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Abstract - This study aims to examine the relationship between organizational climate and employees’ effectiveness. To 
achieve the aims of the study, two research questions and one hypothesis were formulated. The study focused on employees 
in Lagos state education districts. A normative survey research design was adopted and the stratified random sampling 
technique was used to select a sample of 586 employees for the study. Two sets of research instruments namely, the 
Organizational Climate Questionnaire (OCQ) and Employee Effectiveness Questionnaire (EEQ) were used for data 
collection. The research questions were answered using descriptive statistics of mean and standard deviation while the 
hypothesis was analyzed using Pearson Product Moment correlation statistics at 0.05 level of significance. Overall it was 
found that there is a significant relationship between organizational climate and employee effectiveness in the education 
districts.  The study concluded that employees’ perception of organizational climate has effect on their effectiveness at work. 
Based on this it was recommended amongst others that creating positive organizational climate especially at the education 
districts should be responsibility of the management and staff intimacy as well as task achievement should be instituted in 
the education districts. 
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I. INTRODUCTION  
 
The work environment in organisations is 
increasingly becoming more complex as a result of 
unprecedented opportunity, globalisation, 
privatisation, modernisation and technology which 
have consequently affected the organisational 
climate. It is worthy to note that organisations spring 
up in order to meet societal needs through 
identification of a common purpose, which they set 
out to achieve. Hence, every human organisation 
should exist in a social context and must reconcile 
itself with its climate to achieve effective 
performance (Okon, 2009).  However, every 
organisation has its own characteristics and climate 
which determines its effectiveness as well as 
efficiency. The crux of it all is that organisations have 
goals to achieve and they require people (employees) 
to perform different tasks toward the achievement of 
such goals. The ability of any organisation to meet 
performance expectations is dependent on effort and 
commitment of employees. Thus, job effectiveness is 
of paramount importance in sustaining the 
organisation.  
 
Educational organisation is one of the most important 
social institutions in a society saddled with the 
responsibility of achieving educational goals. The 
unit of organisation in this study is the education 
districts. They are responsible for implementing 
educational policies, recruiting teachers, providing 
instructional tools and overseeing the affairs of 
schools at the secondary level. In recent times, 
education districts are facing many challenges which 
may affect the level of effectiveness of their staff. 
This raises concern towards the work environment in 
which they operate to harness resources for goal 

attainment. In this regard, Schneider (2008) and Okon 
(2009) affirmed that provision of conducive 
environmental climate in which the personnel can 
effectively perform their job roles is mandatory for 
any organisation to attain its goals. 
 
Organisational climate serves as a measure of 
employees subjective perception or feelings of 
organisational realities such as policy, structure, 
leadership decision making, rewards, standards, 
values and rules. Nicholson and Miljis as cited in 
Adenike (2011) regarded it as an internal emotional 
tone of the organisation which includes management 
or leadership styles, participation in decision making, 
provision of challenging job to employees, reduction 
of boredom and frustration as well as provision of 
good working condition. Organizational climate 
therefore is “a shared perception of what the 
organization is in terms of practices, policies, 
procedures, routines and rewards that are observable 
at the surface of the organization, subject to control 
and an aspect perceived by employees” (Bowen and 
Ostroff, 2004:205). According to Ejiogu and Ogonor 
(2016) the climate within any organisation will not 
necessarily affect employees’ effectiveness if the 
perception of the employees who are the greatest 
assets is not considered. 
 
Organisational climate is the feeling that 
differentiates one organisation from the other, the 
distinct personality that one notices as one moves 
from one organisation to the other while  employees’ 
effectiveness is the degree to which an individual 
realizes the goals of the organization with and limited 
resources in the face of competition and disagreement 
among differing interest groups (Chahal, Dua, Singh 
and Mahey, 2012). An organisational climate must 
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suit the objectives of the organisation and should aim 
at providing favourable background that would 
facilitate the attainment of organisational goals and 
objectives. Succinctly, Halpin and Croft (1967) using 
the Organisational Climates Descriptive 
Questionnaire through factor analysis identified six 
basic types of organisational climates on a continuum 
from open climate to closed climate. Within the line 
are others such as autonomous, controlled, familiar 
and paternal climates. Also, the study adopts the nine 
dimensions of Litwin and Stringer (1968) which 
comprised structure, responsibility, reward, risks, 
identity, standards, warmth, support and tolerance for 
conflict. However, the organisational climate at the 
education district level is an aggregate of the 
prevailing environmental conditions which form the 
framework through which activities and resources are 
co-coordinated.  
 
The justification for this study is that it contributes 
immensely in terms of knowledge to policy makers, 
human resource department and all those who are 
interested in improving the concept and practices of 
organisational climate in public service. The 
education districts in Lagos state were established 
within the framework of the Ministry of Education to 
take information based decisions on many 
problematic issues in the day to day administration of 
the education system, especially the secondary 
education system.  Thus, they have an important role 
to play in development of education in the state. The 
quest for good service delivery to the public in terms 
of quality education by the state government has 
increased over the past decades. This is evident from 
the complaint of people over poor performance of 
students in both internal and external examinations, 
inadequate infrastructures and facilities in schools, 
issues on teachers demand and supply as well as poor 
management and leadership in schools.   
 
The performance of the education districts leaves 
much to be desired as they are not living up to 
expectations as observed. It is worthwhile to mention 
few of the factors responsible for these problems and 
inefficiencies of the education districts in Lagos state, 
Nigeria. Amongst them are lack of competitive 
remuneration, inadequate incentives for their 
employees to promote innovation, decline in the level 
of interpersonal communication to prompt the level 
of commitment and effectiveness of employees, the 
level and quality of personnel are most often 
mediocre, reflecting the worst traditions and rigidity 
of the public service (Adams, 2004). The resultant 
effects are incompetence, ineffectiveness, lack of 
focus and commitment and these have created a gap 
between the education districts and the secondary 
schools in the state. It thus, becomes imperative to 
study the existence of these education districts and 
how they can create and maintain a conducive climate 
to meet their set goals which has overall effect on 

school performance in the state. The study aims to 
examine the extent to which types of organisational 
climate influence employee effectiveness in 
education districts and also determine ways by which 
the dimensions of organisational climate relate to 
employee effectiveness in education districts. 
 
1.1 Research Questions 
The study aims to provide answers to the following 
questions: 

i. How do types of organizational climate relate to 
employee effectiveness in education district? 

ii. In what ways do dimensions of organizational climate 
relate to employee effectiveness in education district? 
 
1.2 Research Hypothesis 

H1 There is no significant relationship between 
organizational climate and employees’ effectiveness 
in education districts. 

 
II. METHODOLOGY 
 
The normative survey research method was used. The 
study population comprised all the 28,239 employees 
at the six education districts in Lagos state. The 
stratified random sample technique was used to select 
the sample size of 480 employees from the six 
education districts to form the sample for the study. 
Two Instruments were used in collecting data for the 
study. The Organisational climate Questionnaire 
(OCQ) was adapted from the Organisational Climate 
Questionnaires validated and used by Litwin and 
Stringer, 1968; Ross, 2009 and Holloway, 2012. The 
OCQ  has 36 items with 18 items in section A 
assessing employees’ perception on six types of 
organisational climate and 18 items in Section B on 
the nine dimensions of organisational climate. The 
second instrument is the Employee Effectiveness 
Questionnaire (EEQ) developed and validated by 
Johnson, 2014. The EEQ consisted of 20 items 
developed to measure employee effectiveness in two 
dimensions. The two instruments were measured on a 
four-point scale of Strongly Agree (SA), Agree (A), 
Disagree (D) and Strongly Disagree (SD).  The 
participants’ responses were coded, scored and 
computed to mean ( X ) score and standard deviation 
(SD). The questionnaire four point scale was also 
fused into two, agree to represent strongly agree and 
agree, disagree to represent disagree and strongly 
disagree for better result presentation. The criterion 
for the mean score was 2.50 and above for ‘agree’ 
and ‘high extent’, while below 2.50 signified 
‘disagree’ and ‘low extent’.  Pearson product moment 
correlation statistics was used to test the hypothesis. 
 
III. RESULTS AND DISCUSSION 
 
Research Question One: how do types of 
organizational climate relate to employees’ 
effectiveness in the education districts? 
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Table 1 
Responses on  types of organizational climate on employees’ effectiveness 

S/N Items X  SD Decision 

 Open Climate    

1 There is high sense of trust among employees.  3.24 1.14 Agree 
2 Management motivates through personally set examples. 2.32 1.26 Disagree 
3 There is focus to move the education district towards its goals. 2.51 1.28 Agree 
4 There is clear and regular feedback on employees performance. 2.25 1.16 Disagree 
 Close Climate    
5 The climate in the education district is characterized by low morale. 3.30 1.08 Agree 
6 There is generally lack of commitment to the goals of the education district. 2.65 1.15 Agree 
7 There is no room for flow of ideas and exchange of information among 

employees. 
2.53 1.17 Agree 

 Autonomous Climate    
8 I have high degree of autonomy in my job 2.32 1.66 Disagree 
9 There is no constant supervision and control on my job 2.36 1.16 Disagree 
10 I exhibit a high degree of initiative in carrying out my duties. 2.33 1.16 Disagree 
11 My boss set example by working hard  2.34 1.15 Disagree 

 Controlled Climate    
12 There is no provision for social and psychological needs of employees. 2.82 1.16 Agree 

13 There is no room for interpersonal relationship among employees 2.66 1.15 Agree 

14 My boss is hardworking but aloof to other employees. 2.58 1.17 Agree 
 Familiar Climate    
15 In my education district, there is absence of control and supervision.  2.40 1.14 Disagree 
16 The atmosphere in my education district is friendly but lacks task 

achievement. 
2.71 1.12 Agree 

 Paternal Climate    
17 There is virtually no social relations among employees 2.42 1.15 Disagree 
18 The management is domineering and instructive 2.69 1.13 Agree 
 
Table 1 shows that the education district has open 
climate where there is focus on the goals of the 
education districts and sense of trust among 
employees with a mean of 2.51 and 3.24 which are 
above the mean criterion of 2.50. Though to the mean 
score of 2.32 and 2.25 for item 1 and 4 depicts that 
management of the education districts do not 
employees through personally set examples and there 
is no clear and regular feedback on employees’ 
performance.  Also the climate in the education 
districts is characterised by low morale ( X = 3.30), 
lack of commitment on the part of employees ( X = 
2.65) and hostile atmosphere ( X = 3.04). Table 1 
indicates that there is lack of autonomous climate in 
the education districts with all items under 
autonomous climate having a mean score less than 

the criterion mean of 2.50. In addition, the climate in 
the education districts is highly controlled as there is 
no provision for social and psychological needs of 
employees ( X = 2.82).  Table 1 indicates that there is 
control and supervision ( X = 2.40) and though, the 
atmosphere is friendly there is lack of task 
achievement ( X = 2.11). Generally, the climate in 
the education district is characterised by domineering 
and instructive management ( X = 2.69) which 
impedes social relations among employees.  
 
Research Question Two: In what ways do dimensions 
of organizational climate relate to employee 
effectiveness in education district? 
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Table 2 
Responses on dimensions of organizational climate and employee effectiveness 

S/N Items X  SD Decision 

19 It is sometimes unclear who has the formal authority to make a decision 2.41 0.25 Disagree 
20 The jobs in this education district are clearly defined and logically 

structured. 
2.70 0.21 Agree 

21 I have enough authority to carry out my job effectively. 2.22 0.41 Disagree 
22 I take part in decision making that affect my work routine. 2.32 0.47 Disagree 
23 On my job, I am free to act according to my ideas. 2.40 0.32 Disagree 
24 In my education district, there is inadequate recognition and reward 

system for doing good work.  
2.57 0.23 Agree 

25 There is a promotion system that helps the best staff to rise to the top. 2.48 0.32 Disagree 
26 Extra efforts are not acknowledged with formal and informal praise. 2.80 0.45 Agree 
27 I am encouraged to be innovative in my job that is, coming up with new or 

better ways of doing things. 
2.35 0.48 Disagree 

28 A friendly atmosphere prevails among us in the education district. 3.42 0.61 Agree 
29 Employees in my education district tend to be aloof towardone other. 1.85 0.49 Disagree 
30 I feel that I am a member of a well functioning team. 2.28 0.46 Disagree 
31 When I am on a difficult assignment I can usually count on getting 

assistance from my boss and co-workers. 
2.12 0.41 Disagree 

32 In my education district, there is a feeling of pressure to continually 
improve our personal and group performance. 

2.02 0.52 Disagree 

33 The attitude of our management is that conflict between competing units 
and individuals can be very healthy. 

2.85 0.33 Agree 

34 The best way to make a good impression around here is to steer clear of 
open arguments and disagreements. 

2.89 0.40 Agree 

35 In my education district, there are many unresolved conflicts and 
arguments among employees. 

2.10 0.96 Disagree 

36 I have not been given opportunity to grow professionally and personally in 
my education district. 

2.56 0.28 Agree 

 
Table 2 result indicates that the education districts 
have clearly defines job and logical structure with a 
mean score of 2.70 but sometimes formal authority to 
make decisions are not clear ( X =2.41). Majority of 
the respondents disagree on the dimension of 
responsibility as they are neither involved in decision 
making ( X = 2. 32) nor free to act according to their 
ideas ( X = 2.40). Employees in the education 
districts agreed that recognition, promotion system 
and reward system are inadequate with mean rating of 
2.57 and 2.80 respectively. Also, Table 2 shows that 
employees are not encouraged to be innovative ( X = 
2.35). Despite the friendly atmosphere that prevails (
X = 3.42), employees are still aloof toward one 

another and do not get full assistance from their 
colleagues ( X = 2.12). The employees in the 
education districts disagreed that there is a feeling 
pressure to continually improve personal and group 
performance as they do not have the opportunity to 

grow professionally and there are unresolved conflict 
amongst them ( X = 2.10).   

   
Research hypothesis one: There is no significant 
relationship between organisational climate and 
employees’ effectiveness in education districts. 
 

Table 3 Relationship between organizational climate and 
employee effectiveness 

Variable
s 

N X S
D 

D
f 

r-
ca
l 

r-
criti
cal 

Decisi
on 

Organiza
tional 
climate 
 
Employe
e 
effective
ness 

4
8
0 
 
 
4
8
0 

29.
24 
 
 
19.
28 

2.
43 
 
 
1.
14 

 
 
4
7
8 

 
 
.0
90 

 
 
.088 
 

 
 
Signifi
cant 

* P< 0.05 
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Table 3 shows a positive significant relationship 
between organisational climate and employee 
effectiveness in the education districts. This is based 
on the calculated r-value of .090 which is greater than 
the critical r-value of .088 at 0.05 level of 
significance and degree of freedom of 478. Therefore, 
the null hypothesis that there is no significant 
relationship between organizational climate and 
employee effectiveness in the education districts is 
rejected and the alternative hypothesis accepted. This 
implies there is a significant relationship between 
organisational climate and employee effectiveness in 
the education districts. 
 
The result of the analysis shows that organisational 
climate relate to employees’ effectiveness. This 
findings is consistent with that of Raza (2010), 
Adeyemi (2008) and Babu and Kumari (2013) in their 
different studies where they found out that there is a 
significant influence of organisational climate on 
teacher effectiveness. In the same vein, Sapade 
(2004) study of financial industries, Saraswathi 
(2010) study of manufacturing and software 
organizations and Chahal, Dua, Singh and Mahey 
(2012) study in Leather factories found a similar 
result that organisational climate is an important 
variable which correlates with employees’ 
commitment and effectiveness.  
 
Similarly, the studies of Raza (2010) and Arogundade 
and Olorunsola  (2012) showed that open and 
autonomous type of organisational climate often 
strike balance between task achievement and social 
needs’ satisfactions leading to greater employee 
performance and effectiveness. In another study by 
Kulshrestha and Rao (2008) the relationship between 
the two variable is further strengthen by their findings 
that controlled and closed climate exhibited by 
majority of government schools often influence 
teachers effectiveness while in organizations 
characterized by high degree of autonomy and 
distrust; lack of communication, close interpersonal 
relationships; unclear goals and low control, both the 
organization and employees effectiveness will be 
inhibited. 
 
A study conducted by Idogho (2006) in Universities 
in Edo State, Nigeria showed that favourable 
organisational climate (consideration, commitment to 
work, trust and sense of responsibility) as perceived 
by the academic staff have influence on their 
performance. Also, Arogundade and Olorunsola 
(2012) in their study among lecturers in universities 
in South West, Nigeria agreed with the submission of 
this study that organisational climate has a positive 
significant relationship with lecturers’ performance.    
 
Contrary to most of the findings which agree with the 
findings of this study, Patterson, Warr, and West 
(2004) found that employees’ effectiveness and 

creativity at work is as a result of intrinsic motivation 
and not organisational climate.  This support 
Ogunsemore (2008) assertion that types of climate 
may not adversely affect performance output in a 
highly structured organization but it will contribute to 
decrease in employee satisfaction with possible 
subsequent increase in absenteeism and turnover. The 
foregoing lends credence to the issue of structure and 
attributes of organisational climate such as morale, 
high thrust, consideration, intimacy and task 
orientation. This explains why employees in open 
climate depicted with most of these attributes perform 
better than their counterparts in a controlled and 
domineering climate (Asha, 2010). 
 
CONCLUSION AND RECOMMENDATIONS 
 
The findings of this study have extended further, the 
frontiers of knowledge. Attempts were made to 
examine the perception of employees on the types 
and dimensions of organizational climate as they 
relate to their effectiveness.  Studies on ways in 
which the education districts can improve their 
efficiency through employees is imperative. 
Organisational climate really matters for task 
achievement and institutional growth.   
 
The education districts can only make meaningful 
impact on secondary schools and education system 
generally, if the employees are efficient. The findings 
of this study suggest that the types and the different 
dimensions of organizational climate relate to 
employees’ effectiveness, hence consideration of 
their perception is important because it will lead the 
education districts toward a deeper and better 
informed policy formulation and administrative 
practices. An open and autonomous climate will go a 
long way in improving employees’ performance and 
good structure, support, standards, and identity will 
improve employees’ sense of commitment on the job. 
Ensuring a good reward system will not only ensure 
the viability of the organization, it will also offer 
growth and development.   
 
Organisations have to be aware of their environment 
in order to enable effective creation of a high 
performance organisational climate. To this end, the 
following recommendations were proffered based on 
the findings and all the concerns expressed in this 
study:   
 
1. Management should be responsible for creating a 

positive organization climate rather than the 
human resource department or manager.  
Discipline should be maintained as part of 
creating positive school climate. In the same 
manner, participative system of administration 
should be adopted. 

2. It is crucial that management knows what is 
going on in the organization and should strive to 
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keep an open climate through the channels of 
communication. 

3. The extent to which employees appreciate and 
perceive their organization positively depends 
strongly on the ability of the management to 
provide the necessary support for them. To this it 
is recommended that there should be high 
intimacy as well as task achievement. 

4. Conditions of service should be improved to 
encourage employees’ engagement. In order 
words, employees should be given authority long 
with responsibility, information and resources to 
do their job effectively. 

5. Interactions among employees should be 
encouraged while at the same good leadership 
characteristic should be exhibited since the local 
governments need people to achieve its goals. 
The local government need to establish link 
between functional strategic plan and a 
systematic approach of assessing institutional 
needs and periodic evaluation to meet identified 
needs through human resource development.  
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