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This study determined the influence of organizational climate on job satisfaction of PUP campuses in Laguna. It was 

also intended to check which dimensions of organizational climate most influence/s the job satisfaction of selected 

respondents of PUP campuses in Laguna. 

 

There were 177 total respondents from the four PUP campuses in Laguna. These were selected thru a census method 

of data collection and a retrieval of 88% was achieved. The study was a descriptive type of research using the survey 

technique. Data was obtained through the use of a standardized instrument which was then treated using SPSS to 

compute the mean, percentage, weighted mean, sample t test, and Pearson r to test the relationship of the variables. 

 

The findings revealed that all indicators of organizational climate are evident in PUP campuses in Laguna. It was 

also found out that the respondents’ job satisfaction in all item indicators was satisfied.  

 

Based on the Pearson r computation, all dimensions of organizational climate have a significant relationship when 

correlated to job satisfaction of the respondents of PUP campuses in Laguna. Moreover, it was concluded that rewards 

and recognition best influence the job satisfaction of the respondents. Since organizational climate influences the job 

satisfaction, it was recommended that the university administration shall review the existing programs and procedures 

that affect both organizational climate and job satisfaction. 

 

It was also highly recommended that a comparative study on organizational climate and job satisfaction be made in 

the universities having the same level of excellence. 
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1. INTRODUCTION 

 

School organization still seek to determine the job satisfaction of their employees and school administrators because 

they want to see if the people in the organization is performing in their optimal level and they look for an opportunity 

to increase the employees’ level of organizational commitment (Spector, 2000; Rahimic, 2012). Moreover, 

employees feel dissatisfied because of poor organizational performance and poor organizational climate so without 

attempting to buy their satisfaction through increase of salary and benefits which can give cost burden to the 

organization, the schools and universities can achieve the increase of job satisfaction, value, and competitive 

advantage of the employees through quality, positive and meaningful motivation (Spector, 2000; Wong, 2001; 

Ivancevich, 2001; Rahimic, 2012). 

 

The researcher urged to conduct this study because of his experience in the organization where he previously worked 

with. The researcher chose to conduct the study at the PUP Campuses in Laguna because based on his observation 

when he studied and stayed for four years in one of the campuses in Laguna, there are faculty members who are 

satisfied and there are also who are dissatisfied. Moreover, the researcher’s observation does not guarantee a definite 

conclusion which resulted to conduct the study. 

mailto:vanalitagtag@gmail.com
mailto:vanalitagtag@gmail.com


APCoRE Journal of Proceeding 
Vol. 1, Series 3, Education 
ISSN: 2704-4572 
Available online at https://www.apcore-inc.org/apcore-journal-of-proceedings 

 

 
  
  
 

169 | P a g e  
© APCoRE Journal of Proceedings Vol. 1, Series 3, Education 

 

The main objective of this study was to determine the influence of organizational climate on job satisfaction of PUP 

Campuses in Laguna. This also intend to conclude which organizational climate indicators best influence the 

respondents’ job satisfaction. Furthermore, the study was based on two theories which are the Festinger’s cognitive 

dissonance theory, and the Herbergs’s two-factor theory. 

 

2. MATERIALS AND METHODS 

 

This study was a descriptive correlational survey. The correlational design enabled the researcher to classify 

important phenomena through the identification of the relationship among variables. Moreover, the study utilized one 

of research sample. The target populations were administrators, faculty and staff of PUP campuses in Laguna during 

the academic year 2015-2016. The researcher used census as the method of data collection and the retrieval rate of 

the survey questionnaires is 88%. Furthermore, convenient sampling method was used in this study. The survey 

questionnaire has two parts; the first part is for the organizational climate wherein it has five components such as the 

leadership, organizational standards, responsibility, rewards/recognition and employee’s commitment and the second 

part is for the job satisfaction which is compose of pay and promotion system, co-employees relationship, physical 

working conditions, supervision, and career development. 

 

3. RESULTS AND DISCUSSION 

 

3.1 Level of Organizational Climate 

 

In general, the overall weighted mean of 3.13 denotes that the assessment of respondents in their perception on 

organizational climate from all item indicators in terms of leadership is “evident”. The result is similar to Stringer’s, 

(2002) that leadership style directly impacts the organizational climate and in turn affects the degree to which 

employees desire to achieve and perform in the organization. 

 

As a whole, the overall assessment of respondents in their perception on organizational climate in terms of  

organizational standards is “evident” with overall weighted mean of 3.14, and that agrees with Michlle (2000), who 

mentions that leaders who set the bar high reinforce and personally model their commitment by helping employees 

in achieving goals and together they promote high standards of performance which lead to positive organizational 

climate. 

 

The overall weighted mean of 3.06 proves that there is “evident” perception on organizational climate in terms of 

responsibility. As this also affirms with Wong (2001) that part of effective training and equipping includes delegating 

responsibility and empowering subordinates with the authority to make decisions. 

  

The respondents assess their perception on organizational climate in terms of rewards/recognition as “evident” with 

overall weighted mean of 2.83. Generally, the result also approves with Jeffries (2004) that may employees receiving 

recognition in front of others feels more satisfied compared to others receiving recognition from superiors in private. 

  

In general, the assessment of respondents in their perception on organizational climate in terms of employees’ 

commitment is “evident” with overall weighted mean of 3.20. This asserts with what Stringer (2002) had indicated 

that commitment reflects employees’ sense of pride of belonging to the organization and their degree of attachment 

to the organization’s goals. Furthermore, this still speaks with Stringer (2002) that the feeling within employee usually 

induces him to support at any cost the organizational goals, which creates positive attitude in him an open climate 

within the organization. 
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3.2 Level of Job Satisfaction 

As a whole, the assessment of respondents in their job satisfaction in terms of pay and promotion system is “satisfied” 

with overall weighted mean of 2.66. 

 

Thus, the overall weighted mean of 3.21 shows that the assessment of respondents in their job satisfaction in terms 

of co-employees relationship is “satisfied”. The result approves that people get more out of work than merely money 

or tangible achievements. For most employees work also feels the need for social interaction. Not surprisingly, 

therefore, having friendly and supportive co-worker leads to increased job satisfaction (Robbins, 2003). 

 

In conclusion in terms of physical working conditions, the respondents are “satisfied” with overall weighted mean of 

3.13. Azim (2013) also emphasized the same output that employees are concerned with their work environment for 

both personal comfort and better performance. Moreover, this is a correct result as Robbins (2003) that employees 

prefer working environment that are safe and comfortable, not dangerous, while they work. 

 

The overall weighted mean of 3.13 only proves that the assessment of respondents in their job satisfaction in terms 

of supervision is “satisfied”. 

 

The assessment of respondents in their job satisfaction in terms of career development is “satisfied” with overall 

weighted mean of 2.89. The result was also highlighted by Wright and Davis (2003) that once individuals sense that 

the organization involves in their own individual growth, their job satisfaction will be enhanced. 

 

3.3 Relationship of Organizational Climate on Job Satisfaction 

 

Organizational climate is positively moderately correlated to job satisfaction with a correlation coefficient of 0.816, 

with the level of significance at 0.000. Thus, this suggests that the relationship between organizational climate and 

job satisfaction of respondents is significant. 

 

3.4 Dimension of organizational climate that best influence the job satisfaction of the respondents 

 

The study revealed that the comparison between the dimensions of organizational climate, using Pearson r, is zero 

when correlated to job satisfaction and the study showed that the dimensions of organizational climate when 

correlated to job satisfaction are all significant. All correlation coefficient values are within the range of 0.26 to 0.75 

which means that the relationship between the dimensions of organizational climate and job satisfaction is positively 

moderate. Rewards/Recognition obtained the highest correlation coefficient value of 0.748 among other dimensions 

of organizational climate. This implies that rewards/recognition best influence the job satisfaction of the respondents 

from PUP-Campuses in Laguna. 

 

4. CONCLUSIONS  

 

Respondents’ perception in the dimension of organizational climate in terms of leadership, organizational standards, 

responsibility, rewards/recognition and employee’s commitment were verbally interpreted as “evident”. This 

concluded that the organizational climate of PUP-Campuses in Laguna was practiced and experienced by the 

respondents.  

 

The university administration shall strengthen the organizational climate to achieve the “very evident” result by: 
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 a. Enhancing private sector  and NGO linkages to support employees in providing adequate materials; 

 b. Designing a system that will encourage employees to put forward their inputs regarding empowering 

possibilities by creating suggestion boxes that can be places in prominent areas of the university. Not only that, 

management should acknowledge good ideas put forward by subordinates by giving credit privately and publicly. 

They should create opportunities for growth, that is, by giving employees challenging assignments; 

 c. Arranging meetings once in a month, so as to promote communication between the academics and thus 

reduce the effects of boredom resulting from every now and then meetings which prevent them from doing their best 

on their jobs; 

 d. Showing recognitions and appreciations for work well done/achievements and provision of incentives to 

facilitate job satisfaction, that is, announcement at meetings, personal letter and a rotating trophy, lastly; 

 e. Intensifying programs to develop employees’ commitment by conducting team building and several 

outreach programs/retreats for the employees wherein it can provide venue for employees to work and mingle with 

one another. 

 

As to the job satisfaction in terms of pay and promotion system, co-employees relationship, physical working 

conditions, supervision, and career development of the respondents from PUP-Campuses in Laguna, the study 

showed that they were “satisfied”. This implied that the respondents were contented and fulfilled in lieu of job 

satisfaction. 

 

The university shall ensure that the employees job satisfaction should reach the level of “very satisfied” from 

“satisfied” by: 

 a. Creating opportunities for promotion and developing transparency in terms of employees performance 

appraisal and be more responsive to the employees career development programs had been suggested by the staff 

especially for their advancement; 

 b. The management team should continually conduct workshop, seminars to update their staff in the various 

endeavors and different leadership style so that they can select the most appropriate leadership style in accordance 

with a particular situation maturity of their staff and be update on the current research modules and outlets.; 

 

There is significant relationship between organizational climate and job satisfaction of PUP-Campuses in Laguna. 

 

The university administration shall maintain and improve the organizational climate for the respondents to have a 

higher level of job satisfaction. Moreover, the university shall review the existing programs, policies and procedures 

that affect both organizational climate and job satisfaction. 

 

The study revealed that the rewards/recognition best influence the job satisfaction of the respondents. 

 

The university administration shall establish transparent and well-defined ranking and promotion system since the 

study revealed that rewards/recognition best influence the job satisfaction of the respondents from PUP Campuses in 

Laguna. 
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