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ABSTRACT 

 

The present study focuses on studying the faculty members‟ perception towards their Institutional Climate and 

analyzing the impact of institutional climate on selected human factors.  Bangalore city was chosen as the study area 

because large number of arts and science colleges are located here.  The sample of 665 faculty members in different 

disciplines of arts and science programmes was chosen and data was collected in the academic year 2017-18.   In order to 

find out the perception and analyze the impact of institutional climate on human factors, the following objectives have been 

framed.   i) to identify the factors of institutional climate as well as human factors in arts and science colleges in Bengaluru 

and ii) to analyze the impact of various factors of institutional climate on human factors.  Frequency distribution, Factor 

Analysis, Pearson‟s correlation, Confirmatory Factor Analysis (Structural Equations Model) methods had been used.  The 

study revealed that  institutional climate factors Motivation and Participative Management are highly significant in 

affecting the Encouragement level of faculty members, a significant impact on Belongingness and the institutional factor 

Training has a significant impact on Engagement.   

KEYWORDS:  Institutional Climate, Human Factors, Factor Analysis, Impact, Faculty  

1. INTRODUCTION  

 Organizational climate is the collection and pattern of the environmental determinants of aroused motivation.   

Organizational climate can be described and measured indirectly through the perceptions of the members of the 

organization. In education industry, Teaching and Faculty are the inseparable elements ever. Better education is assured by 

the competent faculty if the faculty is having the freedom to handle the style of teaching that ensures better education to the 

students.  There are several factors which may decide the education environment to become a better learning ground.  The 

combined effort by educational environment and faculty decides a better education.  Every university and colleges are 

having the responsibility to provide better working environment to facilitate learning for the student. Institutional climate 

International Journal of Pure and Applied Mathematics
Volume 119 No. 18 2018, 3195-3214
ISSN: 1314-3395 (on-line version)
url: http://www.acadpubl.eu/hub/
Special Issue http://www.acadpubl.eu/hub/

3195



2 
 

plays an important role in providing better learning environment by providing better infrastructure, having a good college 

policy, competent faculty, good leadership by management people and so on.  The success of every educational institution 

lies on how well they manage their faculty members and at the same time the faculty members feeling towards their 

institution are also overemphasized.  It is the responsibility of every educational institution to ensure that the internal 

customer, that is faculty members are satisfied and have good feeling towards their institution, is most important in the 

competitive world.  Institutional climate helps every college to ensure better education by facilitating the teaching learning 

process and it helps to improve the faculty satisfaction and retention.  

2. REVIEW OF LITERATURE 

The percentage of respondents that were satisfied with each factor decreased as the positions moved down the 

institutional hierarchy. Satisfaction with an organizational climate factor was not necessarily the same as perceiving a high 

level of the existence of that factor at the institution (Rose-Marie Carla San Giacomo, 2011).  The study by E. Thomas 

Moran et al. (1988) found that climate does have relevance at the organizational level in that it distinguishes campuses 

from one another, but subunits, particularly academic departments, account for the largest proportion of variance; faculty at 

campuses with comparatively more positive climates report greater goal clarity and performance standards.   Majority of 

public and private colleges prefer open climate and open climate have highly positive correlation to teachers performance.  

Principals behavior is having an influence on teachers performance, the teachers liked the thrust behavior rather aloofness 

behavior of principals (Syed Ahmad Raza, 2010).  The organizational factors like organizational identification, 

responsibility, warmth and support, personal support, personal support, organizational structure and reward have 

significant relationship to job satisfaction among teachers and there is a significant difference between government and 

private secondary school teachers in terms of job satisfaction and also on the perception of organizational climate (Rozita 

BT Rosli, 2000) (Lynn Shollen,  et al. 2009).  The correlations between climate and performance cannot be explained by 

their common dependence on HRM factors, and that the data are consistent with a mediation model in which the effects of 

HRM practices on business performance are partially mediated by work climate (Garry A Gelade et al. 2003).  High 

performing schools have healthier climates than schools with lower average scores. The differences in the levels of 

institutional integrity, academic emphasis, teacher affiliation, and overall health between high and low performing schools 

were found to be positively significant (Monica M. Browne, 2002).     

   Interpersonal Communication has a major impact in creating a conducive organisational climate (Vandana 

Khetarpal, 2010).   The climate variables such as perceived organizational support, ethical climate, and trust do positively 

impact sales person psychological and behavioral outcomes (Robert J Riggle, 2007).   The  medical schools, academic 

health centers and institutions of higher education stand to lose a valuable resource if they fail to address the gender 

climate and issues related to balancing work and family responsibilities (Lynn Shollen,  et al. 2009).    A positive 

association was found between job satisfaction and safety climate (Seth Ayim Gyekye, 2005).  Leslie E Tower et. al. 

(2011) revealed that the perceptions of the faculty members towards workplace climate were in high-to-moderate range 

and extension faculty appeared to view campus climate more favorably than non-extension faculty.  Reward Management 

of organizational climate had significant impact on turnover intention (Saket Jeswani et al., 2012).  There is a significant 

relationship between the organizational climate and entrepreneurial spirit of staff members of Guilan province Islamic 

Azad University in Iran (Mehrdad Goudarzvand Chegini, 2012).  The organizational climate variable can predict 28 

percent of entrepreneurial morality.   Adela J McMurray
 
(2003) explored in his study that climate features are most positive 
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in those faculties whose subcultures are congruent with the leadership culture, and are least positive in faculty subcultures 

that are incongruent with the leadership.  Mojtahedzadeh et al. (2011) indicated in his study that there exists a significant 

correlation between organizational climate and committing to institution.  Teachers belonging to different sub groups 

experienced differential school climate and there was a trend in general for the teachers with less seniority to report higher 

open climate than the ones with more seniority (Ithan Gunbayi
, 
2007).  The effect of organizational climate on perceived 

organizational effectiveness is mainly due to social motivations and the interaction effect is negligible (Cheng Yin Cheong, 

1985).  

Climate features are most positive in those faculties whose subcultures are congruent with the leadership culture 

(McMurray et al., 2003).    The factors “recognition,” “supervision,” and “relationships” explained the variability among 

faculty members‟ overall level of job satisfaction. (Jaime X Castillo et al., 2004).  There is a significant positive 

relationship between organisational climate and job satisfaction of academic staff (Anthonia Adenike, 2011, Abbas 

Madandar Arani et al., 2004, E O Olorunsola et al., 2012, Anum Khan et al, 2013).    Female college teachers are more 

satisfied with their job than male teachers and income per annum is an important factor impacting the level of job 

satisfaction (Om Raj Katoch,
 
2012).    Bala Pronay

 
(2011) studied the job satisfaction among selected non-government 

college teachers and revealed that teachers were not satisfied with their job without work place and training.   Edward Sek 

Khin Wong et al. (2009) found in his study that based on comparison with the Herzberg Two-factor Theory, the motivator 

or intrinsic factors contributed more to dissatisfaction than satisfaction of faculty members. Conversely, the study also 

found that two hygiene factors, those of salary, and those of policy and administration, acted as significant contributors to 

the satisfaction of faculty members. Jianwei Zhang et al. (2010)  concluded that  the educational level, position and length 

of time working for the current organization had significant main effects on organizational climate; specialty, enterprise 

character and enterprise size also had significant main effects on organizational climate; organizational climate had 

significant main effects on human resources management effectiveness such as turnover intention, job satisfaction and 

work efficacy; organizational climate also had significant main effects on organization effectiveness like staff members‟ 

organization commitment and collective identity.  Larry W Hughes et al. (2008) found that a positive relationship between 

supportive climate and organizational commitment, and both trust and employee engagement mediated the climate-

commitment relationship.   Bakir Arabac I (2010) determined the perception regarding the organizational climate of the 

academic and administrative personnel found that the faculty employees have mid level organizational climate perception, 

have problems in participating in decision making and more positive climate perception.  The academic staff of Edo State 

universities, Nigeria perceived the organizational climate of their institutions as favorable and there is a significant 

difference among academic staff in their perception, the academic staffs do not differ in their perception of organizational 

climate in their institutions based on sex, age and status (Philipa O Idogho, 2006).  The „gender‟ and „academic title‟ were 

not important in the perception of organizational climate (Huseyin Gul, 2008).  Faculty and administrators do seem to 

differ consistently in their perceptions of Academic Purposes and Institutional Culture, of the Organizational and 

Administrative Climate, and of the Faculty Motivational Climate for undergraduate education Marvin W Peterson et al., 

1992).  It was found that the negative correlation for climate and commitment of staff members (John Charles Thomas, 

2008).   Employee age, tenure, and classification had predictive value for organizational climate, whereas only employee 

age and tenure predicted organizational commitment.   Principals of Government/Aided and Self-Financed education 

colleges try to adjust enough if the Leadership Style and Organizational Climate are unfavorable.  They do not mind to 

adapt in any kind of climate prevailing in the college (Rajesh Kumar, 2012).   Bahman Saeidipour (2012) found that there 
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is a significant relationship between the components of role and paying enough attention to goals, the variable 

organizational climate, and the whole variable dimensions of organizational commitment. Results of multivariate 

regression analysis showed that there was a high correlation between organizational climate and social commitment.  Ajay 

Babu et al. (2013) revealed that there is a significant difference between the Teacher Effectiveness of Elementary School 

Teachers in relation to their Organizational Climate.    

 

3.   STATEMENT OF THE PROBLEM 

At the time of Independence of India, there were only 20 Universities and 500 Colleges in the country with 2.1 

lakhs students in higher education. As on 31.03.2017,  the number of Universities had gone up to 795 listed by UGC and 

42338 colleges in the Higher Education sector.   At the end of the financial year 2016-2017, the total number of colleges 

recognized under Section 2(f) of the UGC Act, 1956 was 10966. The maximum number of colleges recognized so far 

under Section 2(f) is in the State of Uttar Pradesh (2398), followed by Maharashtra (1373) and Karnataka (965) etc. Out of 

the total enrolment of students (294.27 lakhs), 35.15% students were in the faculty of Arts, followed by 16.88% in Science, 

13.23% in Commerce, 3.32% Management, 3.29% Computer Science and the rest in other disciplines.  In the academic 

year 2016-2017, the total number of teachers in universities and colleges was 14.70 lakhs as compared to 14.38 lakhs 

teachers in the previous year. There are approximately 40.16% women teachers in universities and colleges. (Source:  UGC 

Website – Annual Report 2016-17).    Understanding the faculty members‟ perception towards institutional climate factors 

is one of the important research areas for the past so many decades. Educational institutional are turned their focus towards 

the study of faculty perceptions for having the better understanding about their institution and it helps the institutional to 

have better position in the educational industry in the long run.  As institutional climate may have direct impact on job 

satisfaction, faculty retention, faculty commitment etc., by having a regular study on institutional climate enables every 

university and colleges to ensure their strong presence in the educational hub.   

4. SCOPE AND SIGNIFICANCE OF THE STUDY 

 The study will find out the perceptions of faculty members about their institutional climate and their level of 

agreements towards various factors like job satisfaction, faculty commitment, work life balance, motivation, employee 

engagement and faculty turnover intentions. This study will help the institutions to have better understanding about their 

institutional climate and to know the other factors influencing their institutional climate. This will help them to bring out 

different strategic decisions towards to improve their institutional climate and to retain competent faculty members for the 

betterment of both institution and faculty member. 

5. OBJECTIVES OF THE STUDY 

 The present study focus on studying the faculty members‟ perception towards their Institutional Climate and 

analyzing the impact of institutional climate on selected human factors with special reference to faculty members working 

in arts and science colleges affiliated to Bangalore University, Karnataka State. In order to find out the perception and 

analyze the impact of institutional climate on human factors, the following objectives have been framed. 
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1. To identify the factors of institutional climate as well as human factors in arts and science colleges in Bengaluru. 

2. To analyze the impact of various factors of institutional climate on human factors.  

6. HYPOTHESIS 

There is no impact of institutional climate factors on human factors in arts and science colleges in Bengaluru.  

7.  RESEARCH METHODOLOGY 

 

7.1   Participants and Data Collection 

 

There are 720 Arts and Science colleges and B.Ed colleges are affiliated to Bangalore University for the year 

2017-18. It consists of 58 Government colleges, 49 Private Aided colleges, 521 Private Arts and Science colleges, 4 Bruhat 

Bengaluru Mahanagara Palike (BBMP) administrative body colleges, 11 Private aided B.Ed Education and Physical 

Education colleges, 77 Private B.Ed Education and Physical education colleges. The population includes the faculty 

members of 327 arts and science colleges (consist of 58 Government colleges, 49 Private Aided colleges and 220 private 

arts and science colleges whose life is more than 10 years)  which are affiliated to Bangalore university,  Bengaluru City in 

the state of Karnataka.   The data required for the study is primary in nature.  It is collected through a well framed 

questionnaire.  A pilot study was conducted with 20 faculty members who belong to arts and science colleges affiliated to 

Bangalore University.  Based on the feedbacks and discussions with the academic experts, the questionnaire was 

restructured.  Totally 750 questionnaires were distributed among the faculty members by employing convenience sampling 

method. The data for the questionnaire were collected through offline as well as online mode using Google forms in 

Google Docs.  Among all, only 665 questionnaires were complete in all aspects in both offline and online which are 

considered for the study.   Bangalore city is chosen as the study area because large number of arts and science colleges are 

located here.  The sample of 665 faculty members consists of 43 Head of the Departments, 77 Associate Professors and 

545 Assistant Professors in different disciplines of arts and science programmes.   Data was collected in the academic year 

2017-18, designed to understand the impact of institutional climate on Human  factors among faculty members, who are 

working in various arts and science colleges affiliated to Bangalore University. The questionnaire contained items asking 

about their demographics, professional background and various statements pertaining to institutional climate and human 

factors. 

7.2)  Statistical Design 

With relevance to the research questions and the hypothesis framed, appropriate statistical methods and tools had 

been used in the study to arrive at the findings. Frequency distribution, Factor Analysis, Pearson‟s correlation,  

Confirmatory Factor Analysis (Structural Equations Model) methods had been used. SPSS Version 22 and AMOS Version 

20.0 were used for data analysis.    In order to measure the variables for factor analysis, Kaiser-Meyer-Olkin (KMO) 

sampling adequacy test and Bartlett test of sphericity was made.  For reducing the number of variables and to find the main 

underlying constructs of institutional climate and human factors factor analysis was carried out.  The Rotated Component 

matrix was used for grouping the variables by applying the methods of Principal components analysis and Varimax with 
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Kaiser Normalization. In order to know the influence of institutional factors on human factors, a measurement model and 

structural model was framed with the help of Amos V.20 and it was tested with the appropriate hypothesis.    

8. DATA ANALYSIS AND INTERPRETATION 

Factor analysis was used to reduce the number of variables pertaining to the institutional climate and human  

factors; the study included as many as 44 statements relating to institutional climate and 51 statements relating to human  

factors and the results of factor analysis are produced below.    The initial analysis conducted separately for institutional 

climate as well as for human factors with all the above statements resulted in a Measure of Sampling Adequacy of .745 and 

.614, which indicates that a factor analysis can be applied to the data.  Also the statements which were not contributing to 

the total variation in the data set and have been removed from the analysis and the factor analysis was run again and found 

to have Measure of Sampling Adequacy of .769 and .628 for institutional climate and human factors respectively as 

indicated in the following Table 1. 

Table 1  

KMO and Bartlett's Test 

 

 Institutional Climate Factors Human Factors 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .769 .628 

Bartlett's Test of Sphericity 

Approx. Chi-Square 2118.429 6973.150 

Df 136 276 

Sig. .000 .000 

 

The factor analysis resulted in four main constructs for institutional climate in Table 2 and Table 3 and six main 

constructs for human factors in Table 4 and Table 5 are given below. 

Table 2  

 Rotated Component Matrix
a
 (Institutional climate) 

Institutional Climate Factors 

Component % of 

Variance 

explained 

Cumulative % 

of Variance 

explained 

Reliability 

coefficient 
1 2 3 4 

Our superiors encouraging faculty members to 

participate training programmes conducted by 

other institutions 

.860 

   

18.783 18.783 0.738 
Faculty members in this institution have the 

necessary freedom to take work related 

decision 

.848 

   

Faculty members  in this institution are valued 

for their abilities 
.729 
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Work environment is positive and encouraging 

giving more priority to the work. 
.682 

   

Faculty of this institution have a high sense of 

job security 
.614 

   

Faculty members in this institution take 

responsibility for the task they are expected to 

accomplish 

.583 

   

In this institution faculty members use their 

authority delegated to them to do their job well  

.849 

  

18.790 37.573 0.694 

My job is really interesting 

 

.732 

  

Faculty members  feel quite satisfied after 

meeting the superior  

.693 

  

Faculty members are consulted sufficiently 

before taking a decision  

.658 

  

Faculty members in this institution have 

enough work load to keep them occupied fully  

.653 

  

After attending training programme the faculty 

members takes initiative in applying their 

learning for the benefit of the institution are 

encouraged 

  

.788 

 

12.347 49.920 0.787 
HoD/Colleagues are  interested in listening to 

me    

.722 

 

The in-house training programmes are 

arranged regularly for the faculty members   

.610 

 

Interpersonal relationship here is mainly 

governed by the exchange of information for 

keeping track of things 
   

.792 

7.062 68.624 0.806 

Our superiors encouraging faculty members to 

participate training programmes conducted by 

other institutions 
   

.624 

a  
Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization 

The main factors extracted from the whole data set are displayed in Table 2 and Table 4 along with the percentage 

of variance explained by each of them.  The internal consistency of items within each factor is determined through 
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Cronbanch‟s alpha and it is generally accepted by researcher to have a coefficient of above 0.6 as appropriate, above 0.7 as 

good, above 0.8 as very good and above 0.9 as excellent.   

 

It can be seen from the Table 3 that all the four extracted factors (Institutional climate) appropriately named in the 

table have satisfied the norms of internal consistency as the reliability coefficient is more than 0.6.  After establishing the 

individual item reliability of the factors, the validity of each factor is also verified.  

Table 3 

 Validity of Factors extracted (Institutional Climate) 

 

Factor 
Factor 

 Loading 

Sum of Factor 

Loading 

Squared Factor 

Loading 
Error 

Construct 

Reliability 

Average 

Variance 

Extracted (AVE) 

Motivation 

0.860 

4.316 

0.740 0.260 

0.854 0.529 

0.848 0.719 0.281 

0.729 0.531 0.469 

0.682 0.465 0.535 

0.614 0.377 0.623 

0.583 0.340 0.660 

Participative 

Management 

0.849 

3.585 

0.721 0.279 

0.832 0.519 

0.732 0.536 0.464 

0.693 0.480 0.520 

0.658 0.433 0.567 

0.653 0.426 0.574 

Training 

0.788 

2.120 

0.621 0.379 

0.748 0.505 0.722 0.521 0.479 

0.610 0.372 0.628 

Interpersonal 

Relationship 

0.792 

1.416 

0.627 0.373 

0.664 0.508 

0.624 0.389 0.611 
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Table 4 

Rotated Component Matrix
a
 (Human Factors) 

 

Institutional Climate Factors 

Component 
% of 

Variance 

explained 

Cumulative 

% of 

Variance 

explained 

Reliability 

coefficient 1 2 3 4 5 6 

I feel I have contributed towards my 

institution in a positive manner 
.826 

    

 

19.287 19.287 .762 

Faculty members are given opportunity to 

do their duty in a best manner every day 
.819 

    

 

The institute is not interested in engaging 

the faculty members beyond the working 

hours 

.714 
    

 

Faculty members are working more than 

their agreed number of working hours 
.685 

    

 

My colleagues are committed to doing 

quality work 
.666 

    

 

I would accept almost any type of job 

assignment in order to keep working for 

this organization 

.646 
    

 

Faculty members are finding time to spend 

with their family 
.624 

    

 

My superior always thanks me for a job 

well done   
.941 

   

 

15.392 34.679 .939 
Head and Colleagues care about faculty 

members as a person  
.940 

   

 

Faculty opinions are encouraged and 

counted   
.954 

  

 

12.143 46.822 .983 
My job allows me to improve my 

experience, skills and performance   
.953 

  

 

I have recently received recognition or 

praise for doing good work    
.951 

 

 

10.072 56.894 .926 

My job is challenging and exciting 
   

.949 
 

 

Faculty members don‟t have the feeling of 

leaving in this institution even if they got 

good offers 
    

.769 

 

9.134 66.028 .747 

Faculty members not ready to leave this 

institution     
.742 
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It would take very little change in my 

present circumstances to cause me to leave 

this institution 
    

.725 

 

I am willing to put in a great deal of effort 

beyond that normally expected in order to 

help this organization to be successful 
    

.685 

 

I find that my values and the 

organization‟s values are very similar     
.673 

 

The feeling of accomplishment I get from 

the job     
.598 

 

The chance to try my own methods of 

doing the job      
.786 

8.225 74.253 .810 I feel my performance has improved 

because of the support from my supervisor       
.762 

The praise I get for doing a good job 
     

.691 

a  
Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization 

It can be seen from the Table 5 that all the six extracted factors (human factors) appropriately named in the table 

have satisfied the norms of internal consistency as the reliability coefficient is more than 0.6.  After establishing the 

individual item reliability of the factors, the validity of each factor is also verified.  

 

Table 5 

Validity of Factors extracted (Human Factors) 

 

Factor 
Factor  

Loading 

Sum of factor 

loading 

Squared factor 

loading 
Error 

Construct 

reliability 

Average 

variance 

extracted 

Engagement 

.826 

4.981 

0.683 0.317 

0.874 0.512 

.819 0.671 0.329 

.714 0.510 0.490 

.685 0.469 0.531 

.666 0.444 0.556 

.646 0.418 0.582 

.624 0.389 0.611 

Peer support 
.941 

1.881 
0.885 0.115 

0.667 0.884 
.940 0.884 0.116 

Preference 
.954 

1.907 
0.910 0.090 

0.667 0.909 
.953 0.909 0.091 
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Recognition 
.951 

1.900 
0.905 0.095 

0.667 0.903 
.949 0.901 0.099 

Belongingness 

.769 

4.191 

0.592 0.408 

0.856 0.491 

.742 0.550 0.450 

.725 0.525 0.475 

.685 0.469 0.531 

.673 0.453 0.547 

.598 0.357 0.643 

Encouragement 

.786 

2.240 

0.618 0.382 

0.749 0.559 .762 0.581 0.419 

.691 0.478 0.522 

  

 

It can be seen from the Table 3 and Table 5 that the construct reliability for all the factors are well above the 

accepted level of 0.6 (Claes Forness and David F.Larcker, 1981).  Also the AVEs for the factors are near to 0.5 and above 

for all the factors and hence all the measurable items meet the desirable validity.  Hence it has been decided to take the 

average values of variables for each factor to carry out further statistical analysis.    

 

The conceptual model of this work studies the inter-relationship between institutional climate factors and their 

impact on each of the human factor. These relationships can be analyzed through Structural Equation Modelling wherein 

the relationship among independent variables is also tested to verify as to whether the different variables taken for the 

study are influencing the human factors.  The structural model with estimates developed through AMOS v.20 software is 

depicted in figure 1. 
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Figure 1   

Structural model of evaluating the impact of institutional climate on human factors with standardized estimates 

 

The results of the above model shows the Chi-square value of 1819.677, with p =.000, GFI = 0.872; AGFI = 

0.849; CFI = 0.875, TLI = .860 and RMSEA = 0.054.  The values of the goodness of fit indexes suggest the norms of a 

reasonably high-fitting model are satisfied. The regression weights of the parameters used in the model are appended in the 

Table 6 along with its significance in the model.   

It can be noted from the Table 6 that the relationship between all the pairs of variables in shaded cells are not 

significant (p > .05) at 5 per cent level of significance.  The relationship between the other pairs of variables is significant 

(p < .05).  It can be noted that there is positive impact of Motivation on the human factors Belongingness as well as 

Encouragement;  Also, there is a positive impact of  Participative Management on the human factors Belongingness as well 

as Encouragement; The institutional climate factor Training has a positive impact on human  factor Engagement.  The 

various hypotheses set in the model are tested for their validity and their results are reproduced in the Table 6. 
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Table 6 

Estimated Regression Weights 

 

Parameters 
Unstandardised 

Estimate 

Standardised 

Estimate 
S.E. C.R. P 

ENGA  MOTI -0.526 -0.152 0.529 -0.994 0.320 

PEER  MOTI -1.921 -0.626 2.65 -0.725 0.469 

PREF  MOTI -0.758 -0.219 0.754 -1.005 0.315 

RECO  MOTI 0.182 0.056 0.603 0.302 0.763 

BELO  MOTI 1.287 0.678 0.448 2.871 0.004* 

ENCO  MOTI 1.123 0.967 0.348 3.229 0.001* 

ENGA  PARM -0.139 -0.033 0.237 -0.586 0.558 

PEER  PARM -0.257 -0.069 0.796 -0.323 0.747 

PREF  PARM -0.022 -0.005 0.336 -0.065 0.948 

RECO  PARM 0.09 0.023 0.273 0.329 0.742 

BELO  PARM -0.563 -0.244 0.198 -2.85 0.004* 

ENCO  PARM 0.327 0.232 0.133 2.454 0.014** 

ENGA  TRAI 0.747 0.392 0.193 3.877 0.000* 

PEER  TRAI -0.785 -0.464 0.86 -0.913 0.361 

PREF  TRAI 0.24 0.126 0.257 0.936 0.349 

RECO  TRAI -0.301 -0.166 0.211 -1.424 0.155 

ENCO  TRAI -0.146 -0.228 0.091 -1.597 0.110 

ENGA  IPRE 0.8 0.226 0.645 1.241 0.215 

PEER  IPRE 4.332 1.379 3.678 1.178 0.239 

PREF  IPRE 1.572 0.444 0.926 1.697 0.090 

RECO  IPRE 1.103 0.329 0.749 1.474 0.141 

BELO  IPRE -0.603 -0.31 0.518 -1.166 0.244 

ENCO  IPRE 0.07 0.059 0.31 0.226 0.821 

BELO  TRAI 0.262 0.25 0.146 1.798 0.072 

* Significant at 1% level of significance;    ** Significant at 5% level of significance 

 

It can be seen from the Table 7 that the R-squared value for the human factor Encouragement is .735 which 

implies that the institutional climate factors have a high positive impact on the Encouragement of faculty members. 

However, the factors Training and Interpersonal relations have no significant impact on Encouragement, and the factors 

Motivation and Participative Management are highly significant in affecting the Encouragement level of faculty members.  

The R-squared value for the human factor Belongingness is 0.493, which implies around 49 per cent of variation in 

Belongingness is explained by the human factors, however only the institutional factors Motivation and Participative 

Management have a significant impact on Belongingness and the other factors Training and Interpersonal relations do not 
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have any significant impact on Belongingness.  The R-squared value for the human factor Engagement is 0.240, which 

implies 24 per cent of variation in Engagement is explained by the human factors, but only the institutional factor Training 

has a significant impact and the other factors do not have any significant impact on Engagement.  The R-squared value for 

the human factor Peer Support is 0.446, which implies around 45 per cent of variation in Peer Support is explained by the 

human factors, but the institutional factors do not have any significant impact on Peer support.  The R-square value for 

human factors Preference and Recognition is very low and none of the institutional climate factors do not contribute to 

these human factors (p > .05). 

Table 7   

Hypothesis testing of factors in the model 

Parameters Null Hypothesis R
2 

P Inference 

ENGA 

 MOTI There is no impact of Motivation on Engagement 

.240 

.320 NS 

 PARM There is no impact of Participative Management on Engagement .558 NS 

 TRAI There is no impact of Training on Engagement .000* S 

 IPRE There is no impact of Interpersonal relationship on Engagement .215 NS 

PEER 

 MOTI There is no impact of Motivation on Peer Support  

.446 

.469 NS 

 PARM There is no impact of Participative Management on Peer Support  .747 NS 

 TRAI There is no impact of Training on Peer Support  .361 NS 

 IPRE There is no impact of Interpersonal relationship on Peer Support .239 NS 

PREF 

 MOTI There is no impact of Motivation on Preference 

.145 

.315 NS 

 PARM There is no impact of Participative Management on Preference .747 NS 

 TRAI There is no impact of Training on Preference .349 NS 

 IPRE There is no impact of Interpersonal relationship on Preference  .090 NS 

RECO 

 MOTI There is no impact of Motivation on Recognition  

.081 

.763 NS 

 PARM There is no impact of Participative Management on Recognition .742 NS 

 TRAI There is no impact of Training on Recognition .155 NS 

 IPRE There is no impact of Interpersonal relationship on Recognition  .141 NS 

BELO 

 MOTI There is no impact of Motivation on Belongingness  

.493 

.004* S 

 PARM 
There is no impact of Participative Management on 

Belongingness  
.004* S 

 TRAI There is no impact of Training on Belongingness .072 NS 

 IPRE There is no impact of Interpersonal relationship on Belongingness .244 NS 

ENCO 

 MOTI There is no impact of Motivation on Encouragement  

.735 

.001* S 

 PARM 
There is no impact of Participative Management on 

Encouragement 
.014** S 

 TRAI There is no impact of Training on Encouragement .110 NS 

 IPRE 
There is no impact of Interpersonal relationship on 

Encouragement 
.821 NS 
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* Significant at 1% level of significance;  ** Significant at 5% level of significance 

S – Significant;  NS – Non Significant 

 

Table 8 

  Correlations among Institutional Climate Factors 

  

Institutional Climate Estimate 

MOTI  PARM -.412 

MOTI  TRAI .495 

MOTI  IPRE .856 

PARM  TRAI -.225 

PARM  IPRE -.322 

TRAI  IPRE .694 

 

From the Table 8, it can be found that institutional climate factors such as interpersonal relationship has a high 

positive relationship with motivation and training and there is a low positive relationship between training and motivation; 

Also, the relationships between the other institutional climate variables are low and negative. 

9. CONCLUSION & SCOPE FOR FUTURE RESEARCH 

 Faculty members and institutional climate are the inseparable element of every learning environment. This study 

found institutional climate factors Motivation and Participative Management are highly significant in affecting the 

Encouragement level of faculty members, a significant impact on Belongingness and the institutional factor Training has a 

significant impact on Engagement.  The survey was conducted in arts and science colleges those are affiliated to Bangalore 

University and with respect to private arts and science colleges whose life is more than 10 years only were considered.  

The results arrived from the study may or may not be applicable to other geographical areas as well as other types of 

institutions offering professional courses. This study can be further extended to other professional colleges as well as other 

cities.   This study can be further extended to instead of studying perceptions it can be extended to understand the reasons 

for the faculty members towards their responses to the factors of institutional climate by doing a qualitative research. 
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