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ABSTRACT 
 

Objectives: Purpose of this paper to examine the relationship between psychological climate, 
organisational learning culture and affective commitment in Indian Private Banks employees.  
 
Methods/Statistical analysis: Based on the literature review this paper study the impact of 
psychological climate on affective commitment when mediated by learning the culture. The 
questionnaire was distributed to 300 employees from various banks belongs to theprivate sector 
through online mode. The proposed causal relationship has been tested using structural equation 
modelling using Smart PLS 2.0 version. Convergent and discriminant validities were established. 
The mediation effect was tested using Sobel's test. 
 
Findings:Present study has uncovered the existence of the significant relationship between 
psychological climate, organizational learning culture and affective commitment. The results have 
established partial mediation of organization learning culture in clarifying relationship between 
psychological climate and affective commitment. 
Application/Improvements: The Findings suggest that Indian Private Banks need to pay attentions 
to employee psychological climate and learning culture. That would help to enhance the level of 
affective commitment. 
 
Keywords:Psychological Climate, Organisation Learning Culture, Affective Commitment, Private 
Banks. 
 

1.INTRODUCTION: 
 
Indian Banking sector is one of the fastest developing service segment in Indian Economy. In the 
1990s, liberalization policy open ways to private banks. Banks plays a remarkable part in rising 
economies like India. In the previous two decades, banking sector experienced quick changes 
because of globalization and privatization.  The entry of MNCs hasbroughtthe significance 
changes to the Indian work environment. This brought competition and technological upgrades 
among key players in the banking sector. Banks need to equip their software architecture for 
dealing with the enormous information and embrace the new technologies which in turn enhance 
the business value of the organisation

1
. In the course of the most recent years, researchers have 
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noticed the expanding importance of India on the world monetary front 
2
. In this process, the 

banks have changed and outfitted with most recent innovation and human resources to give 
better administration to clients in terms oftime and quality. Employee assume a vital part in 
Service sector to accomplish the best results in terms of quality administration and administration 
delivery to clients. As a result of these changes, bank employees are working under the high 
pressure environment. Clearly, it is important that Indian organizations review their HR policies 
and practices and go beyond essentially building up principles and controls to make a positive 
psychological climate where representatives feel that they are esteemed and treated with 
respect. 

3
stated that psychological climate refers to the individual view of the workplace, and it 

has demonstrated critical relations with work results
4
. Other than that, either psychological or 

organizational climate has contemplated with individual prospect of their everyday work 
environment 

5-6
. Numerous organizations think of it as desirable for an employee to be 

responsible for their own particular learning process. The desire is that the employee must to 
assume liability for their own particular expert dynamic activities in learning and improvement. 
From numerous points of view, this sentiment uniqueness emerges from the way that 
administrative theories have constantly spoken to the national differing qualities and cultural 
norms of India

7
. Therefore, there are solid impacts of national and socio-cultural and convictions 

on organizational strategies, practices, and outline
 8

. Organizational structures and plans, for 
instance, have constantly mirrored the power separate and collectivistic nature of the Indian 
national culture

9
.To stay focused in today's furious commercial market, organizations need to 

adjust to change to survive and flourish. Making a learning culture may help organizations to stay 
focused 

10
. The study on bank workers by

11
uncovered that affective commitment, continuation 

commitment, normative commitment sub-scales and aggregate scores of organizational 
commitment have a significant connection with job satisfaction. Workers with the low level of 
organizational commitment will probably leave the occupation 

12
.Analyze framework to measure 

the employee affective commitment levels with help of psychological climate and learning culture 
in the Indian private banks. There are various studies identifying with outcomes to psychological 
climate and organization learning culture.  There is very few writing accessible that has inspected 
relationship between psychological climate, organization learning culture and affective 
commitment. The present study reveals the relationship by depicting organization learning culture 
as a mediating variable that qualifies the relationship between psychological climate and affective 
commitment with reference to banking domain. The literature for the same takes after. 
 

2.LITERATURE REVIEW: 

PSYCHOLOGICAL CLIMATE: 
 
Organisational climate is studied extensively in terms of meaning, content, concept, dimensions 
and exploration 

13-14
. Further the term climate is conceptualized by referring to organization level 

and individual level on a separate note, therefore referring them as organisational climate and 
psychological climate. The individual„s cognitive representations of relatively proximal situational 
conditions, expressed in terms that reflect psychological meaningful interpretation of situation as 
stated by

15
. The psychological climate has been studied as a dimension of job satisfaction, 

subsystem, leadership characteristics, characteristics of work group, and characteristics of 
organisation

4-5
. Further researchers excluded subsystem, characteristics of organisation from 

dimensions of their study
3. 

Many examined psychological climate in connection to flexibility of 
work 

16
, supervisor support 

17
, fair process 

18
, employee training program 

19
, and appreciation of 

work 
20

. 
3 

Recognized the contrast between the psychological climate and psychological states of 
mind. He also recommended that attitudes identified with occupation perspectives and 
satisfaction contrast from individual cognitive nature of climate. Psychological climate widely 
studied with reference to job satisfaction 

21
, organization climate 

22
. Positive psychological climate 

propels individual to engage their activities beyond their formal obligations. Already a few 
researchers clarified the relationship between psychological climate and affective commitment. 
Favourable psychological climate and people's shown additional part inspiration and exercises or, 
at the end of the day, affective commitment (AC) 

23-24
.  Likewise, there are very few studies 

accessible to investigate thelinkage between psychological climate and organization learning 
culture. To comprehend these connections in the Indian private banking sector, the present study 
was planned. 
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ORGANISATION LEARNING CULTURE: 
 
Learning is a behavioural reaction to surprises that includes no comprehension of causal 
connections called reflexive learning

 25
. The next level of advancement is limited learning 

similarlyit is mentioned as single-circle or versatile learning 
26-27

. Here, organizations make static 
presumptions about their surroundings and themselves build an immediate connection amongst 
circumstances and end results 

28
. Changes in current society happen rapidly. Organizations 

attempt to adjust continuously to new advances, information, and techno products. Employees 
require the skill and adaptability to manage the continuous changes in their work and to keep 
learning. Organizational learning culture (OLC) refers to “an organization skilled at creating, 
acquiring, and transferring knowledge, and at modifying its behaviour to reflect new knowledge 
and insights” 

29
.  In other words, “in practice, an organizational learning culture can be a vital 

aspect of organizational culture and the core of a learning organization” 
30

. As indicated by 
31

, 
understanding the learning organization from asocial point of view is called organisation learning 
culture. In literature review "organizational learning" and "learning organization" have been 
utilized conversely; nonetheless, both have isolated meaning. For example, learning 
organizations give consistent learning to its workers, while organizational learning is the 
individual's collective learning process

32
. Organizational culture, helpful for the utilization of 

learning, is important for organizational development 
33-34

.Organizations with the learning culture 
emphatically effect workers' occupation related results, i.e. work fulfilment 

35
, thelow expectation 

to leave
 36-37

 and organizational commitment 
38

. Different authors underline the way that a culture 
of consistent learning can produce upper hands 

39-40
.
41

Portrayed learning culture in a perspective 
of progressions after some time. Contingent information assumes an essential part in this new 
learning culture. They acquire this by learning by doing, testing and evaluating 
others.Empowering a learning culture, and enthusiasm for human capital, may yield immense 
rates of return, extended organizational performance, and a high ground in the business focus 
42

.Therefore it is essential to analyse the catalyst effect of learning culture on employee 
psychological climate and affective commitment.  
 
AFFECTIVE COMMITMENT: 
 
43

Formed their hypothesis of affective commitment. For example, these parts are coordinated in 
44

and
45

theories.  Accordingly, the comprehension of passionate connection is connected with the 
positive effect and a general connecting of the objective 

46
. There are three measurements in 

organizational commitment and they areaffective commitment, continuation commitment, and 
normative commitment

42
. Affective commitment defined as “employee‟s emotional attachment to, 

identification with, and involvement in the organisation”
 42 .

Affective commitment, further 
characterized as employees' intentional desire to be connected to organizations, will be 
connected with employees' profound basic character since employees will probably remain in 
organizations in which they see a fit between their own qualities and the organizational missions 
47

.Employee commitment widely studied with respect to employee relations
48

, most likely in 
thecontext of the effect of working environment commitment on individual-level results essential 
to organizations, for example, turnover point and execution

49
. The most generally referred to 

indicators of affective commitment to the organization are age and tenure 
50

. We realize that 
commitment discharges employee assets, in this manner strengthening execution

51
, the 

maintenance of high-performing and prepared employees is vital in achieving the goal to 
acknowledge returns in HR administration ventures 

52
. Employee commitment to the work 

environment in connection to the commitment to various targets and behavioural results
 53-54

. 
Contrasted with different types of commitment, for instance, regularizing or continuative 
commitment, affective commitment (AC) has been found to connect the most unequivocally with 
organizationally applicable results (e.g. execution, maintenance, organizational citizenship) and 
employee-significant results (e.g. diminished stretch, well-being)

55
.Various studies have officially 

settled a negative relationship between affective commitment to the organization and turnover 
expectation 

56
. Affective commitment is separated from recognizable proof; distinguishing proof 

infers that the objective is a part of the individual's self-idea
57

, while commitment may reflect the 
relationship between distinct psychological segments comprehended as the individual and the 
objective

58
. 

17
Have found that people with collective self-character show higher affective 

commitment to organizations.Since 
59

found that affective commitment mediates the relationship 
between turnover intention and organizational equity, it is likewise expected that affective 
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commitment has an affective attitudinal part to go about as a mediator between focused 
psychological climate and turnover intention.

60
 likewise finds that the relationship amongst 

identification and positive influence vanishes subsequent to representing affective commitment, 
and proposed a conceivable mediating part of affective commitment.

61
Recommend that the 

connection between employees' social character and their task motivation and work behaviour 
are partially mediated by commitment to the system.  
 
PROPOSED MODEL AND HYPOTHESIS: 

 
 

3.OBJECTIVES OF THE STUDY 
 
The main aim of this research to examine therelationship between psychological climate, 
organisational learning culture and affective commitment in Indian Private Banks employees. This 
examination plots relationship among variable and give valuable suggestions to Indian private 
Bank employees. The main objective of the research are: 
 

1. To examine therelationship between psychological climate and affective commitment in private 
banks employees in India. 

2. To examine therelationship between organisation learning culture and affective commitment in 
private bank employees in India. 

3. To examine therelationship between psychological climate and organisation learning culture in 
private bank employees in India Figure1&2. 
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HYPOTHESIS: 

 
MAIN HYPOTHESIS: 
H1: There is significant influenceofPsychological climate on affective commitment with mediation 
effect of Organisational learning Culture. 

Sub Hypothesis  

H1a:   There is significance influence between Psychological climate and affective commitment. 

H1b: There is significance influence between organisational learning culture and affective 
commitment. 

H1c: There is significance influence between Psychological climate and organisational learning 
culture. 

 

Research Methodology: 
The research data was collected from three banks belonging to theprivate sector. The study 
adopted convenience sampling method. The banks chosen for the current study are the main 
banks which have their headquarters in India with various branches spread all over India. 

 
Participants:  
The sample consisted of 300 employees from three private banks located in India.  After rejecting 
incomplete responses out of these, 280 responses complete in all respects were considered, 
making a sample size of n = 280 for analysis. All the respondents chosen for the study were 
frontline managerial staff. The purpose behind picking front end staff since they are known to be 
knowledgeable with bank approaches and policies. The respondents were mostly aged between 
25-35 years (70%) and rest between 35-50 years (30%). The questionnaire was distributed to 
target respondents by meeting them in person. The target respondents are associated with a 
segment of the reputed banks in South India. 

 

Measurement & Reliability: 
Affective Commitment is measured with 8 items of Organisational Commitment questionnaire 
developed by 

62
,Organisation Learning Culture measured by using 21 items developed by 

63
, 

Psychological Climate is measured by 21 items developed by
40

. The Likert 5 point scale was 
used ranging from 1= strongly disagree; 2= disagree; 3= neither agree nor disagree; 4=agree; 5= 
strongly agree. Reliability of the constructs was tested by using SPSS (version 22.0). Reliability 
statics provided in Table 1. 

 
DATA ANALYSIS: 
Partial Least Square method used to study the proposed model 

64
. 

65
Two stage technique was 

utilized to test the measurement model and structural model. Examination of information was 
finished with the assistance of smart PLS adaptation 2.0.M3.Statistical package for social science 
(SPSS) Version 22 used to import information and enlighten the descriptive statistics. Boot 
Strapping Method (500 re samples) used to test the significance of path co efficient. 
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4.RESULTS AND DISCUSSION 
 
DEMOGRAPHIC:   
The respondents in this study are 25-35 (70%) and 35-50 (30%) years old.  In this current study 
gender distribution is quite higher for male. Of the 280 respondents, 180respondents (64.28 %) 
are male and 100 (35.72%) are female. Majority of the respondents 215 (76.78%) are found 
married while the remaining 65(23.21%) of the respondents are unmarried. Respondents are also 
requested to mention their job type where 200 (71.43%) respondents are found as frontline 
manager, 80(28.57%) are working as a senior manager and role in the organization. Average 
work experience is found 11.2 years where the maximum is 24 years and the minimum is 2 years 
Figure.3. 

 
MODEL TESTING USING SMART PLS: 

 
 
 
CONVERGENT VALIDITY: 

 

With the assistance of convergent validity researchers examine measurement model. 
66

Suggested average variance extracted value (AVE) to be greater than 0.5 for establishing 
convergent validity. From the table 1 it can be noticed that average variance extracted values 
(AVE) are greater than 0.5.  This is deliberating the convergence validity of all the proposed 
variables. 

 

DISCRIMINANT VALIDITY: 
Discriminant validity is the states about how precisely one construct unique and different from the 
other constructs in the model 

67
. Discriminant validity calculated by assessing the correlations 

between constructs and the square root of AVE for that construct.  The square root of AVE (there 
is one for each latent construct) should be larger than any correlation between any pair of latent 
constructs. Table 2 shows the discriminant validity of this study (the square root of the AVE is 
higher than the correlations values in the row and the column).  
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DISCUSSION ON PROPOSED MODEL: 
The result of present  research has looked into the mediating role played by the organisation 
learning culture with thepsychological climate in supporting towards  affective commitment. The 
empirical analysis shows that psychological climate accounted for 35.9% (r

2
=0.359) variance with 

affective commitment , therefore psychological climate significant impact upon affective 
commitment, hence hypothesis 1a proved. Upon the inclusion of organisation learning culture the 
path co efficient (β) reduced from 0.599 to 0.308. Likewise the r

2
 value has increased from 35.9% 

(r
2
=0.359) to 53.4 % (0.534), thus explaining mediation effect of organisation learning culture 

between psychological climate and job satisfaction , hence main hypothesis and sub-
hypothesis(H1a, H1b & H1c)  are proved. The mediations was conformed by Sobel's test  

 

 

From the  Table 3 pathco efficient are found to be significant, the path from psychological 
climate to organisational learning culture and organisational learning culture to affective 
commitment  are significant at       p = 0.01 (99 % CI) . The path from psychological climate to 
affective commitment is significant at p =0..01            ( 99% CI). 
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5.DISCUSSION 
 
Present research fills the gap that is unexplored by previous studies. In the past, several 
researchers have identified various antecedents of affective commitment. However, not many 
studies available in the literature have considered organisation learning culture as amediator of 
psychological climate and affective commitment. The present study emphasizes on the 
relationship between psychological climate and affective commitment. Previous studies have 
already identified and established a significant relationship between affective commitment and 
psychological climate. The results obtained in the present study are in line with the results of 

68 

.
Thus implying that Organisation could gain an advantage if the employee‟s psychological climate 
is ensured which would lead to affective commitment. In addition the study also establishes the 
relationship between organisation learning culture and affective commitment. Results showed 
that they are positively significant, and their relationship is backed by studies of 

69
. The current 

study has conformed a significant relation between psychological climate and organisation 
learning culture. There are not many previous studies available to explain therelation between 
these variables. The study draws attention on to the mediating role of organisation learning 
culture between psychological climate and affective commitment. It is important to study the 
impact of organisational learning culture effect on individual psychological climate and 
commitment. This can be used to reduce barriers and enhance the catalyst activity of learning 
culture and psychological climate. Which can draw the attention of employees towards more 
productivity. This results in having satisfied and highly motivated employees who could be a key 
advantage point for any successful organisation in the market. 

6.CONCLUSIONS 
 
Committed workforce plays thekey role in the success of the organisation it applies to banking 
sector which in terms falls under service sector domain country. It is not surprising, therefore, that 
a significant measure of research has been committed to the revelation of the different 
components that account for affective commitment. This study adds to the current assortment of 
information by describing the impact made by a range of psychological climate and organisation 
learning culture variables on affective commitment. In this way, it turns into a mandate for the 
banking industry to concentrate on components adding to psychological climate and organization 
learning culture. It is essential for the private banks to have the committed and workforce. The 
impression of the employees about the organization climate and learning holds thekey. Work 
force commitment in the organization will improve if they find that organization are more 
concerned about their employees learning theculture and our findings reveal the same with 
appropriate literature support. Subsequently accentuating on theneed to focus on psychological 
climate, organisation learning culture and affective commitment. In that it also tested the 
mediating effect of learning culture between the psychological climate and affective commitment. 
Hence the present study suggests providing better psychological climate and learning culture 
would enhance the level of affective commitment of the employees. The reason being committed 
employees are responsible enhancing organizational performance. The present study has 
empirically tested the proposed model drawing out a useful derivation to the private banking 
sector. 
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