
Journal of International 
Academic Research for Multidisciplinary 

 

 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

www.jiarm.com 



Editorial Board 
 
 
 
 

Dr. Kari Jabbour, Ph.D 
Curriculum Developer, 
American College of Technology, 
Missouri, USA. 

 
Er.Chandramohan, M.S 
System Specialist - OGP 
ABB Australia Pvt. Ltd., Australia. 

 
Dr. S.K. Singh 
Chief Scientist 
Advanced Materials Technology Department 
Institute of Minerals & Materials Technology 
Bhubaneswar, India 

   
  Dr. Jake M. Laguador 
  Director, Research and Statistics Center, 
  Lyceum of the Philippines University, 
  Philippines. 
 

Prof. Dr. Sharath Babu, LLM Ph.D 
Dean. Faculty of Law, 
Karnatak University Dharwad, 
Karnataka, India 

 
Dr.S.M Kadri, MBBS, MPH/ICHD, 
FFP Fellow, Public Health Foundation of India 
Epidemiologist Division of Epidemiology and Public Health, 
Kashmir, India 

 
Dr.Bhumika Talwar, BDS 
Research Officer 
State Institute of Health & Family Welfare 
Jaipur, India 

 
Dr. Tej Pratap Mall Ph.D 
Head, Postgraduate Department of Botany, 
Kisan P.G. College, Bahraich, India. 

 
Dr. Arup Kanti Konar, Ph.D 
Associate Professor of Economics Achhruram, 
Memorial College, 
SKB University, Jhalda,Purulia, 
West Bengal. India 

 
Dr. S.Raja Ph.D 
Research Associate, 
Madras Research Center of CMFR , 
Indian Council of Agricultural Research, 
Chennai, India 

 
Dr. Vijay Pithadia, Ph.D, 
Director - Sri Aurobindo Institute of Management 
Rajkot, India. 

Er. R. Bhuvanewari Devi M. Tech, MCIHT 
Highway Engineer, Infrastructure, 
Ramboll, Abu Dhabi, UAE 
 
Sanda Maican, Ph.D. 
Senior Researcher, 
Department of Ecology, Taxonomy and Nature Conservation 
Institute of Biology of the Romanian Academy, 
Bucharest, Romania 
 
Dr. Reynalda B. Garcia 
Professor, Graduate School & 
College of Education, Arts and Sciences 
Lyceum of the Philippines University 
Philippines 
 
Dr.Damarla Bala Venkata Ramana 
Senior Scientist 
Central Research Institute for Dryland Agriculture (CRIDA) 
Hyderabad, A.P, India 
 
PROF. Dr.S.V.Kshirsagar, M.B.B.S,M.S 
Head - Department of Anatomy, 
Bidar Institute of Medical Sciences, 
Karnataka, India. 
 
Dr Asifa Nazir, M.B.B.S, MD,  
Assistant Professor, Dept of Microbiology 
Government Medical College, Srinagar, India. 
 
Dr.AmitaPuri, Ph.D 
Officiating Principal 
Army Inst. Of Education 
New Delhi, India 
 
Dr. Shobana Nelasco Ph.D 
Associate Professor, 
Fellow of Indian Council of Social Science 
Research (On Deputation}, 
Department of Economics, 
Bharathidasan University, Trichirappalli. India 
 
M. Suresh Kumar, PHD 
Assistant Manager, 
Godrej Security Solution, 
India. 
 
Dr.T.Chandrasekarayya,Ph.D 
Assistant Professor, 
Dept Of Population Studies & Social Work, 
S.V.University, Tirupati, India. 



JIARM VOLUME 1           ISSUE 8             (SEPTEMBER 2013)       ISSN : 2320 – 5083 
 

297 
www.jiarm.com 

IMPACT OF SELECT VARIABLES ON PERCEPTION OF ORGANIZATIONAL 
CLIMATE IN THE BANKING INDUSTRY 

 
SHUMEET KAUR* 

 
*Research Scholar, School of Management, Singhania University, Rajasthan, India 

 
ABSTRACT 

 The purpose of the study is to investigate impact of select variables on perception of 

organisational climate in Banking Sector in India. To analyze the impact primary data was 

collected from public and private sector banks of Punjab, Chandigarh and Jammu and 

Kashmir. The subjects consisted of employees of banks. . The type of questionnaire used in 

the survey was structured. Questions were adapted from Litwin and Stringer's (1968) 

organizational climate questionnaire, with adequate modification to suit the present subject. 

The questionnaire had 35 statements on 6 distinctiveness characteristics of Organisational 

climate namely Structure, Rewards, Individual Job Characteristics, Responsibility, Support 

and Culture. Total of 300 questionnaires i.e. 50% from public sector banks and 50% from 

private sector banks were filled by the respondents, out of which 19% respondents were from 

the Top level, 34 % from Middle Level and 47 % were Lower level managers working with 

the public sector banks and the private sector banks operating in India. The results indicated 

that perception about quality of organizational culture is largely influenced by Individual Job 

Characteristics, Support and Responsibility. 

 

KEYWORDS: Organisational Climate, Perception, Banking. 

 

INTRODUCTION 

Organisational Climate 

Researchers in organizational behavior have long been interested in understanding 

employees’ perceptions of the work environment and how these perceptions influence 

individuals’ work- related attitudes and behaviors. Early researchers suggested that the social 

climate or atmosphere created in a workplace had significant consequences employees’ 

perceptions of the work context purportedly influenced the extent to which people were 

satisfied and perform up to their potential, which in turn, was predicted to influence 

organizational productivity (e.g. Katz & Kahn, 2004; Likert,1997, McGregor, 2000) 

(Adenike A., 2011, p.154) 
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Organizations that have goals to achieve require satisfied and happy staff (Oshagbemi, 2000). 

It was only after Elton Mayo and his associates conducted the Hawthorne Studies that people 

started realizing that, for obtaining the full cooperation and enthusiastic support of its 

members in achieving the organisational objectives, the organisations must satisfy their needs 

and influence their feelings. The underlying concept is based on the fact that organisations 

are more than a rational means of coordinating and controlling a group of people. Like 

individuals, they have separate entities and their own personalities. They can be flexible or 

rigid, hostile or supportive, innovative or conservative, risk taking or defensive (Gani A. and 

Shah F., 2001, p302). Organisations want to obtain the commitment of their employees. 

Hoppock’s (1935) landmark book roughly coincided with the Hawthorne studies that were 

the origin of the human relations movement. Hoppock’s opening to his book aptly describes 

the emphasis that scholars of the time placed on Job satisfaction, “whether or not one finds 

his employment sufficiently satisfactory to continue in it … is a matter of the first importance 

to employer and  employee”(P.5). Job satisfaction means the contentment of the employees 

because of their jobs. It is the personal evaluation of the job conditions (the job itself, the 

attitude of the administration etc.) or the consequences or (wages, occupational security etc.) 

acquired from the job (Fletcher and Williams, 2006). Job satisfaction is very important in an 

organization because if employees are not satisfied, their work performance, productivity, 

commitment as well as the interpersonal relationships among the management and their 

subordinates tend to be lowered (Fajana, 1996) (Adenike A., 2011, p.154) 

It has long been clear that behaviour is a function both of a person’s characteristics and the 

nature of his or her environment. Important environmental features in work settings have 

sometimes been brought together under the general heading of “climate”, usually measured 

through individuals’ perceptions of their organization’s policies and practices (e.g. Schneider, 

1990; Ashkenasy et al, 2000). It is the Upbringing of employees in the organisation that 

makes the difference. Employees' commitment, satisfaction and consequently the 

effectiveness of the organization are influenced by the overall atmosphere of the organisation. 

(Tripathi.S, 2002, p131) 

Though climate resembles the concept of culture, there are some basic differences. Schneider 

and Rentsch (1988) consider climate to be the message that organisational members receive 

from organisational routines (policies, practices, procedures, etc.) and the reward system 

(supports, expectations and various kinds of rewards). They define culture as the values and 

norms underlying such organisational routines and rewards, in addition to the shared 

assumptions about organisational life reflected in these norms and values. In other words, 
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climate is the manifestation or communicated form of culture. The organisational routines 

(the "what") measured in climate research are interpreted and given meaning (the "why") 

(Tripathi.S and Tripathi.N, 2002.p.162). As described by Denison (1996, p. 624), “culture” 

“refers to the deep structure of organizations”, whereas “climate” mainly concerns “those 

aspects of the social environment that are consciously perceived by organizational members”.  

According to Pareek (2002), the culture-related concepts can also be seen as multilevel 

concepts. The core (first level) is ‘values’, which give a distinct identity to a group. This is 

the basic ethos of the group. The Random House Dictionary defines ethos as “the 

fundamental character or spirit of a culture”. The second level concept is ‘climate’, which can 

be defined as the perceived attributes of an organization and its subsystem as reflected in the 

way it deals with its members, groups, and issues. The third level concept relates to 

‘atmosphere’. It is defined as a distinct quality or environment that affects the existence or 

development of someone or something. The concept of atmosphere can be proposed as one 

related to the effect of climate. He defines the concept of ethos as the underlying spirit of 

character or group and is the root of culture. He defines organizational ethos as eight 

dimensions relevant to institution-building. These eight cultural dimensions are also called as 

OCTAPACE. The eight dimensions of OCTAPACE culture, viz., Openness, Confrontation, 

Trust, Authenticity, Proaction, Autonomy, Collaboration, and Experimentation are emerging 

as the pillars of a strong and successful organization. Building a culture that is ingrained in 

the OCTAPACE values will help in creating an organization that is nimble, responsive, and 

alive to changes. (As quoted by Azmi F. and Sharma R.,2007, p.8). 

Organizational climate serves as a measure of individual perceptions or feelings about an 

organization. Organizational climate includes management or leadership styles, participation 

in decision making, provision of challenging jobs to employees, reduction of boredom and 

frustration, provision of benefits, personnel policies, and provision of good working 

conditions and creation of suitable career ladder for academics (Nicholson and Miljus, 1992). 

An important distinction has been made between psychological and organizational climate 

Individuals’ own perceptions of the work environment constitute psychological climate at the 

individual level of analysis, whereas organizational climate has been proposed as an 

organizational or unit-level construct. When employees within a unit or organization agree on 

their perceptions of the work context, unit-level or organizational climate is said to exist 

(Jones & James, 2004; Joyce & Slocum, 2004) (Adenike A., 2011, p.154) 

Climate is the atmosphere that employees perceive and it is created in their organisation by 

practices, procedures and rewards. These perceptions are developed on a day-to-day basis. 
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These are not based on what management, the company news letter or the annual report 

proclaims rather the perceptions are based on executive behaviour and the actions they 

reward. Schneider and Hall (1972) defined climate as individuals' perceptions of their 

organisations affected by characteristics of the organisation and the individual. In the same 

way, Litwin and Stringer (1968) defined climate as a psychological process intervening 

between organisational characteristics and behaviour. (Tripathi.S and Tripathi.N, 2002.p.162) 

 

The Indian Banking System 

 The health of the economy is closely related to the soundness of its banking system. A 

fine, efficient and comprehensive banking system is a crucial factor in the developmental 

process of the economy.  Although banks create no new wealth but their borrowing, lending 

and related activities facilitate the process of production, distribution, exchange and 

consumption of wealth. In this way, they become very effective partners in the process of 

economic development. Today, modern banks are very useful for the utilization of the 

resources of the country. Financial institutions may be defined as economic agents 

specializing in the activities of buying and selling at the same time financial contracts and 

securities. Banks may be seen as a subset of the financial institutions, which are retailers of 

financial securities: they buy the securities issued by borrowers and they sell them to lenders. 

In view of varied and complex operations of a bank, an operational definition of a bank may 

be provided as follows. A bank is an institution whose current operations consist in granting 

loans and receiving deposits from the public (Murthy, K.V. Bhanu and Deb, A. T., p.7-8) 

 

Review of Literature 

Many studies have been conducted on the said topic.  Few of these have been reviewed here. 

Zhang and Liu (2010) did study to investigate the characteristics of organizational climate 

and its effects on organizational variables found that performance, salary and development 

climates had significant predicting effects on the turnover intention of individuals; the length 

of time working for the current enterprise, and leadership and performance climates had 

significant effects on job satisfaction; position, and leadership and development climates had 

significant predicting effects on the efficacy of individuals; enterprise characteristics and 

communication climate had significant predicting effects on job stress. Study also found that 

educational level, specialty and leadership and communication climates could effectively 

predict “group performance”; enterprise size, leadership climate, salary climate and 

promotion climate had significant predicting effects on collective identity; educational level, 
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rules climate, promotion climate, promotion climate and development climate had significant 

predicting effects on group commitment 

Lichtman (2007) did  study to examine how organizational climate factors, such as 

opportunity for personal growth, development, advancement, etc., influence the degree that 

supply chain managers perceive their work situation as facilitating their giving their best 

effort (performance) to their work. The study focused on supply chain managers, as this is a 

new, important, and previously unstudied managerial group.  

The results indicated that six of the 10 questions on the survey were statistically significant 

and positively related with the degree to which supply chain managers perceive their 

organizational environment as facilitating their work. All six factors were related to intrinsic 

perceptions: personal growth and development. The factors that related to extrinsic factors 

(i.e., opportunity to work with colleagues, having to satisfy too many colleagues at the same 

time, etc.) did not significantly influence how supply chain managers were motivated 

Abdel-Razek (2011) did research to identify the level of the factors affecting the 

effectiveness of the job performance of specialists working in the youth care at Helwan 

University, through identifying organizational climate on the following axis: organizational 

structure, performance norms and ratios, the span of supervision, relationships and 

communications, developing human resources, procedures and policies systems. He found a 

significant correlation between job performance effectiveness and organisational climate 

factors naming: span of supervision, procedures and policies, relationships and 

communications. 

 

Bhutto, Laghari and Butt (2012) conducted a study to investigate the relationship between 

measures of organizational climate and measures of job satisfaction as applied to executives 

of public, private, and foreign banks in Pakistan. Another purpose of the study was to 

determine whether perceptions of different employees are different about organizational 

climate and job satisfaction or not. Based on the previous relevant research studies 14 factors 

were identified for each of both organizational climate and job satisfaction. The study 

revealed that out of 14 sub factors of organizational climate three are positively related to the 

job satisfaction, such as; organizational structure, identity, and human relations. Whereas for 

the executives of all the three banks, the two factors: equity and empowerment are negatively 

related to the job satisfaction. 
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Research Methodology 

Objectives of the study 

o To assess the impact of select variables on perception of organisational climate. 

Hypothesis 

H0 – ‘Impact of selected predictors on the Perception about quality of organizational 

culture is zero’ 

Sampling Unit  

To analyze the impact of variables of organisation climate on employee perception, a survey 

was conducted to collect primary data from public and private sector banks of Punjab, 

Chandigarh and Jammu and Kashmir. The survey for information gathering was conducted 

from February 2012 to September 2012. The subjects consisted of employees of banks. 

Sample size 

Total of 300 questionnaires i.e. 50% from public sector banks and 50% from private sector 

banks were filled by the respondents, out of which 19% respondents were from the Top level, 

34 % from Middle Level and 47 % were Lower level managers working with the public 

sector banks and the private sector banks operating in India. 

Sampling Method 

More than 350 questionnaires were distributed following the simple random technique. The 

reasons of using this sampling type were twofold. Firstly, it offered an easy way to obtain the 

raw data for the analysis. Secondly, it saved time and costs since the respondents could be 

randomly selected. 300 questionnaires were received fully filled which have been used for the 

study. The type of questionnaire used in the survey was structured. The main advantage of 

the questionnaire is that it reduces the bias of the interviewer by phrasing the questions 

differently and is less time consuming. The questionnaire consisted of questions related to 

organisational culture. Questions were adapted from Litwin and Stringer's (1968) 

organizational climate questionnaire, with adequate modification to suit the present subject. 

Several questions in the questionnaire were based on the objectives of the research. Likert 

scale was used in order to identify the employee’s perception about different organisational 

characteristics. 

 Collection of Data  

The primary data are those which are collected afresh for the first time thus being original in 

character. For this study Structured Questionnaires were used to collect primary data. 
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Analysis  

Table 1 shows that on the basis of given predictors and dependent variable, three models have 

been developed. Individual Job Characteristics has been found to be the most significant 

predictor causing maximum variation in the perception about quality of organizational 

culture. Thereafter Support has been the second significant variable in regression model 2. 

Finally model 3 adds Responsibility as the third contributing variable. In model 1, Individual 

Job Characteristics has caused almost 20% variations in the perception about quality of 

organizational culture. In model 2, the jointly caused variation by Individual Job 

Characteristics and Support has approximately been 29.5%. In model 3, joint variation caused 

is close to 31% by Individual Job Characteristics, Support and Responsibility. Therefore, it is 

clear that perception about quality of organizational culture is largely influenced by 

Individual Job Characteristics, Support and Responsibility. 

Table 1 
Model R R Square Adjusted R 

Square 
Std. Error of the 

Estimate 
1 .451a .203 .200 .65821 
2 .543b .295 .290 .62012 
3 .558c .311 .304 .61386 
 
a. Predictors: (Constant), Individual Job Characteristics 
b. Predictors: (Constant), Individual Job Characteristics, Support 
c. Predictors: (Constant), Individual Job Characteristics, Support, 
Responsibility 
 

  

To assess the significance of these models, ANOVA values have been calculated for all the 

three models. The null hypothesis here can be stated as the impact of selected predictors on 

the Perception about quality of organizational culture is zero. From the results in table 4.83, it 

is clear that all the three models have been statistically significant in explaining the variation 

in perception about organizational culture. Hence, the null hypothesis stating no impact of 

selected predictors on the Perception about quality of organizational culture stands rejected. 

Thus, it is clear that the selected predictors viz. Individual Job Characteristics, Support, 

Responsibility have significant impact on Perception about quality of organizational culture. 
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Table 2 ANOVAd 

 
Model Sum of 

Squares 
df Mean 

Square 
F Sig. 

1 Regression 32.895 1 32.895 75.928 .000a 
Residual 129.105 298 .433   
Total 162.000 299    

2 Regression 47.789 2 23.894 62.136 .000b 
Residual 114.211 297 .385   
Total 162.000 299    

3 Regression 50.458 3 16.819 44.634 .000c 
Residual 111.542 296 .377   
Total 162.000 299    

 
a. Predictors: (Constant), Individual Job Characteristics 
b. Predictors: (Constant), Individual Job Characteristics, Support 
c. Predictors: (Constant), Individual Job Characteristics, Support, Responsibility 
d. Dependent Variable: Culture 

 

To assess the contribution of predictors identified in the above models in explaining variation 

in Perception about quality of organizational culture, coefficient values in the three models 

have been presented in table below. Three regression equations which can be framed with the 

help of these models are as below. 

Model 1: Y = 1.099 + 0.451 (IJC) +e 
Model 2: Y = 0.682 + 0.334 (IJC) + 0.325 (SUP) + e 
Model 3: Y = 0.584 + 0.307 (IJC) + 0.238 (SUP) + 0.162 (RES) + e  
From the standardized beta coefficients, it is clear that the percentage contribution of 

individual job characteristics has been maximum in regression models followed by 

contribution of support and finally responsibility. Thus, finally, it can be said that individual 

job characteristics play the most important role in shaping the perception about quality of 

organizational culture among workers. Some role has also been played by support and 

responsibility of workers in the organization. However, the remaining predictors do not 

contribute towards perception on quality of organizational culture. 
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Table 3 Coefficientsa 
Model Coefficients t Sig. 

B Std. Error 
1 (Constant) 1.099 .110 9.972 .000 

Individual Job 
Characteristics 

.451 .052 8.714 .000 

2 (Constant) .682 .124 5.518 .000 
Individual Job 
Characteristics 

.334 .052 6.408 .000 

Support .325 .052 6.223 .000 
3 (Constant) .584 .128 4.577 .000 

Individual Job 
Characteristics 

.307 .053 5.834 .000 

Support .238 .061 3.903 .000 
Responsibility .162 .061 2.662 .008 

a. Dependent Variable: Culture 
 
 

Conclusion 

 It can clearly be concluded that perception about quality of organizational culture is 

largely influenced by Individual Job Characteristics, Support and Responsibility. However, 

the percentage contribution of individual job characteristics has been maximum, followed by 

contribution of support and finally responsibility. The mismatch between workers skills and 

their tasks can adversely their performance. Also employees want to continue to develop their 

knowledge and skills. Employees do not want jobs that they perceive as no-brain drudge 

work. Opportunity should be given to the employees to cross-train in other roles and 

responsibilities. 
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