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Abstract:

In today’s era of disruption and rapid technological advancement, the demands for organisational
competence development are on the rise. Making investment in human capital development the single
most guarantor or tonic for sustainable competitive advantage for any organisation. The primary purpose
of this study is to examine the relationship between training, demographic variables and organisational
climate. The research employs a positivist paradigm, utilising a deductive approach characterised by
quantitative methods. It incorporates a longitudinal study and a pre-post quasi-experimental survey
design to gather data from a randomly sampled population (consisting of 587 pre- and 518 post- 526)
participants from 5 companies in South Africa. Utilising diverse multivariate statistical methods, such as
analysis of variance (ANOVA) and correlation and regression modelling, for data analysis. The study’s
empirical evidence revealed that categories of demographic variables that led to a significant increase
in the dependent variable i.e. “organisational climate” consisted of skilled workers, White participants (p
= 0.001) and Afrikaans speakers (non-parametric) (p = 0.001) and (parametric) (p = 0.000), those who
had post-Matric qualifications and those with 6 — 10 years’ experience in the same job. This paper offers
insights to management, especially HR policy makers on creating a learning culture and embrace the
value of continued investment in human capital. Plethora of documentary evidence proved T&D to be
the predictor of healthy organisational climate, efficiencies, profitability and long-term survival and

growth.
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Introduction

The relationship between training, demographic variables, and organisational climate is complex and
multifaceted. A supportive organisational climate fosters a conducive environment for training, leading
to better job satisfaction and employee performance. Training, in turn, enhances the skills and
knowledge of employees, which are essential for organizational success (Mampuru, Mokoena &
Isabirye, 2024; Naong, 2025). Demographic variables are significant to determine the willingness and
attitudes towards training and perception of prevailing organisational climate. These variables can
include age, sex, education level, income, occupation, and marital status, among others (Jones, St.
Peter & Ruckle, 2020). Given that climates represent people’s perceptions of relatively objective
organisational characteristics (e.g. policies, practices, and procedures), how do specific climates
emerge in an organisation (Dickson et al., 2001)? Training becomes the intercessor. Schneider and
Reichers (1983) attribute the development of climates to three sources: common exposure of
organisational members to the same objective structural characteristics; attraction, selection, and
attrition of organisational members, resulting in a homogenous set of members; and social (symbolic)
interaction leading to shared understandings/ meanings among organisational members. By
understanding the demographic characteristics of a population, researchers can identify trends,
patterns, and correlations that might otherwise remain hidden (Klimczuk, 2021) such as appetite towards

their intake of training transfer.

Creating a primary internal market and policy regarding the upgrading of skills and thereby reducing the
organisation’s dependence on external resources for skills (Sebestova & Popescu, 2022). Individual
capacitation and skills development across age, gender or race, help the business and workers in
acquiring rare skills to carry out specific tasks, accomplishing several goals such as employee
engagement, improving morale and competencies, as well as promoting a sense of security (Rodriguez
& Walters, 2017) and improve perception of organisational climate. Training and development culture
must be embraced and integrated across the organisation’s demographics to proactively drive and
remain competitive. An efficacious training can assist the business save costs (Shamim, 2017) because
trained employees are adept of devising creative means of utilising business resources, and this is
extremely significant in aiding the process of reducing and avoiding wastage (Al-Khaled, 2021). Other
than that, meaningful workforce training can assist to reduce overall employee turnover within the
business (Aguinis & Kraiger, 2009) amongst various demographic categories, e.g. gender, education,

etc.

Training is a strategic intrusion that, when implemented and utilised correctly across demographics,
interchanges other HR enhancement intercessions (Ahadi & Jacobs, 2017). During the advent of change

for example, nature and type of work changes, the workforce must be ready to adapt and or acquire a
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wide-ranging and variable competencies that are necessary to organisational prosperity (Bah, et al.,
2024). Al-Khaled (2021) observes that many businesses acknowledge that skill level and quality
determine the success of employees. In view of this, training and development are vital for such
businesses (Radhakrishna & Raju, 2015).

Literature Review

Training Transfer

Training transfer is seen as a key factor in making it possible for the organisation to achieve its strategic,
business and operational goals (Chinongwa, Faitira & Mthombeni, 2022). Individual capacitation and
skills development help the business and workers in acquiring rare skills to carry out specific tasks,
accomplishing several goals such as employee engagement, improving morale and competencies, as
well as promoting a sense of security (Rodriguez & Walters, 2017). Training and development culture
must be embraced and integrated across the organisation to proactively drive and remain competitive.
Organisations should make it possible for employees to achieve their own objectives in order to achieve

the objectives of the organisation (Hieu, 2020).
Organisational climate

The climate construct was initially developed to help explain meaningful aspects of people’s
psychological environments (Dickson, Smith, Grojean & Ehrhart, 2001). Organizational climate, as a
multifaceted construct, plays a pivotal role in shaping employee experiences, attitudes, and behaviors
within an organization (Manoj, 2024). There are several studies that document the importance of
organisational climate as a determinant of organisational outcomes. Various features of the work
environment have been considered by previous researchers (Schneider, 1990) including the climate for
work group cooperation, job challenge and autonomy, leader support, pay performance linkages and
performance feedback (Jones & James, 1979; Kopelman, Brief and Guzzo, 1990; Schneider, 1990).

The theoretical link between climate and performance has been examined by several researchers, some
of those relevant to this study being Denison (1996) and Burke and Litwin (1992), where it was claimed
that when perception by employees of greater involvement in decision making, information sharing and
management support was favourable, then greater corporate effectiveness was also observed;
reciprocal influence between climate and performance was also suspected. In the context of
organisational processes climate plays the part of an intervening variable, which affects the results of
the operations of the organisation. The climate has this moderating power because it influences
organisational processes such as problem solving, decision making, communications, co-ordination,
controlling, and psychological processes of learning, creating, motivation, and commitment (Ekvall,
1996).
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Organisational Climate and Training Transfer

The elements of organisational climate had an effect on transfer of training (Gyimah, 2015). Training
and development enhance business outputs through employee capacity enhancement (Parween, 2024;
Nik Nazli & Sheikh Khairudin, 2018). The data from the study by Gil et al. (2023) showed a positive and
statistically significant correlation between a supportive business climate and T&D process outcomes.
Rouiller and Goldstein (1993) indicated that manager trainees in departments with positive work
(climate) environment performed better in terms of applying the skills they learnt and acquired
during training. As was anticipated, it was also discovered that manager trainees who erudite more in
training functioned better on the job. In the context of this study, the results showed that participants
who acquired training more than twice had higher scores than those who trained once (Naong,
2025). It was also previously reported that the typical business climate has also been discovered
to impact knowledge and skills by boosting engagement in activities such as training (Al-Kurdi.,
El-Haddadeh & Eldabi, 2020). The fundamental hypothesis in this study is summed up as follows, that
training improves the perception of employees about organisational climate; a reflection that both factors

have a reciprocal effect on each other.
Demographic variables and organisational climate

The definition from Ugwu and Ugwu (2017) suggests that the term ‘demographic’ refers to the features
of a specific population. It is common knowledge that this could entail education, gender, marital status,
income and years of service (Jones, St. Peter & Ruckle, 2020; Maake, 2025). These qualities indicate
each aspect of the demographic characteristics of a population within the organisation. Based on
existing studies, these demographical characteristics have been proven crucial to running an
organisation’s day-to-day operations, and managers should not undervalue these elements to achieve
the best results (Amegayibor, 2021). Prasad et al. (2020) and Rivera et al. (2021), which suggest that
factors influencing performance management systems are similar for both male and female employees.
Research indicates that age and education significantly influence employees' perceptions of
organisational climate, with differences observed across educational levels and age groups (Mofokeng
et al., 2025. Pahos et al. (2021), Rozman et al. (2017), and Zaharee et al. (2018) found significant
differences in how employees view ePms effectiveness, work motivation, and career advancement

opportunities, depending on their age.
Transfer of training and demographic variables

Demographic characteristics could influence the perceived value of both extrinsic rewards (e.g.
promotions and pay increases) and intrinsic rewards (e.g. recognition and personal growth) (Miao et al.,
2013). Career advancement opportunities play a role in all three components of the expectancy theory
(Mofokeng et al., 2025). Demographic factors may affect how employees view these opportunities in
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terms of enhancing their skills, linking performance to career advancement, and aligning with long-term
career goals (Kraimer et al., 2011). Additionally, gender was also proven to affect training effectiveness,
for example, research by Aminudin (2013) among youths attending training programs found to be more
effective among female participants. In their research, Strbac et al. (2024) proven that job experience
also affect training effectiveness. Further, in their study Aziz and Rosly (2025) found that gender was a
significant demographic variable affecting training effectiveness.

Purpose and Hypothesis Development

The primary objective of the study is to determine the overall change in the dependent variable, namely
‘organisational climate’ across both pre- and post- groups by each of the following demographics,
namely company, gender, race, age, home language, marital status, job title, qualifications, training
received in the past 18 months, the number of times such training occurred, work experience in the
same job and work experience in the same company. Leading to the formulation of the hypothesis
concerning associations between demographic variables and pre- and post-test scores on the

‘organisational climate’ measuring instrument.
H1: Demographic variables significantly affect pre and post test scores on the

“organisational climate” measuring instrument.
H10: Demographic variables do not significantly affect pre and post test scores

on the “organisational climate” measuring instrument.
Theoretical and Conceptual Framework

Employing Vroom’s (1964) Expectancy Theory was deemed appropriate to measure employee work
motivation and perception of organisational climate in this study. Because is mainly postulated under a
‘valence-instrumentality-expectancy framework’. When an employee starts work at an organisation,
he/she has certain expectations of his/her role there. Equally, management requires an individual to fulfil
a certain role within the organisation and expects a person who is able and willing to do the designated
job and work the required hours. These expectations are known formally as a psychological contract.
The emphasis is on effort (E — P) and performance relationship, i.e. by improving the relationship
between effort and performance through training, employee’s perception of organisational climate is
likely to improve reciprocally. The researcher builds on existing theory, suggesting that when employees
undergo and receive skills development training (positive valence), their motivation increases, causing
them to work harder (effort). However, this is only if they believe that their performance leads to rewards
(expectancy). In view of this, the link between effort and performance (E-P) is the focus. Employees

become highly motivated when they see that their efforts, through training, lead to better outcomes or
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results. Also, when this happens, they (employees) begin to view the work climate more positively. Thus,
this means that the two effects (effort and performance) reinforce each other. This approach is
particularly useful, because it permits the integration of both individual demographics and situational
variables, as they relate to a trainee’s perceptions of various valence-instrumentality-expectancy

components (Osafo, Paros & Yawson, 2021).
Ethical considerations

Strict compliance with ethical issues such as consent of participants, the confidentiality and anonymity
of their information and a free choice to exit (i.e. voluntary participation) at any time were assured
(Creswell & Creswell, 2023). All these guarantees were preceded by the permission letter sent to the
management of all the participating companies to grant such permission to collect data before the

measuring instrument was dispatched and administered.
Research Methodology

The research design

A survey design was adopted, and specifically the quasi-experimental research comparable pre-test
post-test one group design to test the study’s hypothesis (Creswell & Creswell, 2023). A longitudinal
study, spanning 18 to 24 months, employing a stratified random sampling. The design involved
measuring the dependent variable—perceived organisational climate—before introducing the
independent variable, which was training. A second measurement of the dependent variable was taken
after the training phase (Apuke, 2017; Leedy & Ormrod, 2019).

Population and sampling size

A sampling size of 587 pre- and 518 post- respectively, randomly drawn from a population of over 1000
consisted of lower-level employees (i.e. those doing automatic and routine work) from (5) companies in
the Free State and Northern Cape Provinces. This classification is derived from Paterson’s (1972)
Decision Band Job Grading Model. According to this model, this category of workers belongs to grades
‘A, ‘B1’and ‘B'.

Data collection

The seminal work by Litwin and Stringer’s (1968) Organisational Climate Questionnaire (LSOCQ)
consisted of nine measuring instruments employed to collect data (pre- and post) from 526 participants
from five different companies covering a timeframe in excess of 24 months. A questionnaire that is
“explanatory surveys - a form of causal-comparative research” was used for the purpose of affording
the researcher a chance to explore opinions and attitudes of the participants from the data collected at

a point in time (Leedy & Ormrod, 2019). A self-completion questionnaire was distributed to randomly
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selected participants to achieve higher response rates, maintain control over the question sequence,

collect data from individuals with limited literacy, and ensure confidentiality.
Data presentation and analysis

The collected data were analysed utilising the Statistical Package for the Social Sciences (SPSS, 2012).
Cronbach’s alpha and inter-item correlation coefficients were used to assess the internal consistency of
the questionnaire. Descriptive statistics summarised the data, while Pearson correlation was used to
examine relationships between variables. To determine whether parametric or non-parametric tests
were appropriate, the Kolmogorov-Smirnov test for normality was applied. Based on the results, either

Independent T-Tests, Mann-Whitney U Tests, or both were used as appropriate.
Factoring

Factor rotation was used to enhance the significance and reliability of the factors (Hair et al., 2019). The
purpose of rotation was to obtain the best out of the relevant factors (Gallagher & Brown, 2013). Thus,
to obtain a factor matrix, the variables load as high as possible on a few factors, and have low loadings
on other factors (Sundararajan, 2025). The varimax technique was used in the extraction of the first

level factors, in order to maximise explained variance.
Validity and Reliability of the Measuring Instrument

The measuring instrument utilised contained 18 scale items, aligned with factors originally proposed by
Likert and Likert (1976), and refined by Coldwell (1997), were largely derived from Litwin and Stringer’s
(1968) Organisational Climate Questionnaire (LSOCQ). These items covered nine dimensions:
structure, responsibility, reward, risk, warmth, support, standard, conflict, and identity. Responses were
captured on a 5-point Likert scale ranging from “strongly agree” (5) to “strongly disagree” (1). Hernandez
et al. (1988) found internal consistency coefficients ranging from 0.70 for peer goal emphasis to 0.96 for
group process. This study reported a Cronbach’s alpha reliability score of 0.7227, for its pilot study of

this Organisational Climate measuring instrument (see Table 1).

Item-total Statistics

Scale Mean Scale Corrected ltem- Alpha
. Variance if Item Total if Item Deleted
if ltem
Deleted Correlation
Deleted
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OocC1 54.9710 73.8901 4426 .6974
0ocC2 54.6087 69.4391 .6643 .6746
OC3 55.2826 78.2180 .2391 .7167
0OC5 54.1957 77.7434 3319 .7091
OC6 54.0217 72.0795 .5898 .6850
ocC7 54.7971 76.4460 .2901 7122
0C9 55.3406 68.9090 .5521 .6818
0C12 56.3370 81.9042 .1188 .7245
OC14 54.6486 73.3415 4937 .6931
OC16 55.2391 68.4517 4938 .6876
NOC4 55.6341 78.4292 1723 7251
NOCS8 55.9710 94.8646 -.5139 7760
NOC10 54.5000 77.2909 3294 .7089
NOC11 56.8007 81.7020 .1549 7217
NOC13 55.9167 69.0876 .5604 .6813
NOC15 53.8333 82.5248 .1039 7247
NOC17 53.9891 85.3708 -.0929 .7439
NOC18 54.9638 72.5805 4134 .6988
Reliability Coefficients
N of Cases = 276.0 N of Items = 18
Alpha = .7227

Table 1: Reliability analysis of ‘Organisational Climate’ measuring instrument
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Results and Discussion

Utilizing Vroom’s expectancy theory facilitates an examination of how different demographic factors
affect perception of organisational climate and ultimately performance management systems,
motivation, and career development through training transfer, thereby clarifying their impact on

organisations.
Demographics of respondents pre- and post- stages

Research conducted earlier has indicated that the relationship between organisational climate and
variables such as gender, race, age, home language, marital status, job title, education/qualification
level, tenure and job level is well documented (Amegayibor, 2021; Prasad et al. 2020; and Rivera et al.
2021), the same relationship also with training is equally documented, for example, (Naong, 2025;
Strbac et al. 2024; Zalukhu, Delipiter & Arisman, 2025). In this study, the following demographic
variables are of interest namely, company type, skilled, semi-skilled, gender, race, age, home language,
marital status, qualification, same job, same company. The demographic findings in this paper showed
that the majority (i.e. 60.6% for pre- and 64.4% for post-) of the participants were males, with females
or women making up the difference. A situation very common between genders across sectors at this
level of management hierarchy, i.e. routine (Naong, 2014 & 2025). That said, this reality is not
necessarily startling, since the nature of work being done at this management level is typically physical
and needs strength, which is usually linked with masculinity, something male employees are

synonymous with.

Category
Pre and Post Organisational Climate
Overall No significant difference (p = 0.323)
Company Significant increase in Absa (p = 0.000)
Significant decrease in SA Truck and Bodies (p = 0.000)
Skill Level Significant increase among skilled employees (p = 0.010)
Significant decrease among semi-skilled employees (p = 0.020)
Gender -
Race Increase among Coloured participants, not significant (p = 0.096)
Significant increase among White participants (p = 0.001)
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Age No significant difference

Significant increase among Afrikaans speakers (non-parametric) (p =
Home Language 0.001)

Significant increase among Afrikaans speakers (parametric) (p = 0.000)

Significant decrease among Xhosa speakers (non-parametric) (p =

0.047)
Marital Status Increase among single participants, not significant (p = 0.055)
Qualification Significant increase among same group (p = 0.000)
Tenure — Same Job Significant increase for same group (p = 0.023)
Tenure — Same
Company No significant difference

Table 2: Summary of the comparison of descriptive findings
Note: NP = Non-parametric test; P = Parametric test
African workers represented 82.4% (for before and after), followed by Whites (10%) and then Coloureds
(7.2%), with an age range of 31 to 56; 66% were married. The majority (i.e. 77.4%) were employees
performing routine jobs, although a tiny number (22.6%) did work that required some higher level of
capability and competence.

Table 2 represents an extraction of the descriptive results. The results presented show a p-value of
0.323, which is above the 0.05 significance level. This means there is not enough evidence to conclude
that the average perception of organisational climate scores differ significantly between the pre- and
post-training groups. Therefore, the hypothesis is not supported by the data.

Prepost N Mean Std. Std. error
deviation Mean
Organisational Climate Pre 587 53.4872 8.20770 33877
Post 518 54.0039 9.17865 40329

Table 3: Comparison of the (Mean and Standard Deviation) results
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Levene’s Test

for Equality of

Variance
t-test for Equality of Means
95% Confidence
Interval of Difference
Sig. (2- | Mean Std. Lower Upper
£ Sig. T df tailed) | Differen Error
ce Differen
ce
Organisational Equal 3.389 | .066 | -.988 1103 .323 -.51664 .52304 -1.54290 .5096
Climate variance
assumed
Equal -.981 | 1044.99 327 -.51664 .52669 -1.55013 .5168
variance 3
not
assumed

Reviewing the results in Table 2, results reveal a consistent trend among skilled employees, who showed
positive responses in both cases. The findings indicate a strong link between perceptions of
organisational climate and training, particularly among skilled workers. Al-Khaled (2021) supports this
observation, noting that organisational climate affects both job performance and employee satisfaction
(Al-Kurdi et al., 2020). The demographic groups that showed notable improvements in organisational
climate include skilled workers, significant increase among White participants (p = 0.001), significant
increase among Afrikaans speakers (non-parametric) (p = 0.001) and (parametric) (p = 0.000), those

with post-Matric qualifications, and employees with 6 to 10 years in the same role. The next section

Table 4: Comparison of the (Independent T-Test) results

examines the final empirical model for predicting individual performance.
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An Empirical and Predictive Framework for Understanding Individual

Performance

This section addresses the part two of the main research question i.e. whether the proposed correlations
between the dependent and independent variables are supported by the data (Hassani, 2016). The
discussion begins by examining the model where ‘training effectiveness’ is treated as the dependent
variable, and organisational climate as the independent variable.

EOT oC
EOT Pearson Correlation 1 339
Sig. (2-tailed) .000
N 525 517
oC Pearson Correlation .339 1
Sig. (2-tailed) .000
N 517 518

Table 5: Pearson’s Correlation Coefficient re: Effectiveness of Training and Organisational Climate

Adjusted Std. Error of
Model R R Square R Square the Estimate
1 .339 115 113 8.608

Table 6: R-square statistics for the model Effectiveness of Training (Independent Variable) and
Organisational Climate (Dependent Variable)

Sum of
Model Squares df Mean Square F Sig.
1 Regression 4955.937 1 4955.937 66.887 .000
Residual 38158.364 515 74.094
Total 43114.302 516

Table 7: Significance of the model (F Test), Effectiveness of Training (Independent Variable) and

Organisational Climate (Dependent Variable)
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Unstandardised Standardised

Model Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 46.763 .958 48.797 .000
Effectiveness of Training .044 .005 .339 8.178 .000

Table 8: The full Regression model extracted, Effectiveness of Training (Independent Variable) and
Organisational Climate (Dependent Variable)

The model as shown in Table 8 has been extracted using the ‘enter’ option. As can be seen from Tables
5 to 8, Pearson’s correlation coefficient of 0.339 is significant with a p value of 0.000 (Table 5) which is

less than 0.05 (significance level).
Summary and Recommendations

This study aimed to examine the link between training, organisational climate, and individual
performance. A literature review laid the foundation for the empirical analysis. One key finding showed
that employees who underwent training two or more times reported significantly higher scores than those
trained only once. This outcome supports the study’s underlying hypothesis. The study also confirmed
that a positive organisational climate enhances participation in developmental activities like training. The
core assumption was that training influences employees’ perceptions of their organisational
environment, and that these two elements affect each other in return. Regular skills development allows
employees to associate training with organisational climate and culture. This, in turn, improves their
performance and leads to greater satisfaction with how they are treated by their employer.

Organisations should therefore, pay close attention to the significant improvements observed in the
perception of organisational climate among skilled workers and those with post-Matric qualifications.
These statistically significant improvements occurred even though these groups already had the highest
baseline scores. This finding highlights the value of training and the need to invest and engender
organisational learning culture. Evidently, as employees become more skilled through skills transfer,

their job satisfaction and perceptions of the organisational climate appear to improve accordingly.
Practical Implications

Organisations have to recognise that the ‘proactive behavioral intention to support and work toward the
success of a change initiative’ (Choi, 2011) is the key to success. The present study shows that
developing a favourable organisational climate affects the development of change-orientated behaviour
and that HRM practices based on this notion (Mossholder et al., 2011) lead to enhanced performance

(Adiguzel et al., 2020). It has been found that organisations that are flexible and open to change tend to

WOHLLEBE & ROSS

Discover publication opportunities:
www.wr-publishing.org



https://doi.org/10.51137/wrp.ijarbm.824
http://www.wr-publishing.org/

International Journal of Applied Research in Business and Management (ISSN: 2700-8983)
Volume: 07 Issue: 09 Year: 2026
https://doi.org/10.51137/wrp.ijarbom.824

support their employees (Hameed et al., 2019). Human resource departments should seek to
understand and improve employees’ attitudes and behaviours so they can map successful change
strategies (Shah et al., 2017). Whether directly or indirectly, HRM practices influence behaviour at both
the individual and organisational levels (Jiang et al., 2012; Shen & Zhang, 2019). Management should
instil a culture of sharing, creativity and error acceptance in a way that facilitates change and innovation
(McGinnis & Verney, 2020). Similarly, training transfer moderates the relationship between
organisational climate and various demographic variables outcomes. The present study has highlighted
the role of training transfer in employees’ demographic variables; strategic HR leaders must ensure that
they have a clear picture of their goals and deliberately embrace human development culture (Naong,
2025). The findings have significant implications for management. They show that organisational climate
is closely associated with change-orientated behaviour, which is indirectly associated with individual
culture as defined by demographic variables. Managers should therefore attempt to align organisational
and personal objectives (Muenda et al., 2025). Realistic employee appraisals and the provision of
development opportunities (e.g., through training) would assist in this task. Such an approach would be

consistent with the mediation function of training transfer in the proposed hypothesis model.
Theoretical Implications

As mentioned earlier, documented research reports have shown that organisational climate impacts
employee behaviour (Bos-Nehles & Veenendaal, 2019). The roots of what may be termed the
organisational climate approach to change (Denison, 1996) lie in the field theory of Kurt Lewin (1951).
The present study demonstrates that a climate that favours the development of employees has a
significant positive effect on some demographic factors. The present study extends the significance and
role played by demographic variables by situating it within the context of individual employee’s
performance and training transfer. Indeed, people tend to share their organisational experiences as a

group rather than as an assortment of individuals (Abdillah et al., 2024).
Limitations and Further Research

The present study’s limitations could be addressed by future researchers. For instance, the findings are
based on the lower-level employees of the organisations that participated in this study. Therefore,
generalisation of the findings will be limited to this category of employees only. Both the reliability and
validity of the measurement model were verified; however, an attempt was made to limit the potential
problems of variation from the standard method by ensuring anonymity during data collection. Another
limitation concerns the sample, which was an incidental sample of subjects from two provinces of South
Africa. It covered a variety of organisational types and personal/work situations, but a more

representative sample would have included individuals from a wider spread of geographical areas and
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all levels of management. Another limitation was that of the dependent variable, that is, employees’

perception of organisational climate.
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