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Abstract

The present research work was carried out in the district municipality of Alto Laran in the province of
Chincha. The approach was quantitative of correlational type and had as main objective to determine the
relationship between the organizational climate and work performance of the collaborators. It concludes by
pointing out that the organizational climate of the district municipality of Alto Laran is directly related to
the work performance presented by workers, determining that there is a statistically significant correlation
of 0.823 (Pearson's rho). If the coefficient of variability (r2) is considered, it is assumed that work
performance is determined by 67.7% by the organizational climate in the district municipality of Alto Laran.
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I. Introduction

The study referring to the relationship between the
organizational climate and the work performance
of workers in the district municipality of Alto
Laran, province of Chincha, is important insofar
as it clarifies the interdependence of these
variables in the context of a public body. It is
noteworthy that municipalities, such as the one in
the sample, provide services to the inhabitants of
a jurisdiction, and these should be effective. Many
times this does not happen.

At present and worldwide, the organizational
climate becomes especially relevant in an
increasingly globalized and competitive world, in
which aspects of the organizational climate can
become differentiating factors that enable an
organization to be more successful than its
competitors. This is confirmed in the business and
institutional environment, that over the last few
years in all of them a series of strategies have been
implemented to generate an adequate
organizational climate, which allows the worker to

© 2021 JPPW. All rights reserved

develop all their skills, abilities, knowledge,
interpersonal  relationships and intellectual
capacities.

All this contributes and leads to the achievement
of the objectives of the organization.

Traditionally, organizational climate has been seen
as secondary and irrelevant. The main concern of
the responsible areas in some institutions has been
limited to the administration of staff and collective
labor relations.

Even today there are some organizations operating
under this traditional approach. This shows that
the success or failure of organizations will depend
to a large extent on the degree of perception that
workers have regarding their jobs and the entity.
But to achieve this, all the necessary conditions
have to be generated to carry out their work.

Then the organizational climate becomes a crucial
aspect, since the success of organizations and
institutions will depend largely on it, adding to it
human talent. The latter implies a lot in achieving
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the objectives of organizations. In this way the
organizational climate becomes the strategic
partner of all other areas.

This research focused not only on organizational
climate, but also on job performance. It is
recognized that the organizational climate is the
cornerstone of the organization, since it has a
direct relationship with work performance and
this, in turn, determines the achievement of
organizational objectives. However, when there
are unevenness in the productivity of employees
and workers in the municipality of Alto Laran, it
is necessary to know what are the predominant
factors that influence.

1.1 Formulation of the problem
1.1.1 General problem

How much is the organizational climate related to
the work performance of workers in the district
municipality of Alto Laran, province of Chincha?

1.1.2 Specific problems

- How is the organizational climate in the district
municipality of Alto Laran, province of Chincha?

- What degree of quality does the work
performance of workers in the district
municipality of Alto Laran, province of Chincha
present?

- What is the degree of relationship between the
organizational climate and the level of
professional skills presented by workers in the
district municipality of Alto Laran, province of
Chincha?

- What is the degree of relationship between the
organizational climate and the technical-
operational skills presented by workers in the
district municipality of Alto Laran, province of
Chincha?

- What is the degree of relationship between the
organizational climate and social competencies
presented by workers in the district municipality
of Alto Laran, province of Chincha?
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2. Objectives

2.1 General objective

To elucidate the degree of relationship that exists
between the organizational climate and the work
performance of workers in the district
municipality of Alto Laran, province of Chincha.

2.2 Specific objectives

- Determine the type of organizational climate in
the district municipality of Alto Laran, province of
Chincha.

- Determine the level of quality presented by the
work performance of workers in the district
municipality of Alto Laran, province of Chincha.

- Determine the degree of relationship between the
organizational and the level of professional skills
presented by workers in the district municipality
of Alto Laran, province of Chincha.

- To determine the degree of relationship between
the organizational climate and the technical-
operational skills presented by workers in the
district municipality of Alto Laran, province of
Chincha.

- To determine the degree of relationship between
the organizational climate and the social
competencies presented by workers in the district
municipality of Alto Laran, province of Chincha.

3. Hypothesis

The hypotheses constitute within the research the
reasoned conjectures that subject to empirical
verification. Therefore, the research had the
following hypotheses:

3.1 General hypothesis

The work performance of workers in the district
municipality of Alto Laran, province of Chincha,
is conditioned by the existing organizational
climate.
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3.2 Specific hypotheses

- There is a predominance of a type of
organizational climate in the district municipality
of Alto Laran, province of Chincha.

- There is a significant degree of quality in the
work performance of workers in the district
municipality of Alto Laran, province of Chincha.

- The organizational climate is significantly
related to the level of professional skills presented
by workers in the district municipality of Alto
Laran, province of Chincha.

- The organizational climate is significantly
related to the technical-operational skills
presented by workers in the district municipality
of Alto Laran, province of Chincha.

- The organizational climate is significantly
related to the social competencies presented by
workers in the district municipality of Alto Laran,
province of Chincha.

4. Methodology

4.1 Research approach
The research approach is quantitative

This study responds to the quantitative paradigm
with a hypothetical deductive methodological
approach. The quantitative approach of the
research puts a positivist, hypothetical-deductive,
objective, particularistic and results-oriented
global conception to explain certain phenomena.
It develops more directly in the task of verifying
and verifying theories by means of representative
sample studies. Applies tests, interviews,
questionnaires, scales to measure attitudes and
objective measures, using instruments subjected to
validation and reliability tests. In this process he
uses statistical techniques in data analysis and
generalizes the results.

4.2 Type of research
The type of research used is descriptive

According to the purposes of the research, it
collects data in a single moment, in a single time.
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Its purpose is to describe variables, and analyze
their incidence and interrelation at a given time,
with the aim of investigating the incidence and
values in which it manifests itself in one or more
variables.

The procedure consists of measuring in a group of
people an or—usually

— more variables and provide their description. It
is, therefore, a purely descriptive study that has
established descriptive hypotheses. In our case, it
is a systematic and empirical research in which the
independent variable is not manipulated because it
has already happened. The inferences about the
relationships between variables were made
without intervention or direct influence, observing
these relationships as they have occurred in their
real context.

4.3 Research design
The research design used is correlational

"Correlational research is a type of study that aims
to evaluate the relationship that exists between
two or more concepts, categories or variables (in a
particular context). Quantitative correlational
studies measure the degree of relationship
between these two or more variables. That is, they
measure each allegedly related variable and then
also measure and analyze the correlation. Such
correlations are expressed in hypotheses
submitted for approval. (Hernandez, Et. Al ,2010)

Method: Analytical - Synthetic

The method is defined as the "set of procedures
that must be followed rigorously to obtain
valuable information for the purposes of research"
(Sabino, 1992)

In research, the method conditions the design of
the research. In such a way that the method to be
used in the present research is the essentially
empirical positivist. The hypothetical-deductive
procedure was used, since we start from a general
basic theory that supports the condition of the
variables studied. Then it was hypothesized, to
finally collect empirical data to explain the
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concrete reality of the workers of the municipality
of Alto Laran -Chincha.

4.4 Population and sample

4.4.1 Population
N =Workers :132

4.4.2 Sample : 132 Workers

Table 1. Description of the Sample

Workers Area Chiefs and Sub Total
Heads

100 32

Application Implementation 0f132

instrument 01 Instrument 02

-Census-type census display, for convenience.

-Non-probabilistic sample.

4.5 Information collection techniques and tools
Technique: Survey.

It is an empirical procedure par excellence, the
most primitive and at the same time the most used.

It is the method by which a concrete and intensive
relationship is established between the researcher
and the social fact or social actors, from which
data are obtained that are then synthesized to
develop the research. From this point of view of
social research techniques, the survey is a
procedure for collecting data and information that
consists of using questionnaires that measure
present social realities. The survey focuses on the
organizational climate and work performance of
workers in the Municipality of Alto Laran.

Instruments: Questionnaire

The questionnaires were designed taking into
account the variables and dimensions studied.
Being the following: Questionnaire N°1
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"Perception of organizational climate" and
Questionnaire n°2

- "Perception of job performance"

5.Results

5.1 Validity and reliability of instruments.
5.1.1Validity

Content validation was carried out through expert
consultation. In this regard, Hernandez et al.
(2010, p. 204) mentions: "Another type of validity
that some authors consider is the validity of
experts or face validity, which refers to the degree
to which apparently a measurement instrument
measures the variable in question, according to
"qualified voices". It is linked to the validity of
content and, in fact, was considered for many
years as part of it."

On the basis of the validation procedure described,
the experts considered the existence of a close
relationship between the criteria and objectives of
the study and the constituent items of the two
instruments for collecting information. They also
issued the results shown in Table 2.
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Table 2. Level of validity of questionnaires, depending on the type of experts
Level of Job  performance
Experts organizational climate
Score % Score %
1. Dr. Victor Bendezu Hernandez 88 88 % 86 86 %
2. Dr. Maribel Cecilia Rangel Magallanes 90 90 % 85 85 %
3. Dr. Rubén Flores Rosas 87 87 % 88 88 %
Average rating 88 88 % 86 86 %

Source: Expert Opinion Tools

The resulting values after tabulating the rating
issued by the experts, both of the organizational
climate and of work performance, to determine the

level of validity, can be understood through the

following table.

Table 3. Values of validity levels

Values Level of validity
91-100 Excellent

81-90 Very good

71-80 Well

61-70 Regular

51-60 Deficient

Source: Cabanillas (2004, p. 76).

Given the validity of the instruments by expert
judgment, where Questionnaire No. 1:
Organizational climate obtained a value of 88%
and Questionnaire No. 2: Work performance
obtained the value of 86%, we can deduce that
both instruments have a very good validity.

5.1.2Reliability of instruments: internal

consistency

The criterion of reliability of the instrument,
measures the degree of internal consistency and
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precision in the measurement, the greater
precision in the measure less error. That is, the
instrument applied at two or more consecutive
times must give the same or similar results.

The Cronbach alpha coefficient.- Developed by J.
L. Cronbach, which requires a single
administration of the measuring instrument and
produces values ranging from zero to one. It is
applicable to scales of several possible values, so
it can be used to determine reliability in scales
whose items have as an answer more than two
alternatives.
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The scale of values that determines reliability is
given by the following values:

Unreliable 0
Low reliability 0.01 to 0. 49

Moderate reliability 0.5 to 0.70 Strong reliability
0.71a 0.89 Very strong reliability 0.9 to 1

Reliability test of Questionnaire N°1: "Perception
of Organizational Climate"

For the reliability test, Questionnaire No. 1:
"Perception of  Organizational  Climate",
Cronbach's Alpha statistical test was applied;
According to Hernandez

Sampieri (2010) reliability is defined as the degree
to which a test is consistent in measuring the
variable it measures.

Cronbach's alpha formula:

K ( >s?2
oL = 1———
K—1|_ ST
Where:

K: The number of items

Si?:  Summary of Item Variances
2 Variance of the sum of the ltems
ST :

Cronbach's alpha coefficient

To obtain the reliability of the instrument, the
Questionnaire "Perception about organizational
climate" applied to the sample, of the workers of
the municipality of Alto Lardn, who are not part of
the sample, but of the population, then the steps
were followed:

a) A pilot sample of 30 workers from the district
municipality of Alto Laran province of Chincha
was determined.

(b) The peer-reviewed checklist was applied to the
sample.

c¢) The results obtained through the application of
the statistical software SPSS V19.0 for reliability
analysis are as follows:

Table 4. Questionnaire N° 1 "Perception of organizational climate"

Alfa de Cronbach

N of elements

0,907

20

© 2021 JPPW. All rights reserved



253

Journal of Positive Psychology & Wellbeing

d) Applying the questionnaire of 20 items to a pilot
sample of 30 workers of the district municipality
of Alto Laran province of Chincha, an alpha value
of 0.907 is obtained, this value indicates that the
test has high internal consistency. The sample
obtained for the application of the reliability test
was taken from the population.

5.2 Presentation and analysis of results

Descriptive analysis of the organizational
climate of the workers of the District
Municipality of Alto Laran province of
Chincha

At the organizational level, it is generally referred
to as organizational climate or work environment.
The organizational climate has a significant effect
on the work performance of employees. In that
sense, according to what is shown in the table and

In fact, it can be established that 26% of the
collaborators perceive the organizational climate
as "Excellent", while 33% of the total sample
perceive the climate in the municipality as
"Good". Likewise, 18% of the workers of the
Municipality rate it as "Regular", while 23%
qualify it as "Deficient".

Table 5. Perception of organizational climate

Scale Frequency Percentage Valid Cumulative
percentage percentage

Excellent 35 26.5% 26% 26%

Well 43 32.6% 33% 59%

Regular 24 18.2% 18% 7%

Deficient 30 22.7% 23% 100%

Total 132 100.0% 100%

m Excelente

5 Bueno

= Regular

Deficiente

Figure 1. Perception of Organizational Climate
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Descriptive analysis of the motivation of the
workers of the District Municipality of Alto
Laran province of Chincha

The questionnaire was applied to the
collaborators, determining that the motivation is at

a "Regular" level, according to 34% of the
respondents; Likewise, 21% said that the
motivation is "Deficient", while 20% of the
sample studied, indicates that the level of
motivation of the collaborators is "Good" and 25%
qualify as "Excellent".

Table 6. Perception about the level of Motivation

Scale Frequency Percentage Valid Cumulative
percentage percentage

Excellent 33 25.0% 25% 25%

Well 26 19.7% 20% 45%

Regular 45 34.1% 34% 79%

Deficient 28 21.2% 21% 100%

Total 132 100.0% 100%

Deficiente

® Excelente = Bueno

= Regular

Figure 2. Perception about the level of Motivation

Descriptive analysis of the empathy of the
collaborators of the District Municipality of
Alto Laran province of Chincha

The questionnaire was applied to the
collaborators, who evaluated the empathy they
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perceived in their colleagues, that 36% are at a
"Good" level, while 23% of the respondents,
expressed that this is at an "Excellent" level, while
26% of the respondents rated that empathy is at a
"Regular" level and 15% state that it is
"Deficient".
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Table 7. Perception of the level of empathy

Scale Frequency Percentage Valid percentage Cumulative
percentage

Excellent 30 22.7% 23% 23%

Well 48 36.4% 36% 59%

Regular 34 25.8% 26% 85%

Deficient 20 15.2% 15% 100%

Total 132 100.0% 100%

Deficiente

= Regular

® Excelente = Bueno

Figure 3. Perception of the level of empathy

Descriptive analysis of the managerial to the results, it has been determined that 26% of

leadership, of the collaborators of the District
Municipality of Alto Larian province of
Chincha

The questionnaire was applied to employees in
order to assess managerial leadership. According

employees perceive that managerial leadership is
deficient, while 24% of respondents perceive it as
"Regular”. In the other extreme, 22% rate it as
"Excellent" and 28% rate it as "Good".

Table 8. Perception of managerial leadership

Scale Frequency Percentage Valid percentage Cumulative
percentage
Excellent 29 22.0% 22% 22%

© 2021 JPPW. All rights reserved
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Well
Regular
Deficient

Total

37
32
34
132

28.0%
24.2%
25.8%
100.0%

28% 50%
24% 74%
26% 100%
100%

® Excelente

® Bueno

= Regular Deficiente

Figure 4. Perception of managerial leadership

Descriptive analysis of the work environment
in the district municipality of Alto Laran

province of Chincha

The questionnaire was applied to the employees in
order to obtain their perception of the work

environment. According to the results, it has been
determined that 28% of employees perceive that
the work environment is deficient, while 22% of
respondents perceive it as "Regular". At the other
extreme, 25% rate it as "Excellent" and 25% rate
it as "Good".

Table 9. Perception of the work environment

Scale Frequency Percentage Valid percentage Cumulative
percentage

Excellent 29 25.0% 25% 25%

Well 37 25.0% 25% 50%

Regular 32 22.2% 22% 72%

Deficient 34 27.8% 28% 100%

Total 132 100.0% 100%

© 2021 JPPW. All rights reserved
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® Excelente = Bueno

= Regular

-
=

Deficiente

Figure 5. Perception of the work environment

Descriptive analysis of work performance of
employees of the district municipality of Alto
Laran province of Chincha

The work performance and the performance that
the collaborator manifests when performing the
main functions and tasks required by his position
in the specific work context of action, which
allows demonstrating his suitability. The
questionnaire was applied to the heads of the

various areas that the municipality has, according
to the results obtained from the survey, 29% of
respondents rated work performance as
"Excellent"

, while 19% rated it as "Good", while 21% of the
bosses surveyed rated it as "Regular", while 31%
stated that the work performance of workers in the
district municipality of Alto Laran province of
Chincha is "Deficient".

Table 10. Perception of job performance

Scale Frequency Percentage Valid Cumulative
percentage  percentage

Excellent 9 28.1% 29.0% 29%

Well 6 18.7% 19.0% 28%

Regular 7 21.8% 21.0% 59%

Deficient 10 31.2% 31.0% 100%

Total 32 100.0% 100%

© 2021 JPPW. All rights reserved
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M Excelente
M Bueno
m Regular

Deficiente

Figure 6. Perception of job performance

Descriptive analysis of the professional skills of
the collaborators of the district municipality of
Alto Laran province of Chincha.

The questionnaire was applied to the heads of area

to evaluate the professional

skills

of the

collaborators of the Municipality of the district of

Alto Laran, after applying the instrument,
weakness was found in this indicator, since the
results show that 37% qualified as "deficient" the
professional skills that the collaborators have, also
19% qualified it as "fair", while 19% rate as
"good", while 25% rate as "Excellent" the
professional skills of employees.

Table 11. Managers' perception of professional skills

Scale Frequency Percentage Percentage Percentage
valid accumulated

Excellent 8 25.0% 25.0% 25%

Well 6 18.7% 19.0% 44%

Regular 6 18.7% 19.0% 63%

Deficient 12 37.5% 37.0% 100%

Total 32 100.0% 100%

© 2021 JPPW. All rights reserved
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M Excelente
M Bueno
m Regular

Deficiente

Figure 7. Managers' perception of professional skills

Descriptive  analysis of the technical
operational skills of the collaborators of the
District Municipality of Alto Laran province of
Chincha

The questionnaire was applied to the heads of the
areas, so that they can evaluate the operational
technical skills of the collaborators, determining

that 37% of the total manifests that the operational
technical skills shown by the collaborators of the
municipality are "Deficient", while 22% said that
they are at a "regular" level, while 19% state that
itis ata "good" level. while 22% of all employees
have an "Excellent" level of technical operational
skills.

Table 12. Managers' perception of operational technical skills

Scale Frequency Percentage Percentage  Percentage
valid Accumulated

Excellent 7 21.8% 22.0% 22%

Well 6 18.7% 19.0% 41%

Regular 7 21.8% 22.0% 63%

Deficient 12 37.5% 37.0% 100%

Total 32 100.0% 100% 100%

© 2021 JPPW. All rights reserved
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M Excelente
M Bueno
M Regular

Deficiente

Figure 8. Managers' perception of operational technical skills

Descriptive analysis of the social competences
of the workers of the District Municipality of
Alto Laran province of Chincha

The questionnaire was applied to the heads of
areas of the municipality to evaluate the social

competences presented by the collaborators,
determining that 19% qualified as "Good" in their
social competences, while 19% qualified as
"Excellent". While 31% qualified as "Regular",
also 31% qualified as "Deficient" in their social
competences.

Table 13. Bosses' perception of workers' social competences

Scale Frequency Percentage Percentage Percentage
valid Accumulated

Excellent 6 18.7% 19.0% 19

Well 6 18.7% 19.0% 38%

Regular 10 31.2% 31.0% 69%

Deficient 10 31.2% 31.0% 100%

Total 32 100.0% 100% 100%

© 2021 JPPW. All rights reserved
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M Excelente
® Bueno
W Regular

= Deficiente

Figure 9. Bosses' perception of workers' social competences

Hypothesis testing

The correlation test takes into account the
following values, according to Hernandez et al

(2012; page 312):
Coefficient Type of correlation
-1,00 Perfect negative correlation
-0,90 Very strong negative correlation
-0,75 Strong negative correlation
-0,50 Mean negative correlation
-0,25 weak negative correlation
-0,10 Very weak negative correlation
0,00 There is no correlation between the variables
0,10 Very weak positive correlation
0,25 Weak positive correlation
0,50 Average positive correlation
0,75 Strong positive correlation
0,90 Very strong positive correlation
1,00 Perfect positive correlation

© 2021 JPPW. All rights reserved
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General hypothesis contrast test:

The organizational climate of the district
municipality of Alto Laran, has a high relationship
with the work performance presented by workers.

a) We propose the following statistical

hypotheses:

Hi The organizational climate of the district
municipality of Alto Laran, has a high relationship
with the work performance presented by workers.

Ho The organizational climate of the district
municipality of Alto Laran, does not have a high
relationship with the work performance presented
by the workers.

b) For a significance level (Sig.), alpha < 0.05

c¢) The Pearson Correlation test statistic:

Variables Correlation Organizational Job performance
climate
Organizational climate Pearson correlation 1 0,823(**)
Sig. (bilateral) 0,000
N 132 32
Pearson correlation 0,823(**) 1
Job Performance Sig. (bilateral) 0,000
N 132 32

** Correlation is significant at level 0.01 (bilateral)

e) Since the significance level is equal to 0.000,
and therefore less than 0.05; The null hypothesis
is rejected.

Then, from the result obtained, it is determined
that there is a statistically significant correlation of
0.823. If the coefficient of variability is
considered, one has that (r2) would be equal to
0.677; therefore, it is assumed that work
performance is determined by 67.7% by the
organizational climate in the district municipality
of Alto Laran.

It is inferred that there is a direct and significant
relationship between the organizational climate
and professional performance in the district
municipality of Alto Laran province of Chincha;
with a confidence level of 95% and 5% probability
of error.

© 2021 JPPW. All rights reserved

Testing specific hypotheses 1

The organizational climate is significantly related
to the level of professional competencies
presented by workers in the district municipality
of Alto Laran, province of Chincha.

a) We propose the following statistical

hypotheses:

Hi: The organizational climate is significantly
related to the level of professional competencies
presented by workers in the district municipality
of Alto Laran, province of Chincha.

Ho: The organizational climate is not significantly
related to the level of professional competencies
presented by workers in the district municipality
of Alto Laran, province of Chincha.

b) For a significance level (Sig.), alpha < 0.05
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Table 15. Correlation between organizational climate and professional competencies
Organizational Professional skills
Variables Correlation climate
Pearson correlation 1 0,767(**)
Organizational climate Sig. (bilateral) 0,000
N 132 32
Professional skills Pearson correlation 0,767(**) 1
Sig. (bilateral) 0.000
N 132 32

** Correlation is significant at level 0.01 (bilateral)

e) Since the significance level is equal to 0.000,
and therefore less than 0.05; The null hypothesis
is rejected.

Then, from the result obtained, it is determined
that there is a statistically significant correlation of
0.767. If the coefficient of variability is
considered, one has that (r2) would be equal to
0.588; therefore, it is assumed that the
professional competencies of employees are
determined in 58.8% by the organizational climate
in the district municipality of Alto Laran.

Likewise, there is a significant relationship
between the organizational climate and the
professional skills of the collaborators in the
district municipality of Alto

Laran province of Chincha; with a confidence
level of 95% and 5% probability of error.

For specific hypothesis 2

a) The organizational climate is significantly
related to the technical-operational skills
presented by workers in the district municipality
of Alto Laran, province of Chincha.

b) We propose the
hypotheses:

following statistical

Hi: The organizational climate is significantly
related to the technical-operational skills
presented by workers in the district municipality
of Alto Laran, province of Chincha.

Ho: The organizational climate is not significantly
related to the technical-operational skills
presented by workers in the district municipality
of Alto Laran, province of Chincha.

¢) For a significance level (Sig.), alpha < 0.05

Organizational Technical
i . climate operational skills
Variables Correlation
Organizational Pearson correlation 1 0,795(**)
climate . .
Sig. (bilateral) 0,000
N 132 32

© 2021 JPPW. All rights reserved
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Technical Pearson correlation

operational skills
Sig. (bilateral)

N

264
0,795(**) 1
0,000
132 32

** Correlation is significant at level 0.01 (bilateral)

(f) Since the significance level is equal to 0.00, and
therefore less than 0.05; The null hypothesis is
rejected.

Then, from the result obtained, it is determined
that there is a statistically significant correlation of
0.795. If the -coefficient of wvariability is
considered, one has that (r2) would be equal to
0.632; therefore, it is assumed that technical
operational skills are determined in 63.2% by the
organizational climate in the district municipality
of Alto Laran.

A positive relationship is determined between the
organizational climate and the technical
operational skills presented by the collaborators in
the district municipality of Alto Laran province of
Chincha; with a confidence level of 95% and 5%
probability of error.

For specific hypotheses 3

The organizational climate is significantly related
to the social competencies presented by workers
in the district municipality of Alto Laran, province
of Chincha.

a) We propose the
hypotheses:

following statistical

Hi: The organizational climate is significantly
related to the social competencies presented by
workers in the district municipality of Alto Laran,
province of Chincha.

Ho: The organizational climate is not significantly
related to the social competencies presented by
workers in the district municipality of Alto Laran,
province of Chincha.Para a level of significance
(Sig.), alpha < 0.05

Table 17. Correlation between organizational climate and social competencies

Organizational Social competences

Variables Correlation climate
Pearson correlation 1 0,816(**)
Organizational climate Sig. (bilateral) 0,000
N 132 32
Pearson correlation 0,816(**) 1
Social competences Sig. (bilateral) 0,000
N 132 32

** Correlation is significant at level 0.01 (bilateral)

Since the significance level is equal to 0.00, and
therefore less than 0.05; The null hypothesis is
rejected.

© 2021 JPPW. All rights reserved

Then, from the result obtained, it is determined
that there is a statistically significant correlation of
0.816. If the coefficient of wvariability is



265

Journal of Positive Psychology & Wellbeing

considered, one has that (r2) would be equal to
0.665; therefore, it 1s assumed that social
competencies are determined by 66.5% by the
organizational climate in the district municipality
of Alto Laran.

It is possible to establish that there is a relationship
between the organizational climate and social
competencies; with a confidence level of 95% and
5% probability of error.

5.3 Discussion

This research refers to the organizational climate
or work environment and the work performance
that exists in the workers of the District
Municipality of Alto Laran province of Chincha.

It should be noted that the concept of work
environment is linked to interpersonal
communication, autonomy for decision-making,
work motivation and others related to behavior.
However, there are several proposals for
organizational climate, but possibly the clearest
and most concise is by Ivancevich, who points out
that organizational climate is the study of
behavior, attitudes and human performance in an
organizational environment; It involves drawing
on theories, methods and principles drawn from
disciplines such as psychology, sociology and
cultural anthropology.

The interest aroused by the field of the work
environment is based on the importance of the role
that the whole system seems to be playing of the
individuals who make up the

Organization about your ways of doing, feeling
and thinking and, therefore, in the way your
organization lives and develops.

Fernandez and Sanchez (1996), point out that the
study of Halpan and Croft (1963) about the
climate in organizations is considered as an
introduction point, but prior to this is that of Kurt
Lewin as a precursor of interest in the context that
configures the social. For Lewin, behavior is a
function of the interaction of the environment and
the person, as already mentioned in the section on
organizational behavior.
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Therefore, it is not surprising that in his research
of Lewin, about behavior, the work environment
appears as a product of the interaction between
environment and person.

The work performance of workers in the district
municipality of Alto Laran, province of Chincha,
is conditioned by the existing organizational
climate. At the level of organizations, it is
generally referred to as organizational climate or
work environment. On the other hand, the
organizational climate is characterized when the
psychological climate, that is, the perceptions of
the workers are shared among the members of an
organization and there is an agreement of these
perceptions.

Additionally, the organizational climate has a
significant effect on workers' behavior, job
performance and performance. According to what
is shown in the results of the measurement for this
variable and the indicators it comprises. It can be
established that 26% of the sample rate the work
environment as "Excellent"”, while 33% of the total
sample rate it as "Good".

There is a predominance of a type of
organizational climate in the district municipality
of Alto Laran, province of Chincha.

It can be asserted that the organizational climate is
significantly related to the level of professional
competencies presented by workers in the district
municipality of Alto Laran, province of Chincha.
Determining that professional skills, reaches a
rating scale of "Excellent" in 25% of respondents,
while 19% state that it is at a "Good" level, 19%
manifest as "Regular" and 37% as "Deficient".

Regarding whether the work environment is
significantly related to the technical-operational
skills presented by workers in the district
municipality of Alto Laran, province of Chincha.
It was determined that, operational technical skills

reaches a rating scale of "Excellent" in 22% of
respondents, while 19% say it is at a "Good" level,
while 22% are in "Fair" and 37% are "Deficient".

The interest aroused by the field of work
environment is based on the importance of the role
that the whole system of the individuals who make
up the organization seems to be playing on their
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ways of doing, feeling and thinking and, therefore,
on the way in which their organization lives and
develops.

In relation to this first variable, the results
obtained are contrasted with those obtained in the
research of Chuquitucto (2014) called "The
Organizational Climate and Work Performance of
the workers of the Municipality of Pueblo Nuevo".
Thesis in which it was demonstrated that the
Organizational Climate does influence the Work
Performance of the District Municipality of
Pueblo Nuevo; In addition to the indicators in
favor of the Organization were: structure and
identity, where it could be considered that the
organization has adequate work tools and the
collaborators know the goals and objectives of the
Municipality of Pueblo Nuevo, by

On the other hand, based on the indicators of
relationships and challenges, it was possible to
grasp that the communication that exists in the
organization is not very effective. Therefore, this
influences the labor conflicts that originate and the
satisfaction that employees feel of working as a
team in the Municipality of Pueblo Nuevo.

On the other hand, the work performance defined
by Bohorquez, is the level of execution reached by
the worker. It refers to the level of execution
achieved by the worker in achieving goals within
the organization in a given time (cited in Araujo
and Guerra, 2007). In addition, another interesting
definition is the one used by Chiavenato, since it
states that performance is effectiveness of the
personnel working within organizations, which is
necessary for the organization, functioning the
individual with a great work and job satisfaction
(cited in Araujo and Guerra, 2007)

In this sense, the work performance of people will
depend on their behavior and also on the results
obtained. Ilkovich and Boudreau, mention work
performance as something linked to the
characteristics of each person, among which we
can mention: the qualities, needs and skills of each
individual, which interact with each other, with the
nature of work and with the organization in
general, being work performance the result of the
interaction between all these variables. Villamil
Rojas, Iris (2015) in his thesis Relationship
between organizational climate and work
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performance of administrative staff of the Enrique
Guzman y Valle National University of Education,
period 2013, concludes that, "there is a statistically
significant relationship between organizational
climate and the work performance of
administrative staff of the Enrique Guzman y Valle
National University of Education, period 2013" ;
"There is no statistically significant relationship
between organizational climate factor
relationships.

interpersonal and work performance of the
administrative staff of the National University of
Education Enrique Guzman y Valle, period 2013"

With the above, it is established that the results
obtained for the variables under study, find a
positive support and coincide with research
developed in  other  geographical and
chronological scenarios.

6. Conclusions

According to the results obtained, it is specified
that the organizational climate in the district
municipality of Alto Laran, province of Chincha is
perceived as "Good" by 33% of workers and
"Excellent" by 26%, with which we can determine
that the organizational climate is optimal.
Likewise, according to the perception of the area
chiefs, the work performance of workers in the
district municipality of Alto Lardn, province of
Chincha, is verified as "Excellent" in 29% of
cases, while 19% qualify as "Good", which
establishes that work performance is at an
acceptable level. With these results we can
establish the following conclusions:

The organizational climate of the district
municipality of Alto Laran, is directly related to
the work performance presented by workers,
determining that there is a statistically significant
correlation of 0.823 (Pearson's rho). If the
coefficient of variability (r2) is considered, it is
assumed that work performance is determined by
67.7% by the organizational climate in the district
municipality of Alto Laran.

The organizational climate in the district
municipality of Alto Laran, is directly related to
their professional skills, determining that there is
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a statistically significant correlation of 0.767
(Pearson's rho). If the coefficient of variability (r2)
is considered, it is assumed that the professional
skills of workers are determined by 58.8% by
teamwork, in the district municipality of Alto
Laran.

The organizational climate in the district
municipality of Alto Laran, is directly related to
their technical operational skills, determining that
there is a statistically significant correlation of
0.795 (Pearson's rho). If the coefficient of
variability (r2) is considered, it is assumed that
their technical operational skills are determined by
63.2% by the motivation of the workers of the
district municipality of Alto Laran.

The organizational climate in the district
municipality of Alto Laran, is directly related to
their social competences, determining that there is
a statistically significant correlation of 0.816
(Pearson's rho). If the coefficient of variability (r2)
is considered, it is assumed that the social
competences of the workers of the district
municipality of Alto Laran are determined by
66.5% by their level of empathy.

7. Recommendations

1. Formulate an improvement plan aimed at
strengthening the technical productive skills and
social skills of the workers of the Municipality of
Laran-Chincha through training actions and
experiential workshops.

2. Incorporate support programs to improve the
operational skills of workers, bringing them closer
to the use of information and communication
technologies.

3. Develop a social skills development program
that strengthens the socio-emotional dimension of
workers.

References

[1] Alvarez, C. A. (2005). Quantitative and
Qualitative Research Methodology.

[2] Obtained from
http://carmonje.wikispaces.com/file/view/M

© 2021 JPPW. All rights reserved

onje+Carlos+Arturo+-

[3] +Gu%C3%ADa+did%C3%Alctica+Metod
olog%C3%ADa+de+la+investigaci%C
3%B3 n.pdf

[4] Alvarez, M. (2001). Total quality leadership.
Barcelona: Cisspraxis.

[5] Aguirre and Angel (2004). The culture of
organizations. Barcelona, Spain: Editorial
Ariel. .

[6] Bellack, A. S y Hersen, M. (1985).
Dictionary of Behavior Therapy Techniques.
New York.: Pergamon.

[7] Brow W. and Moberg D. (1990). Theory of
organization and management: integral
approach. Editorial Limusa. Mexico

[8] Brunet L. (1999). The Work Climate in
Organizations: Definitions, diagnosis and
consequences. Editorial Trillas, Mexico.

[9] Horse, V. E. (comp.) (1991). Manual of
modification techniques and behavior
therapy.

Madrid: Siglo XXI.

[10] Cantu, H. (2001). Development of a Quality
Culture. Mexico: Editorial Mc Graw Hill.

[11] Capelli, P. (2003). Hire and retain the best
employees.  Barcelona-Spain:  Ediciones
Deusto. Retrieved from:
http://www.scielo.org/

[12] Castro, O. (2012). The distribution of
leadership in effective workplaces: the case
of the Juan Evangelista Flores district school.
(Master's thesis), Tecnoldgico de Monterey,
Monterrey, Mexico

[13] Chiavenato, 1. (2010). Human resources
management. The human capital of
organizations (8 ed.). Mexico City, Mexico:
McGraw Hill.

[14] Goncalves, A. (1997), Dimensions of the
Organizational Climate. http: www.

[15] Quality.org./articles/dec97/2de97. .htm.,
Consulted: 23-10-1999.

[16] Dessler, G. (1993) Organization and
Management Situational Approach. Mexico
Prentice Hall. Mexico.

[17] German, M & Krauss, R. (1970). Theories of
social psychology. Buenos Aires: Paidos.
Espinoza, M. (1999).

[18] Espinosa, M. (2009). Organizational culture:
two faces of the same service. Coérdoba,
Spain: El Cid Editor

[19] Garcia Rojas, Vidal Cristian (2017).



Pachas Barrientos, Luz Milagros

268

Managerial transformational leadership and
teaching performance at the Pre-University
Center of the National University of
Education "Enrique Guzman y Valle". Lima

[20] Geertz, C. (1987). The interpretation of
cultures. Barcelona: Gediza

[21] Gonzales, P. (2006). Influence of the
managerial action of the director of Basic
Education on teacher participation. Thesis of
the Central University of Venezuela.

[22] Goncalves, A. (2000). Fundamentals of
organizational climate. Latin American
Society for Quality (SLC).

[23] Hall. Pearson. Minch, L. (2011). Leadership
and Management, The Leadership of the XXI
century. Mexico: Trillas. Olaz, To.

[24] Hernandez, L. (2011). Organizational culture
as a success factor in companies (Bachelor's
Thesis). Universidad Veracruzana, Veracruz,
Mexico.

[25] Herndndez ~ Sampieri et al. (2010)
Methodology of scientific research. Mac Gra
Hill. Editors

[26] Jackson, E.F. y Slocum, J.W. Jr. (1988). A
longitudinal study of climates. Journal of
Organizational Behavior, 9, 319-334.

[27] Kelly, G. A. (1955). The Psychology of
Personal Constructs. Norton and Company.
New York.

[28] Lewin, K. (1939). Field theory and
experimentation in social psychology.
Buenos Aires: Paidés. Lewin, K. et al.
(1940). Power and the leader. Santiago:
Andres Bello.

[29] Linehan, M. (1993). Manual of treatment of
borderline personality disorders. Paidds.
Barcelona.

[30] Locke, E.A. (1976). The nature and causes of
job satisfaction. En M.D. Dunnette (ed.)
Handbook of Industrial and Organizational
Psychology. Chicago: Rand McNally.
Recuperado de: http://www.scielo.org/

[31] Maier, C. (September 11, 2007). The
importance of organizational culture [Blog
post]. Retrieved from
https://www.xing.com/communities/posts/la
- importance-of-the-oragnizacional-culture-
1006096204

[32] Maissoneuve, J. (1968). The dynamics of the
groups. Buenos Aires: Proteo.

[33] Royal Spanish Academy (2001). Dictionary

© 2021 JPPW. All rights reserved

of the Spanish language. 22nd Edition,
Madrid: Espasa Calpe.

[34] Mathieu, J.E. (1991). A cross-level
nonrecursive model of the antecedents of
organizational commitment and satisfaction.
Journal of Applied Psychology, 76, 5, 607-
618.

[35] Michelson, L., Suga I. D., & Word, R.
(1987). Social skills in childhood. Barcelona.
Martinez Roca.

[36] Munduate, L. (1997). Social Psychology of
the organization. Madrid: Pyramid.

[37] Nelson, D. & Quick, J. (2007).
Understanding Organizational Behavior.
United States: South-Western College Pub

[38] Royal Spanish Academy (RAE) (2000)
Dictionary of the Spanish language.
(volumes: 1 —11).

Madrid: Ed. Espasa-Calpe, S.A. 21st ed.

[39] Robbins, S. (2004). Organizational Behavior.
(Tenth Edition). Mexico: Prentice Hall.
Retrieved from: http://www.scielo.org/

[40] Robbins, S. (2005). Administration. Mexico:
Pearson. Rodriguez, A. (2004). Psychology
of organizations. Barcelona: UOC.

[41] Salazar, J, G; Guerrero, J, C; Machado, Y, B;
Cafiedo, R. (2009). Organizational climate
and culture: two essential components in
labor productivity. Acimed, 20(4). Retrieved
from http:// Climate%20and%20 culture%20
organizacional_%20
two%20essential%20components%20in%20
the%20productivity%20work.html

[42] Schellenberg, J. (1978). The founders of
social  psychology. Madrid.  Alliance
Publishers.

[43] Schneider, J. (1975). Social psychology of
the organization. Mexico: Trillas.

[44] Schein, E. (2004). Organizational Culture
and Leadership. San Francisco: Joseey Bass.

[45] Schein,E.(1985).
OrganizationalcultureandLeadership.
(Terceraedicion). San Francisco: Jossey-
Bass. Recuperado de: http://www.scielo.org/

[46] Smircich, L. (1983). Concepts of culture and
Organizational  Analysis, Administrativa
Science Quaterly, 28, 339-358.

[47] Villamil Rojas, Iris (2015) Relationship
between organizational climate and work
performance of the administrative staff of the
University ~ 2013.Lima  Nacional de



269 Journal of Positive Psychology & Wellbeing

Educacion Enrique Guzméan y Valle, period,
Peru.

[48] Williams, C. (2008). Management. Ohio,
United States: Cengage Learning

Thesis

[1] Alquizar Horna, Carmen and Ruiz Gomez,
Alex (2004). Thesis "Relationship between
the Organizational Climate and Job
Satisfaction in the workers of the drinking
water and sewerage services company of La
Libertad Sociedad An6nima —

[2] Sedalib S.A". From the Faculty of
Psychology of the César Vallejo University
of the city of Trujillo — La Libertad.

[3] Castillo, V.D. (2010) Thesis "Relation of the
leadership of the director and the work
performance of the teachers of the I and I N°
87 Callao 2009" To opt for the academic
degree of Master in Education in the Mention
Management of Education. Graduate School:
Faculty of Education. Ignacio de Loyola
University. File.

[4] Macedo (2015). Thesis Work environment
and its relationship with work performance in
employees of the Sub Regional Management
of Alto Amazonas — 2015 Cesar Vallejo
University. File.

[5] Pollack (2001), Research work entitled:
"Internal Communication and Organizational
Climate in the agroindustrial company San
Jacinto S.A. Lima.

[6] Raineri, A. (2006) Thesis Management styles
as determinants of the work environment in
Chile. School of Management, Pontificia
Universidad Catolica de Chile, e-mail:
araineri@faceapuc.cl.

[7] Chuquitucto (2014) in his thesis "The
Organizational ~ Climate and  Work
Performance of the Workers of the
Municipality of Pueblo Nuevo".

© 2021 JPPW. All rights reserved



