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Behavior, Texas . Business Publications Inc., 1973, p:. 314.
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" The Grganizational Climate “Bridge”

Organizational Climate: The

employees’

“feel” for the objective

aspects of the organization.

Objective. tangible aspects
of the organization:

Organization Structure
Policies and Procedures
Leadership Style

. Performance Appraisal—
-Tools, Etc.

f

Employee Morale
and Behavior

Note: Organizational climate acts as a bridge between: (1) objective, tangible aspects of the organization sich as
structure, and leader style; and (2) the morale and behavior of employees.

(Ig:) Gary Dessler, Organization and Management :

A Contingency Approach (EngleewoOd Cliffs, NIlJ.

Prentice—Hall, 1976) p. 187., J.P. Campbell, M. Dunnette, E.E. Lawler, and K.E. Weick, Jr,

Managerial Behavior, Performance,, Effectiveness (New York : McGraw—Hill Book Company, 1970)
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Selected theories and concepts retated to organizational climate

Theory or concept

Focus

Use of climate concepts

Taylor (scientific manage-
ment)

Upon a “one best wary”
tem of managing work by en-
couraging specialization and
formal structuring of jobs.

Showed how structuring the
job and developing a line of.
authority leads to working in
an environment of certainty.

sys-

Woodward and Lawrence and

Upon the interrelationships

Attempted to show how

Lorsch of environmental forces, tech- ~ structural-technical demands
nology, structure, and per- describe - climate ~ influence
formance. largely through job expecta-j

" tions.
Cybernetics Upon the fact that man can  Showed how information

vironment.

control and modify his en-

significantly modifies the cli-
mate in which an employee
operates.

o. " Kurt Lewin, The Conceptual Representation and the - Measurement of Psychological Forces (Durham,

N.C. : Duke University Press, (1938).
. E. Brunswik,
vol. 8 (1939), pp. 36—49,

“The Conceptual Focus of Some Psychological Systems,”

Journal of Unified Science,
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Theor 'y or concept

Focus

Use of climate concéps

Lockheed span of control
model

Concerned with developing a
model that highlights the
optimal span of control.

Used weighted scale to assess
the importance of various cli-
mate factors such asthe de-
gree of training of managers
and the planning atfflosphere
within the firm.

Decentralization

Upon the downward delega-
tion of decision-making lati-
tude.

The amount of delegation
that is allpwed depends upon
the trust and faith that exists
within the organization.

Likert (System 4)

Processes of group interac-
tion as related to participa-
tion, comrhunication, and
motivation. Leadership style
is a cial factor in de-
termining the degree of in-
teraction.

Attempted to show how a
work atmosphere that per-
petuates a supportive climate
leads to better performance.

Job enrichment

Seeks to improve task effi-
ciency and human satisfac-
tion by means of improving

the intrinsic features of a jod.

Attempts to create a climate
that provides the employee
with responsibility, recogni-
tion, and - opportunities for
odvancement. '
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o. QGarlie A, Forehand, ““On The Interactions of Persons and Organizations, in Tagiuri and Litwin (eds)

Organizational Climate, pp. 65~82. Also see B. Van Haller Gilmer, Industrial - Psychology, pp. 7480,
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FIGURE 11-1 LT

‘An integrative model of system; climate, and effectiveness'factors.
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Sample Qilestions from  Litwin and Stringer’s Organizational Climate Questiﬁnnai;e

1 Structure

The _}obs in this Organization are clearly
defined and logically structured.
In this Organization it is sometimes unclear

who has the formal authority to make a

decision. , ,
Red ,ktape is kept to a minimum in this
Organization.

In some of the projects I've been on, I

haven’t been sure exactly who my boss
- was,

Responsibility: ‘
Our philosophy emphasizes that people
should solve their problems by themselves.

There are an awful lot of excuses around
here when somebody makes-a mistake.

One of the problems in this Organization

is that individuals won’t take responsibility.

Rewards

“We have a promotion system here that
helps the best man rise to the top.

In this Organization the rewards & encou-
ragements you get usually outweigh the
threats and the criticism.

There is'a great deal of criticism in thlS
Organization.

Risk

- Our business has been built up by takmg
calculated risks at the right time.

Decision making in this Organization is -

too cautious for maximum effectiveness.
Our management is willing to take a
‘chance on a good idea.

Warmth

A friendly atmosphere prevails among
the people in this Organization.

This Organization is characterized by a “

relaxed, easy-going climate.

People in this Organization tend to be
cool and aloof toward each other.

| Definitely

Agree
Definitely
Agree

Definitely
Aggree

Definitely -

Agree

,Deﬁnitelj

Agree

Deﬁmtely ‘

Agree

Definitely
Agree

Definitely
Agree:
Definitely
Agree

Definitely

Agree

Deﬁnitély :

Agree

Definitely

Agree
Definitely

- Agree

Definitely
Agree -

Definitely

Agree
Definitely
Agree

Inclinedto
Agree
Inclined to
Agree

Inclined to
Aree

Inclined to
Agree

Inclined to

‘Agree

Inclined to

“Agree

Inclined to
Agree

Inclined to
Agree
Inclined to

 Agree

Inclined to

Agree

Inclined to
Agree
Inclined to
Agree
Inclined to
Agree’

Inclined to

Agree
Inélined to
Agree
Inclined to
Agree

Inclined to
Disagree
Inclined to
Disagree:

Inclined to
Disagree
Inclined to
Disagree

Inclined to
Disagree
Inclined to

Disagree

Inclined to
Disagree

Inclined to

" Disagree

Inclined to
Disagree

Inclined to

Disagree

Inclined to
Disagree
Inclined to
Disagree
Inclined to

Disagree

Inclined to-
. Disagree
‘Inclined to_

Disagree
Inclined to
Disagree

Definitely -
Disagree
Definitely

- Disagree

l)leﬁhiiely
Disagree
Definitely -

- Disagree

Definitely

‘ D1sagree

Deﬁn1te1y"~ '
Disagree
Definitely

‘Disagree

Definitely

“Disagree
Definitely
. Disagree

Definitely
Disagree - :

Déﬁnitely
Disagree
Definitely
Disagree
Definitely
Disagree

Definitely
Disagree

Definitely
Disagree
Definitely
Disagree
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6.

7.

Support
You don’t get much sympathy from

higher-ups in this Organization if you

make a mistake.

People in this Organization don’t really
trust each other enough.

When | am on a difficult assignment 1

can usually rely on getting assistance from -

my: boss and co-workers.

Standards 4

In this Organization we set vefy‘»high
standards for performance.

Our management believes that no job is

so well done that it couldn’t be done

better. \
In this Organization people don’t seem

to take much pride in their performance. .

Conflict

The best way to make a good impression
around here is to steer clear of open
arguments and disagreements.

The attitude of management is that
conflict between competing units and
individuals can be very healthy.

We are eilcouraged to speak our minds,
even if it means disagreeing with our

~ superiors.

9‘»

Identzty P

People are proud of belonging to thlS
Organization.

I feel that T am a member of a well |

functioning team.

As far as I can see, there isn’t very much
personal loyalty to the company.

Definitely

Agree -

Definitely
Agree
Definitely
Agree

Definitely
Agree
Definitely

Agree

Definitely
Agree

Definitely
Agree

Definitely
Agree

Definitely
Agree

Definitely
Agree
Definitely
Adree
Definitely
Agree

Inclined to
Agree

Inclined to
Agree
Inclined to
Agree

Inclined to
Agree
Inclined to
Agree

Inclined to
Agree

Inclined to
Agree

vInclined, to

Agree

Inclined to
Agree

Inclined to

" Agree
Inclined to

Agree
Inclined to
Agree

Inclined to
Disagree

Inclined to
Disagree
Inclined to
Disagree

Inclined to
Disagree
Inclined to
Disagree

Inclined to
Disagree

Inclined to
Disagree

inclined_,to |

Disagree

Inelined! to
Disagree

Inclined to
Disagree -

Inclined to -

Disagree
Inclined to
Disagree

Deﬁhitely

Disagree.

Definitely

"Disagree
Definitely
Disagree

Definitely
Disagree

Definitely
Disagree

Deﬁ;litely
Disagree

Definitely
Disagree

Definitely
Disagree

Definitely

Disagree

Definitely
Disagree
Definitely
Disagree
Definitely
Disagree

Source : George Litwin and Robert Stringer K Motivation and. Orgamzauanal Climate (Boston Dmsxon

wd

of Research, Gtaduate School of Busmms Administration, Harvard University, 1968)
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