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Abstract 

He research was carried out in a public interest of the State of Tlaxcala Mexico, in order to identify the relationship 
between working climate and job satisfaction of public servants. The method used was quantitative, correlal, cross-cutting 
and non-experimental, through the application of two measuring instruments to 68 public servants. The first 
corresponding to the working climate, which consisted of 43 items measuring nine dimensions and a second instrument to 
measure job satisfaction consisting of 24 items and two dimensions. The application of the instruments made it possible to 
know the degree of correlation between the two subject study variables, the Spearman correlation coefficient was used for 
repeated or tied values, also to statistically relate Likert. The results show that the correlation rate is 0.600 which indicates 
that there is a moderate positive correlation, therefore, to greater working climate, the greater the job satisfaction of public 
servants, this makes it possible to verify that, while there is a degree of correlation between variables, it is necessary to 
find areas of opportunity and implement actions to improve the climate and job satisfaction among all workers. 
 
Keywords: Labor Climate, Labor Satisfaction, Public Administration, Correlation. 
 
1. Introduction 
 

The organizational climate is a concept related to the internal environment and the perception that 
individuals have of their organization, therefore, influences the behavior of workers. This topic has become 
important in organizations as it is considered a fundamental part of a company's strategy which underpins the 
diagnosis of the prevailing situation of the Working Climate in a municipal unit. 

 
Each organization is different from each other, the organizational climate is the psychological 

environment, result of behavior, management models and organizational policies, which are reflected in 
interpersonal relationships [13]. 

 
Most definitions conceptualize the working climate as a set of perceptions of individuals regarding 

their internal means of work. These show the interaction of individual elements and the characteristics of the 
organization [16]. 

 
Currently in the municipal unit there has been no diagnosis of working climate, and some public 

servants present nonconformities, these have direct impacts in terms of job satisfaction and performance. 
However, the chief of staff shows an interest in developing it because job resignations have been filed, which 
motivates the real causes of these problems to be identified. a collaborative, dynamic, responsible and 
respectful means of working is the means for global and individual productivity to increase [6]. 
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The working climate of each public body is closely linked to the degree of satisfaction expressed by 
the public servant in the performance of his duties; the more identified workers feel with the climate in which 
they develop their work, so will their degree of job satisfaction. 

 
It is important to mention that, in achieving a balance in the working climate, public servants work 

more effectively, there is more satisfaction, commitment to the public institution, sense ofbelonging, etc. This 
makes a better service of attention to citizens in a timely way, in turn projecting a better image to the City 
Council. 

 
 Since municipalities are the closest local government bodies to the citizen, they need to be efficient; 
however, it depends mainly on your workers being prepared and satisfied. 

2. Materials and Methods 
 We must know the theoretical aspects that support the study such as: theories and concepts that are 
used to formulate and develop the arguments, for this research the variables analyzed are: job satisfaction and 
working climate.  
 
 Concern about the working climate study was based on the verification that everyone perceives 
differently the context in which he develops, and that such perception influences the behavior of the 
individual in the organization, with all the implications that this entails. 

2.1 Working climate  

 Laborclimate research has developed since the mid-19th century [20]. In recent times, research in the 
organizational climate has been active, diverse and for more than 50 years various research, definitions and 
measuring instruments has been generated. 
 
 The organizational climate is how workers and people within the company perceive the work 
environment [15]. 
 
 It is the way workers act within organizations, it encloses the impact of individuals, groups and 
structures, on it depends on the cohesion of the social system [17]. 
 
 The organizational climate is a filter through which the objective phenomena of the company pass 
(structure, leadership and decision-making), hence, by studying the, you can access the understanding of what 
is happening in the organization and the impact that these phenomena are generating on the motivations of 
their members and on their corresponding behavior and reactions, their theory, proposes the existence of nine 
dimensions or approaches (structure, responsibility, reward, challenge, relationships, cooperation, standards, 
conflicts and), which shows the climate existing in agiven organization [11]. 
 
 Structure. It represents the perception that members of the organization have about the number of 
formalities, rules, procedures and other limitations that arise in the development of their work. 
 
 Responsibility. It is the feeling of the members of the organization about their autonomy when 
making decisions regarding their work, that is, the feeling of being their own boss and not having double 
checking at work. 
 
 Reward. It refers to the perception that members have regarding the adequacy of the reward or 
stimulus received for the job well done. It is the extent to which the company gratifys more with the prize 
than the punishment.  
 
 I'm defiing. It represents the feeling that the members of the company have about the challenges that 
the work imposes. The extent to which the company promotes risk acceptance in order to achieve the 
objectives set out. 
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 Relationships. It is the appreciation of the members of the company about the presence of a working 
environment of good social relations and pleasant, between subordinates and bosses. 
 Cooperation. It is the feeling of the members of the organization about the presence of a spirit of help 
from the managers and other employees of the group. Emphasizing mutual support, from lower and higher 
levels. 
 
 Standards. It's the perception of the organization's emphasis on job performance standards. 
 
 Conflicts. It is the feeling of the members of the organization to accept the discretent opinions and 
not fear facing and solving problems as soon as they arise. 
 
 Identity. It is a valuable and important requirement within the team, in general, it is the feeling of 
sharing personal objects with those of the organization. 

 
There are several tools to measure the working climate in a company, but they all go through the 

human factor, key in all business organizations. 
 
The three instruments for measuring the working climate that stand out are: observing the behaviour 

and development of workers, conducting direct interviews with workers and the most commonly used is to 
conduct a survey of workers through a questionnaire [7]. For this study, it was chosen to apply the survey 
method to collect data from public servants. 

 
2.2 Job satisfaction 
 
 Since the 1930s there has been a strong interest in job satisfaction research, which was perhaps at its 
peak in the 1960s. Since the 1970s it has been considered important on the effects on working conditions and 
satisfaction factors; in the 1980s this issue began to be more closely placed with regard to their relationships 
with quality of life at work, in their impact on mental health and their relationship with the family, with an 
upward priority for the personal development of the person; by the 1990s, there is a progress towards another 
paradigm, human capital, highlighting the constant development of that capital through training strategies [4]. 
 
 Job satisfaction is a phenomenon grouped together with a series of feelings of the individual that 
determine, in an important way, their well-being and commitment to their work [3]. 
 
 Predisposition to respond in an unfavorable or favorable manner to individuals or objects in the 
environment [12]. 
 
 Emotional state, affective responses or feelings themselves [5]. 
 
 There is no single concept of job satisfaction, it is determined that most of the definitions of scholars 
on the subject, suggest that it is a situation that represents an emotional state of the worker, supported by the 
personal and work circumstances that determine his satisfaction or dissatisfaction with his work [2]. 

Thegeneral motivational theories are based on the relationships of attitudes, needs and behaviors [9]. 
Explains that motivation can be internal or external, called intrinsic or extrinsic, respectively. 

Internal or intrinsic motivation is, that arises within an individual and is directed in the sense of a 
personal achievement. 

 
External or extrinsic motivation is, a motivation thatarises outside the individual, where something or 

someone becomes an incentive. It relates to the application of rewards or penalties. 
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The concept of job satisfaction has traditionally been of great interest to sociologists and, 
fundamentally, psychologists, concerned about work problems in an industrial society, being important in any 
type of profession, not only in terms of the well-being that the person desires, but also in terms of productivity 
and quality, however, this study applies to the public sector, to know the level of satisfaction that exists 
among the workers of the unit. 

 
3. Methodology development 
 
 The methodology in general is what sets the guidelines that have to do with the elaboration, analysis 
and systematization of research, is the confluence of technical and procedural elements from the scientific 
field for the search for information and the construction of knowledge, for this research below the 
methodology is described, in order to better collect the information related to the correlal analysis of the 
working climate and the job satisfaction that exists in the public bodies. 
 
3.1 Research design 
 
 Descriptive research was developed, detailing the characteristics of study variables, working climate 
and job satisfaction in a public interest in the state of Tlaxcala. Ithas a quantitative approach because it 
explains the association of the two variables, uses the collection and processing of numerical data and 
statistical analysis, with which the verification of the research hypothesis is sought. It is based on a correlal 
design, as it seeks to know the degree of association between the study variables [14], transversal because it 
was applied in a single moment, these studies are species of "instant photographs" and not experimental since 
no manipulation of variables is performed. 

3.2 Population 

 Poblation is "all elements or individuals that have certain similar characteristics and on which 
inference is desired" or, unit of analysis [10]. 

 The population under study of this research consists of 68 public servants who make up the staff of 
the staff of the public body, 39.71% correspond to women and 60.29% men, distributed in the various areas 
that make up it, work with the entire universe of the population, a census is applied. 

3.3 Research instrument 

 It is important to note that two instruments were designed to measure climate and job satisfaction 
variables. 

 To measure the level of working climate of public servants, a questionnaire consisting of 43 items 
where 9 dimensions are evaluated, of litwin & Stringer's theory (structure, responsibility, reward, challenge, 
relationships, cooperation, standards, conflict and identity), with likert opinion scale (never, almost never, 
sometimes, almost always, always), in the same questionnaire public servants are asked sociodemographic 
data as they are; sex, age, marital status, academic level, position and seniority in the workplace. 

 To measure the job satisfaction variable of public servants, a questionnaire consisting of 24 items 
was designed where intrinsic and extrinsic satisfaction is evaluated two dimensions the items considered in 
the questionnaire are necessary to know the level of satisfaction of public servants, with likert type opinion 
scale (never, almost never, almost always, always). 

3.4 Reliability and validation of the instrument. 

 Once the instruments of "working climate" and "work satisfaction" were designed, they were 
validated by 3 experts on the subject, making contributions based on their extensive knowledge supported by 
their experience in the scientific field, through this validation timely modifications were made in order to 
integrate suitable instruments, which are tailored to the needs. 
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 It is impote to emphasize that various theories and studies applied in various scientific research on 
the working climate and job satisfaction both national and international were analyzed. 

 In the case of the working climate instrument it was obtained by reference to the questionnaire that 
was applied in the international research: "Perception of the organizational climate and job satisfaction of the 
servers of the municipal basic sanitation company of Puno Peru" [21]; consisting of 53 items with Likert type 
opinion scale, it was validated and approved in the opinion of 3 expert and reliability resulted in a Crombach 
alpha of 0.89. 

 In the same context in the design of the labour satisfaction instrument, reference was made to the 
questionnaire that was applied in the research: "Relationship between the organizational climate and job 
satisfaction of workers in Ecuador's particular SDA educational unit" [1]; this is composed of 27 items with 
Likert type opinion scale, it was validated and approved in the opinion of 3 expert and reliability resulted in a 
Crombach alpha of 0.95. 

 It is important to mention that the instruments contain content validity, as it is supported by the 
investigations in which they were applied. 

 In order to test the reliability of the instruments, a pilot test of the instruments of working climate and 
job satisfaction was applied to a representative sample of the population of the public bodies, through the 
Cronbach alpha coefficient, which allowed small modifications to the instruments. 

3.5 Application of data collection instruments 

 It is important to mention that with regard to the implementation of the instruments this was to the 
entire study population, where planning was carried out with the chief of staff, determining place, date, time 
and groups of workers, this to avoid conglomerations, health measures were taken, as well as social estating 
this due to the Covid 19 pandemic currently living throughout the country and the world , the 68 respondents 
focused on small groups, where they were given the printed survey, receiving directions to respond, as well as 
explaining what the purpose of the research was, as well as the importance of sincerity in responding. 

3.6 Processing and analysis of information. 

 For the processing and comparative analysis of the results obtained through the instruments 
(questionnaires), they were tabulate in a spreadsheet (MS Excel) and the statistical software SPSS version 25, 
from this were developed frequency distribution tables, statistical graphs and statistical analysis. 

 Descriptive and inferential statistics were used to perform the correlal analysis the Spearman 
coefficient was applied, with the purpose of describing the data and scores obtained by each variable. 

 To know the working climate, a range of qualifications was established based on the overall score, 
for this purpose a calculation was made of the scores obtained from each of the respondents, and subsequently 
determine an average of these scores, in this way the level of working climate was obtained [18]. 
 
4. Results 
 
 The results obtained in the research are presented, through the application of the described 
instruments of working climate and job satisfaction to all public servants that make up the staff staff. 
 
4.1 Description of sociodemographic data 
 
 Sociodemographic data serve to learn more about the social characteristics of the study population 
and to create strategies that are coupled. 
 

http://www.ijiset.com/


IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 8 Issue 3, March 2021  

ISSN (Online) 2348 – 7968 | Impact Factor (2020) – 6.72 

www.ijiset.com  

441 
 

 The following describes the sociodemographic data of the workers surveyed by the public entity, sex 
is represented by 60.3% for men while the female population is 39.7%, in terms of age, the highest percentage 
is in an age range between 31 and 40 years with an average age of 35.3%, followed by the range of more than 
50 years with 27.50%, i.e. individuals with average age and the elderly population. It is important to mention 
that when it comes to marital status, married persons with 39.7%, secondly singles with 38.2%, and with 
16.2% are free union, it is important to mention that the bachelor's level is first with 30.9% indicating that 
there are workers with a diversity of professions, secondly, there is the secondary and preparatory level with 
26.5%, as regards the position held by each of the public servants, 70.6 occupies an auxiliary position, while 
29.4 of them have staff in their care because they are directors or coordinators. Finally, when it comes to 
seniority, it is important to note that 55.9% of public servants have 3 or more years of work, this is an 
indicator of stability in the population, secondly, there are workers who have been working 2 years in a row of 
those who have 1 to 12 months of joining the team. 

4.2 Working climate level 

 To identify the level of working climate present in the public bodies, a rating range was established 
based on the score obtained from each of the respondents, subsequently an average of these scores was 
determined, thus obtaining the level of working climate [18]. 

 As the working climate instrument consists of 43 items and 5 response options, the following criteria 
were established (table 1): 

Table: 1 Working climate criteria 
Variable Quantitative rating Level 

  

Occupational Climate 

1-43 Very Low 
44-86 Under 

87-129 Middle 
130-172 Favorable 
173-215 High 

 It can be seen that in the public entity it generally presents a favourable working climate, indicating 
that public servants perceive a positive environment when performing their work activities (table 2). 

Table: 2 Working climate level 
Variable Quantitative rating Qualitative 

rating 
 Occupational Climate  149  Favorable  

4.3 Level of job satisfaction 

 To identify the level of job satisfaction of public servants, a rating range was established based on 
the overall score obtained from each of the respondents, subsequently an average of these scores was 
determined, thus obtaining the level of job satisfaction [18]. 

 As the job satisfaction instrument consists of 24 items and 5 response options, the following criteria 
were established (table 3): 

Table: 3 Job Satisfaction Criteria 
Variable Quantitative rating Level 

  

Job satisfaction 

1-24 Very Low 
25-48 Under 
49-76 Middle 

77-100 Favorable 
101-124 High 
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 In the public bodies, favourable job satisfaction is generally presented, indicating that public servants 
are satisfied with the activities they carry out (table 4). 

 

Table: 4 Level of job satisfaction 
Variable Quantitative rating Qualitative 

rating 
 Job satisfaction  90  Favorable  

4.4 Correlal analysis 
 

Once the occupational climate and job satisfaction variables were evaluated, in order to know the 
degree of correlation that exists between the two variables, an analysis is done by linear regression, then 
Spearman's correlation method is applied to accept or reject the proposed hypothesis. 

  
4.4.1 Linear regression of variables 
  
 Linear regression of subject study variables is presented by a statistical model scatter plot estimating 
the effect of the working climate on the job satisfaction of the public servants surveyed, is associated with 
Pearson's r coefficient, the analysis provides an opportunity to know the scores of variable X from the scores 
of the other variable, one is considered independent and one is considered dependent. The greater the 
correlation between variables, the greater the predictability [19]. 
  

There is a positive linear correlation between the two variables, working climate and job satisfaction, 
the cloud of the graphed points of the data are grouped around the positive straight line, this because the 
values of one variable are associated with the other variable, since as the values of X increase, the 
corresponding values of Y also increase (fig. 1). 

 
Figure 1: Correlation of working climate and job satisfaction 

 

4.4.2 Correlation by Spearman correlation coefficient 

 Spearman's correlation coefficient, s (rho) also called a correlation coefficient of ranges or 
hierarchies is a measure of the correlation (association or interdependence) between two random variables 
(both continuous and discrete) at an ordinal measurement level, so that to calculate the data is sorted by 
ranges and replaced by their respective order, used for repeated or tied values, also to statistically relate Likert 
scales [8]. 

 The correlation scheme is expressed as follows: 
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An analysis of the two variables is done by Spearman's correlation to see if the research hypothesis is 
accepted or rejected, which determines that the working climate of public servants significantly influences job 
satisfaction. 

Spearman correlation interpretation scale 
 
0 - 0.25: Little or no  
0.26-0.50: Weak  
0.51- 0.75 Between moderate and strong  
0.76- 1.00: Between strong and perfect  

Both study variables were associated through Spearman's correlation coefficient from which the 
following results were obtained, (Table 5), shows the correlation rate of 0.600 which indicates that there is a 
moderate positive correlation, therefore, to greater working climate, the greater the job satisfaction of the 
public servants of the public entity of the State of Tlaxcala.  

Table 5: Correlation of workplace climate variables and job satisfaction 
Spearman's Rho 

Working 
climate Job satisfaction 

  
 

 

Working climate Correlation coefficient 1.000 .600P

** 
Sig. (bilateral) . .000 

N 68 68 
Job satisfaction Correlation coefficient .600P

** 1.000 
Sig. (bilateral) .000 . 

N 68 68 
**. The correlation is significant at level 0.01 (bilateral). 

As you can see the correlation rate of the two variables is 0.600, therefore, it is decided to accept the 
alternative hypothesis H1 which states that: The working climate of public servants in the public body 
significantly influences the satisfaction of the work. 

5. Conclusions 

 The public bodies generally present a favourable working climate with a quantitative rating of 149, 
indicating that public servants perceive a positive environment where they carry out their work activities, 
most employees are proud of their job performance, showing responsibility in each of the functions they have 
in their care. 
 
 According to the weighting used the level of job satisfaction present in the public bodies is favorable 
with a quantitative rating of 90, which indicates that public servants are satisfied with the activities they carry 
out, although it is true that positive results were obtained in general, the maximum rating was not achieved, in 
this sense there are areas of opportunity to work with the extrinsic factors that are the ones that presented the 
lowest score. 

 With regard to the linear regression of the subject study variables is presented by a statistical model 
scatter plot where the effect of the working climate on the job satisfaction of the workers surveyed was 
estimated, which shows that there is a positive linear correlation between the two variables.  
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 There is a strong positive correlation between the variable working climate and the job satisfaction of 
workers in the public entity of the state of Tlaxcala in 2020, expressed through Spearman's Rho equal to 0.60, 
i.e. the greater the perception of the working climate, the greater the job satisfaction experienced by the 
officials of the entity therefore it is decided to accept the alternative hypothesis which states that : The 
working climate of public servants of the public entity has a significant influence on labour satisfaction. 
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