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ABSTRACT
Organizational climate has received much attention in the field of
organizational communication. It has been studied mostly as a worker's
perception of his/her work environment utilizing self-report measures
to assess these perceptions. Reliance upon these perceptual measures
has created controversy on three dimensions: (1) whether organizational
climate is an attribute of the organization or perceiving individual,
(2) whether workers can come to a perceptnal consensus regarding their
perceived work enviromment, and, (3) whether job satisfaction and organiza-
tional climate are redundant dimensions. The literature surrounding .
the above problems is reviewed, and recommendations are méde for future
research in organizational climate to clear up some of the aforementioned

controversies.
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ORGANIZATIONAL CLIMATE: A SUMMARY OF RESEARCH AND CONTROVERSY

The concept of organizational climate has received much attention

in the field of organizational communication (Litwin & ‘Stringer, 1968;

- Campbell, Dunnette, Lauler, & Weick, 1970; Johannesson, 1973; Guion, 1973;

James & Jones, 1974; Hellriegel & Slocum, 1974; Muchinsky, 1976; Johnston,
1976; Hitt & Zikmund, 1977; Albrecht, 1979; Springer & Cable, 1980);
however, it appears to be a concept that has yielded much confusion
and controversy. Researchers appear unable to come to a consensus
regarding whal organizational climate is, and how it should be measured.
Albrect (1979) points out that ressarchers in the fields of
communication and organizational behavior have attempted to define
orgainizational climate as a descrip?ion of the "cognitive" environment
as perceived by employees of an organization. Tagiuri and Litwin (1968)
see org-nizational climate as "the relatively enduring quality of the
internal enviromment of an vrganization that (a) is experienced by its
members, (o) influences their behavior, and (c) can be described in
temms of the values of a particular set of characteristics (or attributes)
of the organization" (p. 27). Demnis (1975) defines climate as " a
subjective experienced quality of the internal environment of an
organization; the concept erbraces a general cluster of inferred
predispositons identifiable through reports of members!
Perceptions of Nessage and message related events occurring in the
organization" (p. 4). Schneider, Donaghy, and Mewman (1976) perceive
climate as the extent to which employees perceive empathy, encouragement
for participation, and a communication structure which meets their

information needs. Finally, Johnson (1977) sees climate as the "pattern

of how people talk to one another as well as what they talk about" (p. 124).

¥
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The purpose of this review is to: (1) outline the present confusion

and controversy in organizational climate research, and (2) make

recommendations for future research in the area of organizational

climate.

" The Diversity in Organizational Climate Research

Guion (1973) cites the diversity in research used to examine the
concept of organizational climate: (1) pe%ceptual questiommaires,
(2) experimental manipulation of stim;li, and, (3) objective measurements
of organizational variables. James and Jones (1974) have noted this
diversity as well. 1In an extensive review of the climate literature,
James and Jones classify three separate approaches to the measurement
of organizational climate: (1) multiple measurement-organizational
attribute approach, (2) perceptual measurement-organizational attribute
approach, and, (2) perceptual measurement-individual attribute approach.

The multiple measurement-organizational attribute approach refers
to objective measurements of organizational variables such as structure,
size, complexity, leadership style, andAgoal directions. The perceptual
measurement-organizational attribute appraoch utilizes questionnaires
that ask an individual o assess his/her perceptions of an organization
usually via a Likert scale. The perceptual measurement-individual
attribute approach views organizational climate as an individual
attribute, which describes organizational climate as a set of global
perceptions held by individuals about their work environment.

Most researchers in the area of organizational communication
seem content to utilize perceptual measurements to tap organizational
climate (Litwin & Stringer, 1968; Friedlander & Marguilles, 1969;
Schneider & Bartlett, 1970; Fayne & Fheysey, 1971), and treat

organizational climate as ihe sum perception of the individuals in

a work environment. Usually, organizational climate is seen as having

9
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such dimensions as: individual autonomy, degree of structure imposed
on situation, reward orientation, consideration, warmth, and support
(Campbell et al., 1970). As Litwin and Stringer (1968) define
organizational climate, it is " . . . a set of measurable properties
of work environment, perceived directly or indirectly by the people who live
and work in this environment and assumed to influence their motivation
and behavior”" (p. 1). This definition of organizational climate
encompasses the basic premise of most definitions of organizational
climate--that it is a perception by a worker about his/her work
environment.
Organizational climate, as measured by the perceptual approach,
proceeds in the following way:
Researchers have "measured climate" by having participants indicate
the extent to which a number of items characterize individual work.
work situations. Responses are item or factor analyzed to identify
thi dimensions of climate (Johannesson, 1973; p. 119).
The quesﬁions which are used to measure organizational climate are usually
those developed by Litwin and Stringer (1968) or adapted from Litwin
and Stringef;gi.e., La Follette and Sims (1975).
However, when using these perceptual measures, there is a great
deal of diversit&‘as to what is being measured. Some researchers use

a perceptual measﬁrement-ihdividual attribute approach while others

utilize a perceptual measurement~organizational attribute arproach. This
brings up one oiﬂthe major controversies in organizational climate research:
Is organizationai‘climate an attribute of the crganization or an

attribute of the individual?

The Individual-Organizational Attribute Controversy

Guion (1973) asks whether organizational climate (as measured by

perceptual questionnaires) was referring to attrihutes of organizations

b
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or attributes of individuals:

The idea of "oxganizational climate" appears to refer to an
attribute or set of atiributes of the work envircmment. The idea
of "perceived organizational climate" seems ambiguous; one can
not be sure whether it implies an attribute of the organization
or of the perceiving individual (Guion, 1973; p. 120).

Guion argues that unless there is some objective, external measure of |

a characteristic of the environment itself, one cannot determine how

accurate the perceptions of this environment are. |
James and Jones (1974 ) advance this argument by claiming that if

you are measuring individual attributes, or how a worker perceives

his work enviromnment, it should be called psycholcgical climate. On the

one hand, if someone is measuring organizational attributes, stimuli, or

main effects of the organization, this should be called organizational

climate. A major problem with organizational climate research is that

some are measuring individual attributes (psychological climate), while

others are measuring organizational attributes (organizational climate)

and are all classifying this as perceived organizational climate. There
is a need in future climate research for an explicit dichotomy between
psychological climate referring to attributes of individuals within an
organization, and organizational climate referring to attributes of the

external environment. |

However, when using perceptual measures, other problems arise.

Johamnesson (1971) notes that when perceptual measures are employed
"there are potentially as many climates as there are people in the
organization” (p. 30). This refers to the next problem in organizational

climate research: Bnployees cannot come to a perceptual consensus

~1
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regarding thelr organizational climate.
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The Perceptual Consensus Controversy

Those who use perceptual measures of organizational climate assume
that workers within a given organization can come to a perceptual consensus
regarding the climate of their organization. However, this notion has
been challenged by several researchers. Stern (1970) tailed to find
a perceptual consensus within a single department of a company.

Johnston (1976) found two substantially different perceptions of climate
in a small, single-office firm. The dependent variable Johnson used

in his study was number of years with the company. Employees vho were
with the company for three or more years were termed "first generation"
employees. Employees who had been with the company for six months to two
years were classified as "second generation" employees. Based on his
research, Johnston concluded that first, as opposed tc second generation
employees : (1) saw the climate and structure, systems and practices as
basically functional and supportive of productive performance, (2) felt
the organization had not shifted away from emphasis on innovation, creativity,
and quality in its approach to its task assignment and toward standardiza-
tion, and saw no decline in the quality of products of the organization,
and, (3) described more success in dealing with superior-subordinate and
work pressure problems. These results led Johnstcn to conclude:

The existence of two climates within a single organization raises

questions about the current definition of the concept of organizational

climate and its predicative value for the study of behavior in

organizations (Johnston, 1976; p. 95).

It should be noted that Johnston did not use perceptual questionnaires to
measure climates; rather, he used unstructured interviews lasting about
one to one-and-i-half hours with each employee. However, the information

derived from these interviews still reflects employees' perceptions

about their organizational climate.
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Hitt and Zikmund (1977) examined the problem of consensus and/or
diversity among individual's perceptions of organizational climzie.

They studied two sepafate organizations: a division of a major service
organization in the communications industry and a smaller company that
manufactured dental supplies. They found a high degree of diversity
among crganizational members' percertions of the climate in the large
service organization, but found a high degree of consensus among members'
percetions of organizational climate in the smaller dental supply company.
Hitt and Zikmund conclude: "These results support the intuitive conclusion
that size may be an impertant factor in the potential diversity or
consensus of perceptions of organizational climate" (p. 66). Though the -
preceding conclusion seems a logical one, it should be noted that in
Johnston's study the total sample size was only 39, and yet there was

a great deal of diversity in the perceived organizational climate.

Size may play an important role with respect to consensus/diversity

of a perceived organizationzl climate, but research in this area does

not conéistently support this assertion.

The problem with describing organizational climate as the sum of
perceptions of individuals in a work environment is the crux of the
perceptual consensus problem. It would seem questionable if employees
;ithin an organization all perceived the same "climate." There are
many variables in any organization that would tend to affect each
worker's perception of his/her environment; such as, longevity with
company, position in organizational hierarchy, physical location of

workplace, styles of management (i.e., democratic, authortarian), etc.

Other researchers (Gorman & Malley, 1973; Payne & Mansfield, 1973)
have found significant differences in perceptions of »rganizational
climate by members of an organization. It would appear that with the

diversity found in members' perceptions of organizational climate,

J
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perceptual measures create more confusion regarding organizational
climate than clarify particular climates of particular organizations.
Payne, Fineman, and Wall (1976) point out that many studies of
organizational climate lack validity because they do not produce an
adequate consensus by which climate measures could be said to validly
describe an organization. At best, each organization probably has
many subclimates. "At the macrolevel there are overall impressions
of the organization. At the microlevel there are impressions of a work
division in which an employee is assigned, and perhaps the analysis
can be reduced even further. Climate at these various levels within
i1he particular organization needs to be recognized as potentially
differential" (Hellweg, 1982 p. 13).

The third controversy this review examines is one that perhaps
best represents the problem of measuring organizational climate

perceptually: The climate~satisfaction controversy.

The Climate-Satisfaction Controversy

Many studies have attempted to show a relationship between

organizational climate and job satisfaction (Friedlander & Marguiles, 1969;

Pritchard & Karasick, 1973; Lawler, Hall, & Cldham, 1974; LaFollette &
sims, 1975; Churchill, Ford, & Walker, 1976; Muchinsky, 1977). In
these studies, organizational climate is usually the independent
variable and job satisftaction is the dependent variable and " job
satisfactisn often varies according to the subject's perception of
his organizational climate" (Hellriegel & Slocum, 1974; p. 263).

A variety of perceptual measures have been used to measure
organizational climate; however, most are similar to the original
climate questionnaire developed by Litwin and Stringer (1968). Job

satisfaction is usually measured via the Job Descriptive Index (701 )

developed by Smith, Kendall, and Hulin (1969). The JDI, like the climate

10
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questionnaire, is a perceptual measure. Job satisfaction is defined as what
is expected ard "what is experienced in relation to the alternatives
available in a given situation" (Smith et al., 1969; p. 6). The JDI . . .

is intended to measure the affective responses to this difference

by measuring feelings associated with differsnt facets of the job

situation. Specifically, the JDI measures satisfaction over five

areas of a job: the work itself, the supervision, the co-worker,

the pay, and the opportunities for future promotion on the Jjob

(LaFollette & Sims, 19753 p. 261).
Once the organizational climate questionnaire and JDI have been
completed, a2 factor analysis is performed on each scale. The resultant
factcrs from each scale are then correlated with each other. Researchers
then look to see if any dimension of job satisfaction correlates
significantly with any dimension of organizational climate.

In this type of research, job satisfaction is seen as an evaluation
of one's work environment and organizational climate is seen as a

&2

description of one's work environment. However, this type of research
has brought the criticism that organizational climate and job satisfaction
are redundant dimensions of a work environment. Johannesson (1973)
criticizes climate-satisfaction research on several levels: (1) measures
of organizational climate have borrowed items from job satisfaction measures,
(2) both dimensions use similar or identical methods of measurement, and,
(3) workers cannot be expected to describe their work envirorment (climate)
without being affected by their satisfaction with their organizational
climate., Johannesson states:

If feelings heavily influence descriptions of perceptions, or the

perceptions themselves, how can derivitives of them be called

satisfaction dimensions at one point in time and climate dimensions

at another? (p. 122).

In other words, a worker cannot describe his/her environment (climate)

without being influenced by his feelings cr affective responses to

1i
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that environment (satisfaction).
Aside from the fact that climate measures have borrowed heavily
from satisfaction measures,1 an examination of the first item on the
Litwin and Stringer Organizational Climate Questionnaire (Form B)
exemplifies the problem between description and evaluation:
The jobs in this organization are clearly defined and logically
structured.
According to those who claim that satisfaction and climate are independent
dimensions, the above statement is as description and not an evaluation.
If someone were to ask me if my Jjob was clearly defined and logically
structured, I would have to make some type of evaluation to come to
a conclusion. In answering this question, I will be describing ny
evaluation of my job. My perception of my job's organization and structnre
will affect how I evaluate, and in turn, describe my work environment.
LaFollette and Sims (1975) in their article "Is Satisfaction
Redundant with Organizational Climate?" disagree with Johannesson's
redundancy hypothesis. They claim that though they found significant
correlations between measures of organiza*lonal climate and job satisfaction,
these two dimensions related differently to a third variable--job performance
"which tends to cast serious doubts on the redundancy hypothesis" (p. 275).
LaFollette and Sims state that since job satisfaction and organizational
climate do not have significané correlations with measures of job performance,

they are different dimensions. They criticize Johannesson's claim that

Jjob satisfaction and organizational climate are redundant dimensions
because they had statistically significant relationships. This is due to

what LaFollette and Sims call a "premptory acceptance" ZEig7of one of the

four explanations available when two variables correlate with each

other significantly (Johannesson uses explanation #1):

12
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1. A and B are redundant. |
2. A causes B or B causes A. |
3. A correlates with B, but are not determinants of each other as
when A and B are both causally related to a third variable
but are not causally related nor redundant with each other.
L, A and B are related by happenstance as when two variables
exhibit statistical covariance, but no logical explanation
to define the relationship can be found (p. 275).
LaFollette and Sims state that "a statistical significant relationship,
by itself, is no proof of redundancy, nor is it proof of causality” (p. 274)
"and take exception with Johammesson for "blindly" accepting the
redundancy hypothesis. While LaFollette and Sims do offer a substantive
argument for rejecting the redundancy hypothesis, this still does not
answer the crucial question in the climate-satisfaction controversy:
Can a worker describe his/her work environment without evaluating this
environment? I think not.
The climate-satisfaction controversy has yet to be resolved, and
as LaFollette and Sims aptly conclude: "The fact that organizational
climate and satisfaction are related in some mamner 1s patently clear
!
from the literature . . . Yet, whether one accepts the redundancy

assumption or the causalty assumption remains largely a matter of

subjective judgement" (p. 276).

Suvggestions for Future Research

The preceding review was to demonstrate the diversity and confusion
in research in organizational climate. Confusion centers around:
(1) whether organizational climate refers to attributes of organizations
or attributes of individuals, (2) the fact that workers cannot come to a
perceptual consensus about their work environment, and, (3) whether

organizational climate, when measured percertually, is reduadant with

Jjob satisfaction.
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If research in organizational climate is going to progress in the |
next decade, researchers will have to make use of objective measures to

validate perceptual measures. Guion states:

The construct validity of a measure of perception of a climate
variable is related to the question of the accuracy of those
perceptions, i.e., the accuracy of predicting (or identifying)

an objective measure of the reality being perceived. Unless

there is such an objective, external measure of the characteristic
of the environment itself, the question of accuracy of perception
cannot be answered (Guion, 1973; p. 129).

In other words, there is a need for an objective measure of the reality
being perceived to validate these perceptions against.2 If used in
conjunction with objective measures, these subjective measures would

measure the psychological climate of the individual worker and be

the organizational climate and be regarded as organizational attributes.

One of the more pressing concerns in using aggregated perceptual data
is whether this data represents actual conditions in a given situation
' (Jone§ & James, 1979). The use of objective measures might resolve
' this dilemma.
Objective measures could be the use of non-participant observers
to measure climate via recording critical behavior sequences among ;émbers
of organizations, such as how crises are handled, how woxk is assigned,

or how rewards are distributed (Johannesson, 1973). The use of trained

perceptual measures. In about all of the studies using perceptual
measures, climate are administered at one time and the results are
seen as the climate of an organization. This type of "hypodermic
needle"3 approach has ignored the dynamic nature of organizations.u
Questionnaires that are administered on a one~time only basis tréat

o organizations as static, and not dynamic entities. A trained observer

14

|
regarced as an individual attribute. Objective measures would measure
I
!
|
|

non-participant observers might avoid the pitfalls that have plagued
|
|
|
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who made a lorgzitudinal study of an organization could record observed
climate over a perioq of time, which might give a bettexr insight into

the climate of an organization as opposed to a questionnaire, Climate
questionnaires could be continued to be used, but they would need to

be administered more than once to see if there was any consistency

to the perceived organizational climate. Climate questionnaires need

not be eliminated, but alone they do not yield objective information

about the climate of an organization. However, if they were used in
conjunction with objective measurements (non-participant observers),

they might better describe the concept of organizational climate. The
non-participant observer could gather data on an organization and derive
from his/her observations characteristics he/she thought were representative
of the organizational climate. The workers would be administered a climate
questionnaire several times over the same time period that the observer

was present. Factors that weie consistently yielded from the questionnaire

could be compared to the characteristics of the climate described by

determine if perceptually-derived data represented the actual work environment,
Though the prior recommendations might not eliminate all the problems
in organizational climate research, they might help alleviate some of the
controversies outlined in this review. The individual-organizational
attribute controversy would be resolved by treating the climate perceived
by the worker as an individual attribute, and that described by the observer
as an organizational attribute.
The perceptual-consensus controversy might never be eliminated.
Due to people's expectations, attitudes, beliefs, etc., employees will
probably fail to reach a perceptual consensus about their organizational
climate at one time or anothgr. Two qualified nun-participant observers

may fail to come to a consensus in describing the climate of an crganization

the observer. This method of research, though time consuming, might help |
|
15 |
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as well. What a longitudinal study would hope to e¥p&ain would be the
inconsistencies in perceived organizational climate among workers. If
workers failed to come to a perceptual consensus consistently, an
analysis could be made of the workers who failed to agree with other
workers about a perceived organizational climate. An observation of
their en%ironment could possibly give insight into why they perceived
the climate differently from their fellow workers.

The climate-satisfaction controversy is one that may never be
completely resolved. As stated before, it seems improbable to expect
workers to describe their work emvironment (climate) without making
affective evaluations of their environment (satisfaction). What may
be a climate questionnaire in one researcher's study could easily be
a job satisfaction questionnaire in another researcher's study.

About the only plausible recommendation that can be made would be the
re-writing and editing of all climate questionnaires so that they
contain as few evaluative terms as possible.

The researcher in organizational climate has stagnated over the
past few years after a flurry of studies utilizing perceptual measures.
What needs to he done is the re-evaluation and research of this concept

utilizing more objective and dynamic measures in conjunction with past

perceptual measures.
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NOTES

1. In one study, students were presented with a mixture of items from
organizational climate and Job satisfaction scales and were asked
identify which were which. They were unable to do so (Schneiger, 1974).
The author presented students in his organizational compunication
seminar with the first item on the Litwin and Stringer Organizational
Climate Questionnaire (Form B), and asked them if they thought the item

came from a satisfaction or a climate measure. Half of the class

incorrectly identified the item as coming from a climate questionnaire.
2. Guion's call for objective~validation measures in the study of

1 organizational climate, though made nine years ago, has by and large

been ignored by climate researchers.

3. My apologies to Berlo.

1 4, For a study that demonstrates the dynamic nature of organizations,
see Roberts, K.H. & O'Reilly, C.A. Organizations as communication

structures: an empirical approach. Human Communication Research,
1978, -li’ 283-2%0




Organizational (limate
16

REFERENCES

Albrecht, Terrance L. The role of communication in perceptions of
crganlzational climate. Communication Yearbeok No. 3, 1979, 343-357.

Campbell, J.P., Dunnette, M.D., Lawler, E.E., & Weick, K.E. Jr.
Meanagerial behavior, performance, and effectiveness. New York:
McGraw~Hi1l, 1970.

Churchill, G.A., Ford, N.M., & Walker, 0.C., Jr. Organizational climate
and job satisfacticn in the sales force. Journal of Marketing Research,
1976, 13, 323-332.

Dennis, H. The constructlion of a manegerial "communication climate" inventory
for use in complex organizations. Paper presented at the annual meeting
of the Internatlonal Communication Association, Chicago, 1975.

Friedlander, R. & Margulis, N. Multiple impacts of organizational climate
and individual value systems upon job satisfaction. Personnel Bsychology,
1%9’ _2._2‘7 1?1"1830

Gorman, L. & Malloy, E. People, jobs, and organizations. Dublin: Irish
Management Institute, 1972.

Guion, R.M. A note on organizational climate. Organizational Behavior and
Human Performance, 1973, 9, 120-125.

Hellriegal, D. & Slocum, J.W., Jr. Organizationsl climate: Measures,
research, and contingencies. Acadamey of Management Journal, 1974,
17, 255-280.

Heliweg, S.A. Motlvation and productivlity as a function of corporate climate.
Faper presented at the annual meeting of the International Communication
Association, Boston, 1982.

Hitt, M.A. & Zikmund, W.G. Organizational climate: An empirical approach
to the perceptual consensus question. Review of Business and Economic
Economic Research, 1977, 13, 59-67.

James, L.R. & Jones, A.P. Organizational climate: A review of recent theory
theory and research. Psychological Bulletin, 1974, 81, 1096-1112.

Johannesson, R.E. Job satisfaction and perceptually measured organizational
climate: Redundancy and confusion. In M.W. Frey (ed.), New developments
in management and organizational theory. Proceedings of the Elgth
Annual Conference, Eastern Acadamey of Management, 1971, pp. 27-37.

Johannesson, R.E, Some problems in the measurement of organizational climate.
Organizational Behavior and Human Performance, 1973, 10, 118-144,

Johnson, B.M, Communication: The process of organizing. Boston: Allyn &

Bacon, 1977.

]



Organizational Climate

17

Johnston, H.R, New conceptualization of the source of organizational
climate. Administrative Science Quarterly, 1976, 21, 95-103.

Jones, A.P. & James, IL.R, Psychological climate: Dimensions and relationships
to individual ang aggregated work environment perceptions. Organizational

Behavior and Human Performance, 1979, 23, 201-250.

LaFollette, W.R. & Sims, H.P., Is satisfaction redundant with climate?
Organizational Behavior and Human Performance, 1975, 13, 252-278,

Lawler, E.E., Hall, D.T., & Oldham, C.R. Organizational climate:
Relationships fo organizational structure, process, and performance,
Organizational Behavior and Human Performance, 1974, 11, 139-155.

Litwin, G.H. & Stringer, R.A., Jr.
Boston: Division of Research,
Harvard University, 1968.

Motivation and organizational climate,
Graduate School of Business Administration,

Muchirsky, P.M. An assessment of the Litwin and Stringer organizational
climate questiomnaire: An empirical and theoretical extension of the
Sims and LaFollette study. Personnel Bsychology, 1976, 29, 371-392.

Muchinsky, P.M. Organizational communication: Relationships to organizational
climate and job satisfaction.

Acadamey of Management Journal, 1977, 20,
592-607.

Payne, R. & Teysey, 0. G. G. Stern's organizational cliamte index: A
reconceptualization and application to busiress organizations,
Organizational Behavior and Human Performance, 1971, 6, 77-98,

Payne, R.L. .& Mansfield, R, Relationships of perceptions of organizational
climate to organizational structure, context, and hierarchiecal posibion.
Administrative Seience Quarterly, 1973, 18, 515-526.

Payne, R.L., Fineman, S.» & Wall, T.D., Organizational climate and job

satisfaction: A conceptual synthesis. Organizational Behavior and
Human Performance, 1976, 16, 45-62,

Pritchard, R.D. & Karasick, B.W. The effect of organizational climate on
managerial job performance and Job satisfaction. Organizational
Behavior and Human Pexrformance, 1973, 9, 126-146,

Schneider, A.E., Donaghy, W.C., & Newman, P.J. Communication climate
within an organization. Mamagement Controls, 1976, 23, 159-162.

Schneider, B. Concetualizing organizational climates. Uppublished
Report No. 7, Department of Psychology, University of Maryland, 1974.

Schneider, B, & Bartlett, C.J. Individual differences ang organizational

climate II: Measurement of organizational climate by the multi-trait,
multi-rater matrix. Personnel Psychology, 1970, 23, 493-512.




Organizational Climate
18

Smith, P.C., Kendal, M., & Hulin, C.L. The Measurement of satisfaction in
——-2>laction

Lo

work ;fj‘;rfm?g;z A strategy for the study of attitudes, Chicago:
Rand-McNal ¥y, 195G,

Springer, J.F, & Gable, R.W. Dimensions ang sources of administrative
climate in development of programs for four asianp nations,

Administrative Science Quarterly, 1980, 25, 671-688.
Stern, G.G. People in context: Measuring Person-environment congruence in
education and industry. John Wiley,

New York: 1970,

t
Tagiuri R, & Litwin, q. Organizational climate. Boston; Harvard University
Press, 1968.

24




