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Organisational Climate is a set of measurable properties of the work environment. It 
isgenerated through direct and indirect perception of the people regarding policies, 
procedures, objectives, training and development process of the organisations. 
Organisational climate isa shared value among the people working in the organisation 
and thus plays a major role in performance of the employees and development of the 
organisation. The case study aims to know the impact of organisational climate on the 
performance of the employee of “Almin Extrusion” a collapsible aluminium tubes 
manufacturing company. Variables like employee recognition, reporting structure, 
performance evaluation, career development, motivation policies and training are 
taken into consideration to know the impact of organisational climate on performance 
of employees in the organisation. Data was collected by distributing structure close 
ended questioner among the employees of the organisation. Data was analysed using 
Chi-square test. Finding of the study examine the significant effect of organisational 
climate in the organisation on performance of the employees. It was also found that 
employee recognition, reporting structure, performance evaluation, career 
development (variables of organisational climate) highly effect performance of the 
employees, whilemotivation and training (variable of organisational climate) were 
ineffective for performance of the employees in the organisation. 
KEYWORDS: Organisational culture, Organisational climate, Employee 
performance 
 
Introduction 
 
Managing human resource in the organisation require understanding of the influence 
of internal and external environment of the organisations. Internal environment is 
represented by its internal work culture which includes employee recognition, 
reporting structure, performance evaluation, career development, motivation policies 
and training of the employees (practices prevailing within the organisation).External 
environment is the market characteristics, nature of industries, ownership status, 
availability of resources and socio-cultural environment which are not in the control 
of organisation but affects the working of the organisation. The internal environment 
led to the generation ofpositive or negative atmosphere in the organisation. Positive 
atmosphere in the organisation support the growth and performance of the employees 
whereas negative atmosphere demotivate the employees of the organisation. Each and 
every organisation in the world urge for giving positive atmosphere to the employees 
for the sustainable development of the organisation. 
 
Moran and Volkwein (1992) explore structural, perceptual, integrative and cultural 
approaches, factors affecting organisational climates. Hofstede et al. (1991) describe 
organisational climate as “the collective programming of the mind which 
distinguishes the members of one organization from another." Difference in the 
climate of organisation, thus distinguishes services of organisation and supports for 
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competitive advantage in the market. ‘The way we do things’ focuses attention on 
observable characteristics of behaviour in organisations, and emphasises the collective 
pronoun. This phenomenon leads to a major unresolved but fundamental difference of 
orientation towards culture discrimination in the literature; of whether culture is 
something an organisation has, or if it describes what an organisation is (Hofstede et 
al., 1991; Baron and Walters, 1994). Thus organisations through its culture generate a 
specific climate for the employees and customers associated with it, which in turn 
work positively or negatively for working of the organisation. The present study 
examines the impact of organisational climate on the performance of the employees of 
organisation. 
 
The study is divided in to six sections. First section of the study is introduction 
followed by the literature review and concept development in the second section. 
Third section state the objectives and hypothesis achieved by the research 
methodology and data analysis in the fourth and fifth section respectively. The last 
sixth section states the findings, conclusion and implication of the study.  
 
Literature Review and Concept development 
Numbers of research were carried on by the authors at different times to measure the 
effect of organisational climate on different variables. Pritchard and Karasick(1973) 
examined the influence of overall organization and its subunits on the organisational 
climate. The research work also shows the effect of climate on performance and job 
satisfaction of subunit and employees of the organisation. Findings of the study revels 
significant influence of climate on performance of subunit and job satisfaction of 
employees in the organisation. Lawler, Hall, and Oldham (1974) studied the 
relationship of organization structure with organizational climate. They further 
observe the relatedness of organisational climate to organization performance and 
employee job satisfaction. Results of their study showed the relationship between the 
structure and process with the climate and the effect of climate on job satisfaction and 
performance of the employees in the organisation. Another researcher Turnipseed 
(1988) developed a model that depicts the relationships between organisational 
effectiveness and the climate and culture prevailing in the organisation. They found a 
significant contribution of climate and culture in increasing the effectiveness of 
organisation. 
 
Wallace, Hunt, and Richards, (1999) empirically investigated the relationship between 
organisational culture, climate, and managerial values of a large Australian public 
sector agency. Hofstede’s instrument was used to measure relative strengths of four 
dimensions of culture in the organisations. Findings of the study indicate a strong link 
between organisational climate and managerial values in the organisation.  Hicks-
Clarke and Iles (2000) studied the private and public organisation to examine human 
resource diversity and variety of climates in organisations. They analyse the degree of 
organisational climate in which human resource diversity is valued and employees’ 
from diverse backgrounds feel welcomed and included. Results of study indicate the 
significant impact of climates for diversity on a range of career and organisational 
attitudes and perceptions of employees in the organisation. 
 
MikicLittle and Dean (2006) investigate the relationships between service climate, 
employee commitment and employees' service quality capability. A case study of 
employees of call centres were undertaken by the researcher and it was found that 
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service climate is positively related to employee’s service quality capability, with 
partial mediation of employee commitment. Mahajan and Benson (2013) develop a 
conceptual framework in order to understand the impact of organizational justice 
climate on firm performance. They suggest ways through which distributive, 
procedural, interactional (types of justice climate) relate to different dimensions of 
social capital. Findings of the study show the effect of organizational justice climate 
on an individual level to organizational level and indirectly affect firm performance. 
 
Bamel et al. (2013) observes the relationship of organizational process, altruistic 
behaviour, role clarity and communication, results‐rewards orientation and certain 
aspects of interpersonal relationships (dimensions of organizational climate) with 
managerial effectiveness in Indian organizations. Through structural equation 
modelling responses were tested and it found that organizational climate dimensions 
play a significant role in increasing effectiveness of manager in the organisation. 
Muduli (2015) examine the role of human resource development climate in mediating 
the relationship between high-performance work system and the organizational 
performance in the context of the power sector of India. Result of the study proved 
influence of high-performance work system on organizational performance through a 
human resource development climate based on openness, confrontation, trust, 
authenticity, pro-action, autonomy, collaboration and experimentation. 
 
Organisational Culture 
Organisational culture is the expected behaviour patterns exhibited in the 
organisation. It includes assumptions, values, expectations, and the core 
characteristics that are valued by members in the organisation (Greenberg & Baron, 
1997). Culture specifically refers the organisational structure rooted through values, 
beliefs and assumptions held by individuals working in the organisation (Denison, 
1996). Once the beliefs, values and expectations have been established, they are 
generally found stable and have a strong influence on the working of the 
organisations. Van Der Post et al. (1997) believe organizational culture as an 
importantfactor affecting the attitude and behaviour of every employee. Jacobs and 
Roodt (2008) observe correlation among the objectives of working circle of 
employees, sharing of knowledge, organizational commitment, organizational 
behaviour, job satisfaction and the organizational culture. The study further reveals 
positive correlation between organization culture and job satisfaction of the 
employees in the organisation. Kane-Urrabazo (2006) recommended sound culture for 
creating satisfactory working environment and positive attitude in employees. Thus 
organisational culture plays a crucial role in providing good work environment to the 
employees which in turn lead to the development of the business units. 
 
Organisational Climate 
Organisational climate as a set of measurable properties of the work environment that 
is directly or indirectly perceived by the people who live and work in said 
environment and is assumed to influence their motivation and behaviour (Litwin and 
Stringer,1968). It is shared perceptions of employees about the fundamental elements 
of organisation (West et al., 1998). Garg and Rastogi (2006) define the organisational 
climate as a “feeling” resulted from physical layout of organisation, ways in which 
employees interact with one another, and the person outside the organisation. 
Haakonsson et al.(2008) describe it as affective events that influences employees’ 
emotions and consequent information processing behaviours. Thus organisational 
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climate is a meaningful concept with significant implications for understanding 
human behaviour in organisations (Allen, 2003; Glission and James, 2002 and Tustin, 
1993) 
 
Employee Performance 
Organizations need highly performing individuals in order to meet their goals, to 
deliver the products and services they specialized in, and finally to achieve 
competitive advantage. Accomplishing tasks and performing at a high level can be a 
source of satisfaction, with feelings of mastery and pride for the employees of the 
organisation (Sonnentag and Frese, 2002). Performance is differentiated by the 
organisation on the baseof action (i.e., behavioral) aspect and an outcome aspect of 
employees (Campbell, 1990; Campbell, McCloy, Opplerand  Sager, 1993; Kanfer, 
1990; Roe, 1999). The action aspect refers to what an individual does in the work 
situation. The behaviour that he performs which are relevant for the accomplishment 
of organizational goals is only taken into consideration for measuring the performance 
of employees. “Performance is what the organization hires one to do, and do well” 
(Campbell et al., 1993, p. 40). Thus, performance is not defined by the action itself 
but by judgemental and evaluative processes (Ilgen and Schneider, 1991; Motowidlo, 
Borman andSchmit, 1997). Moreover, only actions which can be scaled, i.e., 
measured, are considered to constitute performance of the employees(Campbell et al., 
1993). Organisational climate plays an important role in the working of the employees 
and hence affect performance of the employees in the organisation. 
 
Objectives and Hypothesis 
The prime objective of the study is to know the effect of organisational climate on 
performance of the employees. Prime objective is further bifurcated into the sub 
objectives of: 

• To examine the impact of employee recognition policies of organisation on 
performance of the employees. 

• To study the effect of reporting structure on performance of employees of the 
organisation. 

• To observe the influence of performance evaluation policies on performance 
of the employees in the organisation. 

• To inspect the effect of career development policies on performance of the 
employee in the organisation. 

• To assess the impact of motivation technique adopted by the organisation on 
performance of the employees. 

• To measure the effect of training technique on performance of employees in 
the organisation. 
 

Objectives of the study lead to the following hypothesis. 
 
H1:Organisational climate significantly affect the performance of the employees.  
 
H2:Employee recognition policies of organisation have significant impact on 

performance of employees. 
 
H3: Reporting structure substantially affects performance of the employees. 
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H4: Performance evaluation policies have a strong influence on performance of the 
employees. 

 
H5: Career development techniques significantly influence performance of the 

employees. 
 
H6: Motivation technique adopted by the organisation has a strong impact on 

performance of the employees. 
 
H7: Training techniques significantly affect performance of the employees. 

 
Research Methodology 
Manufacturing sector plays an important role in the development of the country. It is 
the largest sector in terms of generating employment in the countries. Manufacturing 
sector has employees working at different fronts which are purchase, production, 
office, sales, marketing and distribution. Thus it is important for the manufacturing 
sector to give diverse type of climate which will help in working of employees of 
different department in the organisation. The present examine theimpact of 
organisational climate on the performance of the employees of different department of 
“Almin Extrusion” a collapsible aluminium tubes manufacturing company. Structure 
close ended questioner was distributed among the 100 employees of the company in 
the year 2015. The purpose of the questioner was to know the impact of 
organisational climate on performance of employees of Alumin Extrusion. The 
questioner was divided into two parts, the first part of the questioner was design to 
collect demographic dataof the respondent while the second part was frame to achieve 
the objectives of the study.Questionerin second sectionhad21 statements. 16statement 
were ask to measure organisational climate which was further bifurcated into ‘2’ 
statements for employee recognition, ‘2’ statements for reporting structure, ‘2’ 
statements for performance evaluation, ‘2’ statements for career development , ‘2’ 
statements for motivation and ‘1’ statement for training. Performance of employees 
was measured using ‘5’ statements in the questioner. Responses of the respondents 
were recorded in 5 point Likert type scale from ‘1’ strongly disagree to ‘5’ strongly 
agree. 
The study was descriptive and exploratory in nature. Convenience sampling technique 
was used to select respondent for questioner. The demographic profile of the 
respondent includes details about the gender, age, educational qualification, 
appointment and work experience of respondents. The data was analysed using Chi-
square test as a test of Independence. This involves an estimation of whether two 
random variables are independent or associated. At any chosen level of significance, 
If the calculated χ2 < tabulated χ2, the Null Hypothesis is accepted, that Variable A 
and Variable B are independent. If the calculated χ2 > tabulated χ2, the Null 
Hypothesis is rejected in favour of Alternative Hypothesis, that Variable A and 
Variable B are not independent but associated. Support for the alternative hypothesis 
suggests that the variables are related, in the sense that knowing the level of Variable 
A can help predict the level of Variable B. 
 
Empirical Result 
Data was analysed and interpreted on the basis of responses of 100 respondents.Table 
1 displays the demographics and profile of the employees of “Almin Extrusion” 
selected for data collection. Out of 100 respondents, 58 percent were male and 42 
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percent were females. The respondents fall into four broad age groups of 5 years class 
interval each. 16 percent of respondents are in the youngest age group between 20-25 
years; 30 percent fall in the 25-30 years category; 38 percent are in the age group of 
30-35 years; 14 percent are in the 35-40 while 2 percent were in 40 year and above 
age bracket. The distribution shows the maximum i.e. 68 percent of the employees 
belong to the age bracket of 25-35 years. 
For examining the educational qualification four categories were formed. From the 
total 100 respondent 48 respondent were under graduate, 14 were graduate, 6 
respondents were post graduate and remaining 32 respondent were ITI professional. 
Thus, 80 percent of the responses came from the categories of under graduate and the 
ITI professional of the company. Further the terms of appointment was observed with 
two categories employees on roll and employees on contractual basis. The data revel 
that 74 percent of the employees are on roll while 26 percent were on the basis of 
contract. When this was further investigated it was found that 12 employees out of 26 
employees were ITI professional; 10 employees were under graduate. 
Four categories were formed on the basis of experience of employees in the 
organisation. Out of total respondents, 21 percent have an experience of less than 5 
years; 43 percent have an experience between 6-10 years; 24 percent respondents 
have an experience of 11-15 years; 8 percent respondents have an experience of 16-20 
years and only4 percent have an experience of 20 years and above. The data illustrate 
88 percent of the employees in the company have the work experience of less than 16 
years.  

Table 1: Demographic Analysis of Respondents 
Description Responses 

1 Gender 
Male 58 
Female 42 

Total 100 

2 Age 

20-25 years 16 
25-30 years 30 
30-35 years 38 
35-40 years 14 
40 years and above 2 

Total 100 

3 Education 
Qualification 

Under Graduate 48 
Graduate 14 
Post Graduate 6 
ITI 32 

Total 100 

4 Appointment 
Contractual 26 
On Roll 74 

Total 100 

5 Work 
Experience 

less than 5 years 21 
6-10 years 43 
11-15 years 24 
16-20 years 8 
20 years and above 4 

Total 100 
 



Online International Interdisciplinary Research Journal, {Bi-Monthly}, ISSN 2249-9598, Volume-VI, May 2016 Special Issue 

 

 
w w w . o i i r j . o r g                      I S S N  2 2 4 9 - 9 5 9 8 

 
Page 69 

Table 3 gives the detail of most number of time repeated scale for the statements ask 
to the respondent pertaining to employee recognition, reporting structure, 
performance evaluation, career development, motivation, training and performance of 
employees in the organisation. Employee recognition programmes was observed by 
asking awareness and satisfaction towards such programme. Mode value ‘4’ defines 
that most of the employees agree that they were aware and satisfied by the programme 
undertaken by the organisation. Employees also highly agree that organisation 
celebrates the success of the members of the organisation represented by the mode 
value ‘5’ for the statement. 
Reporting Structure was perceived enquiring about the clarity on the part of employee 
to whom they have to report and when. Mode value ‘5’ determines that most of the 
employee highly agree to have such clarity and were also aware about the different 
reporting policies prevailing in the organisation. Performance Evaluation was 
observed by questioning about the regular supervision by supervisor and the fairness 
of performance evaluation procedure. Mode value ‘5’ explains that most of the 
employee highly agree that they were supervise regularly and agree to have a fair 
performance evaluation policy in the organisation which is denoted by the mode value 
‘4’. 
Career development was analysed by the statement about the perception of employees 
for their career growth and professional development in the organisation. Most of the 
employees agree for the career growth in the organisation which is represented by the 
mode value ‘4’, while mode value ‘5’ shows that they highly agree to the statement 
for professional development in the organisation. Motivation was observe by knowing 
their view for satisfactory increment and, secure and permeant job in the organisation. 
Mode value ‘3’ shows that most of the respondent did not gave their views for 
satisfactory increment by the organisation but they highly agree to have secure and 
permeant job which is represented by the mode value ‘5’. Mode value ‘4’ for training 
suggested that most of the respondent agree to have appropriate training programmes 
in the organisation. 

Table 2: Most no of Times Repeated Scale Values 
Description Mode 

Organisational Climate 
Employee 
Recognition 

Recognition programs 4 
Celebrates success of member 5 

Reporting 
Structure 

Clear reporting structure 5 
Clarity of policies  5 

Performance 
Evaluation 

Regular supervision 5 
Fair performance evaluation 4 

Career 
Development 

Career growth in the organisation 4 
Professional development in the organisation 5 

Motivation 
Satisfactory increment 3 
Secure and permanent Job 5 

Training  Appropriate training given by the firm 4 
Employees Performance 

Utilisation of skills and abilities in organisation 5 
Information help me to complete my work 5 
Work improve my skills 5 
Feedback by supervisor help to be more effective 5 
Face to face meeting increasemy productivity 4 
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Employee performance was examined using five statements. The first four statements 
had the mode value ‘5’ which indicate that employees highly agree forutilising their 
skill and ability in the organisation, information given through training help in doing 
their job, job task aid in improving the skills and feedback supports them to be more 
effective in their job. Mode value ‘4’ suggests that employees agree that face to face 
meeting with supervisor had increased their productivity. 
 
Chi-square test as a test of Independence 
Chi-square test was conducted at 5 percent significant level to know the association of 
variables under study. Result of the test is represented by Table 3.In the first test all 
variables of organisational climate were compared with the total items of employee’s 
performance. Result of the test shows calculated p-value ‘0.022’ as which is smaller 
than the level of significance. When p-value is smaller than the significant level null 
hypothesis is rejected in favour of alternative hypothesis and thus, data indicate the 
significant effect of organisational climate on performance of the employees.  
 

Table 3: Chi-square Test as a Test of Independence 

Sr. 
No
. 

Variables Value df 

Asym
p. Sig. 

(2-
sided) 

Level of 
Significan

ce 

Hypothesi
s 

1 
Organisational climate significantly 
affect the performance of the employees 

260 
21
6 

.022 0.05 Accepted 

2 
Employee recognition policies of 
organisation have significant impact on 
performance of employees 

122 63 .000 0.05 Accepted 

3 
Reporting structure substantially affects 
performance of the employees 

84 63 .041 0.05 Accepted 

4 
Performance evaluation policies have a 
strong influence on performance of the 
employees 

74 54 .038 0.05 Accepted 

5 
Career development techniques has a 
significantly effect on performance of 
the employees 

109 63 .000 0.05 Accepted 

6 
Motivation technique adopted by the 
organisation has a strong impact on 
performance of the employees 

43 54 .856 0.05 Rejected 

7 
Training techniques significantly affect 
performance of the employees 

41 36 .259 0.05 Rejected 

 
Second test was conducted to know the impact of employee recognition policies on 
performance of the employees. Calculated p-value of the test was ‘0.000’ which was 
again found smaller than the significant level which helps to prove the impact of one 
variable on another. The test was further carried on to know the effect of reporting 
structure, performance evaluation policies, career development techniques, motivation 
technique and training techniques on performance of the employees in Alumin 
Extrusion. Result of the test demonstrations the impact of reporting structure, 
performance evaluation policies and career development techniques on performance 
of the employees with the smallercalculated p-value of ‘0.041’,’0.038’ and’0.000’ 
respectively. Motivation and training techniques adopted by the organisation were 
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found ineffective for performance of the employee which is validated by the p-value 
of ‘0.856’ and ‘0.259’ which is larger than the level of significance. 
 
Finding, Conclusion and Implication 
Organisational climate is the expression of organisational culture that consists of the 
conscious behaviour. It includes feelings/perceptions and attitudes that are shared by 
individuals in an organisation at a particular time.This feeling and attitudes are 
towards the fundamental elements of organisation and has a capacity of positively or 
negatively influence on behaviour of the employees. The present study was 
undertaken in a collapsible aluminium tubes manufacturing organisation. Study aim to 
find the impact of organisational climate on performance of the employees of the 
organisation. The study is useful for the managers of the organisation to know the 
effect of the variables, of organisational climate on performance of the employees. It 
would be useful for the other manufacturing concern to know the effect of 
organisational climate on the performance of the employee. Result of the study is 
summarised as: 
 

• Employee recognition policies of organisation significantly influence 
performance of the employees. 

• Reporting structure has a significant effect on performance of employees. 
• Performance evaluation policies highly influence performance of the 

employees. 
• Career development policies highly effect performance of the employee. 
• Motivation technique adopted by the organisation does not affect performance 

of the employees. 
• Training technique had no impact on performance of employees in the 

organisation. 
• Organisational climate affect performance of the employees in the 

organisation. 
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