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Abstract 
The organizational climate has a substantial impact on the attitudes, behaviours, and 

effectiveness of the academicians working in the higher education institutions. The objective 

of the present study was to identify the major factors affecting organizational climate among 

faculty members of private, government and aided colleges of Haryana. The study used an 

exploratory research design, and the data were primary data that were collected using a 

structured questionnaire. The sampling frame was the teaching faculty of the 22 districts in 

the state of Haryana, and 300 usable responses were received for analysis. Stratified random 

sampling and purposive sampling techniques were used in selecting the respondents. To 

identify the dimensions of organizational climate, Exploratory Factor Analysis (EFA) was 

performed with Principal Component Analysis (PCA) and Varimax Rotation. The Kaiser-

Meyer-Olkin (KMO) value was 0.838, and the Bartlett's Test of Sphericity was significant, 

indicating that the data were suitable for factor analysis. Five major factors were found that 

accounted for 77.493% of the total variance. These factors were recognised as Participative 

Management, Safety and Security, Communication System, Monetary Benefits and Grievance 

Handling. The study finds that these dimensions play a significant role in determining the 

organizational climate in the educational institutions. The results can be useful to 

institutional administrators and policy makers in creating supportive work environments that 

positively impact faculty satisfaction, engagement, communication, and institutional 

effectiveness. 
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1. Introduction 
In contemporary organisations, employees experience increasing stress at both personal and 

organizational levels due to rapid social, technological, economic, and managerial 

transformations. Employees need a flexible and supportive work environment in order to 

perform effectively, face competition, and adapt to organizational changes. Under these 

conditions, the climate within the organisation has a major influence on employee motivation, 

productivity, psychological health, communication behaviour, participation, and work 

relationships. Fostering a positive organizational climate also improves employee 

performance, makes organizational transitions smoother, supports quality improvement, and 

enhances job satisfaction. On the other hand, a negative work environment can lead to 

conflicts, stress, poor communication, low morale, and different mental health issues among 

staff. The idea of organizational climate was born in the late 1940s and has since become a 

significant field of organizational studies. Organizational climate is a collection of traits and 

features of an organisation that differ across organisations and affect employee perceptions 

and behaviours towards the organisation, according to Forehand and Gilmer (1964) and 

Jaramillo et al. (2006). From the perspective of communication and organizational 

management, organizational climate reflects how employees perceive leadership practices, 

communication systems, decision-making processes, interpersonal relationships, grievance 

redressal mechanisms, and managerial support within the organisation. Likewise, Kumar 

(2011) highlighted how the term organizational climate has turned into a key metaphor for 

employee management and retention in organisations. 

Today's employees are very different from those of the past in terms of expectations, career 

goals, and career aspirations. Today's skilled employees value ongoing learning, self-

development, fair treatment, transparent communication, and career advancement over long-

term employment with a particular organisation. Syed Sadullah Hussainy (2019) says that if 

an employee feels uncomfortable, unhappy, or finds the work environment not conducive, he 

is likely to leave the organisation. For this reason, employers are increasingly expected to 

establish climates that are supportive and motivating of employee commitment and retention. 

Studies suggest that employees are attracted to organisations where they can work in a 

conducive climate involving autonomy, cohesion, trust, support, fairness, pressure 

management, and recognition (Mathew & Selvi, 2007). Such organizational conditions are 

directly linked with communication flow, employee participation, managerial openness, and 

the effectiveness of organizational systems. All of these can have a profound impact on 

employee attitudes towards their workplaces, employee satisfaction, engagement, and 

effectiveness. 

Organisations have also been forced to rethink their environmental strategies, systems, 

procedures, and policies due to shifting demographic patterns and changing work 

expectations of today's employees (Kossivi et al., 2016). Furthermore, globalisation and 

strategic alliances have created a higher demand for organisations to create a strong 

organizational climate that can accommodate a diverse and international workforce (Prange 

& Mayrhofer, 2015). A number of researchers have identified several dimensions related to 

the development of organizational climate. According to Krisnafitriana et al. (2023), factors 

like autonomy, cohesion, trust, support, fairness, recognition, and work pressure are taken as 

determinants of organizational climate. These determinants are closely associated with 

organizational management practices because they shape how employees communicate, 

participate in decisions, raise concerns, and respond to institutional policies. 

The concept of organizational climate, its dimensions, and its implications have been studied 

in many organizational contexts. Schneider et al. (2012) discussed the correlation of 

organizational climate and organizational culture; DUAN et al. (2014) summarised the 

theoretical views and future development of organizational climate research. Similarly, 

Kaliyamurthy (2016), McWinner (2020), Khan et al. (2020), Powell et al. (2021), and 

Monika M. Yukthamarani et al. (2013) noted that organizational climate has become 

increasingly important in shaping employee  attitudes and affecting organizational 
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effectiveness and implementation practices. In the area of communication and organizational 

management, this importance becomes more visible because climate determines whether 

employees experience open communication, participative leadership, fair coordination, 

institutional transparency, and effective conflict resolution. 

The importance of organizational climate in educational institutions is even more pronounced 

when it comes to the satisfaction of teachers, retention of staff, and overall effectiveness of 

the institution. In highly competitive educational systems, employees’ perceptions of 

leadership, interpersonal relationships, resources, decision-making, emotional support, 

communication practices, and grievance handling have a strong impact on their attitudes 

towards work and work performance. Organizational climate refers to common perceptions 

of the leader, working relationships, decision-making procedures, and the emotional 

atmosphere of the organisation (Aldridge & Fraser, 2016). In higher education institutions, 

faculty members’ perceptions of participative management, communication systems, safety 

and security, monetary fairness, and grievance handling are central to understanding how 

organizational climate is formed and managed. Moreover, a positive organizational climate 

helps to reduce work-related stress and burnout and improves employee well-being and 

satisfaction (Pecino et al., 2019). Therefore, the present study is aligned with the field of 

Communication and Organizational Management, as it explores the major organizational and 

communication-related factors that influence the climate experienced by academicians in 

higher education institutes of Haryana. 

2. Literature Review 
2.1 Concept of Organizational Climate 

One of the most influential factors that shapes employees' attitude, behaviour, and 

organizational effectiveness is organizational climate. Climate is a perceived phenomenon for 

each employee, but it is a real phenomenon for the organisation in itself (Ekvall, 1987). 

Organizational climate is a shared perception of employees about policies, practices, 

leadership styles, interpersonal relationships, and working conditions in an organisation. 

Litwin and Stringer (1968) state that organizational climate refers to the perceptions of the 

employees about their responsibility, autonomy and freedom in decision-making. Motivation 

and satisfaction are greater when employees feel more autonomous and trusted in the 

organisation. Similarly, Marinova et al. (2019) and Joyce and Slocum (1984) described 

psychological climate as an individual employee's perception of the work climate and 

organizational climate as the conceptualisation of a common feeling towards organizational 

practices and conditions among the employees in the teaching organisation. The shared 

perceptions result in a work climate that affects employee satisfaction, performance, 

commitment, employee health, communication effectiveness, participative behaviour, and 

organizational coordination. 

2.2 Organizational Climate & Job Satisfaction 

The educational institute climate characteristics of teacher–student relationships and 

participation in decision-making were found to positively affect teachers' self-efficacy and 

job satisfaction by Aldridge and Fraser (2016). Their results also indicated that perceived 

organizational climate is one of the significant predictors of satisfaction in the educational 

context. Likewise, Otrębski (2022) found a significant positive correlation between 

organizational climate and job satisfaction of secondary school teachers. They found that 

positive and supportive work environments are related to higher levels of job satisfaction and 

organizational commitment in teachers. In another study, Hasinda (2021) found that 

organizational climate is a significant and strong predictor of teachers' job satisfaction in 

schools. In his study, Skaalvik and Skaalvik (2011) found that facets of teaching climate have 

both direct and indirect effects on teacher job satisfaction via emotional exhaustion and 

belongingness. Similarly, Zakariya (2020) and Permarupan et al. (2013) noted that a positive 

and inclusive school environment positively affects teachers' self-efficacy and job satisfaction 
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and lowers teachers' turnover intentions. The findings were supported by the study conducted 

by Istiqomah et al. (2025), which found that distributed leadership, school climate and work 

motivation are factors that affect teachers' satisfaction. In the same way, Liu et al. (2024) 

found that organizational climate has an indirect influence on job satisfaction via 

psychological well-being in higher education institutions. Moreover, based upon the findings 

of Crisci et al. (2018), teacher satisfaction due to positive organizational climates is related to 

better employee performance and student outcomes. 

The results of this study show that organizational climate is an important factor not only for 

the well-being of employees but also for the success of the organisation. From the perspective 

of communication and organizational management, job satisfaction is shaped by the extent to 

which employees experience transparent communication, supportive leadership, participative 

decision-making, fair institutional practices, and effective grievance resolution. The 

importance of an organisation's climate has been noted in different sectors and industries. 

Singh et al. (2011) and ShayesteFar and Mirheydari (2024) clarified that better climatic 

conditions in organisations have a positive effect on employee job satisfaction in the 

telecommunication industry. Likewise, Owusu-Boakye et al. (2022) found that organizational 

climate is another important predictor of teacher job satisfaction and institutional 

effectiveness. In the banking sector, Khan, Ramzan and Bhutt (2013) have concluded that 

organizational climate and occupational stress are significant factors that influence employee 

satisfaction among Islamic banking institutions. Similarly, in Pakistan, Danish, Draz, and Ali 

(2015) found that organizational climate has a significant effect on job satisfaction and 

organizational commitment of the teachers. These findings indicate that organizational 

climate functions as a managerial and communicative framework through which 

employees interpret institutional support, fairness, coordination, and workplace 

relationships. 

 

2.3 Organizational Climate & Communication 

Organizational climate is seen to be influenced by the behaviour of the leaders and 

managerial support. A positive leadership approach plays a major role in helping to increase 

employee satisfaction, cooperation, and effectiveness in the organisation. According to Güneş 

et al. (2023), principals' supportive behaviours and teachers' collegial relationships are 

positively related to teachers' job satisfaction, while principals' commanding leadership, 

restrictive managerial behaviours, and indifferent attitudes of colleagues are negatively 

related to teachers' job satisfaction. Likewise, Sharma and Gupta (2025) stated that 

leadership’s quality and resourcefulness are significant aspects of the organizational climate 

that influence employees' professional adjustment. They conclude that adequate support, clear 

communication and participative management practices are what help employees perform 

better in the organisation. The importance of participative and transformative organizational 

climates was also highlighted by Zikrayati et al. (2025) through research. They found that 

open communication, employee involvement in decision making, and teamwork have a 

significant impact on teachers' job satisfaction and workplace experiences. Communication is 

therefore a central dimension of organizational climate because it determines how information 

flows, how decisions are communicated, how faculty members express opinions, and how 

institutional concerns are addressed. In higher education institutions, effective communication 

systems support transparency, reduce ambiguity, strengthen coordination among faculty 

members, and improve trust between employees and management. Organizational 

management practices such as participative leadership, grievance handling, safety assurance, 

and fair compensation also depend on clear and reliable communication. Hence, 

organizational climate should not be viewed only as a psychological or satisfaction-related 

construct, but also as a communication-based and management-oriented construct that reflects 

the quality of interaction between employees and institutional authorities. 
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2.4 Research Gap 

Previous research has mainly concentrated on the correlation between organizational climate 

and job satisfaction, burnout, commitment, or performance, while the dimensions or factors 

that especially impact the organizational climate among academicians have been overlooked. 

Also, many studies took place in school and/or non-school environments, or in areas other 

than higher education, which confines the transferability of results to higher education 

institutions. Existing studies have also given limited attention to organizational climate as a 

combined communication and organizational management issue, particularly in relation to 

participative management, communication systems, grievance handling, safety and security, 

and monetary fairness. Although there are still some gaps in the field of organizational 

climate in HEIs. Further, few studies have investigated organizational climate among both 

faculty members of government, private and aided colleges, at the same time. Some literature 

also exists in the context of Haryana; however, very few of them are available for the whole 

of the state, that is, for 22 districts. Hence, in the present study, the researcher tries to bridge 

this gap by identifying and analysing the significant factors affecting the organizational 

climate among the academicians of higher education institutes of Haryana by Exploratory 

Factor Analysis. The study is aligned with the field of Communication and Organizational 

Management because it examines how institutional communication, participative decision-

making, managerial support, grievance redressal, safety provisions, and compensation-related 

perceptions collectively shape the organizational climate of higher education institutions. The 

study can contribute by providing a complete picture of the dimensions of organizational 

climate from the faculty members of various categories of colleges. It also offers practical 

insights for administrators and policymakers to strengthen institutional communication 

systems, improve participative management, and develop more transparent and supportive 

organizational practices in higher education institutions. 

3. Research Methodology 

The given research is exploratory in nature as it explores the factors of organizational climate 

for the academicians in higher education institutes. The study is positioned within the field of 

Communication and Organizational Management because it investigates faculty members’ 

perceptions of institutional communication, participative decision-making, managerial 

practices, workplace support, and grievance-related systems that shape organizational climate. 

The sampling frame used in the current study was teaching faculty in private, government 

and aided colleges of 22 districts of Haryana. It was done through the preparation of a 

comprehensive list on a district-wise basis in order to have full representation of the 

population. The sample population of the teaching faculty members in these three categories 

comprised 9,542, which constituted the total sampling frame of the research. 400 

questionnaires were sent to the faculty members, and 300 completed and usable 

questionnaires were included in the final analysis of data, thus making the effective sample 

size of the study. A mix of stratified random sampling and purposive sampling techniques 

was used in the selection of the respondents. The research is based on primary data, whereby 

the questionnaire is structured and sent to the chosen respondents. The questionnaire was 

designed to capture key organizational and communication-related dimensions of climate, 

including participative management, safety and security, communication system, monetary 

benefits, and grievance handling. These dimensions helped examine how communication 

practices and organizational management mechanisms influence the work climate 

experienced by academicians in higher education institutions. 

4. Analysis and Findings 

To determine the major factors affecting organizational climate in educational institutions, 

Exploratory Factor Analysis (EFA) by Principal Component Analysis with Varimax Rotation 

was  used. The  analysis was  conducted  to  identify  the communication-related  and 
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organizational management dimensions that shape faculty members’ perceptions of 

institutional climate in higher education institutions. The appropriateness of the data for 

factor analysis was checked in this study before the factor extraction using the Kaiser-Meyer-

Olkin (KMO) Measure of Sampling Adequacy and Bartlett's Test of Sphericity. The extracted 

factors were examined by using the eigenvalue, percentage of variance explained, 

communalities and rotated component loadings. The analysis helped in grouping the 

variables into meaningful dimensions representing the major determinants of organizational 

climate among faculty members, with specific emphasis on participative management, 

communication systems, safety and security, monetary benefits, and grievance handling as 

key areas of organizational management. 

Table 4.1: KMO and Bartlett’s Test for Factors Impacting Organizational Climate 
 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .838 

Bartlett's Test of Sphericity Approx. Chi-Square 4821.649 

df 231 

Sig. .000 

 

The KMO value is 0.838, which is high and shows a high level of sampling adequacy, 

indicating that the data are appropriate for factor analysis. Because the value is higher than 

the recommended level (0.70), the variables in the study are well correlated to be able to 

extract meaningful factors related to organizational climate. In addition, Bartlett's Test of 

Sphericity is significant (χ² = 4821.649, p < 0.001), which suggests that the correlation matrix 

is not a diagonal matrix and that there are significant correlations between the variables. So, 

the data can be used as a suitable basis for applying Principal Component Analysis to 

determine the perceived factors affecting the organizational climate. These results also 

confirm that faculty perceptions of communication, managerial participation, institutional 

safety, compensation practices, and grievance handling are sufficiently interrelated to be 

examined as organizational climate dimensions. 

 

Table 4.2: Total variance explained by factors impacting organizational climate 
 

Total Variance Explained 

 

 

Compo 

nent 

 
Initial Eigenvalues 

Extraction Sums of 

Squared Loadings 

Rotation Sums of Squared 

Loadings 

 
Total 

% of 

Variance 

Cumulativ 

e % 
 

Total 

% of 

Variance 

Cumulativ 

e % 
 

Total 

% of 

Variance 

Cumulativ 

e % 

1 5.571 25.324 25.324 5.571 25.324 25.324 4.312 19.600 19.600 

2 4.266 19.389 44.713 4.266 19.389 44.713 3.827 17.398 36.997 

3 2.795 12.706 57.420 2.795 12.706 57.420 3.242 14.738 51.735 

4 2.237 10.168 67.588 2.237 10.168 67.588 3.152 14.327 66.062 

5 2.179 9.906 77.493 2.179 9.906 77.493 2.515 11.432 77.493 

6 .505 2.295 79.788       

7 .454 2.062 81.851       

8 .432 1.964 83.815       

9 .382 1.736 85.551       

10 .365 1.659 87.210       

11 .351 1.596 88.806       

12 .329 1.494 90.300       

13 .313 1.422 91.722       
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14 .302 1.374 93.096       

15 .271 1.234 94.329       

16 .250 1.138 95.468       

17 .203 .924 96.392       

18 .195 .887 97.279       

19 .180 .817 98.096       

20 .163 .739 98.835       

21 .130 .592 99.427       

22 .126 .573 100.000       

Extraction Method: Principal Component Analysis. 

 

The Total Variance Explained in the above table shows that 5 factors with eigenvalues > 1 

were extracted from the analysis. All five factors account for 77.493% of the total variance 

and thus represent the variables associated with organizational climate well. The first factor 

accounts for 25.324 % of variance, the second 19.389 % of variance, the third 12.706 % of 

variance, the fourth 10.168 % of variance and the fifth 9.906 % of variance. The variance of 

the five factors is more equally distributed after a rotation, making it easier to interpret. 

Higher cumulative variance suggests that these dimensions extracted are good representations 

of the key factors affecting the organizational climate in educational institutions. The five-

factor structure strongly supports the alignment of the study with Communication and 

Organizational Management because the extracted dimensions represent institutional 

participation, communication flow, safety systems, compensation fairness, and grievance 

mechanisms that shape managed workplace interactions. 

 

Table 4.3: Rotated Component Matrix and Communalities for Factors Impacting 

Organizational Climate 

Codes Communalities Component 

1 2 3 4 5 

PM2 .756 .850     

PM4 .729 .841     

PM6 .721 .841     

PM5 .708 .835     

PM3 .695 .825     

PM1 .698 .822     

SS2 .835  .897    

SS1 .777  .872    

SS3 .783  .859    

SS4 .696  .826    

SS5 .714  .821    

CS4 .839   .899   

CS2 .828   .885   

CS1 .808   .882   

CS3 .765   .851   

MB1 .817    .887  

MB3 .786    .875  

MB4 .814    .870  

MB2 .763    .851  

GH2 .842     .914 

GH3 .843     .911 

GH1 .831     .908 
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The Rotated Component Matrix revealed five main factors that affect the organizational 

climate. All variables had a factor loading above the acceptable range of 0.50, which means 

that the construct validity was good. The communalities values ranged from 0.695 to 0.843, 

indicating that a significant amount of variance in each variable is accounted for by the 

extracted factors. 

Component 1 is comprised of variables PM1 - PM6, which address Participative 

Management, which can be interpreted as a measure of employee involvement in decision-

making, a measure of opinion expression, and institutional participation. This dimension 

reflects the organizational management side of climate, as it shows how far faculty members 

are included in decisions and institutional processes. Component 2 consists of SS1 to SS5: 

Safety and Security, which focuses on institutional safety, confidentiality and protection from 

harassment. This dimension reflects the management of a secure and supportive work 

environment, which is necessary for trust, confidence, and effective organizational 

functioning. Component 3 includes CS1 to CS4, the Communication System, which 

demonstrates effective communication and interaction in the institution. This dimension 

directly aligns the study with Communication and Organizational Management, as it captures 

the role of information sharing, transparency, interaction, and communication flow in shaping 

organizational climate. MB1, MB2, MB3, and MB4 are found in Component 4: Monetary 

Benefits, which deals with salary satisfaction, fairness, and compensation structure. This 

factor reflects organizational fairness and managerial policy, which influence faculty 

perceptions of institutional justice and administrative support. Component 5 includes GH1, 

GH2, and GH3, which focus on the concept of grievance redressal in a timely fashion and 

openness in addressing employee grievances. This dimension reflects the conflict-resolution 

and employee-relations aspect of organizational management, where transparent 

communication and responsive administration are essential. The factor loadings and 

communalities support the notion that these five dimensions are important in defining the 

organizational climate in educational organisations. 

The factor loadings and communalities support the notion that these five dimensions are 

important in defining organizational climate in educational organisations. Overall, the 

findings show that organizational climate in higher education institutions is shaped not only 

by general workplace conditions but also by communication processes, participative 

management, administrative fairness, institutional safety, and grievance-handling systems. 

Therefore, the results provide strong empirical support for positioning the study within the 

scope of Communication and Organizational Management. 

 

5. Conclusion 

The present study was an attempt to explore the major factors impacting organizational 

climate among academicians of higher education establishments of Haryana. The study is 

aligned with the scope of Communication and Organizational Management because it 

examines how institutional communication, participative decision-making, managerial 

support, safety provisions, compensation fairness, and grievance redressal systems shape the 

organizational climate experienced by faculty members. The results show that organizational 

climate is a multi-dimensional phenomenon, and organizational climate is affected by 

different institutional and managerial practices. 

The outcome of the Exploratory Factor Analysis was five significant dimensions, namely 

Participative Management, Safety and Security, Communication System, Monetary benefits 

and Grievance Handling. Together, these dimensions accounted for a significant amount of 

the overall variance and appeared to have a high impact when determining the organizational 

climate in educational institutions. These dimensions clearly indicate that organizational 

climate is not only a workplace perception issue but also a communication-driven and 

management-oriented construct. The research showed that the practices of participative 

management, which are the involvement in decision making, opportunities for expressing 

opinion, and freedom to participate in committees in the institution, have a positive effect on 
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the organizational climate. This finding highlights the importance of inclusive organizational 

management and faculty participation in institutional decision-making. Likewise, workplace 

safety and security, harassment protection, confidentiality and emergency preparedness were 

considered critical issues for sustaining a supportive work environment for academics. 

Communication systems were also identified as being critical in making sure that there was 

transparency, information sharing and the free flow of ideas between faculty members. This 

confirms that effective communication is a central component of a positive organizational 

climate in higher education institutions. In addition, monetary factors like fair salary, open 

increment process, and competitive salaries greatly influenced the perception of 

organizational climate of the employees. Further, grievance handling structures that focus on 

the quick resolution of issues and transparency around employee issues were found to be key 

elements to a healthy workplace. These findings show that administrative fairness, responsive 

management, and transparent communication mechanisms play an important role in 

strengthening institutional trust and employee engagement. The study's overall findings show 

that the positive organizational climate in higher education institutions is dependent on 

supportive leadership, transparent communication, fair practices, institutional practices, and 

an effective grievance management system. Therefore, the study contributes to the field of 

Communication and Organizational Management by demonstrating that faculty members’ 

workplace climate is shaped by the quality of institutional communication, managerial 

participation, employee relations, and administrative responsiveness. It is therefore relevant 

to focus on enhancing these dimensions in educational institutions to boost faculty 

satisfaction, organizational efficiency and the performance of the institutions. 
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