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ABSTRACT
The fast changing world and face of various ecoesnfiave
generated lot of complexities in the business emvirent .Stiff
competition, innovation and research are the keyofa that
govern success in modern organization .Human resoand
practicing excellence in all operational and goveent areas are
the intellectual capital assets that are the keyshfe growth and
development of 21 century organizations. The consistent
performance and all round success are the keyswafrgance for
corporate executives who need to work and perfonaeu all
circumstances. Further to develop and retain edelll assets
and to meet the striving expectations of today’suthip
organizations need to create favorable organizatiolimate so
that employees can be satisfied from the jobs aneffective.
Communication sector is one of the premium secibtadia and
Telecommunication Industry is the most integralt pafr this
sector that is undergoing fast changes becausevofution in
communication sector. This study indicates howowggifactors
of organization climate correlates with job satisfan in
Telecommunication sector. The findings of the stimijcate the
favorable organization climate enhanced job satigfa in all
the four companies (Reliance, AIRTEL. IDEA, TATA).
Key words. Intellectual Assets, Governance, Organizational
Climate.

INTRODUCTION

Liberalization of the Indian business environmdmbtigh
moadification in the industrial, trade and fiscallipies by
the government has brought in change and competitio

a magnitude that was previously unknown to Indian
organizations. In the new liberalized scenario, nehe
multinationals and other global players are conmgetn

the domestic market with the monopoly players, the
management of organizations is expected to be mor

productive and efficient for survival. More thardaecade
ago, the western countries faced similar conditioAs
cascade of changing business structures, and citangi

leaderships had forced various departments of the
companies to alter their perspectives on their reohel
function overnight. As companies moved from an
exclusively bottom line obsession to a focus ortamsr,
mission and the organization’s role, they were ddrt¢o
make changes in their organization to given empghasi
primarily to productivity.

In order to “survive”, Indian organizations abeing
forced to undergo massive changes. In this  estnit
would be important to identify the factors in the
organizational environment that have the most pesit
impact on the performance of the organization.

Among various factors, attitudes and feelings oé th
individuals regarding their jobs and job experienbave
been found to be significantly affecting their beibas.
Herzberg, Mausner, Peterson and Capwell, 2007,
laffaldano and Muchinsky, The climate is a reldive
enduring quality of the organization which is expeced
by its members; it has an effect on their behawod how
the organization functions. We measured
organizational climate using seven concepts: trastale,
conflict, rewards equity, leader credibility, resisce to
change and scope gating. For a group of 245 Danish
companies, the organizational climate can be suizethr
along two dimensions: “tension” and the resistatce
change. Six of the seven variables load on theidens
factor, where the resistance to change is indepgnde
Using a competing values framework, the four
organizational climates emerge: internal proceatomal
goal, developmental and group.

For a fast paced world, the resistance to changstisal

as the traditional episodic Lewinian approach: eedfe,
change and re-freeze; is too slow and costly. Low

the

Sesistance to change permits an organizationalgdesi

which can be responsive for the fast paced andllsapi

. changing environment. Change must be continuous and

ongoing. Eisenhardt and Brown (1998) argue that
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resistance to change is organizational, ie, changst be

10

and Litwin, 1968, p. 27). The climate is the “etheithin

programmed, and it is easier to program change on awvhich an organization exists. We outline differegws

regular basis than intermittent.

For the fast paced world, low tension may be ddsied
preferred by individual members in the organizatibat
we suggest that it may not be crucial. Further,argue
that reducing tension and hoping for lower resistato
change is unlikely,
independent for this study.

In the next section, we introduce the notions nfiten and
resistance to change in organizational climate. té&n

discuss empirical approaches to climate. The eogbiri

and research directions that will allow us to imé&g a
measure of climate into the multi-dimensional cogéncy
model (Baligh et al, 1996; Burton and Obel, 1998).

In the literature on climate there has been sonméusmn
about the relevance and definition of the concemt its

since the two dimensions are relationship with organization structure and orgation

culture (James and Jones, 1974, Schneider, 1990, an
Denison, 1996), where the culture is a pattern of
knowledge, belief and behavior that emerges inogdi
social forms. In the context of the organizatiorciab

measures depend upon individual responses about théorms and knowledge in general, culture includes th

organization: trust, conflict, and morale, and reiga
equity, resistance to change, leader credibilitg anope

organizational structure. The organizational celtig the
organization itself...the form, beliefs, norms, iabc

gating. Next, we examine climate measures within a patterns, the way things are done, the symbolslst etc.

competing values framework. We then present ouystu
of 245 Danish companies and compare our results thv
Zammuto and Krakower (1991) study. We find the
congruency is quite high. Using a factor analysgsion
and resistance to change emerge as the two independ
factors. Utilizing a competing values approach, faeend
four types of organization: internal process, raiogoal,
developmental and group. Finally,
managerial implications for a fast paced world. Sien

1985 Locke, 1970 Schwab and Cummings, 1970; Petty,perceptual

McGee and Cavender

ORGANISATIONAL CLIMATE

Organizational climate is the core circle of human
environment in the boundaries of which the empleyee
an organization works .Climate effects each agtiiritan
organization directly or indirectly and is affectdu
almost everything that occurs in the organizatidhe
survival and growth of any organization is directly
proportional to the favorable climate in it. Empbeg in
the organization have to be well conversant witlesti
rituals, policies etc. This can only bring sense of

belongings among employees and further help in thefrom the above that measures and dimensions

growth of organization .Organization climate is grkat
significance for utilization of human relations and
resources at all levels. Organizational climate d&awsajor
influence on motivation, productivity and job stdigion.
It is also a major motivating factor responsibler fo
satisfaction and dissatisfaction of employees affielcis
the quantum of their turnover. In this study orgation
climate and organization culture term have beend use
interchangeably Organizational climate has beefneef
as the “relatively enduring quality of the internal
environment of an organization that a) is expemenby
its members, b) influences their behavior, and a) be
described in terms of the values of a particular afe
characteristics (or attitudes) of the organizatighaguiri

One reason for the confusion in the literature lwarfound

in use of climate to represent seemingly diffex@ricepts.
Climate can be seen as organizational climate or
psychological climate. Ekvall(1987) states that the
organizational climate mediates in the confrontatio
between individuals and the organizational situatio
James and Jones (1974) say that the organizatibmeite

we examine the can be viewed in two different ways: “a multiple-

measurement-organizational attribute approach” ar
measurements-organizational attribute
approach.” Both of these approaches are confoundtid
organizational structure and processes and thergene
organization situation. The organizational climaie
measured using variables like individual autonoring
degree of structure imposed as the positions, kkwar
orientation, consideration, warmth, and supportisTiB
also the case in the treatment of organizationahatk
dimensions presented in Litwin and Stringer (1968¢re
organizational climate is measured along the falhgw
dimensions: structure, responsibility, warmth, smpp
reward, conflict, standards, identity, and riskoleo(1985,

p. 84) states that climate seems to be a featyreathfer
than a substitute for culture. That is, a comprshenview

of culture includes the organizational climatdslobvious

of
organizational climate and organizational cultuesm de
confused. This has been discussed often in theatite
(Schneider, 1990 and Denison, 1996).

Denison concludes that although the two conceptthen
surface look very different, at a deeper level thear
distinctions begin to disappear. With the exceptiérihe
first definition for psychological climate, the wlate and
the culture definitions and measures are confourmted
overlapping.

For this study, the two concepts are quite distifidte
climate is the internal atmosphere of the orgaivmafThe
culture is the pattern of behavior, which includdée
organizational form. They are not the same, noorige
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contained in the other. The organizational climiatéhe such as stress levels, absenteeism and commitmment a
psychological climate of the organization. The digifon participation. A study by Heidi Bushell (2007) hiasind

of the psychological climate is precise; it refeosthe that Hart, Griffin et al.’'s (1996) Organizationalif@Gate
perceptions held by the individuals about the work model accounts for at least 16% single-day sickdesnd
situation. James and Jones (1974) summarize thel0% separation rates in one organization. Othediesu
psychological climate to be a set of summary otbaglo  support the links between organizational climate aany
perceptions held by individuals about their orgaticnal other factors such as employee retention, jobfaatien,
environment. The psychological climate is a summary well-being, and readiness for creativity, innovatiand
feeling about actual events based upon the inieract change. Hunter, Bedell and Mumford (2007) have
between actual events and the perception of themg® reviewed numerous approaches to climate assesdgorent
The psychological climate has been measured usingereativity. They found that those climate studiest twere
dimensions such as disengagement, hindrance, ,espribased on well-developed, standardized instruments
intimacy, aloofness, production emphasis, trust andproduced far higher effect sizes than did studies were
consideration. Koys and DeCotiis (199Hefine the based on locally developed measures

psychological climate as “an experimental-based, Further a large number of other studies confirmed
multidimensional, and enduring perceptional phenmone  Research in organizational climate such as Sh&@d3,
which is widely shared by the members of a given Johannesson (2003), Ganesan (2007)Akhilesh & Pandey
organizational unit.” They state that the psychalaly (2006), Virmani & kanchan (2000) explain organiaati
climate is the description—and not the evaluatibn—o climate its various parameters and its relationshith
experience. As such, the psychological climateffergnt other factors.

from evaluations, e.g. job satisfaction. In theimgy

Koys and DeCotiis report more than 80 different

dimensions found in the literature which has beseled ~ Job satisfaction

a climate dimension.

They set out to find a theoretical-meaningful and Investigated by several disciplines such as psychol
analytical-practical universe of all possible clima sociology, economics and management sciences, job

dimensions. They established three rules for a dsioe  Satisfaction is a frequently studied subject in kvand
to be included in the universe. organizational literature. This is mainly due te fact that

many experts believe that job satisfaction trerats affect

labor market behavior and influence work produtyivi
STUDIES IN ORGANISATIONAL work effort, employee absenteeism and staff turnove
CLIMATE Moreover, job satisfaction is considered a stroregjgtor

of overall individual well-being (Diaz-Serrano a@abral
The concept of organizational climate has beensasse Vieira, 2005), as well as a good predictor of ititams or
by various authors, of which many of them publistieglr ~ decisions of employees to leave a j@Bazioglu and
own definition of organizational climate. For those Tansel, 2002).

interested in understanding organizational climateis Beyond the research literature and studies, jabfaation
important to make some distinctions. First, climared i also important in everyday life. Organizationavé
culture are both important aspects of the overafitext,  Significant effects on the people who work for themd
environment or situation. Culture tends to be shémeall ~ some of those effects are reflected in how peopkd f

or most members of some social group; is somettiiag ~ about their work (Spector, 1997). This makes job
older members usua”y try to pass on to younger bfmm satisfaction an issue of substantial importance Hoth
shapes behavior and structures perceptions of trelw  employers and employees. As many studies suggest,
Cultures are often studied and understood at aometi employers benefit from satisfied employees as taey
level, such as the American or French culture. @alt —more likely to profit from lower staff turnover arugher
includes deeply held values, beliefs and assumgtion Productivity if their employees experience a highel of
symbols, heroes and heroines, and rituals. Cuttarebe ~ job satisfaction. However, employees should alse ‘b
examined at an organizational level as well. Thénma happy in their work, given the amount of time tieye to
distinction between organizational and nationaturel is ~ devote to it throughout their working lives’ (Nguye
that people can choose to join a place of work, dret ~ Taylor and Bradley, 2003a).

usually born into a national culture. The following passage summarizes the importancehof

A number of studies by Dr Dennis Rose and colleague satisfaction for both employers and their workers:

(2001, 2002, and 2004) have found a very strong lin JOb satisfaction is important in its own right apaat of

between Organizational Climate and employee reestio Social welfare, and this (simple) taxonomy of a djgab
allows a start to be made on such questions asvhiat
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respects are older workers’ jobs better than thoke
younger workers?’ (and vice versa), ‘Who has thedgo
jobs?’ and ‘Are good jobs being replaced by badpobin

12

psychosocial responses; any resulting data sumimguriz
these reactions are indispensable. However, suta da
must not be weighted higher than those concerning

addition, measures of job quality seem to be usefulexperience of the overt (or ostensible) contracteiahs -

predictors of future labor market behavior. Workers
decisions about whether to work or not, what kifgob

to accept or stay in, and how hard to work ardilaly to
depend in part upon the worker’s subjective evalnabf
their work, in other words on their job satisfaatio

Job satisfaction has been defined in several éiffeways
and a definitive designation for the term is urlljkeéo
materialize. A simple or general way to definehigriefore
is as an attitudinal variable:

Job satisfaction is simply how people feel aboeirtfobs
and different aspects of their jobs. It is the ekte which
people like (satisfaction) or dislike (dissatisfan) their
jobs. (Specters, 2007)An alternative approach iat th

above all, those concerning pay and job securRpsé,
2001)

LITERATURE REVIEW

Job satisfaction has been one of the most widelgiet
concepts in management literature, accounting forem
than 5,000 published works (Wilson, 2007).Inforroati
generated by research into this area had practical
implications for individuals and organizations alik
According to Wilson (1996), employees want to hthes
best quality of life possible for themselves aneirth

proposed by Sousa-Pose and Sousa-Pose, based on tfmilies, and managers are confronted with increpsi

assumption that there are basic and universal humarfhallenges

needs, and that, if an individual’s needs are Ifetfi in
their current situation, then that individual wile happy.
This framework postulates that job satisfactionese}s on
the balance between work-role inputs - such asagitug
working time, effort - and work-role outputs - wage
fringe benefits, status, working conditions, insim
aspects of the job. If work-role outputs (‘pleasire
increase relative to work-role inputs (‘pains’).ethjob
satisfaction will increase (Sousa-Pose and Sousa;Po
2000).

Other theorists (e.g. Rose, 2001) have viewed jobClimate

satisfaction as a bi-dimensional concept consistifig
intrinsic and extrinsic satisfaction dimensionstrihsic
sources of satisfaction depend on the
characteristics of the person, such as the alitityuse
initiative, relations with supervisors, or the wdtiat the
person actually performs; these are symbolic olitgtise
facets of the job. Extrinsic sources of satisfactiare
situational and depend on the environment, suchags
promotion, or job security; these are financial arder
material rewards or advantages of a job. Both msitiand
intrinsic job facets should be represented, as lggaa
possible, in composite measure of overall job fation.
This distinction, as described by Rose, relatesth®
double meaning of the word ‘job: the work tasks
performed and the post occupied by the person peirig
those tasks.

of managing effective and efficient
organizations by utilizing human, financial, and
technological resources available to them. Undedstey
job satisfaction and what it means is not only i@dsé
but also a critical aspect of life for both indiuis and
organizations. Previous studies have shown
organizational ethical climate types are relatedatmets
of job satisfaction.

In his study of non-profit employees, Deshpad2006)
found that a “caring” organizational climate is @dated
with high level of satisfaction with OrganizatioBthical
Types  Caring Independence Rules
Professionalism Efficiency Instrumental Facets ob J
Satisfaction Pay PromotionCo-workers Supervisor

that

individual Work Overall Job Satisfaction supervisors, and that

instrumental and authoritarian and task orientéuate
types have negative influence on overall job sattsbn

as well as satisfaction with promotion, coworkeasd
supervisors. Similar results were found by Josepth a
Deshpande2007) in their study of nurses in a nofitpr
hospital. Vital and Davis (2000) investigated thgpact

of ethical behavior of MIS professionals. Among ath
things they found that MIS professionals were less
satisfied when unethical behavior was common within
the firm and more satisfied when the top management
was perceived as supporting ethical behavior. S%imss
Kroeck2004) found that ethical fit was significantl
related to commitment turnover, and job satisfactio

The meaning of ‘job’ as a post or appointment is of Slmllarly KOh& Boo, 2001; Wu (2009) Stl:JdieS S-hOWGd
primary importance. Every job is an instance of the that ethical climate types are associated jobfsatisn.

employment relationship, embodying a
(substantive or implied) to exchange an abilitywork
(labor, provide service, exercise ingenuity, direféorts of
others, etc) for rewards (both material and syndoli

True, performing work tasks provides a stream of
that can ereergie

experiences, technical and social,

contract Based on these findings one may be able to conthate

organizational ethical climate types are associatid
facets of job satisfaction and overall job satistac
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Studies in Organizational Climate and Job The telecom industry in India has grown phenomgriall
Satisfaction 5 years. In 2000, the telephone facility was awdéao

only 3 people out of every 100 persons, where@905 it
Henry and Lenon (2006) infer the commitment to the Wentup to 10.66 persons as against every 100 @edpis
organization is an important behavioral dimensidricw ~ outstanding growth in the Indian telecom industsy i
can be utilized to evaluate employees’ strength of considered to be one of the most attractive atiebin the
attachment. Results in a cellular communicatiofinpout ~ €xponential accretion of wireless phones across the
that role conflicts and role ambiguity are negdgivelated ~ country. The government of India is planning up &or
to commitment, but organizational climate, power, iNcrease in the production of telephones by 2007
teamwork, satisfaction with work, promotion, are accounting for around 23 telephones in every 108ques
positively related to organizational commitmentweo, by launching 250 million phones in the country. Cofe
teamwork, satisfaction with work, promotion, are the largest contributors in the alarming successhef
positively related to organizational commitment telecom industry in India has been the wirelessketahat
Henry (2009) studied the relationship between job has leaded the telecom revolution in India. Thiseless
satisfaction and organizational climate in Rohtak ffihe market has attracted a number of consumer attention
main objectives of the study were to see the ositif job which has brought in larger investiture to IndikeTTotal
satisfaction in employees of the unit taken upgiszover ~ Market comprising of semi-conductors in India staatd
the existing organizational climate in the unitgetermine ~ USD ~ 2.82  billion in 2005  within which the
the relationship of individual variables with job telecommunication industry acquired about 45.4 getrof

satisfaction and organizational climate. Responsese the total market. The telecom market in India hegléred
taken from 10 supervisors and 25 workers of miteT around 8 percent of the Indian Total Available Marfor

employees, the correlation between overall jols&sattion ) o
and organizational climate was very high, the maxim 'ne equipments for telecommunication are usually

number of supervisors was dissatisfied with thengeof imported in bulks in the name of CBUs and SKDs.sThi
promotional opportunities, technical and adminitstea  IMport-trading sector in the telecommunication isty is
information and facilities and present job and depant. ~ 'eflected in the Total Market and the Total Avalab
On an average, workers assessed the organizationdylarket. Some of the major telecommunication markets
climate better than supervisors, salary and orgaioizal ~ !ndia include wireless handsets found in GSM anM2D
climate were positively correlated. range, wireless switches, wireless infrastructure

Henry (2005) predicted the association between the€duipments, PBX systems, electronic push button
company climate and the productivity that would be telephones, access network instrumentation, modﬂ_lds
mediated by job satisfaction. In his study of 32 VOIP phones. Among all these sectors, the wireless
manufacturing companies, subsequent productivitg wa handsets and wireless infrastructure acquires ard@
significantly correlated in controlled analysis hieight ~ Percent of the total market of telecom industry aitis
aspects of the organizational climate and with job considered to be the largest share in the
satisfaction. An overall analysis showed that tampany  elecommunication Market in India as accountedd042
productivity was more strongly correlated with teos In the Total Available Market, wireless switche® dhe

aspects of climate that had stronger job satisfacti Most leading sector, as it possesses domestic
loadings. manufacturing base. The Telecommunication industry
Further Mafolled2005), Batra & Khanna2003), Mc [ndia comprises a range of semi-conductor elements

Quarrie2005) also studied & related the organiraio Namely DSPs, Analog ICs, ASICs, and Micro contrslle
climate and job satisfaction in their various resjpe While the wireless sector in the telecom marketnidia

studies. was growing leaps and bounds, DSPs acquired tigedar
share and brought in large dividends as comparetie¢o
other semi-conductors. The wireless sector was not

Overview of Indian telecommunication introducing newer and innovative sectors which are

industry and organization under study absolutely technology based as well. The governmént
India has confirmed the phenomenal success of the

Telecommunication Market in Indis one of the most telecom industry that will be achieved by it in Yemars to

rapidly growing industries India. It is considered to be a  COMe. o
real boon not only to the country's economy bub asits We have taken four organizations for our Reseatatlys

inhabitants as it has made life easier and fatteyether. i.e. Reliance Communications, Bharti Communications
Airtel Communications, and Idea Communications.
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OBJECTIVES satisfaction of person such as promotion, salary,
confidence in management, favoritism, general

This study includes two important variables, supervision, working conditions, qualifications and

organizational climate and job satisfaction in tumtext experience, job security, team spirits etc. All @xeves

of telecommunication Industry in India .The main are divided into three categories on the basis cofes

objective of this study are: obtained and mean &standard deviation that is kighl

To study the organizational climate. satisfied, moderately & then less satisfied.

To study job satisfaction in managers.

To analyze relationship between organizational unde

study to rank them.

To inter relate age, experience & salary with

organizational climate and job satisfaction in the

organization, in context of two variables undergtud

Results and interpretations:

This study confined to four organizations of
Telecommunications industry in India that is Bharti
) ) Reliance, Hutch and Idea with a total sample siz&1@
To make suggestions for improvements. respondents (managers of the organizations) adiuss

country. The results are totally significant on tlkole.

On the basis of grand total Mean & standard deati
RESEARCH METHODOLOGY calculated for all the two parameters, the various

. . categories that has been obtained as follows tekel)

Scope of the study: Keeping pace with the
advancement in country, Telecommunication Indusiry
showing tremendous growth and carries great sianifie
because of the emergence competition. The four
organizations under study are one of the top most
organizations of this industry. This study is atemipt to
find out the root cause of problems related to rgarsa
with organizational climate and job satisfactionheT
person working in the capacity of managers atalkls
have been taken up for study purpose.

Organizational climate

Highly satisfied (with the climate)
mahan 74.94

Moderately satisfied
Between 63.44 to 74.9

Less Satisfied

) Less than 63.44
Sample for the Study: The study is based on the

collection of responses from executives from aléroin
India from each organization, Responses from 112
Exec.utlves from Reliance, Idea, TATA Airtel are i Highly satisfied (with the job)
considered for the study.

more than 81.49

Job Satisfaction

Moderately satisfied
QUESTIONNAIRES between 64.41 to 81.49

For measuring organizational climate and job satisbn o

information’s, data are collected through two Less Satisfied

guestionnaires cum scales which are reliable & tesited Less than 64.41
by various researchers.

Organizational Climate Questionnaire: This contain , , o .
15 factors of organizational climate, structure The highest score in the case of organizationafat is

responsibility, reward, initiative, & risk, warmtsupport, ~ Tata (Mean=78.17) and the lowest in the case ofehir
standards, conflicts, identity, leadership, deliegat (Mean:58.6)..For job satisfaction Tata ob.taln thghbst
human relations, communication, grievance handliagd ~ Mean score i.e. 79.8, lowest score in this cas8i8s,

decision making having 45 statements 3 each foryeve Which is recorded by Airtel again. On the basisttafse
factor. All executives are divided into three catégs on  Observations, we may conclude that performanceatd &

the basis of the score obtained and mean and standa Nighly significant (taken in table 2). When perfemce of

deviation that is highly satisfied, moderately ahen less ~ Tata and Idea are taken result are altogetherrelifte In
satisfied case if Tata the results are better than thos®BAIl So

Job satisfaction questionnaire: This contains 20 organizational climate and job satisfaction do dotwith
statements regarding different factors that caecafthe (1€ Origin part of the organization
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Table-2: Comparison of all the Four organization under study feel differently for job
Telecommunication Companies with satisfaction and their levels of job satisfactidsoadiffer.
organization Climate and Job Satisfaction These results conclude that the perception of
organizational climate and levels of job satisfattialso
— | b differ. These results conclude that the perceptain
Organizationa Jo organizational climate and levels of job satisfawctof the
1 TATA TATA executives are not equal across the four orgapizti
2 AIRTEL AIRTEL under study. The executives of the same organizatw
3 RELIANCE RELIANCE of different organizations have different levels of
organizational climate and job satisfaction. Evetera
4 IDEA IDEA availing the same type of facilities in the samdustry
their satisfaction levels and effectiveness diffefdhe
conditions and environment of all the four orgatimas of
telecommunication industry are also different. This
100 justifies selecting different organization from fdient
90 sector of telecommunication industry
80
0 Table-3 Comparison of Organizational climate
(Sub Factorg
60 DOEast
50 Bwest S. [ OC Sub[Relia [ AIRT | TAT [ IDE
40 4 ONorth No | Factors nce | EL A A
30 4 Com | Com | Com | Com
20 4 m. m. m. m.
10 4 1 Structure 412 2.83 430 3.54
0 2 Responsibi| 4.14 3.02 4.35| 3.46
E & O 3 Reward 4.05 2.86 411 3.38
RS .
& ¥ 4 Initiative & | 3.87 3.00 3.95| 3.76
5 Warmth 3.30 3.91 3.11  3.77
(;I’hke ar}alysist %fl thg)ﬁy%lfaﬁiorsthoft orgatm_izalfior:iahaie 6 Support 3.75 | 3.23| 4.032 351
aken from table ighlights that certain fact@ary ;
more important such as Initiative and risk, warmth, ! Stano_lard 3.85 311 429 34p
conflict, human relation as there is not much var@in 8 Conflict 323 | 3.30 | 2.83 3.01
case of these factors in these four organizatiateustudy 9 Identity 3.67 291 3.90| 3.3@
i: findi ¢ relationshi the t bl 10 Leadership| 3.88 2.86 4.0 3.17
or finding out relationships among the two val - =
under study, Spearman’s rank correlation coefficien — Delegation| 3.96 282 40% 33
technique has been put to user (taken from tabl®dhe 12 Human 320 | 321 | 351 332
basis of this; a correlation matrix has been pregavhich 13 Communic | 3.59 2.17 4.01| 2.67
explain that there is positive relationship between 14 Grievance | 359 | 229 | 394] 271
organizational climate and job satisfaction. In tase of e
organizational climate and job satisfaction, théugaof 15 Decision 3.56 250 4.14| 280

correlation coefficient is 0.702.These values retleat the
topic of research and the variables selected fwaeh are
quite relevant.

The regression coefficient obtained by using mlgtip
regression analysis (taken in table 5), brings better

The value of t (based on t-test) also indicatest tha fithess in both the cases organizational climaté pof
relationships between organizational climate antd jo satisfaction with the values 0.555. Calculated PgYy is

satisfaction are significant. The calculated valize(based
on chi square test) for organizational climate is%4.66

of significance is 7.81. Since calculated valué¢ida§ more
than table value, thus, we reject the null hypdthebhe
conclusion here is that all 112 executives of défe

more than tabulated F, which explains that regoessi
analysis of organizational climate sub factors wjib
The value of Xat (4-1)3 degrees of freedom and 5% level satisfaction indicates that oc6 (support), oc7 ngad),
ocl2 (Human relations) who have positive effectjam
satisfaction and ocll1 (delegation), oc13 (commuiuica
job satisfaction in

who have negative effect

on
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telecommunication industry here. Regression arglysi
between organizational climate and job satisfacfioimts
out that standard and support are the most imptofidator

of organizational climate in relation with job sd#iction.
Conflict, Initiative and risk, leadership, grievanc
handling, support responsibility, warmth and dexisi
making are the other factors which affect job $atison.
Structure, rewards, delegation and communicatiove ha
negative relation with job satisfaction.

Table-5 Regression Analysis for Organizational
Sub Factors and Job Satisfaction

Variabl | Coefficien | t-ratio significanc
ocC1 -0.063 -0.446 0.657
ocz2 0.179 1.409 0.162
0cC3 -0.038 -0.297 0.767
0oc4 0.013 0.118 0.907
0C5 0.048 0.502 0.617
0Ce6 0.219 2.127 0.36
ocC7 0.208 2.016 0.47
ocCs8 0.176 2.163 0.33
0C9 0.076 0.643 0.522
0OcC10 0.139 1.085 0.281
0OC11 -0.010 -0.086 0.931
0C12 0.153 1.907 0.060
0OC13 -0.138 -0.937 0.351
0OC14 0.039 0.248 0.804
0C15 0.124 0.941 0.349

Table 6 Values of Spearman’s correlation  Coeffient
For all 112 Executives

N Correlation | significance
Pair | OC | 112 .016 .864
Pair2| OC | 112 .017 .862
Par | OC | 112 .111 .246
Paird | JS 112 | .265** .005
Pair5 | JS 112 | .356** .000
Pair6 | JS 112 | .378** .000

** Correlation is significant at 0.001 level

Table-7 Values of Spearman correlation
coefficients in RELIANCE Company

N | Correlatio| Significang
Pair | OC | 2| .407* .031
Pair | OC |2 | .547** .003

Pair |OC |2 | .638** .000

Pair | JS 2| .303 118
Pair | JS 2| .459** .014
Pair | JS 2| .524 .004

** Correlation is significant at 0.001 level
*correlation is significant at 0.05 level

Table-8 Values of spearman correlation
coefficients in IDEA Company

N | Correlation| Significance
Pairl | OC 28 | .314 .104
Pair2 | OC 28 | .363 .058
Pair3 | OC 28 | .379* .046
Pair4 | JS 28 | .540* .003
Pair5 | JS 28 | .546* .003
Pair6 | JS 28 | .736* .000

** Correlation is significant at 0.001 level
*correlation is significant at 0.005 level

Table-9 Values of spearman correlation
coefficients of TATA Company

N | Correlation| significance
Pairl | OC | 28 | .305 115
Pair2 | OC |27 | .307 112
Pair3 | OC |28 | .357 .062
Paird | JS 28 | .557** .002
Pair5 | JS 28 | .638** .000
Pair6 | JS 28 | .531** .004

** Correlation is significant at 0.001 level
* Correlation is significant at 0.005 level

Table-10 Values of spearman correlation
coefficients in AIRTEL Company

N | Correlation | significance
Pairl | OC |28 | .275 157
Pair2 | OC |28 | .244 212
Pair3 | OC |28 | .156 A27
Paird | JS 28 | .525** .004
Pair5 | JS 28 | .528** .004
Pair6 | JS 28 | .711** .000

** correlation is significant at 0.001 levels
*correlation is significant at 0.05 levels
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RECOMMENDATIONS

In this study, overall correlation and regressioralgsis
gave positive results. So, organization must taetwo
variables i.e. organizational climate, and job sfattion
simultaneously if they want better results and ioved
productivity in the organizations.

We have taken fifteen sub factors of organizatiafiatate
to find its relation with job satisfaction. For aucial
decision by management, the more significant factam
be taken into account. To these significant factargew
other important factors like conformity to rules,
organization clarity, fringe benefits, appreciatiand
praise can also be added.

Alone fear, pressure and punishment theories amaare *
successful in the organization .They more or lessl$ to
frustration and dissatisfaction .So overall thdsegs do
not motivate the executives .Too much discipline,

pressure, and tension should not be imposed on th

employees.
Management development programs (MDP’s), Persgnalit
development Programs (PDP’s) and quality improvemen

17

in better way. This sub factor is positively retht® job
satisfaction. This signifies that if there is propeist and
faith among executives, helping culture among céens,
inspiring culture and expression of behavior ofisenas
role models, the results must be much better cdytai
Because such type of interaction satisfies the self
actualization need of an employee generates self
motivation and further helps executive to develop a
confident and unique personality that is highlynsfigant
from organization point of view.

REFERENCES

[1] Akhilesh K.B. and Pandey S (1986), a Compae®iudy of
Organizational Climate in Two Banks, Indian Journa
Industrial Relations, 21(4).

2] Chen, Hsin-yi Organizational climate and Hunfasource
evelopment practices of American and Chinese coipan
Taiwan, retrieved on October 10, 2010.

Piirainen H, RasanenK and Kivimaki M (2003),

(3]

programs (QIP’s) should be well arranged at regular Organizational climate, perceived work related stonp and

intervals in the interests of all levels of exeeesi. Proper
training should be imparted to the executives ®y ttan
achieve high level of effectiveness and job satiida
Conducting of one day seminars for creating awazhe
about the two variables under study that is orgaitnal *
climate and job satisfaction and also about petsand
behavioral traits of comparatively effective managi ,
specific, will definitely work favorably for both &ta and,
Reliance in order to enhance efficiencies of their
executives and obtain job satisfaction

For differentiating between effective and ineffeeti
managers, a few professional characteristics megdded-
to personal characteristics. HRD departments ofehe
organizations whose results are not highly sigaificand
favorable are suggested to include managers as asell

sickness absence
http://www.2lisan.com/readmore/Organizational+clieyapercei
ved+work-related+symptoms retrieved on august 2902

[4] Johannesson, Russell E (1973), Some problemghé
measurement of organizational climate, Journalrgia@izational
Behavior and Human Performance, 10(1), 118-144.

[5] La Follette Wiliam R and Sims, Henry. P (1975)s
satisfaction Redundant with organizational climateyurnal of
Organizational Behavior and Human Performance
13 (2), 257-278

[6] Malcolm, Patterson, Peter Warr and Michael W@004),
“Organizational Climate and Company productivitygurnal of
Occupational Organizational Psychology, 77 (20),blBber:

employees to conduct organizational surveys and 360British Psychological Society, 193-216 ISSN: 096337

degree feedbacks in order to assess weak and teudiési
areas. They must also study whether, with the passé
time, any positive or negative change in attitusiéound
and if positive change is there, how can be entdthde
case of negative change, how it can be alteredégagbn .
and communications are the sub factors of organizait
climate which points out a negative relationshiphwbb
satisfaction .So in Telecommunication in India ghésctor
must be given due consideration .Executives doliket *
too much delegation and faulty communication in eage
from management side.

The standard fixed must not be so high that it te€a
tension and frustration in the minds of employdesause,
mental state of an executive will definitely affettte
performance on the job, free of such fears, theywark

[7] Zammuto and Krakower (1991), Quantitative anglgative
studies of organizational culture, Research in mizgional
change and development, 5, 83 - 114, JAl Preser@irieh.

[8] Satish P. Deshpande (1996), The Impact of Bth@imate
Types on Facets of Job Satisfaction An Empirical
Investigation, Journal of Business Ethics, 15 (6)

[9] Scott J. Vitell and D. L. Davis (1990), the agbnship
between ethics and job satisfaction: An empiricafestigation,
Humanities, Social Sciences and Law Journ@udiness Ethics,
9(6), 489-494, DOI: 10.1007/BF00382842

[10] Sims, R. and G. Kroeck. (1994), The Influent&thical Fit
on Employees' Satisfaction, Commitment and Turnal@rnal
of Business Ethics, 13(12), 939-940

IJCSMS
www.ijcsms.com



IJCSMS International Journal of Computer Science ai Management Studies, Vol. 11, Issue 02, Aug 2011 18

ISSN (Online): 2231-5268
Www.ijjcsms.com

[11] Wilson, P. (1996), Job Satisfaction: A reviesi the
Literature retrieved on December 14 2009 from
http://www.geocities.com/paris/cafe/5839/writingdisfactio/ht
ml.

[12] Deshpande, S.P. (1996) the Impact of Ethidah&te Types
on Facets of Job Satisfaction. Journal of Busif#bis 15, 655-
66

[13]Koh, H.C. & Boo, & Boo, E.H.Y; (2001). The Linketween
Organizational Ethics and Job Satisfaction: A dgtuof
Managers in Singapore. Journal of Business Etlic829-324.

IJCSMS
www.ijcsms.com



