
International Journal of Advanced Scientific and Technical Research                      Issue 5 volume 3, May-June 2015 

Available online on   http://www.rspublication.com/ijst/index.html                                                     ISSN 2249-9954 

R S. Publication, rspublicationhouse@gmail.com Page 488 
 

The effect of organizational climate and job satisfaction on human 

resource performance  

Hamid Reza Morshedi
1
and Ahmad Charmian

2
 Mohammad Taheri Rouzbahani

3
 

1
Department of Public Management, Borujerd Branch, Islamic Azad University, Borujerd, Iran 

2
Department of Public Management, Borujerd Branch, Islamic Azad University, Borujerd, Iran 

3
Department of Public Management, Borujerd Branch, Islamic Azad University, Borujerd, Iran 

 

Abstract 

The purpose of the present study was to examine the impact of organizational climate and job 

satisfaction on human resource performance. To this end, the method used in the study was 

survey method in terms of applied objectives descriptive nature. The population of the study 

included all 164 employees of registry organization of Lorestan province. Based on Cochran 

formula, 115 subjects were selected as the target sample of the study. Stratified random sampling 

was used to select the sample. The data collection instrument used was a standardized 

questionnaire. To determine the reliability of the questionnaire, Cronbach’s alpha coefficient was 

calculated for the following variables: human resource performance (0.870), job satisfaction 

(0.839), and organizational climate(0.847), respectively, and reliability of the questionnaire was 

approved. Path analysis test through Smart pls software was used for data analysis. The results of 

the paper showed that the organizational climate has a direct and positive impact on human 

resource performance in registry organization of Lorestan province (p=0.564). The findings also 

indicate that job satisfaction does not mediate the effect of organizational climate onhuman 

resource performance. 
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Introduction 

Organizations have been designed in order to achieve special objectives and there is a direct 

relationship between success in organizational objectives and human resource performance. 

Therefore, the personnel performance evaluation has an important place in human resource 
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management. Managers generally comment on personnel performance and individual behavior, 

so personnel performance evaluation is part of the management duties. Organizational climate is 

a set of attributes which describes the organization and distinguish it from other organizations, is 

roughly stable over time and affects the behavior of the individuals in organization (Forehand 

and Gylmer1964). Organizational climate means employees perceptions of the environment in 

which they are engaged(Baker and Hoover1992). In other words, organizational climate is 

human environment in which employees of an organization do their jobs (Motefakker2006). As a 

result,organizational climate can be considered the result of the manager leadership. Previous 

researches, for example, suggest that there is direct relationship between organizational climate 

and the manager’s ability to motivate the staff and meet their psychological needs such as 

achievement, power, and soon. On the other hand, researches indicate that organizational climate 

does influence the employee behavior and organizationalperformancethese investigations express 

that optimized organizational climate reduces employees displacement costs and their resistance 

against the changes on one hand, and causes goods quality improvement, innovation, and risk 

taking on the other hand whose final result is the increase of profitability and customers loyalty.  

Performance evaluation is considered as one of the most important duties of human resource 

managers. So far numerous articles have been written about the necessity importance of 

employee performanceevaluation, each of which has analyzed the strengths and weak points of 

theperformance evaluation systems. It is remarkable that most human resource professionals 

confirm that the qualitative and quantitative performance cannot be accurately measured and 

assessed. The experts believe that the main task of the manager is to provide an organized 

workplace in order to identify the individuals’ needs and satisfy them. Anorganizedworkplace is 

an environment where individuals’ needs are indemnified and be com available. They believe 

that workplace should be a relaxing and relatively open place which can be tested and used, so 

that allows individuals grow naturally without hard barriers. It is more than four decades that the 

impact of organizational climate on organizational performance has been proposed in the two- 

factors theory of motivation health. According to this theory non-supportedorganizational 

climate by the manager may lead to employee dissatisfaction and considerable reduction in 

organizational performance(Jill c, and Harald, 2010). Even though there are many studies in the 

literature dealing with organizational climate and performance, no study addresses the role of job 

satisfaction in this relationship. Each organization has specific mission and goals for social, 
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economic, cultural, and political development. How the agents of these organizations work, 

particularly the registry organization, is an affecting phenomena in different social classes life on 

one hand, and their satisfaction of providing effective services on the other hand. An important 

indicator of dynamics in healthy organization is optimum organizational climate and lower rank 

trust to decision makers. An optimum organizational climate can help employees to share their 

creativity in organizational decisions and develop theircreativity free from regular and repetitive 

orders and rules. Each organization may have a specific organizational climate. If it is not 

consistent with the goals and expectations of employees and their audience, it can be problematic 

and cause organizational inefficiency. Considering the above points and the importance of 

optimum organizational climate and its possible relation with the performance and organizational 

goals progress, the present study will examine the organizational climate.     

 

Organizational Climate: 

No doubt today’s world, is the world of humans and humans are the custodians of various 

organizations. Without men, organizations will not have any concept and it will be impossible to 

manage them human social life requires cooperation, collaboration, and providing mutual needs. 

This leads to work division,development of various skills, expertise and increase the qualitative 

and quantitative development and its implications. It also extends the organized and social 

relations in from of organizations, institutions, and specialized units. Obviously a large part of 

adult life spends working and it seems that work activity is considered as an important activity in 

terms of person’s mental health. Regardless of financial aspects, working activity can satisfy 

some basic human needs such as mental and physical exercise, social contact, self-worth, 

confidence, and ability. 

Heavy and Mixle(1997) define organizational climate as the personnel perceptions of the public 

work place in the  organization and is affected by the formal and informal organizations, 

individuals personality, and organizational leadership.  

Organizational climate is a set of attributes that describe an organization and distinguishes it 

from other organizations, is roughly stable over time, and affects the behaviors in the 

organization(Forehandand Gilmer, 1964, 362). 

A comprehensive definition of organizational climate is as follows: a relatively stable attribute of 

the organization which makes it different from other organizations and involves the public 
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perception exemplified in factors such as autonomy, trust, integrity, protection, identity, 

identification, innovation, and impartiality. It is created through interactions between the 

members and will be used as the basis for interpretation of the situation and reflects norms, 

values, attitudes, and perceptions of organizational culture. It also serves as an effective source 

of shaping behavior (Goudarzi etal,2002, 42). 

 

Job Satisfaction: 

Oshagbemy (2000) defines job satisfaction follows: positive emotional response to a particular 

job. Locke (1976) defines job satisfaction as a positive emotional state that a person gains 

through the assessment of his job experiences. Actually, high satisfaction ofemployees is 

important for managers who believe that ″an organization is responsible for providing 

challenging careers and rewarding the employees″ (Robbins, 2007, 82). Mc shin and Stein 

(2009) also suggest that job satisfaction is a set of attitudes about various aspects of the job and 

work concept. Job satisfaction can influence many variables, such as desire to leave the job. 

Price and Muller (1981) stated that job satisfaction has an indirect effect on job leaving that 

happens through a direct effect on willingness to leave the job. Job satisfaction is a person’s 

general attitude about his/her the job. A person with high job satisfaction, has a positive attitude 

towards his job and someone who is unhappy with his job, has a negative attitude towards it 

(Robbins,2004, 256).  

Elsewhere Locke defines job satisfaction on as follows: job satisfaction resulted job evaluation is 

something through it we can reach important values of the job. Providing these values is 

consistent with satisfying the basic needs of the individual and helps it happen. These needs, due 

to the nature of the work, are classified into two linked tables: physical and psychological needs 

(particularly need grow) (Ferdowsi,2010, 73). 

Job satisfaction assessment is generally done by regular and structured questionnaires. Although 

in some cases, interviews are also used, most researches in this area are done 

throughquestionnaires, because interview is both costly and time-consuming (Spector, 2002, 13). 

Some experts asked supervisors to predict and estimate the job satisfaction of the employees. 

Other researchers used observation method during work in other to measure job satisfaction. 
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Human Resources Performance: 

Undoubtedly, to days world, is the world of humans and humans are the main custodians of 

various organizations. Without individuals, not only organizations have no meaning but they also 

may not be administered. Even though organizations are technological and they will be a bulk of 

hardware in the future, the vital and strategic role of humans in the survival of the organization 

still remains.  

It is clear that organizations are created in order to achieve some objectives and success in 

achieving organizational goals is directly related to the performance of human resources. 

Therefore, the assessment dealt with suitability determination, and performance evaluation in 

theory and practice, is one of the effective too is of human resource management that by proper 

use of these tools,not only the goals and missions of the organization are realized with optimal 

efficiency, but the real interests of employees and society are also provided (A group of 

administration teachers,1999, 1). Human resourceperformance is the sum of behaviors associated 

with the job that people show (Griffin,2010, 479). 

There are different views about the concept ofperformance, it can be regarded simply as the 

achieved results. In terms of individual,performance refers to a person’s success background. 

Kane (1996) argues that performance means ″what a person leaves behind as a record and his 

regardless of the purpose″. Oxford English dictionary performance as ″the realization, 

implementation, and completion of any certain or accepted work″ (Armstrong,2006, 13). 

Performancemanagement is a measure in human resourcemanagement domain that can expand 

interface of the interests of the employees,organization, and units of the organization, and 

enhance social capital of the organization. Performance management is an appropriate measure 

which more than other structural measures, reinforces participation behavior and employees 

(which most part of it is learning) on the other hand (Mirsepasi,2005, 297). 

The purpose and content of the performance management is beyond evaluation. Performance 

assessment, especially individual performanceevaluation, does not lead to attitudes and culture of 

teamwork and collaboration, and if it is not doneproperly, it may cause destructive conflicts and 

hostilities bet ween the workers in an organization.  
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Job Satisfaction And Performance: 

More studies have been done in order to identify and understand the factors affecting job 

satisfaction than other organizational elements. Fur there more,evaluation ofemployee attitudes 

in this regard has been considered as the common activity of organizations that the managers 

seek physical and mental well-being of this employees studies show that most companies and 

organizations conduct several annual surveys concerning the employees feeling and attitude 

towards their jobs. 

Job satisfaction is one of the most important research variables in organizational behavior as well 

as a central variable inorganizational researches and theories. So far, hundreds of studies on 

jobsatisfaction have been presented in organizational behavior and related fields quarterlies. Job 

satisfaction studies hold significance in two dimensions: first, the human aspect, that is 

employees deserve to be treated fairly and respectfully, and second, the behavior aspect, that is 

pay attention to job satisfaction can affect employees behavior in such a way that influence the is 

organizational duties and functions and lead to their positive and negative behaviors (Spector, 

2000, 40). Generally, affecting factors on employees’ jobsatisfaction are classified into two main 

categories: occupational and environmental factors and personal factors (Christopher, 1996, 13). 

 

Conceptual Model of the Study: 

 

 

 

  

 

 

 

 

 

  

Figure 1: the conceptual model of the study (Schneider et al, 2013) 
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Research Hypotheses: 

The present study is specifically designed to examine the following hypotheses. 

Organizational climate has an effect on human resources performance in registry organization of 

Lorestan province. 

Organizational climate has an effect on employees job satisfaction in registry organization of 

Lorestan province. 

Employees’jobsatisfactionhas an effect onhuman resources performance in registry organization 

of Lorestan province. 

The impact of organizational climate on human resources performance in registry organization of 

Lorestan province is mediated by job satisfaction. 

 

Research Methodology: 

The present study has used a practical method, since it aims to investigate the effect of 

organizationclimate and job satisfactionon human resources performance in registry organization 

of Lorestan province. It is also a survey in terms of the nature and descriptive approach. In fact, 

the research has tried to explain real events through the survey. One hundred and fifteen Iranian 

employees served as the participants of this study. They were selected through stratified random 

sampling and using Cochrane formula for sample size determination from among 164 employees 

working at registry organization of Lorestan province. 

𝑛 =
Nz2Pq

Nd2+𝑧2𝑃𝑞
= 115  

 

Data Collection Instrument: 

The data collection instrument used was a questionnaire which contained 58 items concerning 

human resource performance,job satisfaction, and organizational climate adopted from the 

standard questionnaires of Taylor and McGrow (2004), Good and Firehorest (1999), and 

Schneider et al (2013) respectively. Field research method was also used for data collection. 

Likret scale was used for scoring, it was designed as follows: strongly agree=5, agree=4, no 

idea=3, disagree=2, strongly disagree=1. 
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Questionnaires distribution of the study was decentralized, that is employees responded the 

questions individually. Obtaining the registry organization guardian permission, the researcher 

distributed the questionnaires among the respondents and collected them up on completion. 

 

Validity and Reliability of the Questionnaire: 

Validity of data collection instrument is considered from different aspects. Although the validity 

of the standardized questionnaire used in the study was assessed before, the face and content 

validity the questionnaire was carefully reviewed and approved by experts, thesis advisors and 

consultants. Using SPSS software and Cronbach’s alpha analysis, the questionnaire reliabilities 

of the following variables were assessed: human resources performance (0.870),job 

satisfaction(0.839), and organizational climate (0.874). The obtained alpha values indicate that 

the questionnaire can be considered validate and reliable.  

 

Data Analysis: 

Descriptive and inferential statistics were used in order to analyze the data. Since the study was 

to examine the influence of the latent variables, the structural equation modeling technique 

(SEM) was used to analyze the findings. 

 

Development of Reliability and Validity Scale of the Research: 

To determine the suitability and develop the reliability and validity scale of the conceptual 

model, some original suitability-scales of the model were applied through Smart PLS software 

and the results are as follows: 

 

Table 1: suitability indexes (validity and reliability) 

 

Model dimensions Convergent validity 

            AVE′ 

Composite reliability Cronbach’s alpha  

organizational climate            0.687             0.894            0.874 

job satisfaction            0.651             0.888            0.839 

human resources            0.722             0.891            0.870 
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The output results of the Smart pls software show in the above table, and explanations of 

required values in the dimensional table, all obtained in denes indicate the model suitability. 

Therefore, we conclude that the model has an adequate suitability, so the final model is able to 

explain the relationships between the variable describing questions appropriately. 

 

Model Output in Significant Mode: 

The figure below shows the significant paths in the path analysis model. At significant level of 

95% and based on t-value, we can decide about the significance of the path coefficients. If the t-

value is greater than 1.96, the path is meaningful and significant, otherwise it is not (Azer et al, 

2012). 

  

            Figure2. The primary output of the model at significant mode  

 

Model output in Standard Mode: 

The output of the mapped model are shown using Smart pls software. The following output 

includes PLS algorithm where the path coefficients are presented. The numbers shown on the 

path between the structures, are called path coefficient. These numbers represent 

standardizedbeta in regression or correlation coefficient of the two structures. The numbers 

inside the circle also represent the determination coefficient (r
2
) of the mainstructure and its 

value always change between zero and one. The larger the determination coefficient, the better 

the regression line can relate the changes of the dependent variable to the independent variable 

(Azer et al, 2012). 
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Figure3. The primary output of the model instandard mode 

 

Research Hypotheses Analysis: 

First hypothesis: 

H0:organizational climate has no effect on human resource performance in registry organization 

of Lorestan province. 

H1:organizational climate has an effect on human resource performance in registry organization 

of Lorestan province. 

Table 2: path summary,t- statistics, and standard coefficient (p) of the first hypothesis  

Path 

 

t-statistics Pathcoefficient Path significance 

/nonsignificance 

Organizational climate 

Humanresource performance 

     2.695          0.564 Significant (positive and 

direct ) 

 

Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is greater than 2.575 on the two structures path (t=2.695), it can be expressed that 

organizational climate has an effect on human resource performance in registry organization of 

Lorestan province at confidence level of 99% and error level of 0.01. According to the table 

above, the observed path coefficient (p=0.564) indicates that organizational climate has a direct 

and positive effect on human resource performancein registry organization of Lorestan 

province.It means that if all other effective factors are constant in organization, with one unit 

increase of the independent variable (organizational climate), the increase of the 

dependentvariable (human resource performance) will be 0.564. 
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Second hypothesis: 

H0: organizational climate has no effect on employees’ job satisfaction in registry organization 

of Lorestan province. 

H1: organizational climate has an effect on employees’ job satisfaction in registry organization 

of Lorestan province. 

Table 3: path summary, t- statistics, and standard coefficient (p) of the second hypothesis 

Path 

 

t-statistics Pathcoefficient Path significance 

/nonsignificance 

Organizational climate 

job satisfaction of employees 

   17.390 0.700 Significant (positive and 

direct ) 

Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is greater than 3.29 on the two structures path (t=17.390), it can be stated that 

organizational climate has aneffect onjob satisfaction ofemployees in registry organization of 

Lorestan province at confidence level of 99.9% and error level of 0.001. According to the table 

above, the obtained path coefficient (p=0.700) indicates that organizational climate has a direct 

and positive impact on job satisfaction of employees in registry organization of Lorestan 

province. That is if all other effective factors are constant in organization, with one unit increase 

in the independent variable of organizational climate, the increase of the dependent variable,job 

satisfaction, will be 0.700. 

Third hypothesis: 

H0: Job satisfaction has no effect on human resource performance in registry organization of 

Lorestan province. 

H1: Job satisfaction has animpact on human resource performance in registry organization of 

Lorestan province. 

Table 4: path summary, t- statistics, and standard coefficient (p) of the third hypothesis 

Path 

 

t-statistics Pathcoefficient Pathsignificance/nonsignificance 

job satisfaction of 

employees 

Human resource 

performance 

2.609          0.425 Significant                (positive and 

direct ) 
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Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is greater than 2.576injob satisfaction ofemployees onhuman resource performance 

(t=2.609), it can be stated thatjob satisfaction of employees has an impact on human resource 

performance in registry organization of Lorestan province at confidence level of 99% and error 

level of 0. 01. According to the table above, the obtained path coefficient (p=0.425) shows that 

job satisfactionhas a direct and positive impact on human resource performance in registry 

organization of Lorestan province. That is if all other effective factors are constant in 

organization, with one unit increase in the independent variable of job satisfaction, the increase 

of the dependent variable of human resource performance, will be 0.425. 

 

Fourth hypothesis: 

H0: Job satisfaction does not mediate the effect of organizational climate on human resource 

performance. 

H0: Jobsatisfactionmediates the effect of organizational climate on human resource performance. 

Table 5: path summary, t- statistics, and standard coefficient (p) of the fourth hypothesis  

Path 

 

t-statistics Pathcoefficient          Path 

significance/non

significance 

Organizational climate 

job satisfaction  

Human resource performance 

   1.735          0.298      Rejected 

 

Based on the path analysis model in standard coefficient mode and model significance, and since 

the t-value is less than 1.96 and non-significant on the output path of the mediating effectofjob 

satisfaction onhuman resource performance(t=1.735), it can be stated thatjob satisfaction does 

not mediate the effectoforganizational climate on human resource performance. 

 

Conclusion 

First hypothesis Conclusion:Organizational climate has a direct and positive effect on human 

resources performance in registry organization of Lorestan province. 
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Based on the path analysis model in standard coefficient mode, and model significance, and 

since the t-value is greater than 2.575 on the two structures path (t=2.695), it can be stated that 

organizational climate has an effect on human resource performance in registry organization of 

Lorestan province at confidence level of 99% and error level of 0.01. The obtained path 

coefficient (p=0.564) indicates that organizational climate has a direct and positive impact on 

human resource performancein registry organization of Lorestan province.This means that if all 

other effecting factors are constant in organization, with one unit increase in the independent 

variable organizational climate, the increase of the dependentvariable ofhuman resource 

performance will be 0.564. Findings of the present study are consistent with the obtained results 

of Avery etal (2010), Litwin and Stringer (1986), Towsi and Nazem (2001) and Karim zadeh 

(2002). 

Second hypothesis Conclusion:organizational climate has a direct and positive impact on job 

satisfaction of employees in registry organization of Lorestan province. 

Based on the path analysis model in standard coefficient mode, and model significance, and 

since the t-value is larger than 3.29 on the two structures path (t=17.390), it can be stated that 

organizational climate has an effect on job satisfaction of employees in registry organization of 

Lorestan province at the confidence level of 99.9% and error level of 0.001. The obtained path 

coefficient (p=0.700) indicates that organizational climate has a direct and positive impact on job 

satisfaction of employees in registry organization of Lorestan province. This means that if all 

other factors are constant in organization, with one unit increase in the independent variable of 

organizational climate, the increase of the dependent variable of job satisfaction will be 0.700. 

The findings are again in line with those of Avery et al (2010), Litwin and Stringer (1986), Mc 

Duffy (1995), Towsi and Nazem (2001) and Karim zadeh (2002). 

Third hypothesis Conclusion:Job satisfaction of employees has a direct and positive effect on 

human resource performance in registry organization of Lorestan province. 

Based on the path analysis model in standard coefficient mode, and model significance, and 

since the t-value is larger than 2.576 in job satisfaction on human resource performance  

(t=2.609), it can be stated that job satisfaction of employees has an impact on human resource 

performance  in registry organization of Lorestan province at confidence level of 99% and error 

level of 0. 01. The obtained path coefficient (p=0.425) indicates that job satisfaction has a direct 

and positive impact on human resource performance in registry organization of Lorestan 
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province. That is if all other affecting factors are constant in the organization, with one unit 

increase in the independent variable of job satisfaction, the increase in the dependent variable of 

human resource performance will be 0.425.The findings of the research confirm those of Litwin 

and Stringer (1986), Mc Duffy (1995), Kling (1995). 

Fourth hypothesis Conclusion:Job satisfaction does not mediate the impact of organizational 

climate on human resource performance. 

Based on the path analysis model on standard coefficient, and model significance, and since the 

t-value is less than 1.96 on the output path of the mediating effect of job satisfaction on human 

resource performance (t=1.735) and therefore it is not significant,it can be stated that the impact 

of organizational climate on human resource performance is not mediated by job satisfaction. 

The results of the study are in line with those of Eisenberger et al (2007). 

 

Suggestions 

Based on the path findings of this study, some suggestion can also be made about how to 

improve the organizational factor. 

Suggestions based on the first hypothesis: 

The results of the study show that organizational climate has a direct and positive impact on 

human resource performancein registry organization of Lorestan province. There for, it is 

proposed:  

1- Providing a flexible organizational structure in which the authority and control, as well as 

effective communication network are considered important and the individuals are given 

reasonable autonomy. 

2- The managers should create conditions which lead to enhance behaviors such as mutual 

trust, respect, and mutual support as the approved values of the organization. 

3- The managers of Lorestanregistry organization should recognize individual 

characteristics and pay attention to the individuals need and expectations. 

4- Job design should be done correctly and work life quality is to be improved. Providing an 

environment that makes the employees accept that their job has some responsibilities and 

challenges and they are expected to improve their levels of job satisfaction. 
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Suggestions based on the second research hypothesis: 

The results suggest that organizational climate has a direct and positive impact on job 

satisfaction on employees in registry organization of Lorestan province. There for, it is proposed:  

1- Payroll system should be based on positive reinforcement. 

2- Managers should provide opportunities for individuals’ job growth and improvement. 

3- Industrial relations, policies, and management practices may take place in such a way that 

employees are treated with justice. 

Suggestions based on the third hypothesis: 

The results of the study show that job satisfaction of employees has direct and positive impact on 

human resource performancein registry organization of Lorestan province. There for, it is 

proposed:  

1- Managers should use scientific methods to increase employees’satisfaction. It is proved 

that techniques such as job enrichment and development, employees’ involvement in 

decision-making process, can increase job satisfaction of employees. 

2- Managers should pay enough attention to fair and timely payment of staff salaries, 

creation of job promotion opportunities, and creation an intimate environment in 

workplace in order to increase job satisfaction. 

3- In-service training courses for managers and staff in order to enhance their skills and 

abilities, can be useful. 

4- Favorable conditions of workplace such as clean and standard workplace can lead to job 

satisfaction. Therefore, using the techniques of workplace ergonomics is helpful in 

creating these conditions.  
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