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Abstract 

The paper assesses the relationship between organizational climate and knowledge 
management process using a newly designed evaluation instrument. It presents a 
description of the design process and the method of application of the evaluation 
instrument used. A theoretical comparative analysis was carried out based on Coda et al. 
(2015) regarding new studies. Based on this analysis, 14 study dimensions were selected. 
These dimensions included knowledge management processes based on the integrated cycle 
proposed by Dalkir (2023). The analysis shows that there is a relationship between 
organizational climate and processes of knowledge management, especially in the 
dimensions of innovation, cooperation, conflict management, entrepreneurial 
maturity/tradition and efficiency and effort. It is found that improving the application of 
knowledge management processes also improves the organizational climate, which can be 
a competitive advantage for companies, especially for those in the studied sector. 

Keywords: Organizational climate, knowledge management, instrument design, 
organizational climate dimensions. 

1. INTRODUCTION 
Nowadays, it is very important to create strategies that help companies make better 
organizational decisions to remain and transcend in the global market. 
To help meet the objectives established by companies, different instruments must be 
applied that measure, evaluate and analyze the main results of an organization. One of the 
main indicators that must be evaluated within companies is the organizational climate, 
since it is a key factor in the development of organizations (Segredo, 2017). 
This type of evaluation allows an organization to diagnose and adopt measures that could 
result in greater employee satisfaction and a sense of belonging. However, to achieve an 
accurate diagnosis, a measurement instrument with an acceptable level of validity and 
reliability is needed to measure the variables that may interfere with employees’ level of 
job satisfaction (Coda et al., 2015). 
Despite the existence of various instruments, and according to Patterson and West (2005), 
there are a few theoretically founded and validated global measures of organizational 
climate. 
In addition, little attention has been paid to methodological issues related to measuring this 
construction (Farnese and Fida, 2016). 
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According to Villamizar and Castañeda (2014), more studies of this nature are necessary, 
using different instruments, measuring different dimensions, with different variables to 
better understand the effects of the organizational climate in relation to knowledge 
exchange. 
Generally, these evaluation instruments are divided by dimensions or categories. Patterson 
and West (2005) commented that over the years, the number of climate dimensions 
identified as assessment objectives has proliferated, which has generated confusion and 
slow theoretical progress. Patterson and West (2005) suggested that organizational climate 
dimensions will differ depending on the purpose of the study and the criterion of interest, 
and that general measures of organizational climate contain dimensions that are not relevant 
to each specific study. 
Some of the existing instruments for evaluating organizational climate are those proposed 
by Mathisen et al. (2004), Patterson and West (2005), Crespell and Hansen (2008), Noriega 
et al. (2011), Tseng and Liu (2011), Bernstrøm et al. (2013), Coda et al. (2015), Farnese 
and Fida (2016) and Bustamante and Lapo (2022). 
Considering that there is still a lack of theoretical references on how organizations 
systematically differ in their effective processes and how these impact the main 
organizational results (Parke and Myeong-Gu, 2017), the mentioned evaluation instruments 
should include aspects that measure the new ways of carrying out jobs, new processes and 
new strategies that affect productivity, in order to obtain more accurate results. 
Some aspects that can lead to productivity of the company may be information and 
knowledge that are increasingly recognized as competitive differentiators; also 
organizational knowledge, such as operational routines, skills and knowhow, is recognized 
as the most valuable asset (Paulova et al., 2017). 
Although there are authors who have included in their evaluations some aspects related to 
knowledge management such as innovation (Mathisen et al., 2004; Crespell and Hansen, 
2008; Tseng and Liu, 2011; Hannevik et al., 2014; and Farnese and Fida, 2016) and 
knowledge (Naldöken and Tengilimoðlu, 2017), no other important elements of knowledge 
management process that could influence the evaluation have been found. 
The objective of this paper is to design an instrument for the evaluation of organizational 
climate and its relationship with knowledge management processes, as well as the 
description of the design process and the method of application of the instrument, in order 
to present possible relationships between organizational climate and knowledge 
management processes. 
The rest of the paper is structured as follows: the next section is a review of literature where 
concepts such as organizational climate, knowledge management, organizational climate 
and its relationship with knowledge management, and related studies are reviewed. Next, 
the process of instrument design, comparative analysis of the dimensions, inclusion of the 
study dimensions based on the integrated cycle of knowledge management, and the 
description of 14 dimensions are presented. Subsequently, the method of application of the 
instrument is described, followed by analysis of results and discussion. The last section 
offers conclusion. 
 
2. LITERATURE REVIEW 
2.1 Organizational Climate 
Organizational climate is the result of general evaluation perceived by an individual in an 
area or workplace in relation to their work environment. This is an important concept 
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within organizations (Scrima et al., 2015), because it is a multidimensional construct that 
encompasses a wide range of individual evaluations of the work environment (as pointed 
out by James and James [1989], cited in Neal et al. [2000]), and according to Patterson and 
West (2005), it has undergone several conceptual changes.  
Noriega et al. (2011) pointed out that organizational climate is a filter through which the 
objectives of a company pass, which when perceived by the individuals that make up it, 
generate a certain climate that has an impact on motivations and behavior, causing various 
consequences to the organization. A good organizational climate increases performance in 
the real work environment, in which attitudes, interpersonal relationships and the ability to 
make decisions are combined (Mendoza-Vargas et al., 2022).  
Organizational climate is very important, since it promotes satisfaction and reduces 
exhaustion (Kaewpan et al., 2017) and consequently better results can be obtained, since 
the work environment is one of the main components of productivity (Tıp et al., 2012). A 
good, healthy work environment occurs when people are valued and treated fairly and 
respectfully with a strong sense of trust among all employees, from the lowest to the 
highest positions within an organization (Shirey [2006], cited in Huddleston [2014]). 
Furthermore, when companies generate plans to increase the commitment and wellbeing of 
workers, they recognize the organizational climate as one of the fundamental elements 
(Alegría-Zebadúa et al., 2022). 
 
2.2 Knowledge Management 
Knowledge is an intangible strategic asset of an organization, which is important to manage 
to create sustainable value over time (Bharadwaj et al., 2015).  
The concept of knowledge management is defined in the literature in different ways by 
various authors; however, there is a consensus on its description as a field of 
implementation aimed at the use of knowledge to increase the efficiency of a business and 
the formation of certain processes (Naldöken and Tengilimoðlu, 2017).  
Knowledge management is a process that allows organizations to find, select, organize, 
distribute and relocate valuable information required for functions such as decision making, 
continuous organizational learning and problem solving (Ooi et al., 2009; and Gupta and 
Bhaskar, 2016).  
According to Probst et al. (2000), the main processes of knowledge management within an 
organization are knowledge objectives, knowledge identification, knowledge acquisition 
knowledge creation, knowledge transfer, knowledge application, knowledge storage, 
knowledge measurement and knowledge feedback.  
The processes of knowledge management, according to the integrated cycle proposed by 
Dalkir (2023), are capture and/or creation of knowledge, exchange of knowledge and 
dissemination, and acquisition and application of knowledge. 
 
2.3 Organizational Climate and Its Relationship with Knowledge Management 
Every day, contributions in the field of knowledge management and the validation of 
measurement instruments that allow evaluating and monitoring the development of 
intangible aspects in the organization, such as organizational climate, become more 
relevant (Segredo, 2017). Companies continually seek strategies to improve quality and 
productivity, looking within and outside their organizations to maintain a competitive 
advantage. According to Phillips (2011), organizational climate and knowledge 
management influence the perceptions of quality systems as a competitive advantage. 
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Tseng and Fan (2011) pointed out that, in recent years, knowledge management has been 
used as an essential strategy to promote the creation of organizational intellectual capital. 
Organizational climate can promote a greater degree of exchange and application of 
knowledge within companies through the mediating effects of social interaction between 
members of the organization, producing favorable effects on knowledge management 
through increased trust, communication and coordination behaviors among employees 
(Chen and Huang, 2007).  
In turn, social interaction within companies plays a mediating role in the relationship 
between organizational structure and knowledge management (Chen and Huang, 2007). If 
the characteristics of the organizational structure are less centralized, less formalized and 
more integrated, the levels of knowledge management would be reinforced (Chen and 
Huang, 2007; and Chen et al., 2010).  
A component of the organizational climate is the organizational ethical climate (Hung et 
al., 2015) and according to Tseng and Fan (2011), there is a relationship between the 
organizational ethical climate with respect to the practice of knowledge management. This 
organizational ethical climate has different degrees of influence on the attitude of 
employees as well as on their participation in knowledge management activities, supporting 
the importance of the organizational ethical climate and the implications of the said climate 
to facilitate knowledge management (Tseng and Fan, 2011). 
Some researchers have studied organizational climate and its relationship with knowledge 
management (Tseng and Fan, 2011), such as Yu et al. (2013) who investigated knowledge 
sharing and innovative behavior and its relationship with organizational innovation climate 
and innovative behavior. For their part, Bosua and Venkitachalam (2015) studied the 
transfer of knowledge and the work environment, while Villamizar and Castañeda (2014) 
studied the relationship between organizational climate and knowledge exchange. 
According to Ensor et al. (2001), to exploit explicit knowledge and build an effective 
community of practice, it is necessary to have a work environment that encourages the 
exchange of information, creativity and innovation, emphasizing the relationship of 
knowledge with the work environment. 
 
2.4 Related Studies 
There are some studies that propose various application and validation methodologies on 
the evaluation of organizational climate, each one specific to its objectives, type of 
company, limitations and versions of different instruments based on the country of their 
origin.  
Mathisen et al. (2004) carried out an evaluation of the climate for creativity and innovation 
of work groups. This study was applied to different work groups in the private and public 
sector in Norway, based on the following dimensions: vision and objectives, participatory 
security, orientation to the task and support for innovation and interrelation between these. 
Crespell and Hansen (2008) conducted a study on the work climate, innovation and 
performance in the forestry sector of US, based on structural equation models, evaluating 
the following dimensions: work climate for innovation, innovation strategy, innovation, 
management attitude towards change, company performance and company size.  
Hafer and Gresham (2008) conducted a study in US, and according to Coda et al. (2015), 
their study dimensions can be categorized into the following: conformity, responsibility, 
challenge/external focus, rewards, interpersonal relationships, cooperation, conflict, 
participation, entrepreneurial maturity/tradition, and knowledge management.  
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Noriega et al. (2011) evaluated the organizational climate of different groups in Cuba, 
applying the following dimensions: organizational structure, leadership, decision making, 
motivation and individual behaviors.  
In another study, Tseng and Liu (2011) evaluated the climate for creativity, in different 
companies in Taiwan, using the following dimensions: organizational stimulation, 
supervisory encouragement, support for the work group, freedom, sufficient resources, 
challenging work, organizational obstacles, work pressure, creativity and productivity. 
Hannevik et al. (2014) evaluated the organizational climate of a Norwegian company using 
the following dimensions: autonomy, integration, involvement, supervisory support, 
training, wellbeing, formalization, tradition, innovation and flexibility, outward focus, 
reflexivity, clarity of objectives of the organization, efficiency, effort, performance 
feedback, pressure to produce and quality.  
Coda et al. (2015), in their study on organizational climate in Brazil, applied the following 
dimensions: structure, rules and compliance, compensation, teamwork, competence at 
work, management style, organizational clarity, recognition, commitment, career prospects, 
professional development, communication, image of the human resources department, 
training and development, job content and workload.  
Farnese and Fida (2016) conducted a study in Italy on the organizational innovation 
inventory, examining the dimensions of servant leadership, climate of support for 
innovation, climate for participatory security, adoption of performance, adoption of 
innovation, evaluating different sectors, and so on.  
Simons et al. (2020) carried out an evaluation of the organizational climate in Germany, 
and developed and applied a new tool using the following dimensions: education, 
communication, publication, collaboration, professional career and a general dimension. 
Srirahayu (2023) conducted a study on the organizational climate in a public library in 
Indonesia. The following dimensions were analyzed: formalization, tradition and 
innovation and flexibility. 
 
3. INSTRUMENT DESIGN 
In this study, the instrument aims to evaluate the organizational climate with respect to 14 
dimensions and, in turn, how the knowledge management processes are carried out in each 
of them.  
Figure 1 shows the process used to design the instrument that led to the selection of the 
dimensions of the organizational climate and how the knowledge management processes 
were included for each of them.  
The selection of the dimensions of organizational climate was based on Coda et al. (2015), 
since it has a wide comparison of dimensions of different works published since 1968; in 
addition, their work has been widely cited in recent publications. Coda et al. (2015) 
described the creation and validation of a multidimensional model that evaluated the level 
of employee satisfaction based on international theoretical models, which is why it is 
considered of great importance to base such research.  
The study by Coda et al. (2015) was carried out considering the works of Litwin and 
Stringer (1968), Sbragia (1983), Kolb et al. (1986), Kozlowski and Doherty (1989), 
Oliveira and Coda (1990), Coda (1993), GPTW (2001), Laros and Puente-Palacios (2004), 
Patterson and West (2005) and Sopow (2008). There were a total of 28 theoretical 
dimensions: compliance, responsibility, challenge/external focus, rewards, interpersonal 
relationships, cooperation, conflict, leadership/management, organizational clarity, 
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participation, recognition, identity/commitment, fairness, career/growth opportunity, 
consideration/human, communication, entrepreneur maturity/tradition, meaning/nature of 
the work, human resources policy/training, working conditions, workload, wellbeing, 
innovation and flexibility, reflexivity, efficiency and effort, performance, quality and 
knowledge management; and 15 research dimensions: structures, rules and compliance, 
compensation, teamwork, work competence, management style, organizational clarity, 
recognition, commitment, career prospects, professional development, communication, 
human resource department, training and development, job content and workload.  
For the current study, 31 dimensions were taken into account as the basis for comparison, 
which were obtained from 28 theoretical dimensions of Coda et al. (2015), To facilitate 
their classification, opportunity/career dimension was separated from the growth dimension 
and the human resources policy dimension from the training dimension, these 31 were 
compared with the 15 research dimensions proposed by Coda et al. (2015) and by the 
following research studies: Mathisen et al. (2004), Crespell and Hansen (2008), Hafer and 
Gresham (2008), Noriega et al. (2011), Tseng and Liu (2011), Hannevik et al. (2014), 
Farnese and Fida (2016), Simons et al. (2020) and Srirahayu (2023) (Table 1). 
Once the comparison was made, the dimensions were arranged according to the highest 
number of frequencies of their occurrence in the different studies analyzed, and 14 
dimensions were selected: leadership management, participation, innovation, 
challenge/external focus, interpersonal relations, cooperation, organizational clarity, 
working conditions, compliance, responsibility, rewards, conflict management, 
entrepreneurial maturity/tradition and efficiency and effort. These dimensions were 
selected, since they were the most frequent dimensions with 65% accumulated percentage. 
Each of these dimensions includes the knowledge management processes according to 
Dalkir (2023), which can be identified in Figure 2. 
The 14 dimensions proposed in this study, ordered according to their frequency, are 
described below: 
1. Leadership Management: The management style factor accounts for 45% to 65% of 
whether an organization is successful or not. At the same time, job satisfaction is also an 
important factor influencing organizational performance. Therefore, whether a company or 
an organization can implement the right management style and understand how employees 
feel about their work creates great importance for the company (Yeh and Hsieh, 2017). Job 
satisfaction is significantly associated with leadership management competencies 
(Zeineddine et al., 2023). Leadership is about doing the right things, while management is 
about doing things well; these two skills overlap (Rahmi, 2019, cited in Zeineddine et al., 
2023).  
2. Participation: The characteristics and effectiveness of individual organizations are 
related to the structure of the collaborative network in which it is embedded (Faust et al., 
2015). Interorganizational cooperation is perceived as an efficient means to improve the 
company’s innovation (Lalić et al., 2016). Collaboration management is related to 
employees’ positive opinions about work and versatile skills. Good knowledge of services, 
well-agreed collaboration practices, and wellfunctioning collaboration are associated with 
employees’ influence on their own work (Kanste et al., 2016).  
3. Innovation: Innovation is the main resource that allows organizations to face growing 
and unstable demands from their environment and to obtain competitive advantages 
(Farnese and Fida, 2016). Innovation in an organization is crucial because it is closely 
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related to economic growth, employment growth, business development and competitive 
advantage (Lee et al., 2023). 
 

 
Figure 1: Instrument Design Process 
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4. Challenge/External Focus: This dimension is made up of two terms: challenges and 
external focus. The challenges in the company are related to the obstacles that may arise, 
for example, challenge in human resources is to retain its existing employees. In this area, 
the main challenge can be the induction and inculcation of loyalty in employees as an 
effective organizational strategy (Gupta and Bhaskar, 2016) and external focus can be seen 
in two ways: market turbulence and competitive intensity, along with the structure of the 
company (Gokus, 2015). 
 

 
Table 1: Comparative Analysis of Theoretical Dimensions and Research Dimensions of 

Coda et al. (2015) and the Nine Study Dimensions 
 

No.

Theoretical
Dimensions,
Coda et al.

(2015)

Research
Dimensions,
Coda et al.

(2015)

Mathisen et al. 
(2004)

Crespell and 
Hansen (2008)

Hafer and 
Gresham 

(2008), quoted 
by Coda 
(2015)

Noriega et al. 
(2011)

Tseng and  Liu 
(2011)

Hannevik et al. 
(2014)

Farnese and  
Fida (2016)

Simons et al. 
(2020) 

Srirahayu 
(2023)

Frequency

1 Compliance Structures, rules 
and compliance Compliance Formalization Formalization 5

2 Responsibility Responsibility Decision 
making Autonomy 4

3 Challenge/external 
focus

Size of the 
company

Challenge/exter
nal focus Outward focus

Evaluating 
different 
productive 
sectors

Publication 6

4 Rewards Rewards Rewards Organizational 
stimulus 4

5 Interpersonal 
relationships Interrelationship

Management 
attitude towards 
change

Interpersonal 
relationships

Individual 
behaviors 5

6 Cooperation Teamwork Cooperation Support to the 
work group Integration 5

7 Conflict Competition at 
work Conflict Organizational 

obstacles 4

8 Leadership/manage
ment

Management 
style Leadership Breath of 

supervision
Supervisory 
support

Servant 
leadership 6

9 Organizational 
clarity

Organizational 
clarity

Vision and 
objectives

Organizational 
structure

Clarity of 
organizational 
objectives

5

10 Participation Participatory 
security Participation Freedom Involvement

Climate for 
participatory 
security

Collaboration 7

11 Recognition Recognition Motivation 3

12 Identity/commitment Commitment 2

13 Fairness 1

14 Career Career prospects Formation Trayectoria 
profesional 3

15 Growth opportunity Professional 
development 2

16 Consideration 
human 2

17 Communication Communication Communication 3

18 Entrepreneur 
maturity / tradition

Innovation 
strategy

Entrepreneur 
maturity / 
tradition

Tradition Tradition 5

19 Meaning / nature of 
the work Task orientation Challenging job 3

20 Human resources 
policy

Image of the 
human resources 
department

2

21 Training Formation and 
development Education 3

22 Working conditions Job content Work climate 
for innovation

Sufficient 
resources

Pressure to 
produce 5

23 Workload Work volume Work pressure 3
24 Well-being Well-being 1

25 Innovation Support for 
innovation Innovation Creativity Innovation and 

flexibility

Climate 
supportive of 
innovation

Innovation 7

26 Reflexivity Reflexivity 2

27 Reflexivity Reflexivity Innovation 
adoption 3

28 Efficiency and effort Company 
performance Productivity Efficiency and 

effort 4

29 Performance Performance 
feedback

Performance 
adoption 3

30 Quality Quality 2

31 Knowledge 
management

Knowledge 
management 2

BASE STUDY STUDY DIMENSIONS
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Figure 2: Inclusion of the Integrated KM Cycle to the 14 Selected Dimension 
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5. Interpersonal Relationships: Interpersonal relationships are largely based on 
reciprocity, cooperation, and collaborative relational business exchanges. Interpersonal 
exchange and relationships are fundamental for the functioning and sustainability of 
socioeconomic activities, including innovation (Joshi et al., 2016).  
6. Cooperation: Effective teamwork requires multiple opportunities for members to 
interact, to share the consequences of their collective efforts, and to share the belief that the 
team collectively has the skills and resources necessary to achieve the team’s objectives 
(Weaver et al., 2017).  
7. Organizational Clarity: Enterprise architecture includes the organization and 
management, the vision and objectives of the organization, business processes that lead to 
the objectives, innovation processes, control mechanisms, information and communication 
technologies and others (Pártlová, 2017).  
8. Working Conditions: An optimal balance of work can cause the workflow to be 
continuous and uniform, seeking to increase the speed of the process and productivity, and 
reduce waiting time and operating costs (Peña, 2016).  
9. Compliance: It is related to organizational rules. Compliance can increase job 
satisfaction, if the following three attributes are combined: application of consistent rules 
that conveys procedural fairness; optimal control of rules that suggests elements of self-
determination; and formalization of rules related to the written quality of organizational 
rules (DeHart-Davis et al., 2015).  
10. Responsibility: When a person occupies a position in an organization under which he 
is assigned specific duties to ensure the wellbeing of others or to specifically advance the 
goals or purposes of the organization, he is said to be responsible for the performance of 
these duties or to do what is necessary to fulfill them (Cane, 2016).  
11. Rewards: Compensation, in addition to being a bonus system where people need to be 
paid fairly, needs autonomy and meaning for workers. Employees are paid based on a 
combination of firm objectives, personal objectives, and personal evaluations (Levin, 
2013).  
12. Conflict Management: In order to improve workers’ problem-solving skills, each 
department can hold mandatory weekly meetings, regular training sessions, and after-work 
skills contests (Kato and Shu, 2016).  
13. Entrepreneurial Maturity/Tradition: Responses to organizational change comprise a 
much broader range of cognitions, emotions, and behaviors. Change unfolds how its 
recipients experience it at different times, and how these experiences play a central role, far 
beyond “resistance”, in the overall deployment of change (Oreg et al., 2016). 
14. Efficiency and Effort: Partial indicators of productivity are performance and feedback 
in a short period of time. Productivity includes human productivity, capital productivity and 
energy productivity (Hernández et al., 2015). The organizational climate is strongly and 
directly related to job performance (Mendoza-Vargas et al., 2022).  
Considering what has been explained above, the measurement instrument (questionnaire) 
used in this study is designed. The same is shown in Appendix. 
 
4. INSTRUMENT APPLICATION METHOD 
The study was carried out in a wholesale trade company classified according to the 
National Institute of Statistics and Geography (INEGI, 2023), dedicated to the distribution 
of cleaning products. The study company is divided into six units: Querétaro, Mexicali, 
Hermosillo, Monteverde, Guadalajara and Support, with 79 workers in total. The company 



Electronic version of the article published as IUP Journal of Knowledge Management, Vol. 22, No.1 (2024) 
pp. 5-38, ISSN: 0972-9216 © IUP Publications Online. http://www.iupindia.in/Knowledge_Management.asp 

Perez-Soltero A. and Leal-Soto V. (2024), “Designing an Evaluation Instrument to Assess the Relationship Between 
Organizational Climate and Knowledge Management”, IUP Journal of Knowledge Management, Vol. 22, No.1, pp. 5-38. 

is classified as a medium-sized company according to the Official Gazette of the Federation 
(DOF, 2019).  
This research is exploratory in nature and was carried out from February 2023 to October 
2023. The questionnaire was administered online using Google Drive platform; respondents 
were given an induction through a video created on YouTube addressing the issues of 
organizational climate and knowledge management and explaining the 14 dimensions to be 
evaluated. Clarifications on how to answer the measuring instrument were provided by 
video call on Zoom. Forty-nine completed questionnaires were obtained from the workers 
of different units. The workers belonged to various areas: sales, sales support, national 
accounts, marketing, operations, warehouse, purchasing, support, administration, and credit 
and collections. The seniority of the people interviewed varied from 1 to 14 years, and the 
level of education of the workers varied from high school to Master’s degree. The data 
were collected based on the availability of each worker. The instrument application method 
is shown in Figure 3.  
 

 
Figure 3: Instrument Application Method 

 
The data capture and analysis, respectively, were carried out on Excel version 2306 and 
Minitab statistical package version 21.4.0, using the paired t hypothesis test (Dagnino, 
2014).  
Assuming that the variable that defined the difference between two observations was 
normally distributed and that we wanted to test the null hypothesis of there being no 
differences between the two observations, the test that would be most appropriate is 
parametric student’s t test for paired data (Romero, 2013). This test studies the differences 
between the values of the two variables and tests whether the mean differs from zero 
(Rubio and Berlanga, 2011). 
 
5. RESULTS 
The overall satisfaction percentage for organizational climate and knowledge management 
of the studied company was 79.26%. The percentage of general satisfaction of 
organizational climate was 80.89% and the percentage of general satisfaction of knowledge 
management was 77.72%. The results obtained for each of the 14 dimensions are shown in 
Table 2.  
 

Dimension Overall Satisfaction 
Percentage 

Percentage of General 
Satisfaction of the OC 

Percentage of General 
Satisfaction of KM 

Leadership management 85.78 88.16 83.40 

Participation 84.08 82.45 85.71 

Innovation 76.60 77.96 75.24 

Challenge/external focus 76.46 80.27 72.65 

Interpersonal relationships 79.93 82.04 77.82 

Cooperation 82.18 83.81 80.54 

Organizational clarity 82.04 85.17 78.91 

Working conditions 81.50 84.49 78.50 

Compliance 80.61 78.50 82.72 
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Responsibility 84.97 87.89 82.04 

Rewards 68.23 70.61 65.85 

Conflict management 74.69 75.51 73.88 

Entrepreneurial maturity / tradition 75.99 77.28 74.69 

Efficiency and effort 76.60 78.37 74.83 

Mean 79.26 80.89 77.72 

Table 2: Results of General Evaluation of the Organizational Climate and Knowledge 
Management 

 
Hypothesis test was applied with paired data to the 14 study dimensions independently, 
each with its 49 samples, defining each null hypothesis H0: The population mean of the 
differences is equal to zero, µ = 0, and each alternative hypothesis H1: The population mean 
of the differences is different from zero, µ ¹ 0, with 95% confidence. The acceptance 
criterion for the null hypothesis H0 is when the value of p > 0.05, otherwise the null 
hypothesis H0 is rejected and the alternative hypothesis is accepted. The results obtained are 
shown in Table 3.  
It is observed from Table 3 that the dimensions of innovation, cooperation, conflict 
management, entrepreneurial maturity/tradition and efficiency and effort do not show a 
significant difference between the means of organizational climate with respect to the 
means of knowledge management, thus finding a greater relationship between these 
dimensions.  
The management dimensions of leadership, participation, challenge/external focus, 
interpersonal relationships, organizational clarity, working conditions, compliance, 
responsibility and rewards show significant difference between the organizational climate 
data with respect to knowledge management. The dimensions that are related to each other 
do not necessarily show a higher score in the evaluation.  
  

Organizational Climate Knowledge Management 
  

 
Dimension 

 
Mean 

Standard 
Deviation 

Standard 
Error of the 

Mean 

 
Mean 

Standard 
Deviation 

Standard 
Error of the 

Mean 

 
p- Value 

 
Interpretation 

Leadership management  4.408  0.688 0.098   4.170  0.911 0.130   0.000 H₀ is rejected 

Participation  4.122 0.775  0.111  4.286  0.612  0.087  0.024  H₀ is rejected 

Innovation  3.898 0.727  0.104  3.762  0.839  0.120  0.094  H₀ is accepted 

Challenge/external focus 4.014  0.677  0.097  3.633 0.791  0.113   0.000 H₀ is rejected 

Interpersonal relationships 4.102  0.701  0.100  3.891  0.820  0.117  0.006  H₀ is rejected 

Cooperation  4.190 0.853  0.122  4.027  0.648  0.093  0.068  H₀ is accepted 

Organizational clarity  4.259 0.594  0.085  3.946  0.712  0.102  0.000  H₀ is rejected 

Working conditions  4.224 0.715  0.102  3.925  0.708  0.101  0.002  H₀ is rejected 

Compliance  3.925 0.771  0.110  4.136  0.642  0.092  0.031  H₀ is rejected 

Responsibility  4.395 0.521  0.074  4.102  0.714  0.102  0.002  H₀ is rejected 

Rewards 3.531  0.967  0.138  3.293  0.971  0.139  0.003  H₀ is rejected 

Conflict management  3.77 0.888  0.127  3.694   0.918 0.131  0.239  H₀ is accepted 

Entrepreneurial maturity / tradition 3.864  0.726  0.104  3.735  0.758  0.108  0.162  H₀ is accepted 

Efficiency and effort  3.918 0.637  0.091  3.741  0.777  0.111  0.121  H₀ is accepted 

Table 3: Results of Hypothesis Testing with Paired Data of 14 Dimensions 
 
The management dimensions of leadership, participation, challenge/external focus, 
interpersonal relationships, organizational clarity, working conditions, compliance, 
responsibility and rewards show significant difference between the organizational climate 
data with respect to knowledge management. The dimensions that are related to each other 
do not necessarily show a higher score in the evaluation.  
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Figure 4 shows each of the dimensions in descending order, obtaining less than 80% 
acceptance for the dimensions of interpersonal relations, innovation, efficiency and effort, 
challenge/external focus, entrepreneurial maturity/tradition, conflict management and 
rewards and that the best evaluated dimensions are leadership management, responsibility, 
participation, cooperation, organizational clarity and compliance, which were evaluated 
from 85.78% to 80.61% satisfaction. 
 

 
Figure 4: General Results by Dimension in Descending Order 

 
Figure 5 shows the relationship obtained in the evaluation between organizational climate 
with respect to knowledge management in each of its dimensions. It can be seen that in 
knowledge management, the dimensions of participation and compliance with respect to the 
climate were better evaluated. It is also observed that the means of the dimensions of 
conflict management, entrepreneurial maturity/tradition and innovation have less 
difference, showing a greater relationship between the organizational climate with respect 
to knowledge management. It is also observed that the dimension of rewards was evaluated 
with a lower score. In the innovation dimension, the organizational climate variables, viz., 
availability to innovate, constant innovation and resources to innovate, are related to 
knowledge management variables: capture and/or creation of knowledge, knowledge 
exchange and dissemination, acquisition and application of knowledge. The studied 
company has digital platforms and databases where they can manage their clients and 
suppliers. They can also manage digital media for their internal and external processes such 
as videoconferencing applications, application of digital marketing tools on social 
networks, and maintaining openness about continuous improvement in their key processes 
such as sales, administration and operations.  
In the cooperation dimension, the organizational climate variables, viz., support, integration 
and cooperation, are related to knowledge management variables, viz., knowledge capture 
and/or creation, knowledge exchange and dissemination, knowledge acquisition and 
application. The studied company is organized by work areas where interrelation is 
promoted between its members, who collaborate under a teamwork approach, use 
management tools such as process manuals, databases and constant meetings.  
In the conflict management dimension, the organizational climate variables, viz., 
interrelation, problem solving and obstacles, are related to the knowledge management 
variables, viz., knowledge capture and/or creation, knowledge exchange and dissemination, 
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acquisition and application of knowledge. In the studied company, mechanisms have been 
created to monitor conflict management. The human capital department was created to 
oversee managing and monitoring cases related to conflict management, in addition to 
weekly management meetings, where priority cases are taken up. 
 

 
Figure 5: Differences in the Evaluation Between OC and KM in Each of Its Dimensions 

 
In the entrepreneurial maturity/tradition dimension, the organizational climate variables, 
viz., stability, innovation and resistance to change, are related to the knowledge 
management variables, viz., knowledge capture and/or creation, knowledge exchange and 
dissemination, knowledge acquisition and application. In the studied company, in recent 
years, new work areas have been created, consolidating its entrepreneurial maturity, such as 
the marketing, technological systems and human capital department, which have been 
formalized and have helped create greater ties with customers, employees and suppliers.  
In the efficiency and effort dimension, the organizational climate variables, viz., 
productivity, effectiveness and efficiency, are related to the knowledge management 
variables, viz., knowledge capture and/or creation, knowledge exchange and dissemination, 
knowledge acquisition and application. The studied company works under objectives and 
goals, especially in the sales area; they have commercial platforms and tools which help to 
not only maintain but also grow in the market as one of the main suppliers in their business, 
in the region.  
Table 4 presents the dimensions in the order of their importance as per the workers 
surveyed. The most important dimensions are leadership management, responsibility, 
efficiency and effort, participation and organizational clarity. Of the first five dimensions, 
efficiency and effort, according to the analysis of data, is one of the dimensions with a 
significant relationship with organizational climate and knowledge management, it being 
one of the most important dimension for workers. 
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Dimension Importance Value Qualification 

Leadership management 1 85.78 

Responsibility 2 84.97 

Efficiency and effort 3 76.60 

Participation 4 84.08 

Organizational clarity 5 82.04 

Working conditions 6 81.50 

Rewards 7 68.23 

Innovation 8 76.60 

Cooperation 9 82.18 

Interpersonal relationships 10 79.93 

Challenge/external focus 11 76.46 

Entrepreneurial maturity / 
tradition 

12 75.99 

Compliance 13 80.61 

Conflict management 14 74.69 

Table 4: Order of Importance of Each Dimension According to the Workers 
 
6. DISCUSSION 
Table 3 shows the relationship between knowledge management and organizational 
climate, which is in line with Chen and Huang (2007). It is inferred that organizational 
climate can promote a greater degree of exchange and application of knowledge within 
companies. The results are consistent with Phillips (2011), in which the organizational 
climate and knowledge management can be a competitive advantage by relating to each 
other, especially in the management dimensions of leadership, responsibility, and 
participation, which were generally evaluated with 85.78%, 84.97% and 84.08%, 
respectively, as shown in Figure 4.  
Innovation and cooperation dimensions have the greatest relationship with organizational 
climate and knowledge management processes. As shown in Table 3, where the hypotheses 
are accepted, there is no difference between their means with a confidence level of 95%, 
which is in line with Chen et al. (2010), in the sense that companies must design and foster 
appropriate organizational contexts to facilitate knowledge management; they need to 
cultivate an innovative approach and a supportive environment to improve knowledge 
creation and sharing; and they must recognize the importance of knowledge management. 
According to Ensor et al. (2001), to exploit explicit knowledge and build an effective 
community of practice, it is necessary to have a work environment that encourages 
exchange of information, creativity and innovation, emphasizing the relationship of 
knowledge with the work environment. The above is assumed according to the results 
obtained in this study (Table 3), i.e., the main dimensions that have the greatest relationship 
with organizational climate and knowledge management are: innovation, cooperation, 
conflict management, entrepreneurial maturity/tradition and efficiency and effort. 
According to the results shown in Table 2, the participation dimension is in the second 
place with 84.08%, which includes (see Appendix) the generation of improvement 
proposals, decision making, application of improvement proposals, generation of new 
knowledge, knowledge exchange and knowledge dissemination and acquisition. According 
to Chen and Huang (2007), organizational climate can promote a greater degree of 
exchange and application of knowledge within companies through the mediating effects of 
social interaction between members of the organization, producing favorable effects on 
knowledge management through increasing trust, communication and coordination 
behaviors among employees.  
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This study is a response to Villamizar and Castañeda (2014) and Patterson and West (2005) 
who suggested that more research of this nature is necessary. This work is an example of 
this, since different instruments have been used, measuring different dimensions, with 
different variables to better understand the effects of organizational climate in relation to 
knowledge management and its different established objectives. 
 
7. CONCLUSION 
In this study, we created an instrument to evaluate the organizational climate and its 
relationship with knowledge management processes. For this, a theoretical comparative 
analysis was carried out where the following 14 dimensions were selected: leadership 
management, participation, innovation, challenge/external focus, interpersonal 
relationships, cooperation, organizational clarity, working conditions, compliance, 
responsibility, rewards, conflict management, entrepreneurial maturity/tradition and 
efficiency and effort. These dimensions included the knowledge management processes 
according to the integrated cycle proposed by Dalkir (2023), viz., capture and/or creation of 
knowledge, knowledge exchange and dissemination, and acquisition and application of 
knowledge, based on which the study questionnaire was created. 
From the analysis of the results, it is revealed that there is a relationship between 
organizational climate and knowledge management processes, especially in the following 
five dimensions: innovation, cooperation, conflict management, entrepreneurial maturity/ 
tradition and efficiency and effort.  
From the above, it is also observed that availability to innovate, constant innovation, 
resources to innovate, support, integration, cooperation, interrelation, problem solving, 
obstacles, stability, resistance to change, productivity, effectiveness and efficiency are 
related to the processes of knowledge management. These variables can be identified in the 
five dimensions selected in the study instrument.  
In general, the overall satisfaction with organizational climate and knowledge management 
in the studied company produced a mean of 79.26%, organizational climate 80.89% and 
knowledge management 77.72%, which indicates that there is an area of opportunity to 
create and apply strategies to improve both organizational climate and knowledge 
management and thus be able to have a greater competitive advantage.  
In this study, the best evaluated dimension was leadership management, which indicates 
that there are initiatives by leaders in directing, training and advising the work team to meet 
the established objectives, as well as in promoting exchange of knowledge between team 
members and the entire organization. This coincides with the order of importance of each 
dimension indicated by the workers.  
From the above, it is concluded that since there is a relationship between some dimensions 
of the organizational climate and knowledge management processes, it is considered that 
improving the application of knowledge management processes will also improve the 
organizational climate, which can be a competitive advantage for companies, especially for 
companies in the studied sector. 
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APPENDIX  

 

Questionnaire 
 (Section 1)      

       

 

With the objective of identifying improvements in the organizational climate and knowledge management processes, the following is used as 
evaluation instrument; please respond as appropriate. The response options are as follows: 5: Totally Agree, 4: Agree, 3: Indifferent, 2: 
Disagree, 1: Totally disagree.  

 (Section 2)       

 
Branch: ___________ Position: _________ Area o department: _________ Seniority: ________Education: ___________ 
      

 

 (Section 3)      
 

1 Leadership Management 5 4 3 2 1  

1.1 Does it clearly identify who your immediate leader is and what their main functions are?            

1.2 Does your immediate leader direct, train and advise you to meet your objectives?            

1.3 Does your immediate leader provide feedback and follow-up on the main problems that have occurred?            

1.4 Does your leader have evidence of your and your team's knowledge and has it clearly defined and captured?            

1.5 Does your immediate leader promote the exchange of knowledge between team members and the entire organization?            

1.6 Does your immediate leader promote the acquisition and application of knowledge?            

2 Participation 5 4 3 2 1  

2.1 In your work area, is there availability and openness to participate and generate improvement proposals?            

2.2 Can you make decisions in your work area?            

2.3 Are your improvement proposals considered for implementation or application?            

2.4 Is there availability in your work area to generate new knowledge?            

2.5 Can you share your knowledge with other members of your team?            

2.6 Is there availability for you to acquire new knowledge from different sources?            

3 Innovation 5 4 3 2 1  

3.1 In your work area, are you available to innovate according to the new needs of your position?            

3.2 Is innovation constant in your work area?            

3.3 Do you have the necessary resources to apply innovation?            

3.4 Are the innovations made stored somewhere and do company members have access to them?            

3.5 Is there an exchange of innovations between areas to promote their expansion in the company?            

3.6 Are new ways of working created to implement the proposed innovations for staff?            

4 Challenge/External Focus 5 4 3 2 1  

4.1 Does the company evaluate different productive sectors for their competitiveness?            

4.2 Does the company make decisions based on external aspects that may affect its functionality?            

4.3 Is the company considered productive compared to companies of the same size and sector?            

4.4 Is there evidence captured where information on clients, suppliers and/or competitors is collected?            

4.5 Is there an exchange of ideas and experiences between clients, suppliers and/or competitors?            

4.6 Are there links created to transfer these ideas and experiences between external factors?            

5 Interpersonal Relationships 5 4 3 2 1  

5.1 Is there interrelation between the different areas of your company?            

5.2 Is there a good relationship between colleagues in the work team?            

5.3 Is there a good attitude towards change in your work area?            

5.4 Are new ways of interrelation between the work team and the different work areas created?            

5.5 Is there an exchange of experiences and knowledge among the work team?            

5.6 Is there good availability to interact with team members and gain their experience?            

6 Cooperation 5 4 3 2 1  

6.1 Is there support among the different members of your work area to carry out a specific job?            

6.2 Does your work team show good integration and does it show it in its results?            

6.3 Does your work team cooperate with other areas to achieve the company's objectives?            

6.4 Is there evidence of support provided in the different projects for future work?            

6.5 Is there information exchange between areas regarding special work?            
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6.6 Do past experiences apply to new projects and specific jobs?            

7 Organizational Clarity 5 4 3 2 1  

7.1 Are the company's objectives and processes clearly defined?            

7.2 Is the company's organizational structure clearly defined?            

7.3 Are the mission, vision, policies and values clearly defined?            

7.4 Is there a place where the company's goals and processes can be found?            

7.5 Do company members know its mission, vision, policies and values?            

7.6 Does the company promote and update its organizational structure?            

8 Working Conditions 5 4 3 2 1  

8.1 Are your work conditions safe and comply with established regulations?            

8.2 Are your equipment and work tools adequate according to what your activities require?            

8.3 Are your equipment and work tools in good condition?            

8.4 Are the anomalies presented that occurred in your work area in terms of health and occupational hygiene captured?            

8.5 Are experiences transferred between areas to improve conditions in the work area?            

8.6 Are staff trained in safe working conditions?            

9 Compliance  5 4 3 2 1  

9.1 Do you agree with your activities and workload?            

9.2 Do you consider that the regulations established by the company are applied equally?            

9.3 Do you consider that the company meets your expectations in terms of development and growth?            

9.4 If you are not satisfied with your activities and workload, can you make proposals to modify them?            

9.5 Is there any mechanism to share your activities with other members of your work team?            

9.6 Are you trained in the development and fulfillment of your activities?            

10 Responsibility 5 4 3 2 1  

10.1 Do you have your responsibilities and obligations defined?            

10.2 Can you make important decisions regarding your work?            

10.3 Do you consider that your obligations are in accordance with your capabilities?            

10.4 Is there somewhere where your obligations and responsibilities are defined?            

10.5 Is there a way to share and inform other team members of your responsibilities?            

10.6 Is there openness to apply your corresponding responsibilities and obligations?            

11 Rewards 5 4 3 2 1  

11.1 Do you consider that the remuneration and remuneration are in accordance with your activities?            

11.2 When there is an extra or excessive burden on your activities, does the company create a way to reward you?            

11.3 Is there a program of economic growth at your work based on your activities?            

11.4 Is there a place where the remuneration obtained according to your activities is established?            

11.5 Are the possible rewards public according to the activities and challenges imposed?            

11.6 Is there an openness to proposing new forms of rewards within the company?            

12 Conflict Management 5 4 3 2 1  

12.1 Is there a harmonious interrelation between your work team and the other members of the organization?            

12.2 When there is a conflict, is the best solution sought and followed up?            

12.3 Are there no obstacles within the company to better perform your duties?            

12.4 Are new methods created to solve problems?            

12.5 Are past experiences used to improve labor relations?            

12.6 Are the experiences resulting from a problem taken to be more competent at work?            

13 Entrepreneurial Maturity / Tradition 5 4 3 2 1  

13.1 Do you think there is job stability within the company?            

13.2 Is the company characterized by constant innovation?            

13.3 Isn't there resistance to change among some members of the organization which could affect the company?            

13.4 Are new ways of entrepreneurship created in the company?            

13.5 Are there mechanisms to share new entrepreneurship proposals?            
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13.6 Is there a mechanism to apply new innovation strategies?            

14 Efficiency and Effort 5 4 3 2 1  

14.1 Do you consider that your activities affect the productivity of the company?            

14.2 Do you consider that activities are carried out in the best way or efficiently in your work area?            

14.3 Do you consider that your work team carries out activities in the best time or efficiently?            

14.4 Are new methods created to be more productive?            

14.5 Is labor productivity published consistently?            

14.6 Are the new methods proposed by the company applied to be more productive?            

 
 

(Section 4)      
 

 
List the following dimensions according to their importance in the sector? (1 most important, 14 least important) 

     
 

  Importance  

 Leadership Management    

 Participation    

 Innovation    

 Challenge/External Focus    

 Interpersonal Relationships    

 Cooperation    

 Organizational Clarity    

 Working Conditions    

 Compliance    

 Responsibility    

 Rewards    

 Conflict Management    

 Entrepreneurial Maturity / Tradition    

 Efficiency and Effort    

 


