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Abstract

The purpose of this study is to explore the role of
organizational climate as a predictor of the job
performance of employees from Granite industry in
Telangana State. Data was collected from questionnaire
survey. Questionnaire designed through the processes
included literature review, interviews, pre-test, and pilot
test. Exploratory factor analysis, analysis of variable
(ANOVA) and regression analysis were employed to
analyze the respondent data. The results indicate that
there is a significant positive relationship between
organizational climate and job performance among
employees in Granite industry.

The findings indicate that organizational climate explains
47.7 percent of the variations that occur in job
performance. The most important dimension affecting
job performance is Leadership and satisfaction, which
together explain 52.9 percent of the variations that
occur in job performance. The study concludes with
limitations and future research suggestions to enhance
organizational climate in Granite industry, Telangana
State.

The results show direct effects of organisational factors
(leadership, strategy, HR practices and entrepreneurial
orientation) on organizational climate configuration The
relationship between organizational climate and
performance is significantly positive while the direct
effect of some human resource practices on
organizational outcomes such as efficiency (training vs.

efficiency, employee involvement vs. efficiency) was
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negative.
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Introduction

Many organisations ignore organisational climate,
therefore, employees’ work engagement and effectiveness
might be very low. The organisational climate namely
constitutes the way individuals in an organisation perceive
and characterise their environment in an attitudinal and
value-based manner. Perceptions may, for example, include
notions of cooperation, leadership support, trust, fairness,
friendliness, conflicts, performance standards and
commitment. Steinke etal. (2015) argued that
organisational climates reflect employees’ perceptions of
the policies, practices and procedures that are expected,
supported and rewarded in regard to the human resources
of the organisation. Also, Ahmad et al. (2018) summarise
that organisational climate is regarded as a meaningful
component with significant implications in human resource
management and organisational behaviour. Therefore,
regardless of the size of organisation, it is important that
organisation build an excellent relationship with its
employees. For example, according to Hamidianpour et al.
(2015) organisational climate has positive and significant
impact on employee’s creativity in Granite Industry.
Organisational climate also has positive and significant
impact on entrepreneurial orientation in small and
medium-sized organisations. But medium-sized
organisations are already relatively big and owners or
managers may not be able to manage employees as they
should, medium-sized organisations identify poor
management skills, especially entrepreneurial skills, as
hampering their growth. This is why it is important to
discuss about the organisational climate issues in medium-
sized organisations and to highlight the importance of
human resource issues when organisation is growing
(Hornsby and Kuratko, (2013). It is not the case that
organisational climate is more or less important in bigger or
smaller organisations, it is the case that with growing of
organisation the requirements towards its governance and
management tasks are changing, so awareness of that
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should also rising. Therefore, this research wants to put
attention to governors and managers of medium-sized
organisations, because the organisational climate
components might need more of their attention.

One of the organizational factors that have a
significant impact on the performance of employee’s
organizational climate, Research about organizational
climate starts with an analysis of the current level of the
individuals and focus on what are involved in the conditions
of the psychological climate. For this reason, organizational
climate is one of the main concepts in organizational
behaviour. A suitable organizational climate leads to
innovation and inspiration in the Granite industry and has a
positive role in reaching organizational objectives.
Accordingly, managers should always monitor the
organizational climate.

The organizational climate makes a critical link
between the organizations leaders and the organization
itself. Organizational climate serves as a measure of
individual perceptions or feelings about the organization.
The organizational climate is reflected in the organizations
objective to develop its employees by providing them good
working environments and conditions and assisting and
supporting them so they can achieve job performance, all
of these enhance

The performance among the employees towards
the Granite industry, many studies have shown that
organizational climate has positive effects on job
performance. Specifically, organizational climate variables
(e.g., Motivation, Decision making, Communication,
Leadership and Goal setting) are significant predictors of
job  performance. An association between the
organizational climate and job performance of employees,
it helps to clarify the concept of role in organizational
climate in job performance, which has been shown to be a
reliable predictor of employee behaviours, such as turnover
and absenteeism. As a result, employees performance to
the Granite industry is a crucial issue in today. Many
researchers have sought to evaluate the factors that
contribute to forms of organization climate. As such, the
aim of this study was to assess the role of organizational
climate in job performance of employees in the Granite
industry environment.
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Review of Literature

James and Jones (1974) stated that their work
about organizational climate. A review of theory and
research, where they defined organizational climate as a
construct referred to the manner in which organizational
members perceive the work environment within that
organization and its impact on their individual psychological
wellbeing. They recommended make a differentiation
between climate regarded to organizational attribute and
climate regarded to an individual attribute.

Schneider (1975) explained the essay about
organizational climate. He presents an evidence regarding
the importance of climate, which refers to the perception
of the people about their work settings, each work
organization probably creates different kinds of climates
and is related to the outcome behaviour and the unit of
analysis. An important conclusion in this work isthe
different  conceptualization between organizational
climates.

Koene et al. (2002) stated that, the organisational
climate may influence smaller organisations differently
from larger organisations. Small and medium-sized
organisations represent a simpler and more integrated
social system, with fewer people, fewer hierarchical levels
and less subdivision of work. This changes with growing of
an organisation and, therefore, shows the importance of
researching organisational climate components impact in
different size of organisations

Schermerhon, Osborn, Bien and Hunt (2012)
stated that the better performance depends on the overall
performance of the organizations that is directly linked with
human resources, in other words, employees. Although
technology is important as it has a great impact on
employee performance in a number of ways, people are the
necessary human resources whose knowledge and
performance are important for advancing the purpose,
mission and strategies of an organization.

George and Jones (2012) defined the
organizational performance can be defined as the collective
performance of individual employees whereas individual
employee performance is defined as an evaluation of the
results of a person’s behaviour: determining how well or
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poorly a person has accomplished a task given and it is
found that motivation, personality and ability are the
important factors affecting employees’ performance.

Objectives of the Study

e To study the role of organizational climate in job
performance of employees in Granite industry

e To assess the organizational climate factors that affects
the performance of employees in Granite industry.

e To investigate the relationship between organizational
climate and job performance of employees in the
Granite industry environment.

Materials and Methods

This correlation descriptive study was done through a cross-
sectional method in two Granite industries in Telangana
State, in year of 2022. A total of 90 employees from
different units of Granite industry contributed to the study.
The sampling technique for personnel selection was
stratified random sampling in proportion to the number of
personnel.

Measurement of Tools

In order to evaluate job performance, Allen and Meyer’s job
performance standard questionnaire, which comprises 24
guestions, was used. And analysed, where their sum
determines the overall score for job performance.
Questions 1 to 8 assess involvement, Questions 9 to 16
measure Task oriented, and Questions 17 to 24 evaluate
work achievement. The questions are designed based on a
5- point Likert system ranging from “Completely disagree,”
scored 1 point, to “Completely agree,” scored 5 points.

Considering the standard questionnaire, the face
and content validity of this questionnaire were confirmed
by soliciting the opinion of three experts, and the reliability
of the job performance questionnaire was obtained to be
0.80 (Cronbach a coefficient Z 0.80).

In order to analyse organizational climate, we used
the original Organizational Climate  Description
Questionnaire developed by Halpin and Croft.

Table 1. Descriptive Characteristics of respondents.

Variables Frequencies (N) ‘ Percentage (%)
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Male 73 81.8
Sex Female 17 18.2
<30 27 29.2
Age (Years) 30-40 37 429
>40 26 27.9
Single 11 11.4
Marital Status Married 79 89.6
<10 43 47.8
Experience (Years) 10-20 35 38.9
>20 12 13.3
Source: Primary data computed
The respondents were asked to indicate their agreement or
disagreement with the questionnaire statements with
respect to their organization on a 5-point Likert scale
ranging from “Very much disagree,” scored 1 point, to “Very
much agree,” scored 5 points. The reliability of the
organizational climate questionnaire was calculated using
the Cronbach a coefficient (0.91). Considering the standard
questionnaire, the face and content validity of this
guestionnaire were confirmed by three experts.
Statistical methods
In order to interpret the data, data description was carried
out using measures of central tendency (mean) and
standard deviation. Also, in the inferential section, the
research hypotheses were tested based on statistical
methods. Therefore, after extracting and importing the
data into a computer, SPSS 11.5 software was used to
analyse them. In order to measure correlation between the
variables, Pearson’s correlation methods were used.
Table 2: Descriptive statistics of organizational climate
and dimensions
Variables Maximum Minimum Mean SD
Community sprit 12.75 2.25 3.69 1.11
Disturbance 4.75 1.00 2.36 0.86
Interest 5.00 1.75 3.49 0.63
Devotion 5.00 2.00 3.54 0.59
Others 7.25 1.00 2.96 0.92
Avoidance 5.00 1.50 3.07 0.63
Influences 5.00 1.00 2.82 0.91
Focus of work 4.50 1.00 2.77 0.77
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Organizational
climate

4.16 2.28 3.09

0.38

Source: Primary Data computed
Results

A total of 90 questionnaires were returned (response rate Z
90%). Descriptive characteristics of the respondents are
presented in Table 1. As specified in Table 1, the participant
groups with the highest percentages were married women,
women aged between 30 and 40 years, and women with
professional experience shorter than 10 years. Descriptive
statistics of organizational climate and its dimension are
presented in Table 2. Table 2 indicates that the highest
mean score (3.69) as perceived by the employees was
related to community spirit.

Table 3. Correlation results between organizational
climate and job performance.

Variables

r- values p- values

Organizational Climate and Job

performance

0.269 0.01

The Pearson correlation coefficient was used for testing the
correlation between organizational climate, its subscales
and job performance. Table 3 indicates a significant and
positive correlation between organizational climates with
job performance of the respondents (p > 0.05).

Discussion

The aim of this study was to determine the relationship
between organizational climate and job performance of
employees working in the Telangana State Granite industry.
The results indicated a positive and significant correlation
between organizational climates with job performance.
Other results showed avoidance of organizational climate
has a significant positive relationship with work
involvement and focus on task with work achievement and
continuance.

Table 4. Standardised path coefficients for proposed
model

3375




Journal of Namibian Studies, 35 S1 (2023): 3369-3379 ISSN: 2197-5523 (online)

Path Effect

Link coefficient | size
Hypothesized path direction | (1) (£’2) Standard error
Leadership with job performance Positive | 0.654* 0.419 0.083
Employee relations and job performance Positive | 0.347* 0.231 0.031
Employee commitment with job
performance Positive | 0.401%* 0.355 0.03
Employee satisfaction with job
performance Positive | 0.517* 0.399 0.031
Employee motivation with job
performance Positive | 0.477* 0.352 0.031

The results in Table 4 show that leadership has a positive
effect on the work engagement of older employees
(v =0.654, p<0.001) in granite organisations in Telangana.
The value of Cohen’s coefficient (f? = 0.419) is higher than
0.35 and shows that the effect of predictive latent variables
is of high strength. In addition, employee relations have a
positive effect on the job performance of older employees
(y=0.352, p<0.001) in granite organisations in Telangana.
The value of Cohen’s coefficient (f* = 0.241) shows that the
effect of predictive latent variables is of medium strength.

Findings

The study finds that the job performance is positively
correlated with organizational climate, job performance
and personal and professional variables. Both job
performance and organizational climate are strong
predictors of employee’s performance. Job performance is
positively related to some personal factors, including years
of experience, nationality, gender, and marital status. Level
of education is negatively related to performance.

The direct relationship between avoidance of
organizational climate and assigning the work indicates that
improving this component can increase employees
involvement in the performance. The positive and
significant relationship between focus on work output and
continuance task confirms the nature of such commitment,
that is, the need for income and employment benefits and
perceived risks in leaving the organization. The significant
and positive relationship between focus on work out put
and involvement indicates that an emphasis on improved
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performance would increase employee’s commitment to
duty.

According to the results of the study, efforts to
improve the organizational climate could be a valuable
strategy for improving employees performance. Thus,
Granite industry management should try to understand the
organizational climate and its factors in order to increase
performance in their employees. Granite industry can
create a positive and desirable climate for employees in
order to increase their responsibility to remain with the
organization, try to reach organizational goals and create
emotional attachment and enjoy staying at the Granite
industry.

In addition, because change starts from the self,
managers should be familiar with the organizational goals
and be committed to achieve them in order to be good
examples for employees and to create influence and
motivation with their behaviour. The research confirmed
the relationship between organizational climate and some
aspects of job performance, which should be considered for
the Granite industry, human resources management
strategies.

Our study has taken a step further in our field of
research. However, our study also had some limitations.
First, this study was cross-sectional and thus, generalization
of its findings should be done with caution. Also, the
analyses of data were all self-reported. These limitations
should be kept in mind.

Research Implications

The findings of this study have a limited generalize ability
due to the fact that all measures used are based on self-
reports. Future research may be directed to other objective
measures of performance.

Practical implications

Emphasis should be placed on effective supervision,
empowerment and a better reward system. Cultural
diversity is a reality for most Granite Industry in India;
therefore, they need to adopt effective human resources
strategies that aim to improve performance and retention
of qualified workers and build a high performance based on
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empowerment, open communication and appreciation of
impact of national culture on work attitudes.

Conclusion

This paper has analysed the role of organizational climate
and job performance of employees in the Granite Industry
environment, then to identify the important characteristics
in the evolution of the concept.

Organisational climate is one of the important
indicators which affect organisational and employee
performance. A supportive work environment will result in
engaged employees who enjoy their work. It therefore
comes as no surprise that work climate is an excellent
predictor of organisational and employee performance and
an employee would be able to perform well only when he
or she is work engaged.

In the case of organizational climate construct, our
propose produce fruitful in sights. The top path showed a
coherent evolution. Our research present that the concept
is divided by periods, where the first period try to
conceptualized the organizational climate term based on
the staff, the second period study the instruments to
measure both of the organizational climate and job
performance. With systematic reviews about organizational
climate topic other researchers had already identified the
most important articles in this field and that we showed in
the main path. So the Granite industry management should
give more consideration on working staffs and developing
the organizational climate their needs, it will be increase
their performance.

References:

1. Rafiee, Bahramiand Entezarian (2015), Demographic
determinants of organizational commitment of managers in
Yazd. IntJIManag Account Econ,2(1):514-523.

2. Ghasemi and Keshavarzi (2014), The relationship between
organizational climate, organizational commitment and
organizational citizenship behaviour in a Granite industry
environment. Reef Resource Assess Manag Tech
Pap,14;40(2):759e73.

3. Balzac (2014), Organizational psychology for managers.
Springer Science + Business Media.

4. Bahrami MA, Taheri GH, MontazerAlalfaraj R and
DehghaniTafti A (2013),The relationship between

3378



Journal of Namibian Studies, 35 S1 (2023): 3369-3379 ISSN: 2197-5523 (online)

10.

11.

12.

13.

14.

15.

16.

17.

18.

organizational climate and psychological well-being of
Granite industry employees. World J Med Science,9(1), 61-
67.

George JM and Jones GR (2012). Understanding and Managing
Organizational Behavior sixth ed: Prentice Hall; 2012.
Schermerhon JR, Osborn RN, Bien MU and Hunt JG (2012).
Organizational behaviour. John Wiley and Sons: 2012.
Victoria B and Andreas IA (2009), Examining organizational
climate in Greek hotels from a service quality perspective. Int
J ContempHospManag, 21(3):294-307.

Warsi S, Fatima N andSahibzada A (2009). Study on
relationship between organizational commitment and its
determinants among private sector employees of Pakistan.
Int Rev Bus Res Pap,3(5): 399-410.

Vanaki Z andVagharseyyedin SA (2009), Organizational
commitment, work environment conditions, and life
satisfaction among Iranian employees. Journal of arts
Sci,11(4):404-409.

Shiverick B and Janelle P (2009). Cultivating employee
commitment to achieve excellence. Washington DC: American
Association of Homes and Services for the Aging; 2009.
James JR, Choi CC, Ko CH, McNeil PK, Minton MK, Wright MA
and Kim K. Organizational and psychological climate: a review
of theory and research. Eur ) Work Organ Psychol,17(1):5-32.
Abdullah NB and Hasan HB (2006). Relationships between
communication climate and organizational climate with
commitment. The case study of the Kolej University
TeknikalKebangsaan Malaysia [Mastersthesis]. Melaka,
Malaysia: Kolej University TeknikalKebangsaan Malaysia.
Haung L, Chen L, Tsaie H and LinCh (2006). Development of
an instrument for assessing factors related to employees’
organizational commitment.11:9-19.

Lok P, Westwood R and Crawford J(2005). Perceptions of
organizational subculture and their significance for
organizational commitment. ApplPsycholint Rev, 54(4):490-
514.

Suliman AM and Isles PA (2000). The multi-dimensional nature
of organizational commitment in a non-Western context. J
ManagDev ,19(1):71-82.

Meyer JP and Allen NJ(1993). Commitment to organization
and occupations: Extension of a three-component model.
JournalApplPsychol, 78(4):538e51.

Schneider, C. E. (1975). Operational utility and psychometric
characteristics of behavioural expectation scales. A cognitive
reinterpretation. Journal od Applied Psychology, 62 541-548.
James and jones (1974), Climate as a moderator of the
relationship between leader-member exchange and content
specific citizenship: safety climate as an exemplar. Journal of
Applied Psychology,88,170-8.

3379



