found not up to the mark then he must be sent to different 

training and development programs. Training and development budgets must be 

made part of annual budget of the business organizations. Above the all, 

personnel who get training and show significant performance must be given more 

benefits.  

 

6. Several motivational programs should be launched. Specially, leadership of the 

export based textile organizations must be trained as motivators. Motivational 

approach will also help to lighten negative stressors. As a policy several 

‘motivational rewards’ can be allocated for the personnel who prove themselves 

as big achievers.  

 

7. The organizations must develop a conducive environment in which group 

decision making should take place. As a result of this environment personnel will 

use their rational and become efficient planners.  

 

8. This must be a central policy to make personnel loyal and committed to their 

organizations. If personnel heave not trust and faith on their organizations, then 

their bad perception will out run all the above-mentioned benefits. 

 

9. Government viable foreign policy is essential, good relations with other countries, 

specially with developed countries is essential. Maintaining peace at homeland 

will encourage foreign direct investors. All these will enable the export based 

textile organizations to increase their business volumes.  

 

10. Business organizations must develop policies to understand their foreign buyers 

and accept their values. More understanding of other cultures and adoption of 

modern values can be made possible by sending middle level managers abroad for 

exposure, training, and marketing purposes.   
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These policies would require very sound and certain economic and political 

sustainability that could enrich the business organizations. To bring the positive aspects 

of this behavioral change to grass root level, this is essentially required to design these 

policies effectively. The modern values encourage more distribution of wealth to 

competent and professionally vibrant people. Government may establish certain policies 

to put this goal in reality. The incentives in the form of free books, transportation, and 

financial support may motivate people of backward area to be a part of this stream. The 

involvement of local people into nearby organizations would make this social change 

process smooth and rapid. Government along with business based associations can jointly 

establish policies in this regard. Sociologists can be hired as Human Resource Managers 

for eliminating the negativities of modern business values and to make the modern 

business more aligned to local values. Comprehensive policies by the government are 

direly needed to create a strong relationship between social scientists and business 

managers for maximum productivity out of this modern values adoption. Social 

accountability aspects (such as SA 8000) along with social responsibility awareness to 

corporate level would be very important. Public-private-partnership strategy can make 

diffusion of rational modern values into public sector institutes that has been seemed less 

efficient for years. A full fledge symposium by Non Governmental Development 

Organizations (NGDOs) can be arranged to eradicate the prevailing misconception about 

modern values among people of backward areas. The promotion of higher aspiration 

among parents and heads of villages about children’s vocational and professional 

education; particularly girls education is required to accelerate the value transition in 

society. Mass media can also be used to promote such aspiration among parents’ through 

carefully designed entertainment programme. To handle any protest from very rigid strata 

of the society some awareness programme can be designed.  More political dialogues in 

upcoming days are required.  
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7.5: RECOMMENDATIONS FOR FURTHER STUDY 

By and large this value transition process involves whole society, so further 

studies are required mainly to look at: 

 Any adverse affect of modern values on the local values 

 To make sure the equal spreading of benefits associated with social and 

behavioral change due to modern values; a very comprehensive study is required 

 A high level effort is required to make a comprehensive study on any developed 

country that how they adopted new values, which the process they passed 

through, the problems and challenges they faced. 

 An exclusive study is required to create a liaison between sociologists and human 

resource departments of different organizations. By keeping these two natural 

allies apart, understanding of social change seems difficult. 

 More studies on organizational cultures and behaviors with more focus on social 

aspects are required. 
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Appendix 

QUESTIONNAIRE 
 

Sociological Study of Behavioral Change in Textile Manufacturing Organizations of 

Punjab, Pakistan: In Context of Global Business Culture 

ORGANIZATIONAL   INFORMATION

 Name of the Organization:          

 Address of the Organization:          

 Staff Strength : 1.Top_____  2. Middle_____ 3. Lower_____4. Total_____ 

PERSONAL  INFORMATION

1. Gender  1.  Male   2. Female _____ 

2. What is your age _________Years 

3. Education 

1. Primary     

2. Middle      

3. Matric      

4. Intermediate      

5. Graduation      

6. Masters      

7. Others (Please specify)    

4. Father’s Occupation: _______________________ 

5. Father’s Education:  

1. Primary     

2. Upto Matric     

3. FA and above     

6. Mother Occupation: ________________________ 

7. Father’s Education:  

1. Primary     

2. Upto Matric     

3. FA and above     
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8. Marital Status 

1. Single      

2. Married        

3. Divorced     

4. Widowed     

 

9. Is she/ he a working woman/man      

1. No      (Skip Q 10)     

2. Yes     (Attempt Q 10) 

10. Her/His monthly income    Rs.    

11. How many children you have     Boys    Girls ______ 

12. Total No. of children       

13. How much your family is earning monthly from all sources Rs.     

14. What is your background    1.  Urban      2. Rural    

15. Where you reside permanently  1.  Rural area    2. Urban area      

16. Your Family living Pattern 

1. Nuclear      

2. Joint       

3. Extended      

 

17. Nature of your job 

1. General Manager    

2. Manager     

3. Deputy Manager     

4. Asst. Manager     

5. Supervisor     

18. For how long you are working on this designation    __________ Years 

19. When you were promoted on this post (if directly appointed then leave it blank)  

20. Time spent in this organization            

21. Your monthly income    Rs.    

22. Monthly income from all sources __________ 
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LEADERSHIP CONCERNS 
Leadership plays an important role to design the organizational culture, enhances the performance 

or impedes it, makes a difference, and leaves strong impact on a personnel’s behavior. May be 

any person, of any position, and designation but must be influencing you. Following statements 

are concerned with Leadership and Leaders, how you categorize these statements in your opinion.  

Please follow the scale till the question 25 as never 5, now and then 4, periodically 3, 

often 2, always 1. 

23) Stress 

  

 A leader…….. 

A
lw

ay
s 

O
fte

n 

Pe
rio

di
ca

lly
 

N
ow

 a
nd

 
Th

en
 

N
ev

er
 

A uses his personal liking and disliking in compensations     1 2 3 4 5 
B shows himself as a member of the team 1 2 3 4 5 
C makes employee unfriendly decisions 1 2 3 4 5 
D shares his ideas with personnel 1 2 3 4 5 
E proves himself as a handy person 1 2 3 4 5 
F is not easy to understand 1 2 3 4 5 
G uses strict measures for the work accomplishments 1 2 3 4 5 
H spares sometime to hear the problems of the people 1 2 3 4 5 
I criticizes on below standard performance 1 2 3 4 5 
J does not inform in advance for the upcoming changes 1 2 3 4 5 
K talks with manners 1 2 3 4 5 

L takes keen interest in the welfare and development of 
employees 1 2 3 4 5 

M does not delegate the important tasks to subordinates 1 2 3 4 5 
N believes on pre planning for all the tasks. 1 2 3 4 5 
O is a true ambassador of the organization? 1 2 3 4 5 
P sets the time targets for all tasks 1 2 3 4 5 
Q hesitates to inform his achievements and actions 1 2 3 4 5 
R keeps the organization well informed. 1 2 3 4 5 
S makes decision with out any consultancy 1 2 3 4 5 
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24) Motivation and Rewards 

  A leader ………. 

A
lw

ay
s 

O
fte

n 

Pe
rio

di
ca

lly
 

N
ow

 a
nd

 
Th

en
 

N
ev

er
 

A supports the actions and decisions of personnel 1 2 3 4 5 
B emphasizes on the time framework 1 2 3 4 5 
C keeps mostly the affairs to himself 1 2 3 4 5 
D does not considers all the personnel are equal 1 2 3 4 5 
E encourages well-organized way of working 1 2 3 4 5 
F fulfills the expectations of his superiors 1 2 3 4 5 
G generates negative stress to enhance productivity 1 2 3 4 5 
H ambitious to bring change 1 2 3 4 5 
I desirous that people must understand him 1 2 3 4 5 

 

25) Achievement and Encouragement              

 A leader ……… 

A
lw

ay
s 

O
fte

n 

Pe
rio

di
ca

lly
 

N
ow

 a
nd

 th
en

 

N
ev

er
 

A encourages and  people make achievements 1 2 3 4 5 
B easily available and like a friend 1 2 3 4 5 
C motivates people to abide by the rules and regulations  1 2 3 4 5 
D exhibits the problems of people as his own problems 1 2 3 4 5 

E acts upon the proposals and opinions given by the 
subordinates 1 2 3 4 5 

F observes either people are working heartily 1 2 3 4 5 
G has spirit to  delegate his authorities 1 2 3 4 5 

H motivates his superiors for the welfare and development 
of the department/organization 1 2 3 4 5 

I discuss with his subordinates before commencement of 
new task 1 2 3 4 5 

J checks the presence of team spirit  1 2 3 4 5 
K tries for the integration of the department/organization 1 2 3 4 5 

CREATIVITY AND CLIMATE 
Creativity in its encouraged or discouraged form in any organization helps to comprehend the 

behavioral shift in personnel. Creativity is an ability to combine ideas in a unique way or to make 

unusual association between ideas. Subsequently this is the ‘liberty or suppression of Creativity’ 

that builds up the climate or culture in any organization. Following statements are concerned with 

‘Creativity and Climate’ prevailing in your organization, in your opinion how you categorize 

these statements. Please follow the scale till the question 31 as absolutely not 1, rarely 2, 

neither agree nor disagree 3, mostly true 4, absolutely true 5.  
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26) Planning and Decision Making 

 

 

A
bs

ol
ut

el
y 

N
ot

  

R
ar

el
y 

 

N
ei

th
er

 a
gr

ee
d 

no
r 

di
sa

gr
ee

d 
 

M
os

tl y
 tr

ue
  

A
bs

ol
ut

el
y 

tru
e 

 

A Mostly people try to exhibit excellent work                         1 2 3 4 5 

B The organization have excellent and high spirit working 
environment 1 2 3 4 5 

C Mostly the decisions are imposed  1 2 3 4 5 
D Group decision making techniques are often used 1 2 3 4 5 
E Mostly the planning been proved successful 1 2 3 4 5 
F Successful planning effects positively on the employees 1 2 3 4 5 
G Stress level among the employees is high 1 2 3 4 5 
27) Politics, Power, and Conflict 

  
A

bs
ol

ut
el

y 
N

ot
  

R
ar

el
y 

 

N
ei

th
er

 a
gr

ee
d 

no
r 

di
sa

gr
ee

d 
 

M
os

tly
 tr

ue
  

A
bs

ol
ut

el
y 

tru
e 

 
A Personnel share their views on organizational problems 

with each other 1 2 3 4 5 

b Personnel have not choice to select the routine job as 
they desire 1 2 3 4 5 

c Personnel enjoy and amuse each other while on job 1 2 3 4 5 
d Tolerance level among the employee is very high 1 2 3 4 5 

e Seniors do not guide and encourage after hearing a new 
idea 1 2 3 4 5 

f Freedom to share mutual conflicts 1 2 3 4 5 
g All feel happy on achieving success 1 2 3 4 5 
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28) Performance Appraisal System 

  

A
bs

ol
ut

el
y 

N
ot

  

R
ar

el
y 

 
N

ei
th

er
 a

gr
ee

d 
no

r 
di

sa
gr

ee
d 

 
M

os
tly

 tr
ue

  

A
bs

ol
ut

el
y 

tru
e 

 

a 
Effective performance appraisal system have developed 
a competitive environment 
 

1 2 3 4 5 

b Flexible and comfort working hour enables one to 
perform other duties as well 1 2 3 4 5 

c Personnel do not  work in friendly environment 1 2 3 4 5 

d New ideas for organizational growth are encouraged and 
considered as performance 1 2 3 4 5 

e Organization always worry about the training of the 
personnel 1 2 3 4 5 

 

     29) Training and Development 

  

A
bs

ol
ut

el
y 

N
ot

  

R
ar

el
y 

 
N

ei
th

er
 a

gr
ee

d 
no

r 
di

sa
gr

ee
d 

 
M

os
tly

 tr
ue

  

A
bs

ol
ut

el
y 

tru
e 

 

A Trained people always show more effectiveness and 
efficiency 1 2 3 4 5 

B Personnel perform their duties in uncertainty 1 2 3 4 5 

C Mostly people do not show responsibility in their 
assignments 1 2 3 4 5 

D The climate is very warm and work stimulated 1 2 3 4 5 

E Lack of training caused ‘no culture’ of introducing new 
ideas 1 2 3 4 5 

F Mostly the employees work  in leisure mood 1 2 3 4 5 

G People often  exhibit conflicting opinions at different 
times 1 2 3 4 5 
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 30) Acceptance and Adoption towards Change 

  

A
bs

ol
ut

el
y 

N
ot

  

R
ar

el
y 

 
N

ei
th

er
 a

gr
ee

d 
no

r 
di

sa
gr

ee
d 

 
M

os
tly

 tr
ue

  

A
bs

ol
ut

el
y 

tru
e 

 

a Get maximum opportunities to make decisions 1 2 3 4 5 

b Personnel are ambitious and desirous to enhance the 
standards 1 2 3 4 5 

c Mostly people can be found in making conspiracies 
against each other 1 2 3 4 5 

d Personnel do not  take initiatives even without any 
reward 1 2 3 4 5 

e Personnel do not adopt new ideas easily 1 2 3 4 5 

f Personnel get ample of time to concentrate on their 
ideas 1 2 3 4 5 

g The working environment is friendly to adopt new 
change 1 2 3 4 5 

h The working environment hinders to accept any change 1 2 3 4 5 
i The tension level is high due to personnel conflict 1 2 3 4 5 
j Diverse ideas are often shared by personnel 1 2 3 4 5 

k People often found busy in the works other than the 
duties 1 2 3 4 5 

l Mostly people set their work priorities by their own 1 2 3 4 5 
m People do back biting each other 1 2 3 4 5 

n Performance of personnel makes it possible to match 
and analyze the new management concepts 1 2 3 4 5 

o A good sense of humor can be found in the environment 1 2 3 4 5 

p Personnel usually present their ideas because they are 
encouraged and heard 1 2 3 4 5 

q Mostly people can be found criticizing each other 1 2 3 4 5 
r Personnel are not sincere with their jobs 1 2 3 4 5 

s Varying personality traits of different people is a main 
cause of variation in creative work of different people 1 2 3 4 5 
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  31) Understanding of other Cultures 

  

A
bs

ol
ut

el
y 

N
ot

  

R
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el
y 

 

N
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th
er
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d 

no
r d
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re
ed

  

M
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tly
 tr
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A
bs

ol
ut

el
y 

tru
e 

 

a People have got free-will to do their tasks by their own 1 2 3 4 5 

b People feel proud and happy due to their freedom of 
work 1 2 3 4 5 

c .The freedom of work allows personnel to study other 
systems and implement it 1 2 3 4 5 

d The working environment is peaceful and congenial 1 2 3 4 5 
e Tussle with seniors can be found for the promotion 1 2 3 4 5 
f People take care of each other 1 2 3 4 5 

g The environment is full with negative politics and 
gossips 1 2 3 4 5 

h People mostly welcome new policies because often 
these policies yield benefits to employees 1 2 3 4 5 

i Personnel feel no  fear of leg pulling 1 2 3 4 5 

j New ideas and concepts can be shared with each other 
easily 1 2 3 4 5 

k People work in complete freedom and sincerity 1 2 3 4 5 

l Mostly people find enough time to concentrate or 
develop new ideas 1 2 3 4 5 

m Personnel are ambitious of changes in spite of 
uncertainty 1 2 3 4 5 

n People remain loyal with their organization 1 2 3 4 5 
LOYALTY AND COMMITMENT 
Loyalty and Commitment is a peculiar and unique component of personnel behavior that 

exhibits the changing attitude. In modern business values loyalty and commitment have 

come up with different meanings and not as traditionally used terms. Following 

statements are concerned with the same issue, will you please indicate your view point in 

this regard. Please follow the scale as strongly agreed 5, agreed 4, neither agree nor 

disagree 3, disagreed 2, strongly disagreed 1, till question number 147. 
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32)  Perception              

 I as an employee of this organization…… 

St
ro

ng
ly

  D
is

ag
re

ed
  

D
is

ag
re

ed
  

N
ei

th
er

 a
gr

ee
d 

no
r  

di
sa

gr
ee

d 

A
gr

ee
d 

 

St
ro

ng
ly

 A
gr

ee
d 

 

a work more than expectations of my seniors          1 2 3 4 5 

b consider this organization is superior than other 
organization  1 2 3 4 5 

c share this idea of superiority with my friends 1 2 3 4 5 
d feel many affiliation with this organization 1 2 3 4 5 

e will  remain in this organization, ready to do the job of 
any nature 1 2 3 4 5 

f feel that I and the organization having common values 1 2 3 4 5 
g proudly tell others about my organization 1 2 3 4 5 

h find the same nature of the job in another organization, 
will switch over 1 2 3 4 5 

i believes that this organization has strengthened me 
professionally 1 2 3 4 5 

j if I leave  this organization there will not any  bad effect 
on it 1 2 3 4 5 

 

33) Commitment and Loyalty 

 
I as an employee of this organization…… 

 

St
ro

ng
ly

  D
is

ag
re

ed
  

D
is

ag
re

ed
  

N
ei

th
er

 a
gr

ee
d 

no
r  

di
sa

gr
ee

d 
 

A
gr

ee
d 

 

St
ro

ng
ly

 A
gr

ee
d 

 

a am happy with my choice of this company/organization 1 2 3 4 5 

b will not be benefited if remained in this organization for 
a longer time 1 2 3 4 5 

c dislike the “human resource policies” of this 
organization 1 2 3 4 5 

d often find myself worried regarding the future of the 
company 1 2 3 4 5 

e believe to  work here is more viable as compared to 
work anywhere else 1 2 3 4 5 

f feel it is a great fault of mine to join this organization 1 2 3 4 5 
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   34)  BEHAVIORAL AND SOCIAL SHIFT 
 The prime objective of the study is to gauge the impact of modern business values 

adopted by your organization on your behavior. In addition to this to examine the 

level of satisfaction and duration of change regarding adoption and diffusion of theses 

modern business values is another purpose. So please answer the following questions 

carefully. The scale is, absolutely not 1, rarely 2, neither agree nor disagree 3, mostly 

true 4, absolutely true 5.  
 

  

A
bs

ol
ut

el
y 

N
ot

  

R
ar

el
y 

 

N
ei

th
er

 A
gr

ee
d 

N
or

 
di

sa
gr

ee
d 

M
os

tly
 T

ru
e 

 

A
bs

ol
ut

el
y 

Tr
ue

  

a Do you feel any change in your behavior due to modern 
business values? 1 2 3 4 5 

b Does this change is compatible to our domestic value 
system? 1 2 3 4 5 

c Do you feel that your communication style has changed 
due to the modern business values? 1 2 3 4 5 

d Do you feel that the modern business values made you 
more responsible? 1 2 3 4 5 

e Do you feel that these modern values have changed your 
thinking style? 1 2 3 4 5 

f I support this change for rest of the organizations? 1 2 3 4 5 
g Do you recommend this change to your family? 1 2 3 4 5 

h Upto what extent you support this change for the whole 
society? 1 2 3 4 5 

i Do you find your self more productive due to these 
modern business values? 1 2 3 4 5 

j Upto what extent you are satisfied with these modern 
values? 1 2 3 4 5 

k Adoption of the modern business values consumes lot of 
time 1 2 3 4 5 

l Are you playing a role of preacher of these modern 
values to others? 1 2 3 4 5 

m Are you a big critic of modern values? 1 2 3 4 5 
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35)  Anything else do you want to say? 

            

            

             

 

Name of Interviewer            

 

36) How much time consumed for the completion of interview      

minutes  

 

37) Level of Cooperation of the interviewee   1.Very Good   2. Fair    3. Bad  

 

 I am really gratified for sparing some time out of your very busy schedule for this 

interview. Thank you for your cooperation. I assure you about the confidentiality of the 

data and reassure that data is taken only for the research purposes. 

 

Thank You  

Good Bye  


