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ABSTRACT

The objective of the present study is to determine whether there is a gender difference between employees
working in small and medium sized IT companies with respect to climate for innovation, organizational
learning and work motivation. The study also seeks to determine the relationship between climate for
innovation, organizational learning and work motivation in employees of small and medium sized IT
companies. A non-probability purposive sampling technique was employed to select a sample of 200
employees, aged between 25-35 years, out of whom 100 (50 men and 50 women) worked in small sized IT
companies and 100 (50 men and 50 women) worked in medium sized IT companies. The DLOQ (Marsick
& Watkins, 2003) was administered to measure organizational learning. The climate for innovation
guestionnaire (Scott & Bruce, 1994) was administered to measure the support for innovation in
organizations. The WEIMS (Tremblay et al, 2009) was administered to measure work motivation.
Significant differences were found between the employees of small and medium companies and also
between men and women employees with respect to the dimensions of climate for innovation,
organisational learning and work motivation (p<0.05). Climate for innovation, organizational learning
and work motivation were found to be significantly correlated in small and medium sized companies
(p<0.05). The study emphasizes the crucial importance of non-monetary factors in a company that may
lead to higher job satisfaction, learning, productivity and increased performance and growth.

Keywords: corporate employees, innovative climate, organizational learning, small and medium sized
companies, work motivation.

INTRODUCTION

Innovation is an essential factor for an organization’s success and competitive advantage
(Woodman et al., 1993). Organizations today face a dynamic environment witnessed by rapid changes in
technologies, shortening of product life cycles and globalisation. In order to compete, grow and lead,
organizations, especially technologically driven ones, need to be more innovative than before (Jung et al.,
2003; Tierney et al., 1999). An innovative climate is defined as the shared perceptions of members of an
organization pertaining to the practices, procedures and behaviours which include encouraging the
development of new ideas, challenging conventional ways of doing things and learning from others inside
or outside the location that stimulate the generation and realization of new ideas (Daellenbach, McCarthy
& Schoenecker, 1999). Important characterizations of innovative organizations are openness toward
creativity and innovative change, support for their members in operating independently in the pursuit of
new ideas and the open-mindedness for diversity among their members (Kanter, 1983; Siegel &
Kaemmerer, 1978). Other important requisites critical to innovation are adequate supplies of resources,
equipment, facilities and time (Amabile, 1988; Angle, 1989; Taylor, 1963).

Organizational learning is a continuous process of generation, acquisition and integration of
knowledge aimed at the development of resources and abilities that contribute to better organizational
effectiveness and improvement (Argyris & Schon, 1978; Gilley & Maycunich, 2000; Lépez et al., 2006).
Organizational learning is not just the sum total of individual learning but is also the organization’s ability
to continuously augment, the collective capacity to reflect, to learn how to learn, to unlearn traditional
ways of doing things and renounce old habits (Senge et al., 1999). Bates and Khasawneh (2005) collected
a sample of 450 employees from 28 organizations in Jordan and observed the relationship between
organizational learning culture, learning transfer climate and organizational innovation. They came to a
conclusion that all three relationships were positive (Hsu, 2009).

Pinder (1998) defined work motivation as “a set of energetic forces that originate both within as
well as beyond an individual’s being, to initiate work-related behaviour, and to determine its form,
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direction, intensity and duration”. As opposed to extrinsic motivators that have a short-term impact,
intrinsic motivators tend to create a long term impact. Companies provide financial rewards in exchange
for the work they expect to be completed. However, creating an environment that motivates individuals to
complete additional tasks only for the enjoyment and enrichment gives them satisfying results for
everyone.

According to Ryan (2000) what augments intrinsic motivation are the actions that encourage
competence, such as positive feedback, freedom from undignified evaluations, optimal challenges,
autonomy and communication. Extrinsic motivation emphasizes on the goal-driven reasons (Deci, 1975).
The goal-driven reasons can be either monetary (like big salary increase) or nonmonetary (like wanting
recognition for some activity). With respect to workplace motivation, extrinsic rewards often relate to a
need to fulfil non-work related needs and work serves as the means to fulfil those needs by the salary or
tangible rewards it provides (Frey & Osterloh, 2002).

Tseng (2010) had studied the effects of learning organization practices on organizational
commitment and effectiveness for small and medium-sized enterprises in Taiwan. The recommendations
in the study suggested for further research along the same lines in small and medium enterprises of
different industries, with different variables. Hence the rationale behind this study was to take into
account these recommendations and to study a different set of variables in small and medium-sized IT
companies in India. In this context, the research aims to address the following questions:

e Do employees of small and medium sized companies differ with respect to the perception of
innovative climate, organizational learning and work motivation?

e Is there a relationship between perception of innovative climate, organizational learning, work
motivation and their dimensions among employees of small and medium sized companies?

Objectives

1. To study whether there is an influence of the size of company (viz., small and medium) and
gender (viz., men and women) on the perception of innovative climate (2 dimensions viz., support
for innovation and resource supply), organizational learning (7 dimensions viz., continuous
learning, inquiry and dialogue, collaboration and team learning, create systems, empower people,
connect the organization and strategic leadership) and work motivation (2 dimensions viz., work
self-determined motivation and work non-self-determined motivation).

2. To examine whether there is any relationship between perception of innovative climate,
organizational learning, work motivation and their dimensions among employees of small and
medium sized companies.

METHOD
Research Design
The present study adopts a between-groups design to determine whether men and women
employees of small and medium companies differ with respect to the dimensions of perception of
innovative climate (viz., support for innovation and resource supply), organizational learning (viz.,
continuous learning, inquiry and dialogue, collaboration and team learning, create systems, empower
people, connect the organization and strategic leadership) and work motivation (viz., intrinsic motivation,
integrated regulation, identified regulation, introjected regulation, external regulation and amotivation).
This study also adopts a correlational design to determine whether there is any correlation between
climate for innovation, organization learning and work motivation and their dimensions in men and
women employees of small and medium sized companies.
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Sample
A non-probability purposive sampling method was used to select a sample of 200 corporate

employees, out of which 100 were women, and 100 were men aged between 25 and 35 years. Participants
were randomly selected from ten software companies. These were divided into 2 groups:

e Group 1: 50 men and 50 women employees from small companies.

e Group 2: 50 men and 50 women employees from medium companies.
Participants between the ages of 25 — 35 years, residing in different areas of Hyderabad were included in
this sample.

Instruments

¢ Information Schedule

Participants were asked to provide details regarding their gender, age, education, organization details
(age of the company, number of employees), function, work experience, annual income in the Information
Schedule.

e Climate for Innovation Measure

The Climate for Innovation Measure was devised by Scott and Bruce (1994). The measure is a
revised and extended version of the innovative climate measure developed by Siegel and Kaemmerer
(1978). It is designed to assess individual differences with respect to the perception of the innovative
climate in an organization. Support for innovation measures the degree to which individuals viewed the
organization as open to change, supportive of new ideas from members, and tolerant of member diversity.
Resource supply measures the degree to which resources (i.e., personnel, funding, time) were perceived
as adequate in the organization. This scale consists of 22 personal statements to be scored on a 5-point
Likert scale, with responses ranging from ‘Strongly Disagree’ (1) to ‘Strongly Agree’ (5). The
guestionnaire measures the attitudes of the participant in terms of the dimensions of Support for
innovation and Resource supply. Cronbach's alpha for both scales were -0.92 and 0.77 respectively.

e The Dimensions of the Learning Organization Questionnaire-DLOQ

The Dimensions of the Learning Organization Questionnaire-(DLOQ) was devised by Marsick and
Watkins (2003). DLOQ was designed to assess individual differences with respect to learning in an
organization at an individual, team and organizational level. It consists of 43 personal statements to be
answered on a 6-point Likert scale, with responses ranging from Almost Never (1) to Almost Always (6).
The questionnaire measures the attitudes of the participant in terms of the dimensions of Continuous
learning, Inquiry and dialogue, Collaboration and team learning, Create systems, Empower people,
Connect the organization and Strategic leadership.

The commonly used estimate of internal consistency reliability tends to be 0.80 or higher for all the
scales of DLOQ. Correlation coefficients were significant at the level of .001, indicating strong
convergent validity of the subscales.

e Work Extrinsic and Intrinsic Motivation Scale-WEIMS

The Work Extrinsic and Intrinsic Motivation Scale is devised by Tremblay, Blanchard, Taylor and
Pelletier in (2009). WEIMS is designed to assess individual differences with respect to self-determination
(i.e., work self-determined and nonself-determined motivation). It consists of 18 personal statements to be
scored on a 5-point Likert scale, with responses ranging from ‘Strongly Disagree’ (1) to ‘Strongly Agree’
(5). Work self-determined motivation consists of intrinsic motivation, integrated regulation and identified
regulation and measures the intrinsic factors of motivation. Work non-self-determined motivation consists
of introjected regulation, external regulation and amotivation and measures the extrinsic factors of
motivation. Cronbach's alpha for both scales were- 0.87 and 0.56 respectively.

Procedure

After selecting the measures, a few arrangements were made for data collection. The
guestionnaires and the Information Schedule were prepared and organized. The authorities of small and
medium sized companies were contacted to take permission for collecting data from their employees. The
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companies which gave permission for data collection were contacted. The researcher visited the
companies on the scheduled dates. Rapport was established with the employees and they were made
aware that their participation in the study was purely voluntary. They were assured of maintaining
confidentiality through-out the study. The employees who agreed to participate in the study were
requested to sign an ‘Informed Consent Form’. Next, the Information Schedule was administered. The
employees who met the sampling criteria were screened. On the next appointment the instructions for the
guestionnaires (namely, the DLOQ, Climate for Innovation and WEIMS) were given and the participants
were requested to respond to the items. There was no fixed time limit for any of the questionnaires.
However, the respondents were asked to complete each questionnaire in about 30 minutes.

RESULTS
Table 1 — Results of Two-Way ANOVA and descriptive statistics with size of the company and gender as the Vs
and the 2 dimensions of climate for innovation, 7 dimensions of organizational learning and 2 dimensions of
work motivation as the DVs.

Size of the Company Gender Size of the Company
Small Medium Men Women X Gender
Variables Mean (SD) Mean (SD) F Mean(SD) Mean(SD) F F

Suppor’[for Innovation 3.63 (0.54) 3.46 (0.51) 4.94* 346 (056) 3.64(0.48) 597* 0.007
Resource Supply 3.35(0.60) 342(0.67) 072 332(0.67) 346(0.60) 241 011
Continous Learning 399(0.89) 3.87(0.81) 1.03 379(0.83) 4.06(0.85) 5.23* 0.007
Inquiry and Dialogue 443(090) 4.07(0.94) 803** 411(0.92) 4.40(0.93) 501* 0.14
Colaboration and team learning 428(092) 4.18(0.85 0.74 411(086) 4.35(0.89) 3.97* 2.03
Systems to capture learning 3.90(1.00) 4.04(1.000 119 367(0.97) 4.27(0.94) 1899** 0.16
Empower people 416(0.95) 4.01(094) 135 392(096) 4.26(0.91) 6.64* 0.46
Connect the organization 423(094) 425(098) 0.01 4.05(095 4.44(092) 862** 0.04
Provide strategic keadership 423(1.04) 427(1.02) 006 4.04(1.04) 4.46(0.98) 8.28** 0.26
Work seff-determined motivation ~ 11.74 (1.64) 11.84(1.58) 02  11.65(1.61) 11.94 (1.60) 1.61 0.03
Work nonself-determined motivation 8.87 (1.61) 9.54 (1.82) 7.40** 9.20(1.66) 9.21(1.83) 0.002 0.005
*<0.05
**n<0.01

df for size of the company = 1
df for gender =1

Table 1 reveals that there is a significant difference between the employees of small and medium
companies with respect to the dimension of support for innovation (F=4.94, p<0.05). The table also
shows that there is a significant gender difference with respect to the same dimension (F=5.97, p<0.05).
As is evident from the mean scores, the employees of small companies (M = 3.63) scored significantly
higher than the employees of medium companies (M = 3.46) with respect to support for innovation.
Women (M = 3.64) scored significantly higher than men (M = 3.46) with respect to support for
innovation. In other words, the employees of small companies, particularly women, viewed their
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organization as more open to change and supportive of new ideas from members than the employees of
medium companies.

Table 1 also reveals that there is a significant gender difference on the dimension of continuous
learning (F=5.23, p<0.05). The mean scores indicate that women (M = 4.06) scored significantly higher
than men (M = 3.79) with respect to continuous learning. In other words, women perceived their
organization as providing more opportunities for on-going education and growth, than men.

Additionally, Table 1 indicated that there is a significant difference between the employees of
small and medium companies with respect to the dimension of inquiry and dialogue (F=8.03, p<0.01). It
also reveals that there is a significant difference between the men and women employees with respect to
the dimension of inquiry and dialogue (F=5.01, p<0.05). As is evident from the mean scores, the
employees of small companies (M = 4.43) scored significantly higher than the employees of medium
companies (M = 4.07) with respect to inquiry and dialogue. Women (M = 4.40) scored significantly
higher than men (M = 4.11) with respect to inquiry and dialogue. In other words, the employees of small
companies, particularly women, viewed their organization as more open to their views and were also
allowed to inquire into the views of others, than the employees of medium companies

Moreover, the results in Table 1 reveal that there is a significant difference between the men and
women employees with respect to the dimensions of collaboration and team learning (F=3.97, p<0.05),
systems to capture learning (F=18.99, p<0.01), empower people (F=6.64, p<0.05), connect the
organization (F=8.62, p<0.01) and provide strategic leadership (F=8.28, p<0.01). As is evident from the
mean scores, women (M = 4.35, M = 427, M = 426, M = 4,44, and M = 4.46 respectively) scored
significantly higher than men (M =4.11, M = 3.67, M = 3.92, M = 4.05, and M = 4.04 respectively) with
respect to the dimension of collaboration and team learning, systems to capture learning, empower
people, connect the organization and provide strategic leadership. In other words, women viewed their
organization as more open to use of groups to access different modes of thinking than men. Additionally,
women perceived their organization as more open to the use of technology systems utilized to share
learning than men. Similarly, women perceived their organization as more open to involve them in setting
and implementing a joint vision and in the decision making process than men. Moreover, women
perceived their organization as more open to showing them the effect of their work, on the entire
enterprise as well as the outside community than men. Lastly, women perceived their organization as has
having more leaders to support learning and use learning strategically for business results, than men.

Furthermore, Table 1 indicates that there is a significant difference between the employees of
small and medium companies with respect to the dimension of work non-self-determined motivation
(F=7.40, p<0.01). As is evident from the mean scores, the employees of medium companies (M = 9.54)
scored significantly higher than the employees of small companies (M = 8.87) with respect to the
dimension of work non-self-determined motivation. In other words, employees of medium companies
were more extrinsically motivated, than employees of small companies.

Lastly, Table 1 also indicates that there is no significant interaction effect of size of the company
and gender on the dimensions of climate of innovation, organizational learning and work motivation.
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Table 2- Results of the correlation between the dimensions of Climate for Innovation, Organizational Learning
and Work Motivation among employees of small companies (n=100).

Support Collaboration  Systems to Provide
for ~ Resource Continuous Inquiryand andTeam  Capture Empower Connectthe Strategic
Innovation Supply Learning  Dialogue  Learning  Learning  People Organization Leadership

*k *%

Continuous Learning 684 666

Inquiry and Dialogue 597" 339" 672"

Collaboration and Team 682" 5517 735 738"

Learning

Systems to Capture Learning 506" 504" 648" 550" 624"

Empower People 6217 5917 45 653" 759 690"

Connect the Organization 6827 616 4T 655 763" 437 805

Provide Strategic Leadership 676 614~ 772" 627" 758" 777 185 195
WSDM 3527 5047 454 324" 420 4207 3" 40" 433"
WNSDM 2157 -045  -.004 -061 038 031 -109 -096 -.046
**n<0,01

*p<0.05

WSDM-Work self determined motivation
WNSDM-Work non-self determined motivation

Table 2 shows that there is a significant positive correlation between the dimension of support for
innovation and the dimensions of continuous learning (r=0.68, p<0.01), inquiry and dialogue (r=0.59,
p<0.01), collaboration and team learning (r=0.68, p<0.01), create systems to capture learning (r=0.52,
p<0.01), empower people (r=0.62, p<0.01), connect the organization (r=0.68, p<0.01) and strategic
leadership (r=0.67, p<0.01) in employees of small companies. Table 2 also indicates that there is a
significant positive correlation between the dimension of resource supply and the dimensions of
continuous learning (r=0.66, p<0.01), inquiry and dialogue (r=0.33, p<0.01), collaboration and team
learning (r=0.55, p<0.01), create systems to capture learning (r=0.59, p<0.01), empower people (r=0.59,
p<0.01), connect the organization (r=0.61, p<0.01) and strategic leadership (r=0.61, p<0.01) in employees
of small companies. In other words, more the employees perceived the organization as providing support
for innovation and resource supply, the better was the scope for organizational learning in the areas of
continuous learning, inquiry and dialogue, collaboration and team learning, usage of technology to share
learning, feeling of empowerment, connect the organization and strategic leadership.

Table 2 shows that there is a significant positive correlation between the dimension of support for
innovation and the dimensions of work self-determined motivation (r=0.35, p<0.01) in employees of
small companies. The dimension of resource supply was also found to have a significant positive
correlation with work self-determined motivation (r=0.50, p<0.01) in employees of small companies. In
other words, more the employees perceived the organization as providing support for innovation and
resource supply, the better was their work self-determined motivation or intrinsic motivation.

The dimension of work self-determined motivation was found to have significant positive
correlations with the dimensions of continuous learning (r=0.45, p<0.01), inquiry and dialogue (r=0.32,
p<0.01), collaboration and team learning (r=0.42, p<0.01), systems to capture learning (r=0.42, p<0.01),
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empower people (r=0.34, p<0.01), connect the organization (r=0.42, p<0.01) and provide strategic
leadership (r=0.43, p<0.01) in employees of small companies. In other words, more the employees
perceived the organization as supportive of organizational learning, more was their work self-determined
motivation or intrinsic motivation.

The dimension of work non-self-determined motivation, was negatively correlated with the
dimensions of climate for innovation (viz., support for innovation and resource supply) and the
dimensions of organizational learning (viz., continuous learning, inquiry and dialogue, collaboration and
team learning, systems to capture learning, empower people, connect the organization, provide strategic
leadership) in employees of small companies (p>0.05). However, they were not significant.

Table 3- Results of the correlation between the dimensions of Climate for Innovation, Organizational Learning
and Work Motivation among employees of medium companies (n=100).

Systems
Support Inquiry Collaboration  to Provide
for ~ Resource Continuous  and and Team  Capture Empower Connectthe Strategic
Innovation Supply Learning Dialogue  Learning Learning People Organization Leadership

*k *k

Continuous Learning 520 546

Inquiry and Dialogue 5677 505 7537

Collaborationand TeamLeaming 519 418~ 732" 747"

Systems to Capture Learning 416" 568" 647" 614" 597"

Empower People 5117 576 537 511 496 724

Connect the Organization 5197 520 559 5817 5837 673 712

Provide Strategic Leadership 4707 s34 5937 5720 596 637 132 795
WSDM 189 2100 392" 3227 2907 2047 142 260" 27
WNSDM .30 -067 015 046 -053 044 =143 -.094 -079
**n<(.01

*p<0.05

WSDM-Work self determined motivation
WNSDM-Work non self-determined motivation

Table 3 shows that there is a significant positive correlation between the dimension of support for
innovation and the dimensions of continuous learning (r=0.52, p<0.01), inquiry and dialogue (r=0.56,
p<0.01), collaboration and team learning (r=0.51, p<0.01), create systems to capture learning (r=0.41,
p<0.01), empower people (r=0.51, p<0.01), connect the organization (r=0.51, p<0.01) and strategic
leadership (r=0.47, p<0.01) in employees of medium companies. Table 2 also indicates that there is a
significant positive correlation between the dimension of resource supply and the dimensions of
continuous learning (r=0.54, p<0.01), inquiry and dialogue (r=0.50, p<0.01), collaboration and team
learning (r=0.41, p<0.01), create systems to capture learning (r=0.56, p<0.01), empower people (r=0.57,
p<0.01), connect the organization (r=0.52, p<0.01) and strategic leadership (r=0.53, p<0.01) in employees
of medium companies. In other words, more the employees perceived the organization as providing
support for innovation and resource supply, the better was the scope for organizational learning in the
areas of continuous learning, inquiry and dialogue, collaboration and team learning, usage of technology
to share learning, feeling of empowerment, connect the organization and strategic leadership.

Table 3 indicates that there is a significant positive correlation between the dimension of resource
supply and the dimension of work self-determined motivation (r=0.21, p<0.05) in employees of medium
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companies. In other words, more the employees perceived the organization as providing resources for
innovation, more was their work self-determined motivation or intrinsic motivation.

The dimension of work self-determined motivation was found to have significant positive
correlations with the dimensions of continuous learning (r=0.39, p<0.01), inquiry and dialogue (r=0.32,
p<0.01), collaboration and team learning (r=0.29, p<0.01), connect the organization (r=0.26, p<0.01),
systems to capture learning (r=0.20, p<0.05) and provide strategic leadership (r=0.23, p<0.05) in
employees of medium companies. In other words, more the employees perceived the organization as
supportive of organizational learning, more was their work self-determined motivation or intrinsic
motivation.

Table 3 shows that there is a significant negative correlation between the dimension of support for
innovation and the dimension of work non-self-determined motivation (r = -0.30, p<0.01) in employees
of medium companies. In other words, more the employees perceived the organization as providing
support for innovation, the lesser was their work non-self-determined motivation and vice versa.

DISCUSSION
In the present study, employees of small companies scored significantly higher than the
employees of medium companies with respect to the dimension of support for innovation. This is backed
by previous research that in certain industry sectors, small firms contribute a high percentage of radical
innovations (Abernathy & Utterbach, 1975). Radical innovations are more likely to take place in small
firms than large firms because of the advantages that small firms offer in protecting property rights (Acs,
Morck, Shaver & Yeung, 1997).

The present study found that women scored significantly higher than men with respect to the
dimension of support for innovation. Innovative opportunities appear not only in ‘episodic’ or break-
through product creation, but also in continuous problem-solving that is part of daily life in managing a
business (Leavy, 1998; Weick & Westley, 1996). This was particularly so for many women who started
without much business experience or knowledge (only 12% had any formal business training). The
learning curve for many was steep, and they were inclined to prefer to invent their way to solutions rather
than seek conventional procedures. Some approached design methodically, brainstorming a list of
business ideas then choosing and refining one. Others stumbled across ideas but were judicious enough to
identify and augment their potential (Fenwick, 2003).

The study shows that women scored significantly higher than men with respect to the dimension
of continuous learning. Research on women refutes the causal assumptions about women’s attitudes to
work and career. Most women have done their learning informally, on the job, ‘sitting next to Nellie’
(Butler & Connole, 1992). Studies that have investigated women’s commitment to work and attitudes to
workplace learning also consistently find high levels of interest in training and in mechanisms that would
allow greater recognition of skills and qualification of training (Lawrence, 1994).

Employees of small companies scored significantly higher than the employees of medium
companies with respect to the dimension of inquiry and dialogue. According to a report of the European
Foundation for the Improvement of Living and Working Conditions (2014) “Social dialogue in micro and
small companies”, the study shows that social dialogue and a more participation-orientated industrial
relations culture seems to demonstrate a ‘high road’ business model, based on the quality of the
product/service delivered, as well as on solid customer orientation and satisfaction. Research indicates
that employee participation through established employee representation structures may lead to the
development of enhanced communication, cooperation, commitment and to the improvement of working
life; and fruitful interaction between employers and employees may create trustful employment relations.
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Women were found to have scored significantly higher than men with respect to the dimension of
inquiry and dialogue. From a feminist perspective, (Belenky, Clinchy, Goldberger & Tarule, 1986) wrote
of “Women’s ways of knowing’ which distinguished between connected and separate knowing or forms
of enquiry: separated knowing assuming a more critical eye, while connected knowing starts with an
empathic, receptive eye. Feminist scholars generally have highlighted aspects of both knowing (Bigwood,
1993).

Women reported to have scored significantly higher than men with respect to the dimension of
collaboration and team learning. Previous research by Woerkom & Engen (2009) shows that team
learning was significantly associated to the proportion of women in the team.

Women reported to have scored significantly higher than men with respect to the dimension of
systems to capture learning. There is evidence in the area of information systems (Venkatesh & Davis,
1996) supporting computer self-efficacy (one’s judgment about one’s ability to use a computer for a
specific task) as a cause of perception of ease/ difficulty. According to Hofstede (1980), women rate the
significance of service aspects and physical environment more highly than men. Therefore, the perceived
ease of use is more prominent for women when compared to its prominence for men. Women take into
account inputs from a number of sources including productivity assessments when making technology
usage decisions (Venkatesh & Morris, 2000). According to Gefen and Straub (1997) women were found
to have a stronger opinion of the usefulness of software, than men. Venkatesh and Morris (2000) found
that men's decisions towards using new technology were more strongly influenced by their attitude, while
women were more strongly influenced by subjective norm and perceived behavioural control. Hence,
there were noteworthy gender differences on the intent to use IT.

Women reported to have scored significantly higher than men with respect to the dimension of
‘empower people’. Seibert, Wang and Courtright (2011) found in their study that psychological
empowerment was strongly linked to vital employee attitudes such as job satisfaction and organizational
commitment. Some studies indicate that women are more committed than men (Angle & Perry, 1981;
Baugh, 1990; Gould, 1975; Grusky, 1966; Hrebiniak & Alutto, 1972).

Women have also scored higher than men with respect to the dimension of connect the
organization. This would involve the organization adapting to its changing environment to meet demands,
as well as the responsibilities it has towards its communities. Theorists such as Chandler (1962), Katz and
Kahn (1966) and Thompson (1967) have contended that the final criterion of organizational performance
is long term survival and growth. To achieve this, organizations align with their environments to remain
competitive and innovative over the long run (Barnard, 1938; Lawrence & Dyer, 1983; Lawrence &
Lorsch, 1967; Thompson, 1967; Hambrick, 1983; Summers, 1980; Jemison, 1981). Thus according to
Mahmood and Hanafi (2013) entrepreneurial orientation has an affirmative effect towards business
performance of women-owned SMEs. This shows that entrepreneurial oriented firms are more likely to
take risks and be more innovative. This leads to an increase in performance (Ahl, 2006; Zimmerman &
Brouthers, 2012). This suggests that the firms and women owners/managers may benefit from efforts to
expand their level of entrepreneurial orientation in order to survive the dynamic and complex business
environment. This may be the possible reason for women connecting the organization to its environment,
more than men. According to Stawiski, Deal and Gentry (2010) data from CCL’s World Leadership
Study indicate that: employees’ perceptions of their organizations’ concern for community and
environment is associated to their level of organizational commitment. The data show that the relationship
between CSR and commitment is stronger for women than it is for men.

Women have also scored higher than men on the dimension of provide strategic leadership.
Research has associated organizational commitment to leadership behaviors that are relations-oriented
and task-oriented. Relations-oriented leadership behaviors concentrates on the quality of the relationship
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with followers, whereas, task-oriented leadership behaviors has an emphasis on the task to be
accomplished by followers (Bass, 1990a). Bycio, Hackett and Allen (1995) reported positive correlations
between the leadership behaviors of charisma, intellectual stimulation and commitment. Women have
been reported to have stronger commitment to their organizations than men (Angl & Perry 1981). Since
research has linked organizational commitment to perception of leadership, the above studies back the
finding.

Employees of medium companies scored significantly higher than the employees of small
companies with respect to the dimension of work non-self-determined motivation. Work non-self-
determined motivation refers to extrinsic motivation. McMackin (2006) states that large corporations
have more money, recognition and benefits to attract the best employees in comparison with SMEs
(Edlund & Nilsson, 2007). This study supports the finding that medium sized companies have more
money to extrinsically reward its employees than small sized companies.

Significant positive correlations were found between the dimensions of climate for innovation
and the dimensions of organizational learning in employees of small companies. A high inventive ability
is attributed to small technology enterprises (Rothwell, 1989). In small enterprises an atmosphere is said
to exist which is more advantageous to creative work (Acs & Audretsch, 1991). Lines of interaction are
shorter within the enterprise and between its inventors and customers. This makes it more possible that
dissemination of tacit knowledge is comparably easier in small companies than in larger enterprises. It is
also the case that formalised R&D departments of larger firms often neglect inventive suggestions of
other employees within the enterprise, or even regard them as attacks on their reputation. Hence, smaller
firms are more aware that innovation can be a very vital way to stay in the current business.

Significant positive correlations were found between the dimensions of climate for innovation
and the dimensions of work self-determined motivation in employees of small companies. Research in
the psychology of creativity has established that creativity is exhibited by persons who are intrinsically
motivated and that creativity may be subdued in an environment with a fixed reward and control
structure (e.g. Amabile, 1983). Also, Kanter (1988) has described how subdivision of large enterprises
can have unfavorable effects on creativity and innovative potential. Combining these two results
indicates to the conclusion that the more flexible and integrated structures of small technology
companies are, in terms of tacit knowledge utilization, more favorable to creativity than the larger
enterprises which are often strictly divisionalised and depend on motivation through fixed rewards and
punishments. According to Koskinen and Vanharanta (2002) small enterprises sustain their advantages
of better interaction and motivation, factors, which are well known enablers of tacit knowledge
utilization. Furthermore, research establishes that employees working for small companies experience
more satisfaction at work than employees working for a larger one (Edlund & Nilsson, 2007). “While it
is tempting to take a job offer from a large company which often can pay a higher salary and provide
more resources than a smaller company, working for the little guy also has its plusses. Smaller
companies often give employees more responsibility from the start, are less politicized and less
bureaucratic” (The Marlin Company, 2006).

The dimension of work self-determined motivation was found to have significant positive
correlations with the dimensions of organizational learning in employees of small companies.
Organisational learning theorists have repeatedly contended that organisational learning is advantageous
to employees because it augments feelings of inclusiveness and autonomy (Agyris & Schon, 1978, 1996;
Senge, 1990; Pedler et al., 1991). White (1959) proposed a theory notion of ‘effectance motivation” where
he suggested that individuals were motivated when they felt they were having an effect on the
environment. Similarly, deCharms (1968) developed his theory of personal causation where he
recommended that individuals were likely to be most motivated when they felt they were the authors of
their own actions. Deci’s (1975) theory of intrinsic motivation stated that when individuals feel
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autonomous, they are more likely to persevere with tasks and report high interest and enjoyment.
Successive evidence reinforced this theory both inside the laboratory (Swann & Pittman, 1977,
Zuckerman et al., 1978; lyengar & Lepper, 1999) and outside of it (Lepper et al., 1993). Certainly, the
evidence over the past 25 years has constantly shown that individuals who perceive their behaviours to be
more under their own control than externally controlled steadily report more interest and enjoyment in
such tasks, and report a willingness to persist in such tasks in the future (Deci et al., 1999).

Significant positive correlations were observed between the dimensions of climate for innovation
and the dimensions of organizational learning in employees of medium companies. According to Amara,
Landry, Becheikh and Ouimet (2008), the higher the need to obtain knowledge related to the learning of
new skills and absorption of new equipment, the higher the degree of novelty of innovation. According to
Bigliardi (2013), the financial performance of a firm and innovation has a positive relationship. Hence by
this, we can conclude that financial performance has an effect on innovation and learning of a firm. And
since medium sized companies have more finances, the above studies support the finding.

Significant positive correlation between the dimension of resource supply and the dimension of
work self-determined motivation in employees of medium companies. Previous research shows that large
companies have higher cash flows to fund innovation. They have higher assets to use as collateral for
loans, particularly when capital markets may be reluctant to finance innovation (Kamien & Schwartz,
1982; Rogers 2002). This indicates that the larger the company size, more the financial resources. This
may lead to higher resource supply due to availability of funds. Previous research has already established
the link between innovation and intrinsic motivation. The above study substantiates the same.

The dimension of work self-determined motivation was found to have significant positive
correlations with the dimensions of continuous learning, inquiry and dialogue, collaboration and team
learning, connect the organization, systems to capture learning and provide strategic leadership in
employees of medium companies. According to previous research, large firms may have access to a
widespread range of knowledge and human capital skills than small firms, allowing higher rates of
innovation (Granstrand & Sj6lander, 1990; Mourrouti, Cilkin & Dunton, 1999). Organisational learning
theorists have often argued that organisational learning is advantageous to employees because it augments
feelings of inclusiveness and autonomy (Agyris & Schon, 1978, 1996; Senge, 1990; Pedler et al., 1991).
And an increase in autonomy leads to increase in intrinsic motivation. Hence the above studies back this
finding.

Finally, the study reported significant negative correlation between the dimension of support for
innovation and the dimension of work non-self-determined motivation in employees of medium
companies. According to Galia (2007) extrinsic incentives become less important as motivators when
specific work assignments or organization’s goals and values are regarded as part of employees’ self-
concept, defined as growth and development, and as a way of asserting and challenging personal
capabilities, task accomplishment becomes an end in itself.

Many SMEs recognize the importance of organizational learning and realize that learning results
in changes in organizational values and promotes a fundamental transformation of the organization so it
becomes more successful and productive (Argyris & Schon, 1996). Success for SMEs would involve
creating an innovative climate and fostering organizational learning that would have a positive impact on
employee morale and motivation. Thus, understanding the employees’ perceptions of climate for
innovation, organizational learning and work motivation in SMEs’ will have significant implications for
enterprise stockholders, managers, employees, customers and the community in which SMEs operates
(Wolff & Pett, 2006). Lastly, this study has both theoretical and practical implications for HRD research
and practice about climate for innovation, organizational learning and work motivation. Because formal
HRD is more likely to be found in large organizations, little research has been conducted on HRD in

284




IRA-International Journal of Management & Social Sciences

SMEs. The results of this study provide valuable suggestions and implications for human resource
professionals and managers to understand the present status, differences, and relationships in climate for
innovation, organization learning and work motivation in Indian companies, particularly in the IT sector.
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