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I. INTRODUCTION 

 Organizational Climate is about the 

perceptions of the climate and about absolute 

measures.  The „Climate‟ may be regarded in 

absolute terms and measured by instruments, but is 

„felt‟ differently by individuals.  The absolute 

climate may suit one person and not another. All 

organizational theoreticians and researchers 

unanimously agree that a social Climate is 

extremely important for the ultimate achievement 

of organizational goals.  Organizational Climate 

though abstract in concept, is normally associated 

with job performance and job satisfaction and 

morale of the employee‟s climate.  This chapter 

deals with general introduction of organizational 

climate. It covers evolution of organizational 

climate, Good climate Vs Bad climate, the 

conceptual development, distinction between 

culture and climate, dimensions of organisational 

climate, factors affecting organisational climate, 

impact of organisational climate, balancing 

organisational climate, some issues of 

organizational climate, impact and importance of 

organizational climate and conclusion. 

Conceptualization of Organizational Climate 

 For over 50 years, a great deal of research 

has been conducted and published on 

organisational climate. Allen (2003), Al-Shammari 

(1992), Ashforth (1985), Cotton (2004), Glission 

and James (2002), Tustin (1993) and Woodman  

and King, (1978) concur that organisational climate 

is a meaningful concept with significant 

implications for understanding human behaviour in 

organisations. According to Haakonsson, Burton, 

Obel and Lauridsen (2008), organisational climate 

refers to affective an event that influences 

employees‟ emotions and consequent information-

processing behaviours. 

Statement of the Problem  

 It was found that organizational climate is to 

be one of the key factors associated with the 

organization.  

 The organizations to gain strength and success 

it is important to build a climate that facilitates 

and supports creativity.  

 Thus, organization‟s climate is the frequent 

patterns of behavior, attitudes and feelings, 

which are displayed in the daily environment 

of the organization and the individuals of the 

organization experience and understand it.  

I. OBJECTIVES 

1. To find out the perceived level of 

organizational climate by the employees in 

cement companies. 

Hypothesis 

 There is a significant association between 

human relations of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 
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 There is a significant association between open 

systems of the respondents and their opinion 

about Overall Organizational Climate Measure 

(OCM) 

 There is a significant association between 

rational goal of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 

 There is a significant association between 

internal process of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 

 Significance of the Study 

 The climate is the feel of the organization, 

the individual and shared perceptions and attitudes 

of the organization‟s members. While the culture is 

the deeply rooted nature of the organization that is 

a result of long-held formal and informal systems, 

rules, traditions, and customs; climate is a short-

term phenomenon created by the current 

leadership. The Climate represents the beliefs about 

the "feel of the organization" by its members. This 

individual perception of the "feel of the 

organization" comes from what the people believe 

about the activities that occur in the 

organization. With this regard it is said to be as that 

the organizational climate has a major influence on 

human performance through its impact on 

individual motivation and job satisfaction. 

Individual in the organizational have certain 

expectations and fulfillment of these expectations 

depends upon their perception as to how the 

organizational climate suits to the satisfaction of 

their needs. Thus organizational climate provides a 

type of work environment in which individuals feel 

satisfied or dissatisfied.  

Reviews  

Benjamin Schneider, Mark G. Ehrhart, 

and William H. Macey (2013) article revealed on 

Organizational Climate and Culture. The 

organizational climate and organizational culture 

theory and research are reviewed. The article is 

first framed with definitions of the constructs, and 

preliminary thoughts on their interrelationships are 

noted. Organizational climate is briefly defined as 

the meanings people attach to interrelated bundles 

of experiences they have at work. Organizational 

culture is briefly defined as the basic assumptions 

about the world and the values that guide life in 

organizations.  

Harmon and Mayer in Denhardt (1993) 

argue that the greatest impact on studying 

organizations is on what clarifies the moral 

dimension of the organization and understanding 

what is valued and what should be valued. 

Mark A. Shadur, Rene Kienzle and John J. 

Rodwell (1999) enlighten their opinion on The 

Relationship between Organizational Climate and 

Employee Perceptions of Involvement: The 

Importance of Support. One of the key factors that 

may influence employees‟ perceptions of 

involvement is organizational climate. This article 

examines the relationship between employee 

perceptions of involvement and organizational 

climate.  

Robert J. Riggle (2007) submitted a 

dissertation on the work of the impact of 

organizational climate variables of perceived 

organizational support, workplace isolation, and 

ethical climate on salesperson psychological and 

behavioral work outcomes. The purpose of this 

dissertation is to build and test a model that 

integrates the marketing, management, and 

psychological literature with respect to 

organizational climate variables and their direct 

and indirect impact on salesperson psychological 

and behavioral outcomes, as well as one that 

answers the overarching research question of how 

organizational climate variables impact salesperson 

psychological and behavioral work outcomes.  



Emperor International Journal of Finance and Management Research ISSN: 2395-5929 

Mayas Publication                       IFS- 1.14 | SJIF-2016-3.343 | SJIF -2017- 4.253 | ISI-0.67 Page 208 

Hypothesis 

 There is a significant association between 

human relations of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 

 There is a significant association between open 

systems of the respondents and their opinion 

about Overall Organizational Climate Measure 

(OCM) 

 There is a significant association between 

rational goal of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 

 There is a significant association between 

internal process of the respondents and their 

opinion about Overall Organizational Climate 

Measure (OCM) 

 Importance of the Study 

 Over the last two decades, globalization 

and rapid technological advancements have raised 

a situation where organizations encounter 

challenges like varying customer demands and 

increased competition. To keep pace with these 

changes and to maintain a competitive edge, 

organizations need to innovate that is to explore 

and implement new ideas with the existing climate 

in the organization. Thus, organizations bring 

innovation in their product, service; introduce new 

technology, new managerial or administrative 

practices and bringing changes in other elements of 

the organization 

Sampling  

Sampling is that part of statistical practice 

concerned with the selection of individual 

observations intended to yield some knowledge 

about a population of concern, especially for the 

purposes of statistical inference. A sample, as the 

name implies, is a smaller representation of a large 

whole. In other words, a section of the population 

of the selected from the latter in such a way that 

they are representative of the universe called a 

sample. A single member of a population is 

referred to as a population element. When some of 

the elements are selected with the intention of 

finding out something about the population from 

which they are taken, that group of elements is 

referred as a sample and the process of selection is 

call sampling. In order to obtain homogeneity from 

the total huge workforce the researcher adopted the 

Morgan Determinants Sample Size of given 

population. According to Robert V. Krejcie and 

Daryle W. Morgan (1970) presented their views in 

through an article on determining sample size for 

research activities. Further they point out that the 

ever increasing demand for research has created a 

need for an efficient method of determining the 

sample size needed to be representative of a given 

population. In the said article “Small Sample 

Techniques,” the research division of the National 

Education Association has published a formula for 

determining sample size.  
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Table-1 One-way ANOVA difference between concern wise of the respondents and their opinion about Overall Organizational Climate 

Measure (OCM) 

Concern Mean S.D SS Df MS 
Statistical 

inference 

I. HUMAN RELATIONS       

Between Groups   25242.807 4 6310.702 

F=64.069 

.000<0.05 

Significant 

TANCEM (n=186) 99.18 10.525    

BIRLA (n=191) 101.86 10.960    

RAMCO (n=175) 92.34 14.625    

DALMIA (n=152) 107.22 4.152    

CHETTINAD (n=155) 106.76 3.413    

Within Groups   85102.960 864 98.499 

1.1 Autonomy       

Between Groups   780.264 4 195.066 

F=46.326 

.000<0.05 

Significant 

TANCEM (n=186) 17.08 2.308    

BIRLA (n=191) 17.31 2.265    

RAMCO (n=175) 15.92 2.817    

DALMIA (n=152) 18.53 1.023    

CHETTINAD (n=155) 18.45 .913    

Within Groups   3638.075 864 4.211 

1.2 Integration       

Between Groups   1074.181 4 268.545 

F=53.868 

.000<0.05 

Significant 

TANCEM (n=186) 17.61 2.225    

BIRLA (n=191) 17.80 2.216    

RAMCO (n=175) 15.49 3.520    

DALMIA (n=152) 18.53 .947    

CHETTINAD (n=155) 18.57 1.013    

Within Groups   4307.264 864 4.985 

1.3 Participation       

Between Groups   1106.542 4 276.635 

F=45.068 

.000<0.05 

Significant 

TANCEM (n=186) 20.71 2.682    

BIRLA (n=191) 20.96 2.657    

RAMCO (n=175) 19.13 3.596    

DALMIA (n=152) 22.02 1.190    

CHETTINAD (n=155) 22.41 .999    

Within Groups   5303.440 864 6.138 

1.4 Supervisory Support       

Between Groups   626.799 4 156.700 

F=46.108 

.000<0.05 

Significant 

TANCEM (n=186) 15.92 2.551    

BIRLA (n=191) 17.36 2.179    

RAMCO (n=175) 17.47 1.568    

DALMIA (n=152) 18.40 1.139    

CHETTINAD (n=155) 18.00 1.122    

Within Groups   2936.361 864 3.399 

1.5 Training       

Between Groups   1070.962 4 267.740 

F=82.325 

.000<0.05 

Significant 

TANCEM (n=186) 13.87 1.670    

BIRLA (n=191) 14.55 1.409    

RAMCO (n=175) 11.93 3.124    

DALMIA (n=152) 15.11 .856    

CHETTINAD (n=155) 14.61 .810 2809.945 864 3.252 

1.6 Welfare       

Between Groups   582.318 4 145.579 

F=37.448 

.000<0.05 

Significant 

TANCEM (n=186) 13.99 2.012    

BIRLA (n=191) 13.89 2.004    

RAMCO (n=175) 12.41 3.004    

DALMIA (n=152) 14.62 .966    
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CHETTINAD (n=155) 14.73 .907    

Within Groups   3358.771 864 3.887 

II. OPEN SYSTEMS       

Between Groups   11460.471 4 2865.118 

F=103.499 

.000<0.05 

Significant 

TANCEM (n=186) 49.56 7.032    

BIRLA (n=191) 56.47 7.223    

RAMCO (n=175) 55.90 4.293    

DALMIA (n=152) 59.36 2.469    

CHETTINAD (n=155) 59.48 2.087    

Within Groups   23917.688 864 27.683 

2.1 Innovation & Flexibility       

Between Groups   1209.385 4 302.346 

F=46.693 

.000<0.05 

Significant 

TANCEM (n=186) 20.25 2.686    

BIRLA (n=191) 21.15 2.792    

RAMCO (n=175) 19.11 3.632    

DALMIA (n=152) 22.19 1.166    

CHETTINAD (n=155) 22.27 1.311    

Within Groups   5594.622 864 6.475 

2.2 Outward Focus       

Between Groups   2635.721 4 658.930 

F=133.460 

.000<0.05 

Significant 

TANCEM (n=186) 14.19 3.330    

BIRLA (n=191) 17.49 3.017    

RAMCO (n=175) 18.55 .992    

DALMIA (n=152) 18.58 1.038    

CHETTINAD (n=155) 18.70 .955    

Within Groups   4265.810 864 4.937 

2.3 Reflexivity       

Between Groups   1507.448 4 376.862 

F=109.849 

.000<0.05 

Significant 

TANCEM (n=186) 15.12 2.992    

BIRLA (n=191) 17.83 2.092    

RAMCO (n=175) 18.23 .997    

DALMIA (n=152) 18.59 .962    

CHETTINAD (n=155) 18.51 1.002    

Within Groups   2964.158 864 3.431 

III. RATIONAL GOAL       

Between Groups   60607.742 4 15151.935 

F=286.862 

.000<0.05 

Significant 

TANCEM (n=186) 82.46 14.333    

BIRLA (n=191) 102.96 3.812    

RAMCO (n=175) 101.98 2.377    

DALMIA (n=152) 103.55 4.320    

CHETTINAD (n=155) 102.69 2.392    

Within Groups   45636.090 864 52.820 

3.1 Clarity of Organizational Goals       

Between Groups   2542.047 4 635.512 

F=202.715 

.000<0.05 

Significant 

TANCEM (n=186) 14.11 3.250    

BIRLA (n=191) 18.06 1.331    

RAMCO (n=175) 18.15 .887    

DALMIA (n=152) 18.52 1.004    

CHETTINAD (n=155) 18.35 .880    

Within Groups   2708.639 864 3.135 

3.2 Efficiency       

Between Groups   799.582 4 199.896 

F=82.273 

.000<0.05 

Significant 

TANCEM (n=186) 12.34 2.673    

BIRLA (n=191) 14.79 1.032    

RAMCO (n=175) 14.49 1.033    

DALMIA (n=152) 14.70 1.002    

CHETTINAD (n=155) 14.68 1.216    

Within Groups   2099.223 864 2.430 
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3.3 Effort       

Between Groups   922.222 4 230.555 

F=93.939 

.000<0.05 

Significant 

TANCEM (n=186) 15.85 2.790    

BIRLA (n=191) 18.40 1.025    

RAMCO (n=175) 18.29 .971    

DALMIA (n=152) 18.55 1.028    

CHETTINAD (n=155) 18.09 .976    

Within Groups   2120.522 864 2.454 

3.4 Performance Feedback       

Between Groups   2078.325 4 519.581 

F=145.659 

.000<0.05 

Significant 

TANCEM (n=186) 14.65 3.439    

BIRLA (n=191) 18.45 1.069    

RAMCO (n=175) 18.35 1.272    

DALMIA (n=152) 18.51 1.121    

CHETTINAD (n=155) 18.37 1.117    

Within Groups   3081.985 864 3.567 

3.5 Pressure to Produce       

Between Groups   2013.277 4 503.319 

F=149.138 

.000<0.05 

Significant 

TANCEM (n=186) 14.62 3.290    

BIRLA (n=191) 18.43 1.190    

RAMCO (n=175) 17.94 1.102    

DALMIA (n=152) 18.51 1.165    

CHETTINAD (n=155) 18.31 1.182    

Within Groups   2915.869 864 3.375 

3.6 Quality       

Between Groups   2239.131 4 559.783 

F=225.773 

.000<0.05 

Significant 

TANCEM (n=186) 10.90 2.936    

BIRLA (n=191) 14.84 .894    

RAMCO (n=175) 14.76 .890    

DALMIA (n=152) 14.75 .913    

CHETTINAD (n=155) 14.89 .894    

Within Groups   2142.207 864 2.479 

IV. INTERNAL PROCESS       

Between Groups   7816.921 4 1954.230 

F=422.606 

.000<0.05 

Significant 

TANCEM (n=186) 26.02 3.745    

BIRLA (n=191) 33.07 1.530    

RAMCO (n=175) 33.67 1.302    

DALMIA (n=152) 32.98 1.596    

CHETTINAD (n=155) 33.51 1.276    

Within Groups   3995.339 864 4.624 

4.1 Formalization       

Between Groups   2762.102 4 690.525 

F=304.468 

.000<0.05 

Significant 

TANCEM (n=186) 14.14 2.608    

BIRLA (n=191) 18.32 1.035    

RAMCO (n=175) 18.69 .982    

DALMIA (n=152) 18.28 .994    

CHETTINAD (n=155) 18.61 1.054    

Within Groups   1959.530 864 2.268 

4.2 Tradition       

Between Groups   1285.904 4 321.476 

F=190.419 

.000<0.05 

Significant 

TANCEM (n=186) 11.88 2.228    

BIRLA (n=191) 14.75 .933    

RAMCO (n=175) 14.98 .827    

DALMIA (n=152) 14.69 .954    

CHETTINAD (n=155) 14.90 .843    

Within Groups   1458.655 864 1.688 
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Overall Organizational Climate 

Measure (OCM) 
      

Between Groups   255821.876 4 63955.469 

F=247.645 

.000<0.05 

Significant 

TANCEM (n=186) 257.23 20.683    

BIRLA (n=191) 294.37 18.605    

RAMCO (n=175) 283.89 18.749    

DALMIA (n=152) 303.10 8.721    

CHETTINAD (n=155) 302.45 5.591    

Within Groups   223132.076 864 258.255 

Inference 

 The above table shows that there is a 

significant difference between concern wise of the 

respondents and their opinion about Overall 

Organizational Climate Measure (OCM). Hence, 

the calculated value less than table value (p<0.05). 

So the research hypothesis accepted and the null 

hypothesis rejected. 

II.  FINDINGS  

Overall Opinion of the Respondents towards the 

all Dimensions 

 It is an attestation from table on overall 

organizational climate measures that in low and 

high is resulted that 65.5 percent of the respondents 

are in high and the remaining 34.5 percent of the 

respondents are perceived with low level of 

opinion.  The values has been moves form in a 

middle between of mean of 287.38 and up to of 

median 298.The table shows that there is a 

significant difference between concern wise of the 

respondents and their opinion about Overall 

Organizational Climate Measure (OCM). Hence, 

the calculated value less than table value (p<0.05). 

So the research hypothesis accepted and the null 

hypothesis rejected. 

III. SUGGESTIONS  

 Management adopts open door policy to 

maintain openness in the environment within. 

Organization should evaluate their ideas 

properly and carefully and be ready to take 

risk. Because as business policy says ‟more 

risk more return‟ and ‟no risk no return‟. 

 Some organizations boost confrontation so that 

new ideas and new concepts can come out that 

can contribute to organizational development. 

An organization encourages people to 

recognize a problem and bring it to people 

concerned to solve it. It is the deeper analysis 

of interpersonal problems. 

 The result of authenticity brings openness in 

the climate of the organization. If a person be 

authentic or genuine in his life it becomes very 

easy to predict his behavior. 

 The outcome of autonomy is development of 

mutual respect between employees and 

employers and confidence among employees. 

Effective delegation can bring proper 

autonomy in the organizational climate.  

 Trust is another important factor to manage 

organizational climate. When trust among the 

employees is low it results in negative feelings 

to each other. But if it is high among them they 

start respecting each other and love to work in 

the organization with the help of each other. 

IV. CONCLUSION 

Development of an organization depends 

upon the organizational behavior and 

organizational behavior is affected by the behavior 

of individual employee. Individual employee‟s 

behavior is influenced by organizational climate. 

So, it is like a chain. If organizational climate is 

favorable, then organization will grow smoothly. 

On the other hand if employees carry a positive 

attitude then also organizational climate can be 

favorable. It is upon the individuals how they 

perceive the climate of the organization or they feel 

about it. Management should consider employees‟ 

viewpoints and receive some continuous feedback 
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from them, so that organizational climate can be 

maintained as healthy and as possible.  
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