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Abstract: 

The organisational environment has a significant impact on employee behaviour and, as a result, on 

the organization's performance. Shared views or prevailing structure standards for performing work place 

activities are defined as organisational environment (reichers& amp, Schneider, 1990). This organisational 

environment decided whether a company would succeed or fail. Workplace climate, teamwork, managerial 

efficiency, dedication, competency, incentives, and recognition were all included in the research. A 

descriptive study was conducted among 150 IT Industries workers. The research demonstrates the plant's 

current organisational environment. It also indicates future directions for growth. 
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Introduction: 

The organisational environment has a significant impact on employee behaviour and, as a result, on 

the organization's performance. Organizational climate has both positive and negative effects. A favourable 

climate stimulates discretionary efforts, while a negative climate prevents them. Characteristics such as 

organisational structure, individual autonomy, incentives, and risk-taking, support, tolerance, and control 

factors have all affected the organisational environment (G.H.Litwin&R.Stringer). 

 The inner properties of an organisation are referred to as organisational atmosphere. The 

determination of the organization's character is influenced by a number of internal and external 

considerations. It is a perception of Organizational traits. (Photo courtesy of Joe Kelly.) It's a set of qualities 

that characterise a company. 

• It is knowledgeable over a period of time. 

• It has an impact on one organisation from another. 

• It has an impact on people's behaviour in the organisation (Joe Kelly). 

 General attitudes, qualitative notions, distinct identity, lasting quality, and multi-dimensional 

construct all had an impact on the organisational environment. Communication, ideals, aspirations, norms, 

practises, laws, initiatives, and leadership all work together to create a positive organisational environment. 

Measurements: 

The seven dimensions of organisational environment were used to administer the research. These 

dimensions were used to create a structured questionnaire, which was then distributed to IT industry 

workers. 1. Work environment, 2.teamwork, 3.management effectiveness, 4.rewards and appreciation are 

the seven dimensions. 5. Involvement, 6.competence, 7.organizational obligation. 
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Statement of the Problem: 

The study of organisational climate is crucial for comprehending employee perceptions. It aids in the 

removal of worry, staff encouragement, relationship strengthening, and atmosphere growth (P.C.Tirupathi 

2008). As a result, research into organisational environment and its dimensions is critical in this situation. 

The study's purpose: 

1. The organisational environment and its dimensions can be applied to any company. 

2. The organisational environment has an impact on employee achievement, resulting in an increase in 

employee motivation and work satisfaction. 

3. It balances the effects of a required environment with employee outcomes. 

Purpose of the study: 

1. It is a process of improving overall quality. 

2. It is possible to examine employee attitudes and opinions. 

3. It aids in the creation of transitions that are wanted. 

4. This survey will be used to investigate the effect of these seven dimensions. 

Research objectives: 

1. To assess the organization's current organisational environment. 

2. To investigate the seven dimensions of organisational environment victimisation (work setting, team 

work, management effectiveness, recognition and rewards, competency, organisational commitment, 

involvement) 

3. To investigate the various factors that affect organisational environment. 

4. To examine employees' perceptions of the organisation 

Limitations: 

A sample size of 150 people was used in this analysis. Employees in the IT industry were surveyed using an 

organised questionnaire. The information provided by the respondents is solely responsible for the study's 

accuracy. The respondents were hesitant to fill out the form's exact details. 

Research Methodology: 

The descriptive research method was used. The sample size was chosen to be 150 and the convenience 

sampling method was used. A survey was used to gather primary data, which was distributed in hard copy. 

Secondary data was gathered from corporate documents and the company's website. Percentage analysis, 

Factor Analysis, Liner Multiple Regression Analysis, and One Way Analysis of Variance-Test were among 

the statistical approaches used. 

Review of literature: 

Organizational environment affected and improved employee dedication, employee participation, and work 

satisfaction (Mishra 1999). Through the approaches used by organisational members for organisational 

function, organisational climate has been linked to the working environment (yahyagil 2003). Organizational 
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climate refers to the long-term quality of the organization's entire environment, which can be felt by its 

members. Furthermore, organisational climate has a significant impact on member behaviour (Litwin 1968). 

The collective perception of organisational situations is referred to as organisational environment (Lin1999). 

Stringer (1968) identified the dimensions of structure, obligation, reward, risk, warmth, support, standard, 

confrontation, and identity. Structure, criteria, responsibility, acknowledgement, and support are six 

dimensions that shape the work environment, according to Stringer (2002). 

 The shared expectations of organisational policies, strategies, and processes are referred to as 

organisational environment (Reichers& Schneider, 1990). Organizational environment ensures employee 

competence, incentive, and growth (patel 2005). Organizational environment has a positive correlation with 

organisational efficacy and productivity (Jain, singhal& sing, 1997). It is critical to create a positive 

organisational environment in order to make the current system more effective and efficient (Athreya 1988). 

Friedlander and Greenberg (1971) found that employers who viewed their work environment as supportive 

performed better. The atmosphere of the workplace was linked to both achievement and satisfaction. 

It is a set of qualities that distinguishes one organisation from another,  

(a) Organisational climate distinguishes one organisation from another,  

(b) Organisational climate is rare and comparatively long-lasting, and  

(c) Organisational climate influences the behaviour of individuals in the organisation (Gilmer1964) 

The organisational environment helps managers to try out new ideas for solving problems, increasing the 

organization's effectiveness and productivity. (Rao and Krishna, 1997) It's a method of studying the internal 

climate. Employee behaviour, which can be summarised as organisational traits, is influenced by the 

organisational environment. (2006, Pareek) The environment is influenced by employee perceptions of the 

company. 2005 (Srivastava). 

Statistical Tools for Analysis 

The main data is analysed using the statistical techniques listed below. 

1. Factor Analysis. 

2. Liner Multiple Regression Analysis. 

3. One Way Analysis of Variance. 

4. T-Test. 

Analysis and Interpretation: 

The researcher's initial goal was to identify the reasons that influence human capital management. As a 

result, 20 factors of organisational environment were subjected to factor analysis using the principle 

component approach, yielding the following results. 

PERSONAL PROFILES OF THE RESPONDENTS 

The results of the percentage analysis and descriptive statistics used to interpret the personal profiles of the 

respondents are tabulated in Table 1. 
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Table 1: Sample Characteristics (N = 150) 

 N (%) Mean (S.D) 

Gender 

Male  77 (51.3) * 

Female 73 (48.7) * 

Marital Status 

Married  72 (49.0) * 

Unmarried 78 (51.0) * 

Educational Qualification 

Upto Graduation 59 (39.3) * 

Post-Graduation 30 (20.0) * 

Professionals 61 (40.7) * 

Level of Employment 

Lower Level 108 (72.0) * 

Middle Level 30 (20.0) * 

Higher Level 12 (08.0) * 

Monthly Income 

Less than Rs.20,000 29 (19.3) * 

Between Rs.20,000 – Rs.50,000 100 (66.7) * 

Between Rs.50,000- Rs. 1,00,000 14 (09.3) * 

Above Rs. 1,00,000 7 (04.7%) * 

Age (In Years) * 
31.020 

(7.165) 

Total Experience (In Years) * 
7.230 

(1.221) 
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Table 1 demonstrates that the average of the participants were male (51.3%), unmarried (51.0%), employed 

in lower level positions (72.0%), earning between Rs. 20,000 and Rs.50,000 per month (66.7%), and a 

sizable percentage of the respondents are practitioners (40.7 percent ). The respondents' average age is 

31.020 years, and their average cumulative experience is 7.230 years, according to descriptive data. 

Respondents have an average of 3.310 years of experience with their current employer and 8.11 hours of 

cumulative working time per day. 

FACTORISATION ORGANISATIONAL CLIMATE [FE] VARIABLES 

Five factors were subjected to factor analysis in order to determine the dominant latent dimensions. 

Tables 2 and 3 reflect the results of using the Principal Component Analysis Extraction Method and the 

Varimax Rotation Method with Kaiser Normalization. 

 

Organisational Climate Variables Mean (SD) Communalities MSA 

Available resources are adequate to work efficiently 4.14 (0.87) 0.867 0.712 

Work environment is not stressful 3.45 (1.04) 0.767 0.597 

Maintenance of healthy relationship with co-workers 4.20 (0.84) 0.627 0.754 

Team/Group Members are co-operative 3.90 (0.87) 0.828 0.468 

Resources are freely flowed to all the department/Sections  4.05 (0.89) 0.655 0.690 

KMO and Bartlett’s Test for Factorisation of OC Variables 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy = 0.654 

Bartlett‟s Test of Sphericity Chi-Square value = 176.665 

Df =10 ; P – Value = <0.001 

 

Table 2 shows that mean values are robust measures of OC variables when the standard deviation is low. 

Table 2 also shows that the communalities of OC variables range from 0.627 to 0.867, with MSA values 

ranging from 0.468 to 0.754. As a result, those OC variables are factorable. The KMO – MSA test and 

Bartlett's Test of Sphericity show that factor analysis can be a useful tool 5 OC variables. 

Experience in Current Organisation 

(In Years.) 
* 

3.310 

(0.983) 

Working Hours Per Dau * 
8.110 

(0.525) 

* Mean & S.D are applicable only for interval level measurements and since 

other sample characteristics are not applicable due to nominal level of 

measurement (Tay K. McNamara & et. al., 2017) 

 

Table 2: Descriptive Statistics, Communalities and MSA of OC Variables 
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Table 3: Dimensions of Organisational Climate [OC] Variables- Factor loading 

 

Table 3 indicates that the most important factor accounts for 41.496 percent of the variance in the OC 

variables and includes OC variables of three types The available resources are sufficient for effective work, 

the maintenance of positive relationships with coworkers, and the development of new skills. Resources are 

widely distributed to all departments/sections in the order of importance of their relative correlation with it, 

and hence it is referred to as Resource Factor (AF). 

The second most important factor, which explains 29.796 percent of the variance in the OC variables, is 

made up of In order of significance of their relative correlation with it, two OC factors of Team/Group 

Members are cooperative and Work environment is not stressful, and so it is labelled as Culture Factor (CF). 

Thus, two independent factors were collected from five OC variables, Resource Factor (FF) and Culture 

Factor (CF) in order of dominance, with all factors together accounting for 71.293 percent of the variance. 

INFLUENCE OF PERSONAL PROFILES OF THE RESPONDENTS ON TOTAL Organisational 

Climate [OC] 

The importance of the impact of respondents' personal profiles on overall Organizational Climate was 

investigated using Multiple Regression Analysis, as shown in Table 4. 

 

 

 

 

 

Factors Variables 

Factor 

Loadin

g 

Eigen 

Value

s 

Varianc

e 

Resource 

Factor 

(AF) 

Available resources are adequate to 

work efficiently 
0.829 

2.075 41.496% 
Maintenance of healthy relationship with 

co–workers 
0.788 

Resources are freely flowed to all the 

department / Sections  
0.786 

Culture 

Factor 

(CF) 

Team/Group Members are co-operative 0.906 

1.490 29.796% 
Work environment is not stressful 0.789 
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Table 4: Regression Results of Personal Profiles on Organisational Climate 

 

Table 4 shows that the OLS Model has a good fit for multiple regression analysis, and that the linear 

combination of educational qualification was substantially related to Organizational Climate (F = 7.464, 

p0.001) (Table 4). The multiple correlation coefficient is 0.219, showing that respondents' educational 

qualifications account for 4% of the variance in their Organizational Climate and that educational 

qualification has a substantial effect. Age, gender, marital status, total experience, annual payment, 

experience in current organisation, hours worked per day, and level of jobs have no major impact on 

respondents' organisational climate 

The null hypothesis is accepted since the computed value of 15.23 is less than the table value (26.30 at 5% 

significance). As a result, there is no correlation between educational attainment and organisational 

interpersonal relationships. 

FINDINGS: 

• The majority of respondents are between the ages of 26 and 35. 

• Seventy-one percent of respondents strongly agree that their organization's goal and objective are well-

defined. 

• 50% of respondents strongly agree that their teamwork is excellent. 

• 41% of respondents strongly agree that their communication is open across the company. 

• 41% of those polled strongly agree that they are urged to come up with new ideas. 

• 51% of respondents strongly agree that their organisation is concerned about the advancement of its 

members. 

Dependent 

Variable 

Significant 

Predictors 

F-

Value 
R R2 

Adjusted 

R2 

β  

(t-

Value) 

Sig. 

Feasibility of 

Employment 
 7.464 0.219 0.048 0.042   

 
Educational 

Qualification 
    

0.678 

(2.732) 
0.007*** 

Constant =  17.745 with t value of 22.924  at  P Value of <0.001*** - (Age, Gender, 

Marital Status, Monthly Income, Total Experience, Experience in Current 

Organisation, Working Hours Per Day, Level of Employment are Not significantly 

influencing the Total Feasibility of Employment) 

Notes: *** Significant @ 1% level 
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• 55 percent of respondents say their work adds value to the organisation and that they are very satisfied with 

it. 

• A monetary reward is expected by 96 percent of respondents. 

• The current benefits provided by the organisation are highly rated by 51% of respondents. 

• 50% of respondents said they were very happy with the tools and technologies they used to do their jobs. 

• 86% of respondents said the department's morale was good. 

• 80% of those surveyed were pleased with the training they received. 

SUGGESTIONS 

1. The training programme must be developed and organised in a few ways. 2. Management motivation and 

appreciation was noted, and it should be retained. 3.A small number of workers believe that management 

should focus on improving the working environment. 4. Pay and other benefits must be reviewed on a 

regular basis. 5. Team achievement should be praised and rewarded. 6. Employees have a high level of 

confidence in management, which should be maintained.`` 

CONCLUSION                          

Climate refers to an organization's climate, which is defined as a "relatively lasting quality of an 

organization's internal environment that affects employee behaviour." The organisational environment 

influenced employee commitment and service delivery. These seven dimensions determined the level of 

organisational environment in the IT industry. The executives and workers had a good working relationship. 

At the same time, employers expect management to review and refine the working environment on a regular 

basis. According to the findings, the current organisational environment was positive among the workers. 

Bibliography 

1. Athreya, M. B. (1988) “Integrated Hrd System-Intervention Strategies”.In: Rao, T. V., K.K. 

Verma, A.K. Khandelwal and E. Abraham (Ed.), Alternative Approaches and Strategies of 

Human Resources Development: Jaipur: Rawat Publications. 

2. Alsamydai, Mahmood Jasim, and M. H. Khasawneh. "Antecedents and consequences of E-

Jordanian consumer behavior regarding Facebook advertising." International Journal of Business 

Management Research 3.4 (2013): 41-59. 

3. DHANALAKSHMI, T., and K. Kohila. "Brand equity of amul in Sivakasi." International Journal 

of Business Management & Research 8.3 (2018): 1-10. 

4. Deepani, Vijit, and A. K. Kapoor. "Variability In Human Handwritings: An Indian 

Understanding." International Journal of Humanities and Social Sciences (IJHSS) ISSN 

(P) (2018). 

5. Glick, William H. (1985), “Conceptualizing And Measuring Organizational And Psychological 

Climate: Pitfalls In Multilevel Research”, The Academy Of Management Review, Vol. 10, No. 3, 

Pp. 601-616. 

6. Glick, William H. 1985. "Conceptualizing And Measuring Organisational And Psychological 

Climate: Pitfalls In Multilevel Research." Academy Of Management Review 10:601-616. 

7. Himabindu.P, HariprasadReddy.K, „A Study On Organizational Climate‟ Changing Business 

Practices In 21st Century, Hyderabad,11th – 12th November 2011, Himalaya Publishing House, 

Mumbai 



http://annalsofrscb.ro 

Annals of R.S.C.B., ISSN:1583-6258, Vol. 25, Issue 5, 2021, Pages. 328-337 
Received 15 April 2021; Accepted 05 May 2021. 

 

336 

8. Jain V K, Singhal K C and Singh V C (1997), “Hrd Climate In Indian Industry”, Productivity, 

37(4): 628-639 

9. James, L.R., Choi, C.C., C.H. Emily Ko, Mcneil, P.K., Minton, M.K., Wright, M.A. Kim, K. 

(2008).Organizational And Psychological Climate: A Review Of Theory And Research. 

European Journal Of Work And Organizational Psychology, Volume 17. Issue 1, Pages 5 – 32. 

10. Jones, A. P. And James, L. R. (1979), “Psychological Climate: Dimensions And Relationships Of 

Individual And Aggregated Work Environment Perceptions‟. 

11. Krishna, P.M And Rao P.S., (1997), “Organizational At Hrd Climate In Bhel: An Empirical 

Study”, The Journal Of Public Administration Vol. 43 Pp. (209-216) 

12. Lewlyn L.R. Rodrigues,(2004) Correlates Of Human Resource Development Climate 

Dimensions: An Empirical Study In Engineering Institutes In India. South Asian Journal Of 

Management, Vol 11 Issue 2 Pp 81. 

13. Mishra M. (1999) “Job Satisfaction As A Correlate Of Hrd Climate (An Empirical Study)”, 

Indian Journal Of Training And Development, 29 (2): 5. 

14. Nelson Vinotha Kumar Xavier.P 2012, „Organizational Climate At Tuticorin Thermal Power 

Station – Seven Dimensions Relationship‟ 2nd International Conference On Computer And 

Software Modeling (Iccsm2012)Ipcsit Vol. 54 (2012) © (2012) Iacsit Press, Singapore Doi: 

10.7763/Ipcsit.2012.V54.13 

15. Prabhu, Nayana, et al. "A study on effect of geometric patterns and material onstress distribution 

in dental implant system: A 3-dimensional finite element analysis." International Journal of 

Mechanical and Production Engineering Research and Development 9.5 (2019): 743-752. 

16. Pugh, D. S., Hickson, P. J., Hinings, C. R., and Turner, C. (1968), “Dimensions Of Organisation 

Structure”. 79 

17. Sahu, Supriya, and BB CHOUDHURY. "Cycle Time Optimized Path Planning for Industrial 

Robot using Robomaster." International Journal of Mechanical and Production Engineering 

Research and Development (IJMPERD) 7.5 (2017): 95-102. 

18. Saraswati S. (2005), “Human Resources Development Climate: An Empirical Study”, Vikalpa, 

Vol-30, No.2, Pp. (78-84), Issn-2010-0248. 

19. Srivastav, A. K. (June-2008). “Differential Climate In The Organisation An Emperical Study 

Across Qualification Levels”, Vol. 7 , The Icfaian Journal Of Management Research, Pp.23-31 

20. Srimannarayana .M (2008), "Human Resources Development Climate In India", Indian Journal 

Of Industrial Relations, Vol.44, No.2, P.249-255 

21. Stringer, R.,(2002) Leadership and Organizational Climate: The Cloud Chamber Effect, Upper 

Saddle River,NJ: Prentice Hall 

22. Uthayasuriyan, K 2005, „Organizational Climate in Public Sector Enterprises‟, UdyogPragati, 

Vol. 29, (1), January- March, Pp.23-31. 

23. Aswathappa.K (2006), Human Resource and Personnel Management, Tata Mcgraw - Hill 

Publishing Company Limited, New Delhi. 

24. Pareek, Udai. (2006). Organizational Culture And Climate, The Icfai University, Hyderabad, Pp 

162.  

25. Robins, Stephen P. (1986). Organization Theory: Structures, Designs, and Applications, Prentice 

Hall, New Delhi.  

26. Sarkar, Juthika (2011). Study Of Organizational Climate And Organizational Role Stress Across 

Industries In Kolkata. Unpublished Doctoral Thesis Submitted ToSinghania University, 

Jhunjhunu, Rajasthan  



http://annalsofrscb.ro 

Annals of R.S.C.B., ISSN:1583-6258, Vol. 25, Issue 5, 2021, Pages. 328-337 
Received 15 April 2021; Accepted 05 May 2021. 

 

337 

27. Tripathi, Pc. Personnel Management And Industrial Relations. Sultan Chand &Sons, New Delhi. 

2002. 

28. Zeb-Obipi, I. S. A. A. C. "Corporate productivity performance: A harmonist 

framework." International Journal of Business and General Management, 4 (1), 19 28 (2015). 

 

 

 


