
350  X INDIAN JOURNAL OF APPLIED RESEARCH

Volume : 5 | Issue : 4  | April 2015 | ISSN - 2249-555XRESEARCH PAPER

A Study on the  Impact of Organizational Climate 
on Productivity in it & Ites Sectors

Dr Rajeesh Viswanathan P Jeevitha
Asst Professor, Department of International Business,

  Pondicherry University, Puducherry- 605 014
            Research Scholar,  Department of International 
Business, Pondicherry University, Puducherry- 605 014

Management

KEYWORDS Organizations climate, employee engagement, productivity

ABSTRACT Organizational Climate is the corner stone for any organizations success. Many studies have been done 
on organizational climate and Productivity.  It has been an area where thoughts have been flowing out 

and researchers have been thriving to come out with various correlations of how climate can be influenced by differ-
ent factors leading to enhance productivity.  (Clark, 2002; Koene et al. , 2002; Patterson,2005). Herzberg et al. ’s (1959)  
was of the view that absence of hygiene factors would impact operating climates (such as those with poor communica-
tions and interactions between leader and follower, or strained social relationships and supervision)and  may considera-
bly contribute to worker discontentedness and reduction in business performance. Further analysis suggests that so cli-
mate is related to a spread of necessary outcomes (including employees turnover intentions, worker satisfaction, client 
satisfaction and monetary performance) at the individual, cluster and structure levels (Brown and actress, 1996; James 
and Jones, 1980; James and Tetrick, 1986; Lawler et al. , 1974). However, no previous analysis has been conducted 
into the link between climate and performance in businesses and skilled services. Given the possible operating rela-
tionships among staff and managers in businesses, the positive or negative effects  of climate is also increased, com-
pared with larger corporations. In larger organizations, staff  have a larger probability of finding refuge from unwanted 
work environments, associate degree choice less viable in businesses. To the extent that the manager influences struc-
ture climate, staff in tiny businesses are doubtless to expertise fairly consistent climate levels, either positive or nega-
tive, with fewer managers concerned than in huge corporations. This study examines the consequences of organiza-
tions climate on tiny business performance. This paper begins by outlining the abstract background to the relationship 
between organizational  climate and business performance.The aim of the paper is to study the relationship between 
Organisational climate and productivity. The respondents for the study are the employees of IT and ITES sector from 
Chennai and Bangalore. Questionnaire is used as the instrument for the study and 142 respondents were taken. Likert’s 
five scale were used and in the questionnaire there are two variables organisational climate and productivity

Introduction:
Effectiveness of a organizations performance depends on 
the prevailing organization climate. the connection be-
tween climate and varied organization outcomes appears 
well documented (e.g. Patterson et al., 2005). a number 
of the studies conjointly specialize in explaining the role of 
leadership in managing climate and relate this to organiza-
tion outcomes like each productivity (Ekvall and Ryhammar, 
1998), and innovation (Jung et al., 2003; Mumford, Scott, 
Gaddis and Strange, 2002).

These studies have contributed greatly towards a robust  
support for the connection between organization climate 
and productivity on the organization outcomes. yet, there’s 
a scarcity of empirical studies that investigate the charac-
ter and existence of the link between productivity and cli-
mate (Mumford et al., 2002; Carl Gustav Jung et al., 2003). 
what is more, most studies have used a spread of outcome 
measures, but few, if any have targeted specifically on 
monetary performance outcomes.  Mumford et al. (2002) 
and Carl Gustav Jung et al.’s (2003) inferred that climate 
will have an effect on worker behaviors and performance.

A further analysis of the connection between climate and 
leadership vogue to organization level of performance is 
therefore required. particularly, an exact thought of how-
ever associate degreed why climate affects employees’ be-
havior would appear relevant to an understanding of the 
role of leadership in touching climate. Further, however 
this relationship is expounded to objective, monetary per-
formance is vital. we have a tendency to depend upon sci-
entific discipline and multi-contingency theory (Galbraith, 

1974; Burton et al., 2002, 2006) to propose a framework 
that permits America to realize associate degree under-
standing of the character of the link between climate and 
leadership vogue to organization level and economic per-
formance. The paper is organized as follows. First, we have 
a tendency to review the relevant literature that specialize 
in the connection between climate and productivity vogue. 
Second, we have a tendency to propose our framework for 
finding out the connection between the 2 ideas to organi-
zation level performance. The framework builds upon as-
sociate degree understanding of climate to influence em-
ployees’ shared emotions and ensuant scientific discipline  
behaviors. These, we argue, ought to be supported by 
the leadership vogue’s ability to method data as captured 
within the leadership style. Third and last, we have a ten-
dency to develop our hypotheses and specify combos of 
leadership vogue and climate that square measure seem-
ingly to yield chance losses within the firm’s come on as-
sets performance.

Review of Literature:
Organisational climate assumes a discriminating part in or-
ganisations and impacts employees’ observations, which 
affects on their practices. Organisational climate is seen as 
the whole of recognitions focused around the collabora-
tion between the individual perception and organisational 
environment. Schneider and Hall (2010) exhibited organisa-
tional climate as a set of worldwide observations held by 
people about their environmental surroundings. The sets 
of discernments are fundamentally the after effect of coop-
eration’s in the middle of individual and hierarchical quali-
ties.
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The connection between the measurements of organi-
sational climate, view of backing for advancement and 
execution is directed by organisational slack and a solid 
association exists between the diverse measurements of 
organisational climate and view of backing for advance-
ment (Antonia Ruiz-Moreno Väctor J. Garcia-Morales, Fran-
cisco Javier Llorens-Montes, 2008). There is a positive and 
solid relationship between assorted qualities administration 
and organisational climate measurements: strategies and 
systems, segregation, sexual orientation issues, uniformity 
in states of occupation, segregation and work value (Tjale, 
Tsedile Ethel, 2005). Zhang, Jianwei , Liu, Yuxin (2010) ex-
plored that organisational climate had significant main ef-
fects on human resources management effectiveness such 
as turnover intention, job satisfaction and work efficacy; 
organisational climate also had significant main effects on 
organisation effectiveness like staff members’ organisation 
commitment and collective identity.

Georgopovles (1960) defines, “Organisational climate as a 
normative organization of attitude and behavioural stand-
ards which provide a basis for interpreting the situations 
and act as a source of pressure for directing activities”. Or-
ganisational climate is the perception where people have 
about an organisation and global expression of what it is 
Benjamin Schneider and Rover, A. Snyder (1975). The be-
lief and attitudes held by individuals about the organisa-
tion is psychological climate and the enduring quality of 
an organisation about climate is influencing their behaviour 
and experiences by employees Glick (1985).

Ekvall (1990) the conglomerate of attitudes, behaviours 
and feelings are the characteristics of an organisation but 
even with the disagreements most of them seem organi-
sational climate as a stable thing to attitudes and which af-
fects people’s behaviour. 

 Koys and DeCotis (1991) states psychological climate as a 
description and not as evaluation of experience. It defines 
“an experimental-based, multidimensional, and enduring 
perceptional phenomenon, which is widely shared by the 
members of a given organisational unit.” 

Schneider (1975) defines climate as perception which helps 
to make sense, know and behave and it also states that 
climate is subjective and its an individual attribute. Similar-
ly “organisational climate a psychological meaningful cog-
nitive representations of the situations James and Jones 
(1974) and attribute of the individual, which is learned, his-
torical and resistant to change James and Sell, 1981

Friedlander and Margulics (1969) in their study determined 
the relationship between organisational and job satisfac-
tion and it also links with various attributes. Stren (1970) 
explored the association between a personal needs and 
perception of climate using Murray’s ‘need press’ theory 
framework for both personality measure and climate meas-
ure. Available attitudes of individuals, substantial knowl-
edge are important for understanding organisational be-
haviour Hackman (1976)

Pareek (1989) proposed a framework on motivation which 
is relevant to organisational climate and is also called “mo-
tivational Climate” and six motives and six motives like 
experience, influence, achievement, affiliation, extension, 
control and dependency was given by him and he further 
contended that twelve dimensions of organisational cli-
mate relate specifically to motivation: orientation, interper-
sonal relationships, supervision, management, communica-

tion, decision making, trust, management of rewards, risk 
taking, and innovation and change.

Victoria Bellou, Andreas I. Andronikidis (2009) demonstrat-
ed that proficiency, reflexivity, advancement and adaptabil-
ity, supervisory backing and quality were among the most 
conspicuous qualities influenced by organisational climate, 
while outward center and weight to create were slightest 
influenced. Also, the main contrasts uncovered in the mid-
dle of managerial and non-managerial employees were in 
the regions of contribution and effectiveness.

Forehand, G.a., & Glimer, B.h. (2009) plot three gimmicks 
of organisational climate: firstly, it shifts among distinctive 
organisational; besides, it is tireless; finally, it can influence 
the conduct of organisational parts. Filipe Jorge Coelho, 
Mårio Gomes Augusto, Arnaldo Fernandes Coelho, Paträ-
cia Moura Sa (2010) created a structural mathematical 
statements model also experimentally tried, demonstrating 
that impression of client, moral, and innovation climates 
apply a circuitous impact on the appropriation of customer 
oriented practices by cutting edge employees. 

Honest Friedlander and Newton Margulies (2004) investi-
gated the various effect of organisational climate parts and 
individual employment values upon laborer’s fulfillments 
and the mixes of distinctive climate parts which expand 
work fulfillments are directed by the work values held by 
the employee. 

Schneider, White, and Paul (1998) inspected how adminis-
tration arranged practices by employees can advance re-
porting of positive client administration experiences.

Research Methodology.
The aim of the paper is to study the relationship between 
Organisational climate and productivity. The respondents 
for the study are the employees of IT and ITES sector from 
Chennai and Bangalore. Questionnaire is used as the in-
strument for the study and 142 respondents were taken. 
Likert’s five scale were used and in the questionnaire there 
are two variables organisational climate and productivity. 
So, these variables are compared through statistical tools 
and technique like regression and correlation to find the 
relationship between the variables.

The data is tested through Cronbach’s Alpha and the reli-
ability value is .878. Through correlation and regression we 
have found the relationship between organisational climate 
and productivity and it is found to be there exists a posi-
tive relationship with a significant value of .000 between 
the two variables.

Analysis:
Reliability Analysis:

Cronbach’s Alpha N of Items

.878 55

Correlation
Relationship between Organisational climate and work pro-
ductivity

Variables Productivity
Organisational 
Climate

Pearson Correlation ..805
Significance .000

 
Inference:
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The significance value is .000 and so we are rejecting H0 
and accept H1. There is a no significance difference be-
tween organisational climate and work productivity.

REGRESSION:
There is relationship between organisational climate and 
work productivity

Variables Productivity

Organi-
sational 
Climate

F b t Significance

253.533 .805 16.048 .000
 
Inference:
There is a significance relationship between organisational 
climate and work productivity.

CHI-SQUARE
There is a significant association between Organisational 
Climate and Work Productivity

Variables Productivity
Organisational 
Climate

df Significance
1075 .000

Inference: 
The significant value is .000 and so we are rejecting H0 
and accepting H1.There is a significance association be-
tween organisational climate and work productivity.

Discussion:
In the advanced business situation of the Indian context, 
the multi-specialty expectations from managers, and dif-
ficulties to transmit organization objectives into realities 
places substantial pressures on managers. an outsized 
body of analysis has self-addressed the problem of social 
control effectiveness and consequently this work has tried 
to correlate organization climate dimensions with social 
control effectiveness by providing empirical proof. The 
model of the study supported the supposition that or-
ganization climate, that is characterised by substantiative 
organization organization and method, communication, 
results-based rewards orientation and social relationships, 
affects the social control effectiveness completely. As hy-
pothesized, organization method within the Indian context 
considerably predicts that notions of organization method 
is a very important determinant of social control effec-
tiveness. These results corroborate the findings of McK-
enna (1999). organization method determines the locus of 
decision-making authority and also the pattern of social 
interaction among its members, and furthermore, plays a 
very important role in shaping the specified behaviour of 
its members. organization method was conjointly known 
because the major stress reducer amongst workers (in 
alignment with Sourati and Alipour, 2011) and also the a 
lot of recently determined issue that organization method 
was coupled with the method and dynamism of innovation 
(Ferrary, 2011).  Coordination within the organizations was 
conjointly foretold by organization method options sort of 
a clear division of labour, arenas for coordination, active 
leadership, a scarcity of major conflicting goals and shared 
obligations (Lie, 2011). Hence, organization method is that 
the key issue that gives autonomy in higher cognitive pro-
cess, results in fast and responsive communication method, 
and creates trustable interdependencies. Thereby up coor-
dination among organization members it encourages crea-
tiveness and innovation, reduces stress and mediates social 
control performance. organization  and processes exert 
larger impact on effectiveness of its members because it 
affects their routine activities and provides structural sup-

port to those activities. Therefore, from the findings it is 
deduced that the Indian organizations examined square 
measure pains to make substantiative organization process-
es and organizations so as to realize notions of social con-
trol excellence. Moreover, the Indian mangers conjointly 
appear to be recognizing this assumption and this might 
be rationalization of the tested relationship (organizational 
method and social control effectiveness).

Moving ahead, the results indicate that unselfish behaviour, 
role clarity and communication in organizations incontesti-
ble important positive relationship with social control effec-
tiveness. unselfish behaviour (that is, serving to others) at 
the work place creates a way of belongingness and trust 
among peers. This sense of belongingness associated per-
ceived geographical point support motivates an worker 
for higher output by minimizing social conflict and work 
family stress. In keeping with Choenarom et al. (2005) un-
selfish behaviour and geographical point support negate 
depression and mental stress, and conjointly will increase 
work commitment by lenitive the geographical point con-
flict (Carmeli, 2003). Following this, effective communica-
tion conjointly permits managers to develop positive af-
finity with their co-workers that more works as a catalyst 
to worker productivity. This notion confirms the read of 
Ahmed et al. (2010) that social control communication will 
assist in achieving organization goal associated objectives 
by cultivating an setting of mutual respect and high pro-
ductivity. except mutual trust and affinity with peers, com-
munication mechanism within the organizations leverages 
the method and span of higher cognitive process. At vital 
times prompt selections and methods got to formulate to 
be competitive that wants clear and objective data. in ad-
dition, communication mechanism conjointly uplifts worker 
satisfaction, organization commitment, customer. orienta-
tion and money growth (Bulent and Adrian, 2009) further 
this conjointly helps in managing school of thought team 
effectiveness by providing cultural sensitivity (Brett et al., 
2006). Communication mechanism and unselfish behav-
iour mediate the clarity regarding the assigned  role to 
the role occupier. Role clarity minimizes the role ambigu-
ity and helps a job holder to place activities that square 
measure expected from the role he/she occupies. during 
this manner the communication method conjointly plays 
a vital role. associate acceptable quantity of knowledge 
is required to be disseminated to the role holder so as to 
facilitate the mixing of role expectation and role percep-
tion. Therefore, role clarity completely influences social 
control performance (Ahmad and Rehman, 2011). Given 
the labyrinthine nature of workplaces, tight customers 
and un-standardized work processes the current study at-
tributed that unselfish behaviour, communication and role 
clarity in many ways accelerate social control effectiveness. 
As noted within the literature review, results-rewards ori-
entation in a corporation seems to considerably increase 
social control performance. the current study incorporates 
also found that results-rewards orientation in Indian or-
ganizations has a positive association with effectiveness. 
The surviving literature has explained the mediating result 
of rewards on the social control outcome (Pareek, 2008). 
Reward programmes not solely increase job satisfaction, 
foster worker motivation (Antikainen and Va¨a¨ta¨ja¨, 2010) 
however conjointly cultivate work and organization com-
mitment (Tornikoski, 2011). during this manner, the result-
based reward orientation is a lot of possible to develop as-
sociate emotional bond that enhances worker effectiveness 
by increasing loyalty (Tanford et al., 2011). Resultantly, this 
study confirms the positive relationship of result-reward 
orientation with social control effectiveness in Indian con-
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text. One doable justification for this might be that the re-
warded worker feels that his/her work is being thought of 
vital for the organization. This sense of recognition keeps 
associate worker persistently actuated and boosts him/her 
to figure tougher and higher. conjointly it’s endless task for 
the organizations to form the rewards distribution accept-
able and justice in a position. Another doable rationaliza-
tion may be that rewards meet the money wants of the 
respondents which conjointly cause them to perform well 
once more. 

Corroborating with the actual fact that social relationships 
confirm social control performance, the current study con-
jointly verifies the positive result of social relationships on 
social control effectiveness. social relations square measure 
usually subject to hidden individualistic motives, politics 
and self-interests. Contrary to the present, social relation-
ships conjointly cause substantiative work climate and col-
lective work culture. The complexities of social relation-
ships among the organization domain mostly confirm the 
end result of organization members. Mechanics of social 
relationships develop understanding and trust among work 
members those integrate organization’s scattered profi-
ciency a lot of with efficiency, because the truth has been 
recognized managers reach their objectives by team and 
teams. within the work context of cluster and team, team 
members have totally different data and experience, and 
team members obtain relevant data from faithful and ca-
pable peers (Koskinen et al., 2003). thus social relation-
ships modify workers to distribute, absorb and share data, 
that more improves their effectiveness. Since social rela-
tionships that involve sharing pleasing relations, learning 
expertise whereas operating with superior and friendly 
superior-subordinate associations might function a very 
important consider making positive work angle and mod-
erates the social conflicts among Indian managers. This 

successively fabricates peaceful work. setting that junction 
rectifier to social control effectiveness. Therefore, attribut-
able to the advancement of social interactions within the 
context of want driven organization, the character of social 
relationships will confirm a manager’s ability to urge things 
done (McAllister, 1995) and surpass his/her effectiveness.

Conclusion:
Though many studies have been done on organizational 
climate and productivity, the earlier research views were 
focusing more on Herzberg’s hygenie factors.  The current 
study looked into the impact of organizational climate on 
productivity.  Conducive climate is the corner stone for any 
organizational success.  It enhances employees motivation 
and in turn makes the employee engaged to the organiza-
tion. This scenario makes the employee perform and leads 
to the attainment of desired results. Hence, in any organi-
zational system conducive climate is imperative to enhance 
productivity.
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