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Abstract 
To compare the organizational climate of male and 

female paramedical employees, 60 male and 60 

female paramedical employees were selected. For 

this purpose, organizational climate inventory 

contained 70 items and 11 dimensions, has been 

selected, to examine difference between the 

organizational climate of male and female 

employees. As per the interpretation of results the 

organizational climate of female paramedical 

employees is lower than that of the male 

paramedical employees, and the difference 

obtained between the two groups was also found to 

be significant at 0.000 levels. Organizational 

climate plays an important role in paramedical 

services. A favorable work environment influence 

job satisfaction, low work stress, commitment, 

work performance and work engagement. 

Consequently, a new model of organizational 

climamte is being developed in this research study, 

and the outcomes provide clarification.   

   

I. Introduction 

The leaders of the organization and the or

ganization itself are crucially connected by the 

organizational climate. 

The way people feel or perceive their organization 

can be gauged by looking at its organizational 

climate. 

The organization's goal to develop its staff or 

employees by giving them good working 

environments 

and conditions as well as helping and supporting th

em  

to achieve job satisfaction is reflected in th

e organizational climate, all of these increase staff 

commitment to the organization. Here the gender 

equality is more important factor when we talk 

about good organizational climate, because both 

play an equal role in profitability of any 

organization. In this study, we reviewed how 

organizational climate differ among two major 

social groups.  
However, for decades, many researches 

focus on how women view opportunities and how 

gender inequality further impedes working 

women's advancement in their careers in India. 

Reports also emphasize how men and women view 

the opportunities that are available in the market 

differently. Only 25% of working men in India 

agree with the 37% of working women who claim 

they have fewer opportunities than men. 

Conversations about equal pay reveal this 

perception gap as well: 37% of women claim they 

are paid less than men, compared to 21% of men 

who feel the same way. Working mothers and 

working women report experiencing discrimination 

at work as a result of their domestic and family 

responsibilities. 

 

Organizational Climate and Gender 

The status of women has significantly improved in 

the 20th century in a number of areas.   

Nonetheless, compared to men, women are notably 

less likely to hold positions of authority and 

leadership, and women managers continue to be a 

minority (Carli et al., 2001). 

In general, women are more likely to be found in st

aff roles than in line positions, which mean 
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 that they have fewer opportunities to demonstrate t

heir competencies (Wiggins, 1996). Even in 

professions where women predominate, men have 

greater opportunities to advance to the top 

 (Broadbridge, 2010). 

According to the 2011 Catalyst Census, women hel

d 7.6% of high earning executive officer roles and 

14.4% of executive officer posts in 2010 (Catalyst, 

2011). 

In the healthcare industry, women are promoted to 

senior management roles in healthcare companies a

t a slower rate than men, even in cases when wome

n hold the majority of jobs. Financial benefits also 

appear to follow this pattern, with males benefiting 

more and women less as their professional 

progress. Furthermore studies conducted in India 

have shown that not much has been done recently 

to address the gender gap in healthcare leadership, 

particularly among the best hospitals in country. 

With regard to the Italian healthcare sector, results 

from a survey administered to a sample of 1821 

physicians of Padova city (Italy) in 2010 showed 

that 37,84% of the respondents declared to be not 

satisfied of the advancement in their career, and of 

these, 22% are women while 16% men. 

Researchers are starting to examine the relevance 

of perspective and experience variation related to 

various social groups (Berdahl & Anderson, 2005).  

Women have historically faced significant disadvan

tages in the workplace (Bryan & Boring, 1947; Asti

n, 1972). Examining the kind and degree of cultural 

parallels and differences that women encounter in 

relation to men is becoming more crucial as they 

steadily rise to leadership roles in organizations 

(Eagly, Karau, & Makhijani, 1995).  There have 

been several instances of unequal treatment of 

different genders in companies 

(Astin, 1972; Pfafflin, 1984; Solmon, 1978).  

The personality of the organization is characterized

 by its organizational climate, which also 

affects employee motivation and behavior. 

The interplay of an organization's processes, cultur

e, 

 leadership style, and psychological needs of its wo

rkforce creates its organizational climate. 

(Pareek,1989). It relies on how each individual 

within the organization views the way the 

organization functions and the issues that arise 

there (Hellriegal and Slocum, 1974; Peek, 2002). 

However there is an interdependent relationship 

between people and organizations (kerego & 

Mathupha, 1997). And both have a positive 

synergistic effect on each other’s ability to achieve 

results.  

Empirical studies have demonstrated that job satisf

action is not a function of job type; rather, it is influ

enced by organizational factors that contribute to th

e overall organizational environment, including siz

e, structure, remuneration, working conditions, and 

leadership (Zagenczyk & Murrel, 2009; Dimitriade

s, 2007).  

While there is many evidence and research about 

influence of orgnaisational climate on job 

satisfaction, work stress in many organizations but 

the evidence that link between organizational 

climate and gender differences in paramedical staff 

is limited. 

In light of this, the current study aims to investigate 

the perception of organizational climate among 

male and female paramedical staff in government 

sector.  

The individual perceives his surroundings based on 

values and behaves appropriately, creating an 

organizational atmosphere. In an organizational 

climate, for instance, traits like commitment, a 

cooperative atmosphere, leadership, trust, and 

justice are all crucial (Cygler et al., 2018; Kostic 

Bobanovic,2013; Saeed et al.,2019 Vitala et al., 

2015). A favorable work environment increases the 

sense of loyalty to workers with their company and 

the major impact of organizational climate on 

patient care is important of any hospital. Climate is 

not produced instantly; rather, it develops and takes 

on shape over an extended period of time as a 

result of a variety of interactions and experiences, 

for example An employee's perception of their own 

growth and development inside the company, their 

perception of how managers and peers treat them, 

the effectiveness with which dispute is handled, 

their level of performance incentive, and many 

other factors are all taken into account.  

 

Statement of the Problem 

“A comparative study of organizational climate 

among male and female paramedical employees 

in government sector” 

 

Objective of the Study:  

To study the organizational climate as expressed by 

male and female paramedical employees in 

government sector 

Hypothesis: 

There would be a significant difference among 

male and female paramedical employees on 

organizational climate. 

Research Methodology 

Sample: 

A total of 120 paramedical employees as 

respondents (male and female) from different 
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government hospitals have been selected on the 

basis of stratified random sampling. 

 

Measure: 

Organizational Climate Inventory, 

developed by Chattopadhyay & Agarwal. This 

scale consists of Form A & Form B. Here we are 

using Form B, which consists of 70 items to answer 

on a 5 point scale with 11 dimensions. These 

dimensions are performance standards, 

communication flow, reward system, 

responsibility, conflict resolution, organizational 

structure, motivational level, decision making 

process, support system, and warmth and identity 

problems. Some items are scored as 1, 2,3,4,5 and 

some items scored as 5.4.3.2.1.   

 

II. Result and Discussion: 
In present study there are 11 dimensions 

to have been analyzed to describe the 

organizational climate in government sector 

between the male and female paramedical 

employees. Dimensions of organizational climate 

which have been analyzed are as following:  

performance standards, communication flow, 

reward system, responsibility, conflict resolution, 

organizational structure, motivation level, decision 

making process, support system, warmth, identity 

problem.  

    

Table: statistical description of male and female paramedical employees on organizational climate: 

SN Dimension of OC 

 

Male (60) Female (60) t-test Sig. 

1 Performance Standards 29.95 24.5 9.63 0.000 

2 Communication Flow 48.93 40.83 15.12 0.000 

3 Reward System 11.78 12.91 -4.56 0.000 

4 Responsibility 11.01 8.4 9.348 0.000 

5 Conflict Resolution 19.95 24.58 -6.135 0.000 

6 Organizational structure 16.56 18.21 -3.197 0.002 

7 Motivational Level 27.28 30.91 -10.05 0.000 

8 Decision Making process 14.28 9.76 6.712 0.000 

9 Support System 35.98 36.68 -1.11 NS 

10 Warmth 22.08 20.88 4.34 0.000 

11 Identity problems 15.63 13.18 8.76 0.000 

 

Performance standards play important role 

in organizational climate. The obtained result (male: 

29.95, female: 24.5, t-value: 9.638 P<0.001) 

showing that performance standards perceived more 

favorable by male rather than female. Performance 

standards have been found to be higher in male 

paramedical employees as compared to female 

paramedical employees. This is because females 

deal more with poor timings of patients, excessive 

visit and lack of cooperation in government 

hospitals. T test was also computed after means 

were determined and the difference is significant on 

this dimension. 

 Communication flow is other important 

dimension of any organization. The result (male: 

48.93, female: 40.83, t-test: 15.12 P<0.001) is 

showing lack of good communication flow in 

female rather than male. The computed t-test has 

shown a significant difference between male 

paramedical staff and female paramedical staff in 

government hospitals on this dimension. More 

Leaders tend to deliver one way communication to 

their team but when this communication flow is two 

way ,this encourage and inspire commitment and in 

females have been seen less perception of 

inspiration and encouragement in government 

hospitals. 

Reward system often seen as more job 

satisfactory element in any organization. Here we 

found very interesting result that males are less 

satisfied with their reward system as compared to 

females in government hospitals. The obtained 

result (male: 11.78, female: 12.91, t-test: -4.559 

P<0.001) demonstrated that may be females have 

less amount of salary then men or may be less 

appreciation but they found more satisfy with their 

reward system of government hospitals. This is 

because they are happier with their freedom for 

doing a job and earn some money in Indian 

perspective. 

Responsibility is other important 

dimension for organizational climate. Responsibility 

is the obligation of a subordinate to perform the task 

assigned. Freedom for taking responsibility in any 

organization emotionally attached the employees 

with their organizations. The findings (male: 11.01, 
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female: 8.4, t-test: 9.348 P<0.001) is showing male 

paramedical employees have more authority and 

responsibility rather than females paramedical 

employees in government hospitals. Gender 

inequality is reason behind this climate in 

government hospitals. The result is showing 

difference is significant between male and female.  

The result (male: 19.95, female: 24.58, t-

test: -6.135 P<0.001) on conflict resolution 

dimension of organizational climate is showing 

resolution of any conflict is easier for female as 

compared to male, and t-value is significant.  

Organizational structure plays another 

important role in organizational climate. Obtained 

result on this dimension (male: 16.56, female: 18.21, 

t-test: -3.16 P<0.001) demonstrated that 

organizational structure of government hospital is 

more favorable for female as compared to male. 

According to result male often perceive 

organizational structure not favorable. Paramedical 

female employees are higher on perceiving 

organizational structure more favorable in 

government hospitals and computed t value is 

showing significant difference among two groups.  

The other dimension is motivational level, 

of organizational climate. The outcomes (male: 

27.28, female: 30.91, t-test: -10.05 P<0.001) 

demonstrates that female are high motivated at work 

as compared to male in government hospitals. Male 

paramedical employees are low motivated at 

workplace and calculated t value is significant at 

P<0.001. This is because Motivation at work defines 

that government hospital has healthy environment 

and the lowest motivation tends to less job 

satisfaction, work stress and vice versa.  

Decision making process is another 

important element in any organization and the 

effective decision making can be beneficial for 

organization also Contribution of every employee 

makes it better. The result for this dimension (male: 

14.28, female: 9.76, t-test: 6.712 P<0.001) 

illustrated major difference between decision 

making of male and female paramedical employees 

in government hospitals. Result is showing that 

male is freer to take decision for their organization 

rather than female in government hospitals. Here 

female perceive less freedom for decision making in 

government hospitals. 

Other dimension of organizational climate 

is support system demonstrated that females have 

more support as compared to male (male: 35.98, 

female: 36.68, t-test: -1.11 P<0.001). When 

employees perceive greater levels of organizational 

support, they are more likely to experience higher 

levels of wellbeing in government hospitals. To 

check the significance of difference in the study T 

test were also calculated and found to be not 

significant.  

warmth, the degree to which workers assist 

one another at work and believe they will receive 

support from managers and other staff members 

during trying times is referred to as this dimension. 

A strong sense of camaraderie among coworkers 

fosters the courage to voice thoughts and opinions 

without worrying about backlash or mockery. The 

computed outcomes (male: 22.08, female: 20.88, t-

test: 4.34 P<0.001) indicates that male paramedical 

employees perceive more warmth in government 

hospitals as compared to female paramedical 

employees. The calculated t value indicates that the 

difference is significant.  

Regardless of position or hierarchy, all 

workers desire to be treated with respect and value. 

Now more than ever, people want to work in an 

environment where they can find their own voice 

and inner self-assurance, enabling them to reach 

their greatest potential. The obtained result is 

showing (male: 15.63, female: 13.18, t-test: 8.76 

P<0.001) that female paramedical staff has more 

identity crisis than male paramedical staff in 

government hospitals. In addition to being 

discriminated against for their gender, many women 

also face prejudice due to their sexual orientation, 

disability or other aspects of their identity. These 

women typically encounter more hurdles to 

achievement.     

    

III. Conclusion and Suggestions: 
The environment of any government 

hospital is more important because this is the first 

place rural or urban people go when they feel 

unwell. The crowd is very excessive compared to 

private hospitals. Hospital staff members need to 

keep well in order to care for others. Organizational 

climate in any government hospital play an 

important role in employee engagement, motivation, 

which will eventually boost organizational 

performance. If their employees collaborate 

frequently, employers may incorporate teamwork 

performance requirements into their policies. The 

capacity to cooperate and perform well in a group 

setting in order to accomplish specific goals is 

known as teamwork. In any organization female 

develop more emotionally attachment than male but 

the lack of responsibly and authority makes them 

less satisfies with their organization and perception 

of non favorable organizational climate. Because it 

increases employee morale, engagement, 

productivity, and satisfaction, communication in the 

workplace is crucial. Improved team cooperation 
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and collaboration also depend on effective 

communication. In the end, improved workplace 

communication benefits people, groups, and 

companies alike.  

In this study researchers focus on how 

perception of organizational climate differ within 

two different social groups. The outcomes of study 

show a significant difference of the perception of 

organizational climate between male and female. An 

effective way to improve this kind of difference in 

any organization is to assess your current 

workplace, because a comfortable workplace 

stimulates creativity, profitability and loyalty in 

your workers, whether male or female. Here reward 

system is also a major factor contributes in 

favorable organizational climate. Employees need to 

be consistently recognized and valued for their 

work, dedication and achievement. Reward can take 

a shape of appreciation or magnification. These 

small things make greater changes. Sometimes we 

forget about women’s leadership style but 

researches show that Women leaders have some 

unique qualities, such as determination, sincerity, 

hard work, commitment towards their work, and 

setting future goals that give them the desired 

position in an organization, but due to the glass 

ceiling and organizational biases, they are unable to 

get it (Hennig & Jardim, 1977).  

 

References 
[1]. Berdahl, J. L., & Anderson, C. (2005). Men, 

Women, and Leadership Centralization in 

Groups professional Over Time. Group 

Dynamics, 9(1), 45-57. 

[2]. Boring, E. G. (1951). The Woman Problem. 

American Psychologist, 6(12), 679-682. 

[3]. Bryan, A. I., & Boring, E. G. (1947). Women 

in American psychology: Factors affecting 

their careers. American Psychologist, 2(1), 3-

20. 

[4]. Eagly, A. H., Karau, S. J., & Makhijani, M. 

G. (1995). Gender and the effectiveness of 

leaders: A meta-analysis. Psychological 

Bulletin, 117(1), 125-145. 

[5]. Solmon, L. C. (1978). Attracting women to 

psychology: Effects of university behavior 

and the labor market. American Psychologist, 

33(11), 990-999 

[6]. Pfafflin, S. M. (1984). Women, science, and 

technology. American Psychologist, 39(10), 

1183- 1186. 

[7]. Carli and Eagly, 2001L. Carli, A. Eagly 

Gender, hierarchy, and leadership: an 

introduction Journal of Social 

Issues, 57 (2001), pp. 629-636. 

[8]. Broadbridge, 2010 A. Broadbridge Social 

capital gender and careers: Evidence from 

retail senior managers Equality, Diversity and 

Inclusion: An International 

Journal, 29 (2010), pp. 815-834 

[9]. Wiggins, 1996 C. Wiggins Counting gender: 

does gender count? 

[10]. The Journal of Health Administration 

Education, 14 (1996), pp. 379-388 

[11]. Branin, 2009 J. Branin Career attainment 

among healthcare executives: Is the gender 

gap narrowing? Forum on Public Policy 

Online V (2009) 

[12]. Catalyst, 2011 Catalyst (2011). Recuperado 

de http://www.catalyst.org/knowledge/2011-

catalyst-census-fortune-500-women-board-

directors. 

[13]. Seghieri C, Rojas, Nuti(2015). Are there 

gender differences in how managers and 

professionals perceived organizational 

climate? The case of Tuscan healthcare 

system. Volume6, Issue 13, pp, 8-13. 

[14]. Gunaraja T. M, Determining Factors Of 

Organizational Climate With Reference To 

Leadership Styles, International Journal Of 

Mechanical Engineering And Technology 

(Ijmet) Volume 9, Issue 9,2018, Pp. 1327–

1332. 

[15]. Hennig M., Jardim A. (1977). The 

managerial woman. Anchor Press 

Doubleday. 

 

https://www.sciencedirect.com/science/article/pii/S2215910X15000063#bbib0020
https://www.sciencedirect.com/science/article/pii/S2215910X15000063#bbib0010
https://www.sciencedirect.com/science/article/pii/S2215910X15000063#bbib0125
https://www.sciencedirect.com/science/article/pii/S2215910X15000063#bbib0005
https://www.sciencedirect.com/science/article/pii/S2215910X15000063#bbib0025
http://www.catalyst.org/knowledge/2011-catalyst-census-fortune-500-women-board-directors
http://www.catalyst.org/knowledge/2011-catalyst-census-fortune-500-women-board-directors
http://www.catalyst.org/knowledge/2011-catalyst-census-fortune-500-women-board-directors

