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1. The Current and Contemporary Importance of Organisational Climate and Organisational Culture


Even though the constructs of climate and organisational culture were developed and described for the first time decades ago [1,2,3], they are still extremely modern and important constructs, in terms of their implications and impact on this field of study. Indeed, carrying out in-depth studies on the issue, and understanding the predictors of these variables and the related outcomes, has an important impact at the academic and managerial levels. Over the years, a strong body of literature has focused on the importance of the organisational climate and on its implications at the individual, team and organisation levels. This literature suggested that by investing in, and focusing on, the organisational climate, each company has direct effects on individual and organisational wellbeing, and on the ROI (return of investment) of companies. Moreover, this care and engagement about organisational climate seems to fully meet the goal of promoting and implementing decent and sustainable work, a current problem and a very worthy aim [4].



Indeed, one of the key challenges of the 21st century is sustainability. In the current panorama, the goals promoted by the 2030 Agenda for Sustainable Development are particularly relevant, and have promoted 17 Sustainable Development Goals (SDGs). Some of these SDGs show a correlation with organisational systems, especially in the dynamics of risk management, demonstrating that it is important to give equal importance to economic and financial aspects, but also to variables of reputational, ethical, social and psychological nature. It is in this background that studies on climate and organisational culture have been, and are being, carried out, emphasising their importance on the issue of wellbeing and quality of life at the global level.



To date, the theoretical background has focused on describing the construct of organisational climate, indicating its multidimensionality [5,6,7,8]. Organisational climate can be defined as “shared perceptions of and the meaning attached to the policies, practices, and procedures employees experience and the behaviours they observe getting rewarded and that are supported and expected” within an organisational context [9] (p. 362).



Several contributions have confirmed the close and inescapable ties between the individual and the organisation, and their mutual influence. The signalling theory [10] is a clear example of this, underlining how employees’ perceptions are directly related to, and shaped by, specific signals intended by the organisation. These signals are related to both the employees’ experiences and to the messages that the organisation voluntarily conveys [11]. Even when such information is incomplete, employees shape their perceptions based on what is visible and perceptible [12]. The social exchange theory also provides us with the following interesting perspective: employees who perceive that the organisation pays particular attention to enhancing human capital, and to adopting valuable practices and policies, are encouraged to adopt and maintain such behaviours and attitudes, in order to have a form of positive social return [13,14]. While this conceptualization of organizational climate may appear to resemble the concept of organizational culture, in that both are concerned with the creation and influence of social contexts in organizations, they are two distinct constructs, with differing epistemology, theoretical foundations and methodological assumptions.



In critically reviewing the literature on the two constructs, important differences arise, whose comprehension influences the studies carried out and possible interventions at the organisational level.



Although culture and climate both have a foundation in the interaction and socialisation between group members, organisational culture is more related to the historical evolution of social systems, and the understanding of individuals’ underlying values and assumptions, whereas the climate construct focuses on the impact that organisational systems have on organisational members.



According to Denison [15], the organisational climate could be understood as a factual set of organisational dimensions and salient features, combined with corresponding individual perceptions of those objective features. This consideration leads to organisational climate being interpreted as something relatively temporary and limited to some aspects of the social environment only. As a construct, it is, therefore, implied that organisational climate is more malleable and more easily susceptible to direct control or manipulation by managers within the organisation, who act on practices and policies that influence the factual dimensions and, indirectly, the employees’ perceptions.



This malleability represents the real and tangible possibility to intervene with this construct. An in-depth study is useful to understand the antecedents and consequences of climate at the individual, group and organisational levels, and allows scholars, the community and organisations to interrogate and propose themselves for educational, action research and/or longitudinal interventions. The findings and information obtained are valuable for the whole society, which gains awareness of the beneficial effects, and economic and social spin-offs. In the logic of sustainability, these data could also be useful to create a series of best practices to be imitated, in order to achieve the aim of creating a virtuous community that is socially sustainable, of value, and competitive on the market. These interventions conceal a difficulty and an important challenge; if the climate itself is more malleable, at the same time, this leads to changes at all levels of the organisation, but, above all, it requires time, which is a fundamental element for acquiring stability and trust in employees. These operations cannot be improvised, nor can they exclude careful study and planning; there is a risk of causing negative psychological effects at the individual, team and organisation levels.



There are several key issues to consider when discussing the relationship between culture and climate. Although researchers traditionally made theoretical distinctions between culture and climate, a number of articles have explored their overlap [4,15,16]. The elements favouring this overlap mainly concern the outcomes produced and the interpretation of the key elements. Regarding the outcomes, it is suggested, by research, that the perceptions of climate are associated with a variety of important individual, group and organisational outcomes. These outcomes include reduced turnover intentions; improved job satisfaction; higher individual job performance; increased work motivation; higher levels of commitment and engagement; increased organisational citizenship behaviours; greater personal initiative and flexibility; improved wellbeing and quality of life [17,18,19,20]. The overlap also occurs when considering the key elements of practices, policies, procedures, and routines, which play fundamental roles in both the organisational climate and culture. They are viewed as artifacts in culture [1], while, in the climate literature, e.g., [21,22], they are viewed as the basis for the formation of climate perceptions. It is proposed that the set of actual practices, policies and procedures is the linking mechanism between culture and climate. Given this fact, studying culture and climate, and thinking about possible interventions and training on climate or culture, had the same importance, because they could both produce positive outcomes for individuals, communities and organizations.




2. The Need for Training and Intervention


An increasing number of manuscripts have illustrated the potential of organisational interventions to improve organisational culture and climate [23,24,25]. Organisational interventions differ in their nature and complexity, involving different steps and timeframes, but, above all, requiring specific individual and organisational characteristics.



In the systematic review by Ouellette and colleagues [23], it was clear how self-efficacy, the perception of resources and the readiness to change become fundamental for the implementation of these interventions, and for their maintenance over time. Unfortunately, the current literature presents few contributions concerning the association between organisational climate and possible interventions or transfer training [24,25,26]. However, studies on this subject are becoming increasingly useful in fostering the organisational change required by contemporary challenges. Nowadays, the study of interventions and training aids the understanding of specific demands and resources of organisations in the current era and over time, but also facilitates the replicability of successful training interventions. Moreover, it could be useful to examine the possible moderators of that success, and to foster and gradually move from organisational support to organisational change, in order to measure the global and specific domains of organisational culture and climate over multiple time points. All this brings forth a reflection on the profound importance that organisational interventions could have and how much studies in this sense could contribute, in the spirit of moving science to service.




3. The Organisational Climate Today: The Concept of Multiple Climates


In recent years, the debate around the relationship between organizational climate and safety climate has become increasingly heated. This has happened due to recent changes in the focus of research, as researchers’ attention has shifted from global to aspect-specific climates. In detail, it is assumed that each organisation may have a number of climates related to specific aspects, such as a safety climate, a diversity climate, a communication climate, and so on [27]. It follows that many of these specific climates may be present at the same time in a working environment, since they refer to different aspects of the same organisational context; hence, it is very interesting to study them individually and in relation to each other [28].




4. The Purposes of Studies in This Field


The importance of carrying out studies in this field could be summarised by two main reasons, apart from the more general reason of these studies contributing to the success of the company and boosting the performance level of the organisation in both the long and short term.



The first objective that these studies certainly achieve is to offer a broader understanding and awareness of appropriate organisational climate, which could improve the impact of organisational climate components on several outcomes at the individual, group and organisational levels. The identification of an appropriate climate becomes fundamental because it involves all workers at the various levels considered, without distinction or symmetry.



The second objective that these studies could achieve is to offer answers and some form of indication for the current challenges experienced by the labour market. Specifically investigating the safety climate or the diversity climate, their specific antecedents and protective factors, and the positive outcomes they have fosters an important implication and application, not only at the academic level, but mainly at the managerial level.



Therefore, we hope that an increasing number of studies will be carried out on the topic of organisational climate, which will also focus on the application of organisational and training interventions and their evaluation. The expected findings could provide valuable indications for the construction of best practices to be applied and imitated, and could contribute to the construction of an increasingly sustainable society, also at the social level, in the logic of science at the service of society.
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