Systems & Management 11 (2016), pp 290-298

SYSTEMS & MANAGEMENT

Electronic magazine

IMPLEMENTATION OF ORGANIZATIONAL CLIMATE SURVEY FOR PERFORMANCE IM-
PROVEMENT AND COMPETITIVENESS OF AN INFORMATION TECHNOLOGY COMPANY

Aryel Clementino Cruz?, Leandro Domingos Tavares®

aUniversidade Candido Mendes, *Universidade Federal Fluminense

Abstract

The organizational climate represents the organization’s environment considering the staff, human relations and
the resources available to carry out the work. In this concept, it is considered also the quality and the search for impro-
ved organizational performance based on people’s behavior change. The reason for the research is characterized by the
following question: how can the organizational climate research be an effective tool to diagnose the degree of motivation
of employees and improve the performance of corporate management? This study has the general objective to analyze
the organizational climate in order to improve the working conditions of the company that operates in the information
technology sector, so as to diagnose the satisfaction and expectation factors and to evaluate the performance of emplo-
yees. As for scientific research classification, it is a case study built on bibliographical research and analysis of the survey
results that were sent to 78 employees through Google Docs. The organizational climate survey was based on theore-
tical basis, highlighting the following factors: leadership, interpersonal relationships, communication, T&D, pay system,
quality, productivity, and working conditions. Finally, the results showed: dissatisfaction indices for the leading system
for organizational communication and the compensation system; and satisfaction ratings for interpersonal relations and
working conditions. This information was used for preparing an action plan for the management of organizational culture
and, consequently, improving the performance and competitiveness of the company.

Descriptors: Organizational Climate, People Management, Information Technology.

1. INTRODUCTION

Studies on the organizational climate are essential for the
diagnosis of the internal environment of organizations, ena-
bling the planning of interventions and changes, regardless
of the fact that the organization is public or private. Accor-
ding to Luz (2003b, p.12), “organizational climate is a reflec-
tion of the mood or the degree of satisfaction of employees
in a company at a given moment.”

The organizational climate study opens a new
dimension in the search for explanations of or-
ganizational behavior, especially when facing the
identification of the aspects that influence the
perception of those institutional problems, still
lacking theoretical concern mainly in the federal
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public universities, recently hit by globalization
and the reform of the state apparatus (Rizzati,
2002, p.20).

One of the parameters for analyzing the work environ-
ment is determining the level of satisfaction with which the
worker performs his tasks and how this level of satisfaction
can affect the quality of the activities and the effectiveness
expected by the institution.

When workers enter professionally in a company, they
supposedly seek satisfaction of their personal development
needs as well as professional fulfillment, and the achieve-
ment of these objectives is linked directly to the importance
the company gives to people management and to the sco-
pe of the effectiveness of its results. Therefore, the good



performance of these workers is the result of an effective
strategy of development of quality services, or goods pro-
duced, together with the efficient development of people
collaborating.

Satisfaction with the work includes the results
of concepts, treatment and fair procedures. If
you do not see justice in your boss, in the pro-
cedures of the company or its remuneration po-
licy, your job satisfaction declines considerably.
However, when you realize that the company’s
processes and results are fair, trust is created.
And when you trust your employer, you have
more willingness to engage voluntarily in beha-
viors that exceed your regular duties (Robbins,
2002, p. 78).

The organizational climate is reflected not only indivi-
dually, but also collectively, in all business spheres, influen-
cing employee satisfaction and its performance, as well as
the performance of the entire organization. According to
Ewis (2015), an organizational climate development work
influences significantly and positively the commitment and
organizational engagement.

The rationale for this study is related to the following
question: how can the organizational climate research be an
effective tool to diagnose the degree of motivation of em-
ployees and improve the performance of corporate mana-
gement?

Based on the presented problem, the objective of this
study is to analyze the organizational climate in order to im-
prove the work environment in a company that operates in
the information technology sector.

2. LITERATURE REVIEW

2.1 Organizations and people management

Every institution, whether public or private, must rely
on the operational support of workers for its operation and
shows the need to structure and guide the activities develo-
ped by them.

During the twentieth century, following historical and
conceptual changes on the so-called work, the relationships
between companies and their body of workers, and the un-
derstanding in terms of the importance of the business stra-
tegic development has also been modernized.

It is understood, therefore, that the people management
sector is committed to help form the type of professionals
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the institutions want, in order to develop both the institu-
tion and the worker, showing the subjective character of the
individual within the institution.

One of the people management models that has been
evolving and gaining prominence is the management model
based on people skills. Still little known in the Brazilian public
sector, management skills means looking for work through a
lens that combines knowledge, know-how, experience and
behaviors exercised in specific context (Amaral, 2006).

Thus, the foundation for the use of skills in the current
personnel management policy starts to have a conceptual
dynamism, which correlates the skills necessary for the suc-
cess of the organization to its employees’, not prioritizing
the use of competency approach solely for the design of the
functions and their duties.

In this context, we believe that management skills
can contribute to staffing, allowing greater identification
between the duties established by law, the effective practice
with the enterprise sectors and the personal wishes of each
worker.

2.2 Organizational climate

in line with the new vision of “people management”,
where the workforce is recognized as “active subject” of the
organizational action, a major challenge faced by the institu-
tions is to harmonize the diversity of this workforce.

People carry out activities related to their craft in diffe-
rent ways, as they deal with bosses and colleagues in dif-
ferent ways; they also differ in terms of the effort spent to
perform tasks; establish different values for stability in em-
ployment, the existence of a career plan, the training recei-
ved; in short, they are different people reacting in different
ways to the variables that make up and characterize the re-
lations of and at work. To better understand these variables,
and the positive or negative evaluations that workers have
in relation to various aspects of their work environment, the
organizational climate concept becomes important in busi-
ness management.

In the conception of Luz (2003b, p. 13), organizational cli-
mate is the psychological atmosphere that surrounds, at a
given time, the relationship between the company and its
employees.”

Coda (1997) points out that the organizational climate
survey can establish a channel of communication between
the managers and employees of the organization, in order
to guide and democratize the participation of workers in the
management process.
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For Litwin (apud Luz 2003b, p. 10), the organizational cli-
mate is the quality or property of the organizational environ-
ment that is perceived or experienced by the members of
the organization and it influences their behavior.

Ewis (2015) points out that the organizational climate
has important results for employees individually, collecti-
vely, as well as for the organization as a whole, and can
significantly influence on employee satisfaction, individual
performance and organizational performance. The organi-
zational climate enhances the capabilities and efficiency of
anindividual, which is reflected in long-term well-being, on
reputation of the organization and eventually the welfare
of society.

From these concepts, we can understand the “organi-
zational climate” as the atmosphere that will determine
the work environment, environment that is permeated by
a complex network of individual expectations and percep-
tions or groups also substantiated by organizational refe-
rences that will determine the behavior of its employees,
creating an environment with unique characteristics.

The following groups feature a diagnosis of climate set by
Bispo (2006, p. 263), which was the basis for this question-
naire survey:

2.3 Satisfaction at work

For Tamayo (apud Vasconcelos, 2004, p. 9), “a satisfactory
job is one that offers the opportunity to get the main desired
goals”, enabling workers to achieve professional fulfillment.

According to Robbins (2002, p. 75), job satisfaction is “a
pleasant emotional state resulting from the realization that
work helps individuals to achieve valued results.” This sen-
se of well-being is promoted by interaction with colleagues
and bosses, the conditions that provide support to tasks, the
perception of being included in the preparation of sectoral
targets, among many other factors.

People who have a high level of satisfaction with their
work present positive attitudes towards it, whereas those
who are dissatisfied present negative attitudes. It is unders-
tood then that job satisfaction is the set of feelings with
which workers see their work: a high degree of satisfaction
can translate into a more productive institution; a low de-
gree of satisfaction, on the other hand, can translate into ne-
gligence (passive waiting for the improvement of conditions)
and neglect (expressed by letting things worsen).

In this study, we analyze the concepts of satisfaction spe-
cifically linked to the professional experience of a particular
group of workers, on the premise that “work is a key compo-
nent in the context of human experience as it allows us to ex-
ternalize our abilities and potential” (Vasconcelos 2004, p.3).

Table 1 - Groups of a diagnosis of the organizational climate

Professional life

Professional identification degree with the company, measures the level of your pride regar-
ding the company and your professional success.

Organizational structure (Chief)

Level of relationship of the elements of this structure and its interference in the activities

carried out by employees.

Remuneration

It evaluates whether this item (remuneration) is in accordance with the activities provided to

the company.

Professional security

Assesses the risk of dismissal without reason perceived by employees.

Sociocultural level

It verifies whether the intellectual, cultural and social levels of the staff are in accordance with
the needs inherent to their activities.

It measures the level of difficulty found for locomotion between the house of employees and

Transport .
P the company and vice versa.
Workolace Degree of relationship between co-workers. The workplace situation is also assessed: noise,
P ventilation, safety, equipment, etc.
I It assesses the level of family life of employees, necessary for good productivity in activities in
Family living y ploy yforg P ¥

the company.

Financial situation

The fact that an employee has good remuneration is not enough so that he has a good finan-
cial situation.

Health

It evaluates the opinion of the employees in terms of their overall health, one of the items
of extreme importance and difficult to observe, as well as the importance of the benefit plan
provided by the company.

Leisure and recreation

Necessary to ensure good productivity.

Source: Adapted by the Bishop (2006, p. 263)



3. METHODOLOGY

The approach taken in this research has an exploratory
feature that, according to Gil (1995), is developed in order
to provide an overview of an approximate type, concerning
a certain fact. In addition, the survey can be considered qua-
litative and quantitative, since we sought to quantify the res-
ponses of interviews, analyze them based on the key con-
cepts of the theoretical foundation and establish an action
plan to improve organizational performance.

The questionnaire used in this study consists of 10 ques-
tions and was structured with 08 closed and 02 open, for the
diagnosis of organizational climate questions. The questions
were adapted from Bispo (2006); however, the variables
used were adapted to the characteristics of the company
that was the study subject.

Open questions allowed respondents to manifest them-
selves spontaneously with criticism or suggestions regarding
the company, supporting the qualitative analysis of the re-
search. Closed questions were prepared based on the Likert
scale, according to Johnson (2002), and could vary from four
to eleven categories; however, the scales of four and five ca-
tegories were certainly the most popular. For Selltiz (2005),
the Likert scale is a method well accepted in social relations
of research and consists of a set of items presented in the
form of statements or judgments, for which the research
subjects externalize their opinions, choosing one of the five
scale points. At each point we associated a numerical value
(which, in ascending order ranged from 1 to 5), namely: (01)
strongly disagree; (02) disagree; (03) indifferent; (04) agree;
and (05) totally agree. This classification was used in the
structuring of the questionnaire in this study and the per-
centage of each point was used for the quantitative analysis
of the responses.

The research questions were defined by the team of hu-
man resources and the company’s management, based on
the literature review, the organizational structure and pro-
file of the employees. The questions were grouped into five
fundamentals: Leadership, Interpersonal Relations, Commu-
nication, Compensation Systems, and Working Conditions.

The questionnaire was sent by email to 78 employees of
the study subject company (directors, managers, analysts
and management consultants) through a link to access to
Google Docs, which is a Google application and it works enti-
rely online directly in the browser and, currently, consists of
a word processor, a presentation editor, a spreadsheet edi-
tor, and form editor. Within 30 days to reply, 38 employees
answered the 10 questions. Data were collected in October
2013 and the results was compiled and presented to the
board of the company, in order to structure the action plan
to improve the working environment.

293

AR

e —

Electronic Journal of Management & System
Volume 11, Number 3, 2016, pp. 290-298
DOI: 10.20985/1980-5160.2016.v11n3.1119

This action plan was set to face meetings with repre-
sentatives of the department of human resources and the
company’s board, seeking to ratify the results of the inter-
views and define improvement actions. In order to syste-
matize the relationship between the result of the analysis
of the interviews and the action plan, the working team es-
tablished five pillars: factors/fundamentals, actions, period
between 01 and 12 months and the department responsible
for implementing the action, according to Table 07.

4. CASE STUDY IN AN IT COMPANY

4.1 Company presentation

The company that has a 30-year experience in the Infor-
mation Technology sector, was represented by its matrix
in the city of Rio de Janeiro and by a branch in Sdo Paulo.
Because of the number of employees (78) it is classified as
medium-sized company; however, it has a significant port-
folio of clients and business partners, including the major
national companies using Oracle’s solution to develop their
products and processes. Its organizational guidelines are
presented below:

e Vision: to consolidate the image of first-class servi-
ces company in the Information Technology sector.
For this, we have developed alliances and partner-
ships to offer the Brazilian market world class solu-
tions for relevant issues of corporate governance.

e Mission: To promote the development and opera-
tional and strategic excellence in client companies
through the intelligent application of information
technology. To use high-quality products and add
value through the grounds on the best market prac-
tices for the processes in question.

e Values: Partnership with our customers, honesty in
carrying out the work, dedication and competence
for quality projects, sensitivity to the human and so-
cial aspects of business activity, respect for different
audiences, and ethics.

The company offers the partner:

e Preparation and monitoring of the marketing and
business plan;

e Commercial structure and specialized consultants to
provide support to sales in the region;

e The certified staff ensures the successful implemen-
tation of ERP in the Cloud;
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e Support providence to remote and scalable users
(process management system).

4.2 Motivators for the implementation of an
organizational climate survey

Due to the new entrants in the market, the company
identified the need to retain and motivate its employees and
become more competitive to meet customer requirements.
To this end, the company’s management decided to diag-
nose its performance regarding the employees (strengths
and improvement opportunities) and implement a feedback
culture for better decision making. We attempted to diag-
nose and analyze the organizational climate that allows us
to evaluate and measure, objectively and systematically, as
each employee is performing its responsibilities, and thus
propose actions to improve the work environment.

4.3 Implementation process of an organizational
climate survey

The implementation process of the organizational cli-
mate survey was structured in five steps, depending on the
schedule established by the company management, which
defined with the Human Resources Department the period
of seven months to start the implementation of the impro-
vement plan.

e Step 01: Planning of the Organizational Climate Sur-
vey (within two months)

e |dentification criteria for the definition of the
questions of the questionnaire

¢ Definition of the method for the research

e Definition of the employees participating in the
survey

e Step 02: Filling the questionnaire (within two
months)

e Registration of the Research form in Google Docs

¢ Filling the Research form by participants

e Step 03: Quiz Results of Analysis (within one month)
e Consolidation of answers
e Analysis of responses

e Step 04: Proposed Actions (within one month)

e Identification of actions to improve the working
environment, based on the analysis of the sur-
vey responses, the theoretical basis, and the
company’s characteristics.

e Step 05: Feedback stage for participants (within one
month)

e Capacitation of managers in practice feedback

e Definition of feedback Plans, that is, scheduling
between managers and participants

4.4 Analysis of results of the questionnaires

The results of the questionnaires were analyzed based
on the number of responses by Likert scale points for each
qguestion. Then a qualitative analysis of the responses, which
were correlated with the concepts presented in the theore-
tical foundation of the research, was conducted.

Question 01) Leadership: / am told by my supervisor
about what he thinks of my work?

This question is to evaluate if managers recognize and
perform feedback in terms of the activities developed by the
team or employee.

Totally
agree Totally
4% disagree

24%

Indifferent
10%

Chart 1 - Consolidation of the Results of the Leadership
Fundament



Table 2 - Analysis of the Results of the Leadership Fundament

Totally Disagree 7 24% 58%
Disagree 10 34%

Indifferent 3 11% 11%

Agree 5 17% 31%
Totally Agree 4 14%

The result obtained in this matter shows that 58% of em-
ployees are dissatisfied; employees mostly feel the need for
professional recognition.

Leadership is a process of leading, guiding a group of peo-
ple. Therefore, it is necessary for managers to develop skills
aimed to motivate and influence professionals led to achie-
ve the company’s goals. This behavior increases motivation
and ensures the employee in terms of the performance of
the activities performed, corroborating Luz (2003b) and Ta-
mayo (apud Vasconcelos, 2004)

Question 02) Interpersonal Relationships: /s there
a relationship of cooperation between the various
departments of the company?

This question is to evaluate the integration of employees
from different areas of the company in the preparation of
tasks.

Totally Totally
agree disagree
7% 7%
Disagree
10%
Indifferent
14%

Agree
62%

Chart 2 - Consolidation of Results of the Interpersonal Relations
Fundament
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Table 3 - Analysis of the Results of the Interpersonal Relations

Fundament
Totally Disagree 2 7%
- 17%
Disagree 3 10%
Indifferent 4 14% 14%
Agree 18 62%
g ® 69%
Totally Agree 2 7%

The research pointed out that in the question “interper-
sonal relations” most employees (69%) believe that there
is collaboration between the areas of the company, which
is very important for maintaining a good organizational cli-
mate. In order to further improve this ratio, it is interes-
ting that the directors and leaders continue to encourage
this integration of the company by defining more internal
communication activities, as reflected in the employee’s
behavior, according to Litwin (quoted in Light, 2003) and
Bispo (2006).

Question 03) Communication: Do |/ feel adequately
informed about decisions that affect my work?

This question aims to determine whether the disclosure
of activities and organizational plans is being transmitted
clearly and objectively.

Totally Totally
agree disagree
7% 10%
Disagree
42%

Indifferent
10%

Chart 3 - Consolidation of the Results of the Communication
Fundament
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Table 4 - Consolidation of the Results of the Communication

Table 5 - Consolidation of the Results of the Remuneration System

Fundament Fundament
Totally Disagree 3 10% Totally Disagree 4 14%
- 52% - 62%
Disagree 12 42% Disagree 14 48%
Indifferent 3 10% 10% Indifferent 5 17% 17%
Agree 9 31% Agree 6 21% 21%
Totally Agree 2 7% 38% Totally Agree 0 0% °

Regarding the question “communication” it was assessed
in research that there is dissatisfaction with the clarity of
the information of the company’s affairs for employees: 52%
perceive a deficit in the objectivity and clarity of information
that directly affect them.

Given this result, there is a need for a greater effort of
the managers, leaders and internal communications area
to communicate and inform employees in terms of what
is being defined regarding investment and direction of the
company. According to Coda (1997), establishing channels of
communication between managers and workers facilitates
transparency with regard to the strategic decisions defined
by the company.

Question 04) Remuneration System: Is my remuneration
appropriate to my position?

This question aims to evaluate whether this item (remu-
neration) is in accordance with the activities provided to the
company.

Totally
agree
0%
Totally
disagree
Agree 14%
21%
Indifferent
17%
Disagree
48%

Chart 4 - Consolidation of the Results of the Remuneration System
Fundament

In this issue, a high degree of dissatisfaction was detec-
ted. 62% of employees are not very satisfied with the salary
offered by the company.

In this scenario, the company should reformulate job
and salary policies, offering rewards from the achievement
of targets, bonuses for attendance, as well as non-financial
benefits, such as training and scholarship for technical and
managerial skills. Bispo (2006) considers that the remune-
ration should be related to the responsibility of employees.

Question 05) Working Conditions: Are the
environmental conditions of my workplace satisfactory?

This question aims to evaluate the working environment:
equipment, and the material made available for the imple-
mentation of activities, safety, and cleanliness of the space.

Totally Totally
agree disagree
7% 3%
Disagree
27%
Agree
43%
Indifferent
20%

Chart 5 - Consolidation of the Results Working Conditions
Fundament



Table 6 - Consolidation of the Results Working Conditions

Fundament
Totally Disagree 1 3%
- 30%
Disagree 27%
Indifferent 6 20% 20%
Agree 13 43%
& ° 50%
Totally Agree 2 7%

The result shows that 50% of employees are satisfied, in
the physical aspect, when it comes to furniture, lighting and
safety in the work environment. It is observed in this mat-
ter, that the company has the opportunity to raise the level
of satisfaction with small measures. According to Robbins
(2002) and Ewis (2015), the working condition reflects the
emotional state of employees, which influences the satisfac-
tion and personal performance.

3.5 Action plan for the implementation of
improvements

The company is a benchmark in terms of selling business
management software in the state of Rio de Janeiro and sin-
ce its foundation has a history of good management prac-
tices. The Organizational Climate Survey implementation
process provided a diagnosis of organizational climate and,
as a result, the opportunity to define new actions to impro-
ve performance, competitiveness, as well as the motivation
and retention of employees.

The consolidation of the data of this research was pre-
sented to the directors and managers of the company in
this case study, aiming to identify new improvement actions
that have been implemented in the short, medium and long
term, depending on the cost-benefit ratio, as shown in the
table below.

Finally, it is emphasized that, according to the results of this
work, the Organizational Climate Survey has generated value
for the company and was established as a strategic practice,
with the scheme to be implemented annually, to evaluate the
performance improvement and organizational culture.

5. CONCLUSION

The results of the organizational climate survey analysis
showed that this is an effective tool for improving business
performance, since from it is possible to identify the issues
to be implemented to adequately meet the needs of human
resources, increasing not only the satisfaction of employees,
but also productivity, efficiency and competitiveness. In this
research, the diagnosis has allowed us to map out some im-
portant features of the company’s internal environment:
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The positive points identified were the relationship of
cooperation between departments and satisfactory condi-
tions in the workplace;

The negatives points identified were the absence or re-
turn deficiency of supervisors and inadequate remunera-
tion.

This information was used to prepare the action plan for
the management of the organizational climate, which was
successfully implemented due to the engagement of the en-
tire workforce who participated in all of the research imple-
mentation process.

Due to the results achieved, the authors consider that the
organizational climate not only seeks to highlight the negati-
ve aspects of an organization, but to diagnose the current si-
tuation as a way to promote and provide grounds to actions
that can gradually reverse unfavorable situations, aiming at
a working environment that is suitable for everyone.

Employees also considered the implementation of cli-
mate research important, since the level of satisfaction of
the company’s members in terms of the different aspects of
culture or apparent reality of the company object of study
was identified. It is also observed that companies must con-
tinually invest in improvements, seeking to raise the level of
satisfaction and thus provide a suitable environment for the
development of the motivating potential of people.

Thus, it is essential that the company implements a sys-
tematic and regular basis, the analysis of the organizational
climate, acting in the management of critical points, thus
demonstrating concern for the future and the aspirations of
its employees.
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