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Abstract. Harmonization of the relationship between society, economy, 

and nature requires both the development of more environmentally friendly 

technologies or restrictions on its exploitation, as well as a change in the 

way of life and work. This is particularly about improving the quality of 

work to reduce energy consumption and/or pollution. In this context, the 

issue of the organizational climate that determines job satisfaction and in-

creasing cooperation towards sustainable development is of particular im-

portance. The article presents the results of research on the organizational 

climate carried out on a selected group of students employed in textile in-

dustry enterprises. The analysis of the results allows us to state the high as-

sessment of the climate at work in its individual spheres and a high level of 

trust in the management of the organization. 

1 Introduction 

When we analyzing the concept of Sustainable Development, it can be noted that it 

concerns both environmental protection, the quality of human life, and methods of further 

economic growth. It assumes the occurrence of interdependencies between such areas as 

nature, society and the economy [1]. This means a far-reaching interdisciplinary approach 

to research on socio-economic development. This approach to relations between people, the 

environment, and the economy allows them to find a common space and interdependencies 

in them [2]. Appropriate management of these areas is to ensure well-being associated with 

such qualities as happiness, harmony, fulfillment or community [3]. 

For this to happen it is necessary to raise ecological awareness, and with it change the 

way of life and the hierarchy of values. Hence, the work environment is more and more 

often paid attention. 

One of the spheres that have an impact on shaping awareness of social responsibility for the 

surrounding environment and activities undertaken in this area is the organizational climate. 
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Research on it goes back to the work of Kurt Lewin conducted in the 1950s [4,5]. This 

concept became especially popular in the sixties and seventies of the twentieth century, 

along with the publication of the book by Litwin and Stringer [6]. This interest in social 

relations at work contributed to the detection of the correlation between job satisfaction and 

productivity and the organizational climate [7, 8, 9]. 

Trying to define this concept, many researchers refer to Forhand and Gilmer [10], who 

noticed that the organizational climate is a set of features that describe the organization and 

differenciate organizations among themselves. It is relatively durable and has an impact on 

the behavior of people in the organization. In turn, Guion [11] maintained that the climate 

concerns both the attributes of the organization and the perception of the individual, and 

that it is simply an alternative to affective reactions to the organization, such as job satisfac-

tion. Similarly, Taguiri, defining the organizational climate, stated that it is a relatively 

persistent quality of the internal environment of the organization experienced by its mem-

bers, affects their behavior and can be described by values and sets of attributes of the or-

ganization " [12]. It follows that it is a collection of measurable properties (dimensions) of 

the work environment that people in this environment perceive directly or indirectly and 

that affect their motivation and behavior [13]. 

The current measurement of the organizational climate should focus on this perception 

of the workplace and assessment of its impact on motivation and behavior during organiza-

tional and environmental changes [12]. Analyzing various proposals regarding this concept, 

it seems that most of them agree that it covers three levels of behavior, namely: individual, 

interpersonal and organizational [7, 14, 15, 16]. 

It is good to remember  that the behavior of employees is shaped by the constant chang-

es caused by the processes of the transformation of the organization. Such phenomena as: 

globalization, mergers and acquisitions, outsourcing, reorganization, etc. affect both the 

perception of the organization itself and the motivation and commitment of employees [17, 

18]. 

2 Dimentions of the Organization Climate 

An important element of the debate on climate research concerns not so much a way of  

measuring, but rather what to measure. There are many proposals regarding organizational 

dimensions that should be included in such analyzes. Generally, it is believed that there are 

eight basic dimentions of organizational (psychological) climate [19]:  

− Autonomy (The perception of self-determination with respect to work procedures, 

goals and priorities). 

− Cohesion (The perception of togetherness or sharing within the organisation setting, 

including the willingness of members to provide support). 

− Trust (The perception of freedom to communicate openly with members at higher or-

ganisational levels about sensitive or personal issues). 

− Pressure (The perception of time demands with respect to task completion and perfor-

mance standards). 

− Support (The perception of tolerance of member behaviour by superiors). 

− Recognition (The perception that members’ contributions to the organisation are 

acknowledged). 

− Fairness (The perception that organisational practices are equitable and non-arbitrary). 

− Innovation (The perception that change and creativity are encouraged). 

A wide analysis of the proposed areas allowed to conclude that the organizational di-

mensions at the formal level are: structure, policy, objectives, management practices, task 

specialization, decision making, standards and rewards. At the informal level, the organiza-
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tional climate refers to the identity, needs of employees, responsibility, communication, 

information exchange, support or conflict resolution [16]. As part of such designated areas, 

several research questionnaires were built. We considered two models of organizational 

climate that have been proposed in the literature. Tustin [20] suggested that the following 

dimensions represent common elements of organizational climate: 

− interpersonal communication, 

− support and relationship in the work group, 

− risk and challenge (the feeling that risks and challenges exist in the work and that 

knowledge and abilities are utilized and developed), 

− promotion and pay system (the feeling that promotion depends on good performance 

and the fairness of the pay policy), 

− identification (the feeling that an employee belongs to an organisation and is loyal to 

the organisation), 

− standards (the perceived importance of implicit goals and performance standards), 

− recognition and reward (the feeling that recognition and reward are given in return for 

good performance), 

− participation (the feeling that the supervisor has confidence in the subordinate’s ability 

to participate in decision-making), 

− training and development (the feeling that training and development takes place and 

that it achieves results), 

− responsibility (sense of independence in choosing work methods). 

And a research questionnaire developed by Martins [21], which is based on such dimen-

sions as: 

 -mission and goals (employees’ perception of and satisfaction with the organisation’s stra-

tegic focus and mission and goals),  

− technology (employees satisfaction with the support systems), 

− task systems (various activities and actions that influence work activities), 

− management processes (managerial functions that influence employees), 

− interpersonal and social processes (the perceptions of rewards, relationships, respect 

and support that prevail within a team), 

− external environment (employees’ perception of the organisation’s readiness to deal 

with external demands), 

− employment equity (the implementation and fairness of employment equity), 

− job satisfaction (employees’ general satisfaction), 

− factors of importance (why employees come to the company and factors that will influ-

ence their decisions to stay with the company). 

While assessing the perception of the organization by an employee, we took into ac-

count those dimensions that may affect the process of shaping ecological sensitivity. The 

climatic dimensions identified as the most relevant in this study include commitment, inter-

personal communication, satisfaction, reward system, training and development, trust, and 

fair practices.  

3 Method 

3.1 Participants and Procedure 

The participants in the empirical data collection were 88 extramural graduate students of a 

possible 132 employees working for a large, textile manufacturing company. Employees 
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voluntarily filled out the questionnaire during class. No inducements were offered to en-

courage participation. The overall response rate was 93.6%.  

The respondents represented middle and low job levels in the organisation, middle man-

agement and professionals (11,6%), junior management and technical (33,5%), skilled 

(39,2%) and semi-skilled (15,7%).  

Most respondents (88,4%) were between 21 and 30 years of age; 65,8% had one year 

but less than five years’ work in this comapny; 31,7% were female while 68,3% were man.  

Education ranged from a high school diploma to a bachelor’s degree.  

3.2 Measures and Procedure 

All climate measures were Likert-type scales with responses from 1 (strongly disagree) to 5 

(strongly agree).  

The research questionnaire contained 38 questions representing 7 analyzed indicators. 

The employees received a survey from the researcher during classes at the university. 

They were informed of the confidentiality and anonymity of their responses. When they 

had filled out the questionnaire, they returned it in an unmarked envelope. Data were col-

lected in March 2018. 

Each indicator was based on several questions. An example from the Commitment scale 

is “I am strongly associated with the organization.” High scores indicate greater commit-

ment. Cronbach’s alpha was .71. From Communication is “I can express my opinions freely 

without fear of punishment” or “The objectives of the organization are communicated to all 

employees regardless of position”. High scores indicate better communication process.  
An item from the five-item Satisfaction scale is “Overall, I am satisfied with my role in the 

organization” or “My job satisfaction in the organization has increased since employment”. 

High scores indicate greater satisfaction. Cronbach’s alpha was .66. An example from Re-

ward System is “The salary is competitive with similar organizations”. For Training and 

Development dimention is e.g.“ The organization provides appropriate training and profes-

sional development opportunities”. For Trust, a high score indicates greater trust in one’s 

boss. A sample items from the five-item  

Trust scale are “Generally, I support decisions made by leaders” or “Overall, I trust the 

management of the company.” Fair Practices was measured using the same five-item Likert 

scale. A simple items are “Men and women are treated equally at work” or “There are posi-

tive relationships in the organization between employees from different age groups”. High 

scores indicate higher evaluation of the practices used in the organization.  

4 Results 

All indicators showed a high level of employee satisfaction. And so the employees regarded 

the process of communication in the organization as good at 60%; training system 66% of 

respondents rated well; 46% of employees consider the pay system as adequate, with 24% 

having a different opinion. The practices applied in the organization in relation to women 

and older people were rated satisfactory (82%).  

Detailed percentages of these indicators are included in the appendix. 

At this point, we only show indicators that we think are most important when trying to 

change organizational behavior and attitudes of employees. 
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4.1 Engagement 

Fig. 1. shows the distribution of responses regarding the issue of employee commitment in 

organization development. Following that analysis, it can be observed that their relationship 

to the company is positive. Only 19% of respondents believe that the level of commitment 

is low, while 55% feel strongly related to the organization. This indicator is also the answer 

to the question about the desire to stay or leave the organization in the near future. 

Fig. 1. Percentage distribution of employee engagement. 

4.2 Trust 

For the organization overall, trust is correlated with all attitudes, as predicted. In the pres-

ence of the other four organizational climate variables, trust predicts both affective com-

mitment and intent to leave. Despite the constant changing in and out of the organization, 

employees may believe that they can commit to and stay with the organization as long as 

their current leaders can be trusted. When it comes to job satisfaction, employees often do 

not perceive trust as affecting the overall convenience or pleasant nature of their work, but 

such correlation exists [22]. In the surveyed organization, the level of trust among staff is 

high and reaches 47%. Only 21% believe that trust is at a low level. 
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Fig. 2. Percentage distribution of employee trust. 

4.3 Satisfaction 

General job satisfaction in the surveyed organization was high (60% of respondents rated it 

as well, 40% considered it different. 

Fig. 3. Percentage distribution of employee satisfaction. 
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5 Conclusions 

The data provided a description of a young, educated and trained work force which re-

ceived moderate levels of financial remuneration. The general picture emerging out of these 

findings indicate that overall a favorable climate exists in the organization. The organiza-

tion has a group of professionals who work to increase the organization's benefits and meet 

their professional satisfaction. 

The management shows transparency in decision making and shares information across 

levels. They also believe in having a participative approach to decision making. There is 

enough autonomy to perform one’s job. Also, the organization offers enough scope for 

personal and professional growth. The leadership of the organization is approachable and is 

sensitive to the needs of the employees. 

Referring to the concept of sustainable development must be remembered that one of 

the essential conditions for its implementation is to increase the organizational activities for 

the benefit of the surrounding environment. This often involves convincing others of the 

rightness of such solutions, even at the expense of material benefits. However, this is possi-

ble primarily in the situation of a high level of mutual trust and a sense of belonging to the 

community. 

The organizational climate can become conducive to develop potential and competen-

cies of the employees and provide opportunities for fulfillment. There is a need to strength-

en the role of management in the organization under study, which should feel responsible 

for building a positive, motivational work culture, which would ensure optimal use of the 

team members' capabilities leading to self-assessment and organizational efficiency.  

These are the features of a good organizational climate. Only employees who feel well 

in the organization can meet the challenges posed by the clash of organizational and group 

goals with general social goals. In a good climate, difficult decisions are easier to make. 

The next stage of research should be to examine to what extent this positive organiza-

tional climate favors adjusting the organization to the concept of sustainable development. 
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Appendix 

Communication 

This indicator focus the clearness of upward and downward communication and the rela-

tionship between subordinate and supervisor. 

 

Fig. 4. Percentage distribution of employee rated Process of Communication. 

Reward system 

This indicator focuses on employees feeling that awards are granted fairly and in exchange 

for good results. 

 

Fig. 5. Percentage distribution of employee evaluation regarding reward system. 
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Treaining & Developing 

This indicator focuses on issues related to the possibilities of building a career in the 

organization and acquiring new skills. 

 

Fig. 6. Percentage distribution of employee evaluation regarding training and development. 

Fair practices 

This indicator identifies employee observations regarding such issues as: equal treatment of 

employees irrespective of their gender or age. 

 

Fig. 7. Percentage distribution of employee observations on fair practices. 
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