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Abstract 

The work environment, in its most general conception, alludes to biased expecta-

tions of risks and benefits around a function and in relation to the performance of a 

working group, but in its factorial structure, dimensions have been found that         

explain a moderate percentage of the variance of the construct. In this sense, the 

objective of this paper is to specify a model for the study of the work climate,             

considering the institutionalism and human capital of a public university. An           

exploratory study was carried out with an intentional sample of 125 administrative 

personnel. From a structural model it was found that the relationship climate factor 

explained the highest percentage of the variance (21%) and it was the reflective 

dimension of the construct (0.524). The inclusion of the task climate is                    

recommended due to its link with the leadership and the collaborative climate. 

Introduction 

This article falls within the discipline of Social Work, an area of organizational 

studies, but includes terminology from industrial psychology, the sociology of 

work and labor economics. 

The objective of the present work is to specify a model for the study of the                

organizational climate by establishing the reliability and validity of an instrument 

that measures the organizational climate in a sample of administrators, teachers 

and students of a public university of the State of Mexico affiliated to the National 

Association of Faculties and Schools of Accounting and Administration 

(ANFECA). 

The work climate, from the organizational psychological approach, refers to four 

factors related to relationships, supports, innovations and tasks, but only linked to 

their environment in the logic that a good climate will determine the balance with 

respect to internal resources [17]. 

On the other hand, from the sociology of work, organizations have only been               

studied in reference to the State or in relation to a labor market. Institutionalism 

maintains that business promotion or micro-financing policies will determine the 

balance between external demands and the capabilities of companies, but that        

bureaucratic rationality would have its limits in the emergence of human capital 

[8]. 

It will be from human development where labor economics will study organiza-

tions as asset agencies where relations of knowledge production prevail as the axes 
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of the creation of added values in companies [29]. 

Well, despite the fact that organizational psychology has advanced in the study of the work environment, 

it could be complemented with the assumptions of the sociology of work and labor economics to offer a 

comprehensive overview in the study of a seminal process for the social sciences in general. and the     

economic-administrative sciences in particular [31]. 

In this sense, the proposal of Social Work is to merge some theoretical assumptions of the three                 

disciplines in order to explain the interrelation between state institutionalism and the work environment 

through the notion of human capital. 

Intangible Assets Theory 

The theoretical frameworks that explain organizational intangible assets are: 1) work environment                

theory, 2) institutionalism theory and 3) human capital theory [2]. 

The work environment, understood as a process of expectations of risk and benefit, usefulness and ease 

of use of technology in professional performance, involves areas of specialization that drive productivity 

and competitiveness, but far from intangible assets such as information processing capabilities, skills and 

knowledge [7]. It is known that the climate of relationships determines the climate of innovations, tasks 

and supports, but it is unknown if such an influence permeates computational skills, the perception of 

usefulness and the ease of use of technologies, devices and information networks [7]. 

In this way, the theory of the work or organizational climate decouples the creation of an intangible               

value such as knowledge with the dynamics of work groups and teams, but the theory of institutionalism 

will come to reconsider such shortcoming by proposing that the policies of business promotion or              

micro-credit are disseminated in the merit contest of organizations promoting human capital, mainly 

intangible capital such as intellectual or computer skills [16]. 

Institutionalism, in its most sociological essence, warns that organizations limit themselves to state               

designs in order to strengthen their credit portfolios or internationalize their products, which, without the 

sponsorship of the State, would be unlikely to be carried out [9]. In a self-managed sense, organizations 

dedicated to creating the maximum value of knowledge seek to become independent from the State,  

orienting themselves towards the formation of human capital, mainly that which produces knowledge 

and creates additional values for companies [23]. 

According to the theory of human capital, academic training should be associated with professional 

training, although each time both systems differ, among other reasons, due to the transformation of              

market demands [20]. This is how human capital in its intellectual aspect will develop the skills and 

knowledge that the market demands, but based on organizational capacities and personal commitment to 

make it happen [19]. 

It is precisely in this instance where the work environment becomes relevant since, although work               

commitment supposes a disposition in favor of personal well-being, it also alludes to a group recognition 

that potentiates capacities and encourages motivation to achieve objectives and work goals [6]. 

However, organizations dedicated to the creation of knowledge must adjust their expectations to the  

talents and leadership that complement their most valuable intangible assets or intellectual capital [14]. 

In this way, organizations emphasize the relationships between talent, leaders and intellectuals in order 

to reduce their disagreements and conflicts, as well as direct their capacities towards the objectives of the 

organization, the tasks of the work groups and the goals of the organization. departments [15]. 
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Organizations must refer to complex systems such as self-regulation, dissipation, adaptability, dynamism 

and complexity in general to overcome the imponderables and contingencies of the environment, as well 

as the differences between their members [12]. 

Once organizations have established the complex processes they require to balance external demands 

with their internal resources, they will foster management, production and information transfer systems 

where computational skills will be determinants of external demands on their capacities, such as sustain-

able local development. [30]. 

The theoretical and empirical frameworks will explain the trajectories of dependency relationships           

between the dimensions of the work environment in an institutional context of knowledge transfer [22]. 

The theories put forward on the work environment, institutionalism and human capital propose the study 

of a processual trajectory that goes from commitment, professional training, capacities, skills and 

knowledge oriented institutionally, but also based on continuous and relative training. to the innovation 

of knowledge that will explain the phenomenon in the public university of study. Although the theories 

have explained the work environment, the specificity of the public university supposes new factors and 

indicators that have not been explained [27]. 

Studies of intangible assets 

Intangible assets such as knowledge networks derive from a culture of success, leadership and climate 

around which relationships of trust, support, innovation and goals are developed; bidirectional and             

horizontal with equity and solidarity [21]. 

Entrepreneurship is the result of the socialization of opportunities and capabilities [21]. The cited            

literature has shown that in the face of risks or contingencies external to organizations, they increase their 

capacities based on the scarcity of resources, entrepreneurship and innovation emerge as hallmarks of a 

labor collaboration. 

Organizational studies have shown that complex companies develop climates of support, climates of  

innovation, climates of rules and climates of goals [1]. This is so because in the face of risk events;   

earthquakes, fires, frosts, landslides, droughts, plagues or corruption, organizations self-manage their 

resources, dissipate their capacities, adapt their resources and optimize their processes (Anicijevic, 

2013). 

In the case of Higher Education Institutions (HEIs), in strategic alliances with knowledge-creating                

organizations, such as the system of professional practices or professional service, they establish collabo-

rative networks of academic, professional and labor training based on skills for the market. production-

oriented and knowledge transfer [24]. 

However, before the change from the Welfare State to the Managerial State, the policies of evaluation, 

accreditation and certification of the quality of the processes and products have developed the new                 

institutionalism or university governance that consists of the establishment of management systems 

based on the inclusion of intellectual capital [10]. 

It is an isomorphism that is reproduced in HEIs through values, norms, beliefs and traditions inherent in 

collaboration, entrepreneurship and process innovation in order to optimize resources and balance the 

imbalance between external demands and capacities. internal to organizations [25]. 

In the case of complex institutions and organizations such as HEIs, self-regulation, dissipation,                 

adaptation and dynamism are preponderant factors in their culture, structure and work environment of 
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tasks, support, collaboration and innovation, although the contingencies and risks of the environment 

make them more isomorphic, in this process they differ by their degree of conflict mediation, assertive 

communication, knowledge management, productivity and competitiveness [13]. 

More specifically, the literature has identified in knowledge management or codification of knowledge 

and skills the main factor of the organizational climate oriented to the formation of intellectual capital 

and its transformation into an intangible asset [11]. In this management instance, organizations                       

self-regulate their knowledge and skills in order to adapt to changes in the environment, emerging intel-

lectual capital as transformative leadership in a dynamic of prediction, prescription and prevention of risk 

events [28]. 

Method 

The specification of the model arose as a need to adjust the four dimensions of the work environment 

with respect to studies that identify a fifth factor related to corporate social responsibility, although                 

others relate the environment to leadership styles. The selection of the literature was made based on the 

repositories: Dialnet, Latindex, Publindex, Redalyc and Scielo from 2010 to 2018, as well as the                     

inclusion of the keywords for considering them leaders in Latin America and focused on local problems. 

Given that the literature identifies in 2018 four preponderant instruments for measuring the organization-

al climate; Task Climate Scale (ECT-7), Support Climate Scale (ECA-7), Innovation Climate Scale (ECI

-7), Relationship Scale (ECR-7) with reliability levels above the minimum required of 0.700 but less than 

the optimum of 0.900; as well as validity factorial structures between 0.450 and 0.680 that increased the 

fit of the model due to the influence of the sample size and the volume of items on the chi-square                 

parameter, these scales were complemented with the information extracted from experts. 

Therefore, the specification of a model for the study of the organizational climate in HEIs was                     

established considering that the theoretical, conceptual and empirical frameworks focus their attention on 

the academic, professional and labor training of human capital that will be transformed through                

collaborative alliances. with organizations that create knowledge in intangible assets . 

It was essential to gather the opinions of teachers, researchers, professionals and trainers regarding the 

skills that the international market in general and the local market in particular require for the case of 

students of the division of administrative economic sciences, mainly of actuarial degrees. , marketing and 

administration who carry out their social service or practices in private and public hospitals in a town in 

central Mexico. 

In the process of building the agenda of academic, professional and labor competencies, a contingent 

scenario of evaluation, accreditation and certification of the quality of the processes and products was 

assumed between the HEIs and the organizations that signed the collaboration agreement. 

The discussion among the expert judges took place in the facilities of a HEI in central Mexico as part of 

the established collaboration agreement. The Delphi technique was used to establish the codes and data 

that allowed the construction of the collaboration agenda, mainly in terms of academic, professional and 

labor skills for the labor market. 

The discussion was developed in three rounds from which the data was integrated, the concepts were 

redefined and the assumptions of competency-based training were confronted. Once the agenda was  

established, their budgets were translated into reagents in order to carry out a pilot and selective study of 

the items that would make up the scale for the second phase of the study. 
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Once the documentary agenda was confronted based on the review of the literature regarding the agenda 

of experts subtracted with the Delphi technique, a non-experimental, cross-sectional and exploratory 

study was carried out, intentionally selecting 125 administrators from a public university, affiliated to the 

ANFECA of area five. 

Once the Work Climate Scale of [7] was generated, which includes four dimensions related to the cli-

mate of relationships, support, innovations and goals. Each item is answered with one of five options 

ranging from “not at all in agreement” to strongly in agreement”. 

The confidentiality of the results was guaranteed in writing and it was reported that they would not nega-

tively or positively affect their work-administrative status. The information was processed in the Statisti-

cal Package for Social Sciences (IBM-SPSS-AMOS for its acronym in English, version 25.0). Mean, 

standard deviation, alpha, sphericity, adequacy, factor weights, goodness of fit, and residuals were esti-

mated. 

Results  

Table 1 shows the psychometric properties of the construct, which exceed the minimum required correla-

tion of 0.60 (alphas from 0.765 to 0.795, respectively).  

The percentage of total explained variance accumulated 56% of the total explained variance, evidencing 

the inclusion of at least one other factor , such as the task climate, whose inclusion would increase the 

explained percentage of the construct. We proceeded to estimate the structure of correlations and covari-

ances in order to observe the emergence of a second-order factor common to the four established factors 

that the literature identifies as work environment (see Table 2). 

M = Mean, D = Standard deviation; F1 = Organizational Climate of Relations, F2 = Organizational Cli-

mate of Supports, F3 = Organizational Climate of Innovations, F4 = Organizational Climate of goals: * p 

< .01; ** p < .001; *** p < .0001 

Source: Prepared with study data 

Once the factors were established, the contrast of their dependency relationships was estimated. 

The adjustment parameters ⌠ χ 2 = 124.31 (16df) p = 0.007; GFI = 0.970; RMSEA = 0.008⌡ suggest 

acceptance of the null hypothesis regarding the fit of the revised theories and findings with respect to the 

observed data. 

The results show that the instrument to measure the organizational climate in the HEI under study: 1) is 

barely reliable since its alpha levels range between 0.700 and 0.790, with those scales that exclude items 

and show correlations close to 0 being more consistent .80; 2) it is valid since the four items of each  

factor exceed the indispensable minimum threshold of 0.300; 3) suggests the inclusion of a fifth factor 

that the literature identifies as a climate of responsibilities in the face of risk events to explain the actions 

of organizations in favor of their environment and not only their adaptation to contingencies. 

Therefore, the inclusion of a fifth factor will explain and predict the responses of the HEIs under study to 

the demands of the local and international market, provided that they establish strategic alliances with 

organizations that create knowledge and transform intellectual capital into intangible assets in the face of 

risk scenarios and uncertainty. 

Discussion 

The present work has specified a model for the study of the work environment based on the reliability 
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R M D yes C TO F1 F2 F3 F4 

R1 3.18 1.16 1.41 1.31 0.772   0.300     

R2 3.04 1.00 1.54 1.45 0.775   0.304     

R3 3.08 1.08 1.23 1.49 0.770   0.306     

R4 3.05 1.09 1.02 1.50 0.776   0.300     

R5 3.06 1.02 1.36 1.27 0.765     0.302   

R6 3.07 1.03 1.53 1.42 0.768     0.304   

R7 3.01 1.05 1.61 1.46 0.760     0.301   

R8 3.00 1.08 1.20 1.37 0.761     0.305   

R9 3.02 1.09 1.81 1.54 0.760       0.317 

R10 3.81 1.02 1.92 1.32 0.757       0.316 

R11 3.06 1.03 1.45 1.46 0.750       0.314 

R12 3.05 1.01 1.30 1.89 0.759       0.510 

R13 3.02 1.02 1.42 1.01 0.782 0.301       

R14 3.05 1.04 1.57 1.45 0.780 0.305       

R15 3.16 1.05 1.59 1.65 0.779 0.308       

R16 4.05 1.00 1.52 1.38 0.770 0.302       

Table 1. Descriptive, reliability and validity of the instrument.  

R = Reactive, M = Mean, D = Standard Deviation, S = Bias, C = Kurtoosis, A = Cronbach's Alpha mi-

nus the value of the item. Extraction method: main axes, promax rotation. Sphericity and adequacy ⌠χ2 

= 124.36 (44df) p = 0.000; KMO = 0.780⌡. F1 = Organizational Climate of Relations (21% of the total 

variance explained), F2 = Organizational Climate of Supports (17% of the total variance explained), F3 

= Organizational Climate of Innovations (11% of the total variance explained), F4 = Organizational 

climate of goals (7% of the total explained variance). All the items include the alpha value minus their 

estimation and include five response options: 0 = “I do not agree at all” to 5 = “I strongly agree”. 

Source: Prepared with study data 
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and validity of an instrument that measured four explanatory dimensions of 56% of the total explained 

variance, but the results of the study are limited by the type of study. exploratory, purposive sampling, 

and principal axis analysis with promax rotation. 

It is necessary to contrast the model in scenarios other than the one studied in order to further specify the 

model which could be incorporated into the task climate to explain a greater percentage of the factorial 

solution of the organizational climate construct. 

Carreón and García (2017) specified a model related to professional training in which they found that 

training and education are two fundamental pillars of the construct, but since it is a context in which a 

climate of emotions prevails over job training, then they recommend specifying a structure related to the 

work environment. 

In the present work, it has been found that the model explains a regular percentage of the variance that 

could be influenced by emotions, as in the case of the specification of the professional training model, 

although it would be specific indicators of the relationship climate since the Literature has not                     

established a climate of affects or emotions. 

[4] chose to specify a model to explain a dimension of the work environment alluding to the climate of 

relationships. It is about the climate of collaboration that was indicated by four factorial dimensions 

linked to organizations in their complexity processes, but that in the present work could not be included 

since it is a more generalized study of the expectations of administrative staff in a public HEI. . 

In other words, the climate of collaboration would only explain a minimum percentage of the variance of 

the construct when referring to aspects of competitiveness that have not been observed in public universi-

ties as if they have been documented in organizations.  

[23] proposes that the study of the work environment be approached from the leadership since this is the 

factor that generates and perfects it and even guides it towards productivity and competitiveness through 

a climate of collaboration ex professed. 

However, in the present work it has been proposed that leadership is an institutional remnant that               

organizations have considered as a starting point and not as a final destination. In this sense, the                     

institutionalism that a charismatic or traditional leadership supposes is anchored in the conception that 

control is exercised from the top management and that the climate will be a result of strategic planning, 

but in the present work the climate of relations, the one that alludes to coexistence and commitment,   

explained the highest percentage of the variance with 21%. 

Conclusion 

The objective of the present work deals with the specification of a model, but 44% of the variance of the 

construct was not explained and this supposes the inclusion and consequently the empirical test of the 

  M D F1 F2 F3 F4 F1 F2 F3 F4 

F1 23.24 14.25 1,000 0.435* 0.549** 0.658*** 1,896 0.436 0.549 0.659 

F2 25.49 16.50   1,000 0.549* 0.548*   1,765 0.534 0.671 

F3 30.43 15.49     1,000 0.439**     1,782 0.549 

F4 26.45 13.56       1,000       1,509 

Table 2. Correlations and covariances between the factors. 
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model in other scenarios. 

In addition, the literature proposes and demonstrates that the factorial solution of the work environment 

is involved with leadership, culture and entrepreneurship, but above all its relationship dimensions have 

been further specified to guide the study towards collaboration fostered from leadership. an institutional 

process from which knowledge-creating organizations have begun to distance themselves. 

The results show that the proposed theoretical model is adjusted to the data obtained, suggesting the               

non-rejection of the null hypothesis that refers to the significant differences between the four dimensions 

reported in the literature with respect to the relationships established between the factors found: climate 

of support, tasks, relationships and innovations; although the percentage of explained variance can be 

increased with the inclusion of a fifth factor that the literature associates with risk events: climate of  

corporate social responsibility. 
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