Perceived Organizational Climate and Demographic Variables: An Analysis of Agricultural University Faculty
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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 were collected and Organizational climate was assessed using the Motivational Analysis of Organizational Climate (MAO-C) scale by Udai Pareek. 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 (Edwards 1970). 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). 
Defining the climate, within an organization is tricky since its shaped by how employees feel about their workplace. There is no doubt, it has an impact on how they feel about their job, including how much they feel like they belong, how they get along with coworkers and how well they perform (Mullins, 2010). The way employees see their organization’s climate can even forecast outcomes like how satisfied they’re with their job whether they’re driven to achieve and how effectively the organization runs as a whole. It also linked to their need for affiliation and power as their overall performance, on the job. It also plays a significant role in shaping organizational commitment (Barth, 1974). The organizational climate is what drives people to perform at their best. It is made up of all the things that make a place unique. The people, the way of its succession and the environment. These things maybe seem small but create a sense of self that employees can really get behind. As a result, they are more likely to be inspired, glad in their jobs. Feel like they’re a part of something 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 (Kangalgil et al. 2022). 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, complete burdens and opposing atmospheres can destabilize these strengths (Bayrak, 2004). 
A country's progress has its foundation in the strength of its educational system, with teachers functioning as critical agents of reform. Job fulfilment refers to the joy and contentment that people experience in their professional lives. The surrounded aspects such as the occupation location, demographic features such as age, gender etc. and psychological gears such as mentality, inspiration or psychological well-being can all have an impact on teacher satisfaction (Crossman & Harris, 2006).
 Without teachers who continuously provide high-quality instruction, foster a positive learning environment and adjust to the changing demands of school, genuine, sustainable development is impossible. Student’s learning is greatly and directly influenced by teacher’s effectiveness. This involves giving concise but fascinating lectures, giving frequent, helpful criticism and effectively and tactfully managing the classroom atmosphere while attending to each student’s unique needs and motivations.
MATERIAL 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 research was conducted at Vasantrao Naik Marathwada Krishi Vidyapeeth (VNMKV), Parbhani. The 12 constituent colleges of the university were comprised to catch the variety 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
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	Age
	Categorized based on mean and standard deviation

	2.
	Gender
	Male, Female 

	3.
	Marital status
	Married, Unmarried, Divorced or 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. As this study was conducted to find the perception of the employees towards the university (Organizational climate) using the scale and not to study the scale dimension in detail. 
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.
Result  & DISCUSSION:
When it comes to understanding, the demographic variables are essential in research that seeks the structure of a study population. The characteristics such as age, gender, education, marital status etc.  are evaluated using descriptive statistics and also figuring the results that are really meant or not. The variables laterally with their 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



Most of the professionals, in this group are at the midpoint of their careers between 40 and 55 years old making up 68.30 percent. This age range seems to offer a balance of experience and adaptability which is particularly useful in academic and leadership positions. Research has shown that the university, with a mix of ages tend to perform well, as each generation brings its unique strengths to the organization. The younger members often bring new ideas while the older ones bring a wealth of experience. In relations with gender, men frame 81.70 percent of the group with a smaller number of women, the university benefits from a more vicarious approach, varied leadership styles and a wider range of perspectives when making decisions. The study discloses that the organization existing 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. 

The level of qualifications enables to take on research come up with ideas and brings prestige to their institution. Having a doctorate usually comes with benefits like higher pay and better job security and these individuals are often valued for their ability to think critically and lead effectively. The university is made up of junior members, who account for about 55.83 percent with a substantial number of seniors making up around 30.83 percent and a smaller but key administrative group taking up, around 13.33 percent. 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. 

The backgrounds of individuals are evenly split, with 47.5 percent coming from rural areas and 41.7 percent from cities while around 10.8 percent from peri-urban. This blend of knowledges is likely to bring a range of perspectives to the table making for decision making and creative problem solving.

A significant number of people, 58.3 percent come from joint families, which can provide a support system and help them cope with life’s ups and downs making it easier to find a sense of balance, between their personal and professional lives. The employees exhibit a solid foundation for association with opportunity for communication development to elevate overall effectiveness by 70% at a medium level. 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
	[bookmark: _Hlk203950447]Sr. No.
	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 suggests that male and female faculties share nearly undistinguishable perceptions of the organizational climate, suggesting a gender-neutral working atmosphere with equitable strategies and skills.
Correspondingly, 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 ineffective and statistically non-significant. These insignificant effects recommend 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 result was dependable with previous studies by Baby et al. (2022), Inayat and Khan (2021).
Moving towards experience of the faculties, it is also seeking a small yet significant negative correlation (r = -0.198*). This confirms that faculty with more years of experience tend to view the organizational environment less favourably. A result that may reflect greater awareness of organizational limits, sharp expectations or accumulated pressures over time.
Highly noticeable portion are the significant negative correlations involving pay scale (r = -0.312**) and hierarchy (r = -0.267**). This moderate negative relation designates that higher-paid faculty and those in senior positions perceive the organizational climate more negatively, possibly due to increased job stresses, headship responsibilities or formal pressures allied with their position.
Last of all, communication levels (r = 0.052) and additional official charges (r = -0.03) exhibit negligible, non-significant correlations with organizational climate. This means that faculty who assume communication levels or additional roles (such as committee assignments) tend not to experience any noteworthy shift in their perception of the organizational environment.
As a summary, it specified a significant undesirable correlation with age, experience, pay scale and hierarchical position suggesting 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 open relations, while non-significant ones imply that any observed relationships likely arose by chance and are not reliable.
CONCLUSION:
This study offers meaningful visions into how faculty profile variables relate to perceptions of organizational climate within an agricultural university setting. What’s interesting is that there are some yet notable connections between the overall atmosphere and certain characteristics of faculty members like their age, how long they’ve been working, their salary and where they stand in the hierarchy. In terms it seems that established or better paid faculty might not see the university environment as positively, as others. This could be because over time their expectations change they take on responsibilities or they develop an awareness of the institution’s inner workings.
It’s interesting to note that factors, like gender, marital status, education level, family background and the type of family you come from seem to have no impact on how faculty members perceive the climate of their organization. Similarly, things like how they communicate and any extra responsibilities they might have don’t appear as factor too. This advises that despite these differences, faculty members tend to have an experience of their work environment. 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. 
PRESENT IMPLICATIONS: 
The results of this study highlight just how crucial it is for agricultural universities to create a workplace environment that’s supportive and welcoming, to everyone. It's interesting that faculty members who have been around for a while and have a lot of experience tend to view their work climate in a light. This suggests that university administrators should take a look at how they lead make sure everyone has a say in decision making and find ways to reduce the pressures that come with roles. When the work environment is positive it can have an impact on how satisfied faculty members the quality of their teaching and their productivity in research. That in turn can affect how well the university is thought of and how successful its students are. So, it’s clear that creating a work environment isn’t something that important to faculty members. It’s essential for the university, as a whole. 
FUTURE DIRECTION OF THE STUDY:
It’s possible that further studies will build on this one by looking at how perceptions of the work environment change over time. To get a sense of whether the patterns found apply elsewhere researchers could compare results from several universities that specialize in agriculture or, from different fields of study altogether. They might also want to talk to people in depth. Through focus groups or one on one interviews, for example. To get a picture of why older experienced professors tend to see the work environment in a less positive light. This kind of exploration could add some layers to what we know. Looking deeper into things, like the stress people feel at work the overall culture of an organization and the way leaders manage can also help create a picture of what the work environment is like, in colleges and universities. 
LIMITATIONS OF THE STUDY: 
This study offers some thoughts but It’s not, without its flaws. For one it was done at one university, which means we can’t assume the results apply to other schools or fields. Another issue is that the study only looked at a point, in time it can’t account for the way’s things might change over months or years. It’s a static picture of a moment that might not reflect the bigger picture. The emphasis, on correlation falls short in getting at the heart of what faculty members are going through in their daily lives. 
[bookmark: _GoBack]Study significance 
The study sheds some light on the connections, between factors and the work environment in universities but it’s just the starting point for exploring the experiences of faculty members. What the findings really drive home is that university leaders need to act to foster an atmosphere, especially for senior faculty who often bear the brunt of professional pressure. To take things further the authors think it would be helpful to see research that brings disciplines together, with the goal of developing targeted solutions and informed policies that can help improve the overall well-being of higher education institutions.
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Graph. 1: Representation of age, experience, pay scale, communication level
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Graph. 2: Representation of Hierarchy level
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Graph. 3: Representation of family background
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