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ABSTRACT:
Aims: To examine the relationship of organizational climate among faculty members in an agricultural university and to explore the relationship between demographic variables and perceptions of organizational climate.
Study design: Descriptive, analytical and ex post facto research design.
Place and Duration of Study: Conducted at Vasantrao Naik Marathwada Krishi Vidyapeeth (VNMKV), Parbhani, across 12 constituent colleges, from the academic year 2024-25.
Methodology: A proportionate stratified random sampling method was employed to select 120 faculty members, ensuring representation across colleges. Data on demographic variables (age, gender, marital status, educational qualification, hierarchy, years of experience, pay scale, background, family type, communication level, additional charges) were collected. Organizational climate was assessed using the Motivational Analysis of Organizational Climate (MAO-C) scale by Udai Pareek, covering 12 climate dimensions. Data collection involved face-to-face interviews using a pre-tested schedule. Statistical analysis using SPSS v27 included descriptive statistics and Pearson’s correlation to explore relationships between variables.
Results: The majority of participants were middle-aged (40–55 years, 68.3%), male (81.66%), married (96.66%) and doctoral degree holders (99.1%). Also indicates significant negative correlations between organizational climate and age (r = –0.175, p<0.05), years of experience (r = –0.198, p<0.05), pay scale (r = –0.312, p<0.01) and hierarchy (r = –0.267, p<0.01). Gender, marital status, educational qualification, background, family type, communication and additional charges showed no significant association.
Conclusion: Findings indicate that more senior, experienced and higher-paid faculty tend to perceive organizational climate less favourably. A positive and supportive organizational climate is essential for reducing occupational stress and enhancing faculty performance. Interventions focusing on participative decision-making, communication and supportive leadership can strengthen the work environment and improve institutional outcomes.
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INTRODUCTION:
           In today’s fast-paced, fiercely competitive environment, various organizations are evolving with different mottos in which these are not only attract and retain the right talent but also actively support their development to stay relevant. Employee performance is fundamentally measured by the outcomes and achievements realized on the job (Anitha, 2014). Organizational climate discharges that the current environment and nature of working life as perceived and experienced by employees (Tastan and Gucel, 2014). Organizational climate encompasses the distinctive characteristics of an organization its values, norms and environment as experienced by its members. These perceptions shape employee behaviours and reflect the organization’s core values (Tagiuri, 1968). Organizational climate is best understood as the collective expression of individual employee’s psychological climates their personal perceptions and interpretations of their work environment (James et al. 2008). 
Accurately defining organizational climate can be challenging, as it relies on employee’s own perceptions. Nonetheless, it undeniably exerts a significant influence on employee’s attitudes such as their sense of belonging, interpersonal relationships and overall work performance (Mullins, 2010). Moreover, perceived organizational climate serves as a powerful predictor of numerous crucial outcomes ranging from job satisfaction, the need for achievement, affiliation and power, to overall organizational effectiveness and employee performance. It also plays a significant role in shaping organizational commitment (Barth, 1974). Organizational climate strongly shapes employee performance by influencing both motivation and job satisfaction. It encompasses the individual, organizational and environmental traits that define an organization’s distinctive character. These traits recognizable by employees affect how they behave and contribute to the organization’s overall distinguishable identity (Berberoglu, 2018).
Teaching is a profession laden with stress and conflict, requiring educators to maintain a high degree of resilience. Teachers must persist and perform effectively among challenges. The effectiveness of a teacher is tied to several key qualities such as experiencing professional success, withstanding a stressful organization climate, having supportive connections within and outside organization, effectively addressing classroom problems, communicating guidance to students and parents in difficult situations, exhibiting responsibility, consistency, and personal initiative, continuously developing professionally and aspiring to be an exceptional educator. However, systemic pressures and adverse environments can undermine these strengths (Bayrak, 2004). 
A nation’s advancement is firmly anchored in the robustness of its education system, with teachers serving as pivotal agents of transformation. Job satisfaction generally refers to the sense of pleasure and happiness individuals experience in their professional lives. For teachers, this satisfaction can be influenced by a variety of factors such as environmental elements like the workplace setting, demographic characteristics such as age and gender and psychological components, including mindset, motivation or emotional well-being (Crossman & Harris, 2006). True, long-lasting development is unattainable without educators who consistently deliver high-quality instruction, nurture a supportive learning environment and adapt to the evolving needs of education. The effectiveness of teachers has a direct and significant impact on student’s learning. This includes delivering lessons that are both engaging and clear, providing regular, constructive feedback, managing classroom dynamics efficiently and sensitively responding to the individual motivations and needs of each student.
MATERIALS AND METHODS:
The Ex post facto design was adopted for the present study which is refers to a valuable research approach when experimental manipulation is impractical or unethical. It enables the exploration of relationships after they have occurred. The study was carried out at Vasantrao Naik Marathwada Krishi Vidyapeeth (VNMKV), Parbhani. Twelve constituent colleges of the university were included to capture diversity across disciplines and locations within the university system.
The population that have been selected for the study were all faculty (teaching and research staff) working in the constituent colleges of the selected agricultural university during the 2024–25 academic year. A proportionate stratified random sampling procedure was used. Colleges formed strata and respondent quotas were assigned proportionate to faculty size. The respondents within each stratum were then selected randomly. This approach ensured representation across colleges and designations. A total of 120 faculties were participated in this study as an effective respondent which are representative samples of all 12 constituent colleges. 
	The profile of the faculties is considered as the independent variables of the study which are as follows like age, gender, marital status, educational qualification, hierarchy, year of experience, pay scale, background, family type, communication level and additional charges. The organizational climate was taken as the dependent variable. The variables are measured using the categorization of the variables mentioned in table 1.

Table. 1: Variables and its categorization for measurements
	S. No.
	Variables
	Categorization

	
	Independent variable
	

	[bookmark: _Hlk203945411]1.
	Age
	Categorized based on mean and standard deviation

	2.
	Gender
	Male, Female 

	3.
	Marital status
	Married, Unmarried, Divorced, Widow/Widower

	4.
	Educational qualification
	Master’s, Doctoral, Post-Doctoral
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	Hierarchy
	Junior, Senior, Administrative

	6.
	Year of experience
	Categorized based on mean and standard deviation

	7.
	Pay scale
	Categorized based on mean and standard deviation

	8.
	Background 
	Rural, Urban, Peri-urban

	9.
	Types of family
	Nuclear, Joint, Other

	10.
	Communication
	Schedule was developed and scores were calculated

	11
	Additional charges
	Categorized based on mean and standard deviation

	
	Dependent variable
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	Organizational climate
	MAO-C Scale by Udai Pareek 


The dependent variable was measured using the Motivational Analysis of Organizational Climate (MAO-C) scale by Udai Pareek, which assesses multiple climate dimensions (orientation, interpersonal relations, supervision, problem management, mistakes handling, conflict management, communication, decision-making, trust, reward management, risk-taking, innovation/change). The questionnaire was made with all the statements that represent each dimension and asked the faculties to rank them using likert scale (1-5). The summation of the scores done for getting the total MAOC score of the individual.
The schedule was pre-tested on 10 faculty members from a non-sampled college to verify clarity, face validity and administration time. Revisions were made to wording and item order based on feedback prior to full-scale data collection. Data were collected via face-to-face interviews in respondent’s colleges during 2024–25. Each interview was conducted in English and took place at a convenient time for the faculty member to reduce response fatigue. Responses were recorded on the finalized schedule.
Data were coded, cleaned and entered into Microsoft Excel and exported to SPSS (version 27) for analysis. The following analyses were performed:
· Descriptive statistics: frequencies, percentages, means and standard deviations to profile the sample and report central tendencies for organizational climate dimensions. 
· Correlation analysis: Pearson’s correlation coefficient to examine pairwise relationships between profile variables and organizational climate.
RESULTS & DISCUSSION:
Demographic variables are fundamental in research that seeks to understand the composition of a study population. These characteristics such as age, gender, education, marital status etc.  are analysed using descriptive statistics and also provide essential context for interpreting findings and assessing generalizability. The variables along with the percentage are detailed in table 2.
Table. 2: Percentage of the demographic variables  
	Variables 
	Category
	Percentage (%)

	1. Age

	
	Young (Upto 40)
	16.7

	
	Middle (40-55)
	68.3

	
	Old (55 & Above)
	15

	2. Gender

	
	Male
	81.66

	
	Female
	18.33

	3. Marital status

	
	Married
	96.66

	
	Unmarried 
	3.33

	4. Educational qualification

	
	Masters
	0

	
	Doctoral
	99.1

	
	Post-Doctoral
	0.83

	5. Hierarchy

	
	Junior (Asst. Prof.)
	55.83
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	Senior (Assoc. Prof. and Prof.)
	30.83

	
	Administration (Head &ADP)
	13.33

	6. Year of experience

	
	Low (<10 years)
	20.8

	
	Medium (10-26 years)
	65

	
	High (>26 years)
	14.2

	7. Pay scale

	
	Low (<1077256)
	15.8

	
	Medium (bet.1077256 & 2736077)
	65.8

	
	High (>2736077)
	18.3

	8. Background

	
	Rural
	47.5

	
	Urban
	41.66

	
	Peri-urban
	10.83

	9. Family type

	
	Nuclear
	40

	
	Joint
	58.33

	
	Other
	1.66

	10. Communication level

	
	Low (<21)
	15

	
	Medium (21-27)
	70

	
	High (>27)
	15

	11. Additional charges

	
	No extra charge
	9.2

	
	In-between 1-3 charges
	72.5

	
	More than 4 charges 
	18.3



Graph. 1: Representation of age, experience, pay scale, communication level
The predominance of mid-career professionals (40–55 years at 68.3%) forms a powerful foundation. They blend maturity, stability and adaptability especially valuable in academia and leadership roles. The studies show age-diverse teams drive superior outcomes, as each generation brings complementary strengths innovation from younger members and wisdom from older ones. Although males dominate (81.7%), even a smaller female presence brings enhanced empathy, diverse leadership styles and broader decision-making perspectives. Organizations with gender diversity often demonstrate stronger reputations and better stakeholder trust. The study reveals that the organization present with 96.7% married group likely possesses robust personal support systems, which can promote emotional stability, commitment and sustained engagement in professional tasks. An overwhelming 99.1% doctoral qualification signifies elite expertise, enabling advanced research, innovation and institutional prestige. 

Graph. 2: Representation of Hierarchy level
Doctorate holders often enjoy higher earnings and job stability and are valued for their critical thinking and leadership capacities. A balanced mix majority junior (55.83%), significant seniors (30.83%) and a core administrative (13.33%) team supports scalable mentorship, fresh momentum and strategic oversight. The organization has majority of faculties (65%) holding 10–26 years of experience, the group strikes an ideal mix such as deep institutional knowledge, yet still open to new methods and innovation. 

Graph. 3: Representation of family background
Nearly equal splits between rural (47.5%) and urban (41.7%) origins, plus peri-urban (10.8%), suggest cultural and experiential diversity where an asset in inclusive decision-making and enriched problem-solving. 

Graph. 4: Representation of Family type
Predominance of joint families (58.3%) indicates built-in emotional and logistical support, likely facilitating stability, resilience and a balanced personal-professional life. With 70% at a medium level, the group exhibits a solid foundation for collaboration, with ample opportunity for targeted communication development to elevate overall effectiveness. A large majority (72.5%) handle 1–3 extra responsibilities, showing high organizational trust, versatility and dedication which are the qualities essential for institutional success.
Faculty member’s perceptions of organizational climate can differ widely based on their individual and professional backgrounds, influencing how they engage within their institutions. Pearson correlation analysis examining links between faculty profile variables (such as age, gender, educational qualification, hierarchy, year of experience, pay scale, background, family type, communication level and additional charges) and their views on organizational climate has yielded several meaningful findings, as detailed in Table 3.




Table.3: Relationship between independent variable and organizational climate
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	Independent Variables
	Coefficient of Correlation
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	Age
	-0.175*

	2
	Gender
	0.0124NS

	3
	Marital Status
	-0.135NS

	4
	Family Background
	0.0001NS

	5
	Family Type
	0.142NS

	6
	Educational qualification
	-0.044NS

	7
	Experiences
	-0.198*

	8
	Pay scale
	-0.312**

	9
	Hierarchy
	-0.267**

	10
	Communication
	0.052NS

	11
	Additional charges
	-0.03NS


*-Significant at 0.05 level (2-tailed), **-Significant at 0.01 level (2-tailed), NS -Not significant
Interpreting the correlation between faculty’s age and organizational climate, it is observed that a small but statistically significant negative relationship (r = -0.175*). This indicates that as faculty members grow older, their perception of the organizational climate tends to decline modestly. It possibly reflecting accumulated experiences, changing expectations over time or greater responsibilities that foster a more critical appraisal of the institutional environment. This kind of results was steady with previous studies by Baby et al. (2022) quotes that the variables such as age, religiosity, duration of marriage, marital status, gender, religion, social category, qualification, experience, types of school system and subject of teaching have no significant difference in the mean relating to the organizational climate. Only significant relationship was found on the ‘role type’ demographic variable.
In contrast, the relationship between gender and organizational climate (r = 0.0124, not significant) is virtually non-existent. This implies that male and female faculty members share nearly identical perceptions of the organizational climate, suggesting a gender-neutral working environment with equitable policies and experiences.
Similarly, the correlations for marital status (r = -0.135), family background (r = 0.0001), family type (r = 0.142) and educational qualification (r = -0.044) are weak and statistically non-significant. These negligible effects suggest that whether a faculty member is married or single, from urban or rural origins, from nuclear or joint families or holds different academic qualifications, there is no meaningful impact on how they perceive the organizational climate. This kind of results was consistent with previous studies by Baby et al. (2022), Inayat and Khan (2021).
Turning to experience, it’s again seen a small yet significant negative correlation (r = -0.198*). This suggests that faculty with more years of experience tend to view the organizational environment less favourably. An outcome that may reflect greater awareness of institutional limitations, heightened expectations or accumulated pressures over time.
More pronounced are the significant negative correlations involving pay scale (r = -0.312**) and hierarchy/designation (r = -0.267**). These moderate negative associations indicate that higher-paid faculty and those in senior positions perceive the organizational climate more negatively, perhaps due to increased job demands, leadership responsibilities or institutional pressures associated with their status.
Finally, communication roles (r = 0.052) and additional institutional charges (r = -0.03) exhibit negligible, non-significant correlations with organizational climate. This means that faculty who assume communication responsibilities or additional roles (such as committee assignments) tend not to experience any notable shift in their perception of the institutional environment.
As a summary, it indicated a significant negative correlation with age, experience, pay scale and hierarchical position signifying that more senior or longer-serving faculty tend to view the organizational climate less favourably. The variables like gender, marital status, family background/type, educational qualifications, communication level and additional charges exhibit very weak or no meaningful relationship with climate perception. Statistically significant results suggest genuine associations, while non-significant ones imply that any observed relationships likely arose by chance and are not reliable.
CONCLUSION:
This study offers meaningful insights into how faculty profile variables relate to perceptions of organizational climate within an agricultural university setting. Notably, there are small but significant negative correlations between organizational climate and certain faculty characteristics specifically age, years of experience, pay scale and hierarchical status. In practical terms, this suggests that more senior or higher-paid faculty may perceive the organizational environment less favourably, possibly due to evolving expectations, heavier responsibilities or institutional awareness accrued over time.
On the other hand, variables such as gender, marital status, educational qualification, family background, family type, communication level and additional responsibilities displayed no significant association with organizational climate perception. This indicates a level of uniformity in how faculty experience the work environment, irrespective of these demographics.
It is concluded that the organizational climate of the institution plays a major in developing an effective performance and heartfelt satisfaction of the members of the institution. Therefore, the university with healthy organizational climate leads to the supportive, positive and responsible improvement of the organization. 
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