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Abstract: High Qualiny performance is needed in every orgunization 1o sucoeed. [t 1s relevant
to any organization. Climate is one of the most powerntd, yer overluoaed, factors when
determining the performance of a particuldr organization or werk team: Thus the purpose of this
study seeks (o know what is the dimension of working chimaie that iuences the quality of
performance in orgunization.

Through Lbran research, it s found that orounizationad Ammate describes the
practices and procedures of an organization and the values that members give to this set of
characteristics or atributes. Climare determines the rertorripice of an erganization and
climate drives perivrmance because I is tivd direcily toomurn wion St 0o the energy people
put into their work There are six distnct dimensions of sworking Cimae structure, standards,
responsibility. recognition. support, und commimieni
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I. Introduction

Working Climate is the prevailing workplace armosphere as evp=rienced by employees.
Climate captures what it feels like to work in a group: it is the weather of the work place as well
as the role of leadership of their leaders (Brownish and Savey. 1999)

An organizations present formal structures and programs. it has internal environment.
which creates an environment of work and which directs 1t in the choice of an approach to
achieve its goals and to solve its problems. According to certain authors of the terms like
"atmosphere”. "personalinn”. "feeling towards an organization” is used to indicate the internal
environment of an organization. The expression "climate organizational” 1s generally accepted to
indicate this concept: it represents. in fact. a concept less vast than that of internal environment
(Savoy and Brunet. 1999).

Climate is one of the most powerful, vet overlooked. factors when determining the
performance of a particular organization or work team. Studies have consistently linked climate
to individual and organizational pertormance. Organizationai chimate describes the practices
and procedures of an organization and the values that members give te this set of characteristics
or attributes (Sleutel. 2000).

Working climate exists objectively in the organization. but it can only be described and

measured indirectly through the perceptions of the members of the crzamzetion.
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[1. Working climate Dimensions

There are six distinct dimensions of working climate: structure, standards,
responsibility, recognition, support, and commitment (Stringer, 2002).

Structure refers to the way in which a group is formed, its lines of communication, and
it's a means for channeling authority and making decisions (Marquiz 2000). It should facilitate
the vision, values, mission, philosophy, goals, objectives, strategies, policies, and procedures. It
has organizational chart that defines formal relationships within the institution (Tomey, 2003).

Clear structure means that the decision-making process is clear. People need to be
clear about who is accountable for what. The employee needs clarity, means that everyone
knows what is expected of them and that they understand how those expectations relate to the
larger goals and objectives of the organization. Effective communication is particularly
important between the leader and the group. As stated by Marquis, 2000, that managers who
understand an organization’s structure and relationships will be able to expedite decision making
and have a greater understanding of the organizational environment.

Modern management theorists have learned much about human behavior and most
organizations have modified their structures to reduce rigidity and impersonality. Current
research also supports the thesis that changing organization structure in a manner that increases
autonomy and work empowerment for nurses will also lead to more effective patient care
(Marquis. 2000).

Structure is high when people feel that everyone’s job is well defined, it is low when
they are confused about who does what task and who has decision making authority (Stringer,
2002).

Standard is a predetermined level of excellence that serve as a guide for practice and
standards are used as measurement tools, they must be objective, measurable and achievable
(Marquis, 2000).

Performance standards are derived from job analysis, job descriptions, job evaluation,
and other documents detailing the qualitative and quantitative aspects of jobs. They are
established by authority. which may be the agency in which they are used or a professional
association. such as the American Nursing Association (ANA). They are measuring sticks for
qualitative and quantitative evaluation of the individual’s performance (Swansburg, 1999).
Performance standards are written for a job and are used to measure the performance of the
individual filling the job. Employee should know that these standards are being used and know
what they are. They may be asked to bring copies of the standards to their supervisor for

scheduled counseling. They may also be asked to list their accomplishments in relation to the
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standards.  This makes pertommance counseling 20 of = treat anc allows emplovees to
recognize and discuss their accomplisiiments Emplovees may be wuiced into recognition of

1> voice out goals for

areas where their performance falls short and o be
improvement in these areas. This method of using pericrmance standarcs has been found to be
effective (Swanburg, 1999).

prove performance.

High standards mean tha

i a task. It is the

‘

corollary of authority. as well as its natural consequence (Murras . 1995) says that

1998 savs that

1

greater responsibility and accountabilitn come with creased 2o

the leaders will need to accomplish some ot then respensibiities by wny the skills of others.
The delegation of responsibilities 1o others has become ¢ greater issue in nursing within recent
vears. She pointed out that once vou have decided which task can be delevated. to which team
members. it is important that you give clear and complere directions 1 those responsible for
completing the assignments. It is also necessany o provide 1o vour tean member the authority
to complete the assigned work once it has been delegated

Being responsible means reliable und worthy of rust from covcagues and clients, A

S F o . e .
Okl ana ethicars svcoutes dutles within the

responsible nurse is competent I Anow edoe an

2

guidelines of the protession (Potter. 199

A sense of high responsibility signitfies that emplovees jeel encouraged 10 solve
problems on their own without having 0 check everstiing win tieir voss and feel fully
accountable for the outcome (Snow 2002y Low responsioidits indioues that risk taking and
testing of new approaches tend to be discouraged (Stringer. 2002

Recognition, studies have demonstrated that recozmition s oo i the most important
ways health care organizations have 10 methvaie empioice periormaioe @ Hoidenthal, 2003).
Positive feedback and recognition of our contributions are imporant mungitic rewards in the
workplace. Everyone enjovs praise and recognition. A smife. a card or note. or a verbal “thank
you™ goes along way with coworkers in recognizing a job well done. St recognition programs
have also been 1dentified as a means to increase seit-esteem. social gratrivation. morale and job
satistaction (Tappen. 2004). Reward should be consistent. tair. ang t1mehy and should relate to
work. They should also be ample. Reward for old behavior snouid be removed after the
individuals have been helped to see the reasons tor the proposed chanye Empiovees need to see

the necessity for the new behaviors and should be wiven real ncents2s. financial or non-
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financial. Non-financial rewards include enriching jobs and encouraging self-development.
Such activities can satisty individual needs (Swansburg, 1999).

Recognition as a form of reward is often forthcoming from those who have received the
services of the nursing profession, but from within the organization reward or recognition is
often more difficult to satisfy. Brunet 1999 say that for many the value of work is characterized
not solely by extrinsic rewards such as compensation, benefits and status, but often and more
important, by intrinsic rewards such as self satisfaction, achievement, pride, joy, self
enhancement, socialization, and improved self esteem.

High recognition climates are characterized by an appropriate balance of reward and
criticism. Low recognition means that good work is inconsistently rewarded (Stringer, 2002).

Support, reflects the feeling of trust and mutual support that prevails within a work
group, the team is empowered to do what is required. Team members feel they have the
resources and backing they need to achieve the work group’s goals. Recourses include essential
supplies, equipment, tools staff and budget, without which their performance would be severely
constrained. Emotional support includes an atmosphere of trust, mutual support and deserved
recognition, in addition to individual inner resources (Maduct, 2000).

The team members need to know the purpose of the team, the goals. and the targets for
accomplishment. Goal setting and planning strategies to meet the goals are important. Team
members should show respect for and appreciation of each other (Tomey, 2003: Stringer, 2002).
Effective team need to work together and take collective responsibility to complete significant
tasks. These work design characteristics motivate because they increase members’ sense of
responsibility and ownership over the work and because they make the work more interesting to
perform (Robbins, 2001). High enthusiasm by the leader will spark high enthusiasm within the
group, there by boosting group morale and stimulating the group’s esprit de corps. a spirit and
sense of pride and honor (Swansburg, 1999).

Support is high when employees feel that they sense that they can get help (especially
from the boss) if they need it. When support is low, employees feel isolated and alone. This
dimension of climate has become increasingly important for today’s business models in which
resources are severely constrained and a premium is placed on teamwork (Stringer, 2002).

Commitment is a deep and profound valued of emotional intelligence. It means
aligning oneself with the goals of a group organization. It is applying oneself completely for a
cause. People possessing this competence readily makes sacrifice to meet larger organizational
goals. Hence. more than the individual interests, the group’s mission or interest takes priority.

It is very deep to the extent of sacrificing oneself. Emotionally balanced and committed people
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5. Historical Forces. people’s expectations regarding future rewards, punishment, and
consequences are often a reflection of what they think occurred before.

Stringer, at al (2001) found, that the most important of these are the day-to-day
practices of the leaders of the organization. This is fortune because, although it is impossible to
change the external environment or the historical forces, and it is difficult and time consuming
to change the strategy and modify all of the formal organizational arrangements, a leader can
change his or her own leadership practices.

Snow (2002) says that leaders are primarily responsible for creating the climate in their
organization or on their work units. A positive climate creates a place that is easy and
comfortable to work in. As a result, workers are more satisfied with their jobs and often stay
committed to a particular organization over the long term (Snow, 2002).

The concept of organizational climate has often been confused with the term
organizational culture.  The two are very different. Culture emphasizes the unspoken
assumptions that underlie an organization, whereas climate focuses on the more accessible
perceptions of the organization. especially how they arouse motivation and, thus, impact
performance (Stringer. 2002). Culture is a system, and interactions are unique to each
organization. It is the way of thinking, behaving and believing that members of a unit have in
common. It is the total of an organization’s value, language, history. formal and informal

communication networks and rituals (Hein, 1998).

IV. Quality of Performance

Organizational excellence begins with the performance of people. It is what people do
or do not do that ultimately determine what the organization can or cannot become. It is their
dedication and commitment to organizational purposes that make the difference. Whether
organizational goals can be achieved will depend on the willingness of people to make the
necessary contributions. 1t is the performance of people that is the true benchmark of

organizational performance (Murray. 2003).

A wide range of factors have been put forward as influencing the performance of
nursing, they are fall into four broad categories: nurse training and competencies, physical plant
and structure. nursing organization and work environment.  Nurse training and competencies
reflect the skill individual nurses bring to the hospital and the bedside. Formal training, level of

education. advanced practice training, knowledge of specific equipment and patient conditions is
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The appraiser should be one of the employee’s direct supervisors.
6. The performance is more likely to have a positive outcome if the appraisee is viewed

with trust and professional respect (Marquis, 2000).

Bernardin et al described that performance is the record of outcomes produced on a
specified job function or activity during a specified time period. The functions have to do with
the work which is performed and not with the characteristics of the person performing.
Benardin and his colleagues argue that a focus on results should be preferred approach to
performance management as it takes a customer perspective and enables individuals’ efforts to
be linked to organizational goals.

Watling 2000 suggested that it is very important when giving feedback to focus on
specific behavior. or specific instances and examples, because it is rare that the whole
performance was good or bad. It is more likely that a particular behavior of habit was good or

bad.

In fact. many managers are likely to ignore giving performance feedback, there are

three reasons why:

. Managers are often uncomfortable discussing performance weaknesses directly with
employees. Given that almost every employee could stand to improve in some areas,

managers fear a confrontation when presenting negative feedback.

2. Many emplovees tend to become defensive when their weaknesses are pointed out.
Instead of accepting the feedback as constructive and a basis for improving
performance, some employees challenge the evaluation by criticizing the manager or

redirecting blame to someone else.

Employees tend to have an inflated assessment of their own performance.

)

The solution to the performance feedback problem is not to ignore it but to train

managers in how to conduct constructive feedback sessions.

1. An effective review — one in which the employee perceives the appraisal as fair, the
manager as sincere and the climate as constructive, can result in the employees leaving
the interview in an upbeat mood, informed about the performance areas in which he or

she need to improve, and determined to correct the deficiencies.
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Process standards refer to decisions and actions of the nurse relative to the nursing
process which are necessary to provide good nursing care. These include assessment,
plan of care. nursing interventions

Outcome standards are designed to measure the results of care provided in terms of
changes in the health status of client served, changes in the level of their knowledge,
skills and attitudes and satisfaction of those served including the numbers of the

nursing and health team (Madduc, 2000).

V. Conclusion

Working climate is very important to ensure of getting quality performance in organization.

It is the perceptions and feelings shared by the members of organization about their working

environment: it is the personality in which it considers the following:

1. Structure reflects the emplovees’ sense of being well organized and of having a clear
definition of their roles and responsibility.

2. Standards measure the feeling of pressure to improve performance and the degrees of
pride employee have in doing a good job.

3. Responsibilin reflects employees’ feelings of “being their own boss” and not having to
double-check decisions with others.

4. Recognition indicates employees’ feelings of being rewarded for a job well done. This
measure the emphasis placed on reward versus criticism and punishment.

5. Support reflects the feeling of trust and mutual support that prevails within a work
group.

6. Commitment reflects employees’ sense of pride in belonging to the organization and
their degree of dedication to the organization’s goals.
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