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Abstract. The purpose of this paper is to analyze the relation between
Organizational Climate and Knowledge Management in the shop floor.
The study is conducted in an auto part plant inserted in a Truck Factory
with 7 partners. 44 blue collar workers were interviewed. The results show
a relationship between Organizational Climate and Knowledge Manage-
ment in the automotive sector, evidenced by the significant correlations
between the variables analyzed. The unemployment situation can neg-
atively influence the climate of organizations. The positive social inter-
action can preserve knowledge sharing even when there are weaknesses
in the organizational climate. Future research can compare the results
of this study with another sample in the same environment in stable
employment situation. Other research may replicate this study with a
larger number of participants.
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1 Introduction

This paper, analyses the relation between Organizational Climate and Knowl-
edge Management in the industry shop floor. The Organizational Climate (OC)
is the way in which members of the organization perceive or characterize
their working environment [1]. OC encompasses the organizational structure
and processes, interpersonal relationship, management compensation, employee
behavior, performance expectations and growth opportunities. It is the result of
interaction among the organizational components: structure, systems, culture,
leader behavior, and the psychological needs of workers.

Organizational Climate refers to common practices, shared ideas and value
systems that an organization follows [2]. For members of the organization, climate
takes the form of a set of attributes and expectations that describe the general
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pattern of organizational activities [3] playing a key role in shaping employees,
behaviors and influences their perception of Knowledge Management - KM [4].

The study of OC is multidisciplinary and encompasses criteria that are
related to the KM, but studies indicate lack of consensus on evaluating this
influence [5-11]. Highlighted the importance of provoking beliefs, commitments,
situations and appropriate interactions in organizations, elements connected with
the OC, and to provide the information that is converted into knowledge and can
move by organizations, positively influencing judgments, behaviors and attitudes
[12].

The KM is the systematic, formal and deliberate acting in order to capture,
preserve, share, and (re) use the tacit and explicit knowledge, created and used
by persons during routine tasks and improvement of production processes in
order to generate results measurable for the organization and for the people [13].
The theme relevance is related to its impact on the organization’s performance
improvements. KM benefits focusing on organizational problems solving, which
will connect KM with the company’s performance and demonstrate financial
impacts and non-financial [14,15].

Competitive advantage for organizations is relating the continuously innova-
tive environment in its internal processes, procedures and resources [16]. Enter-
prises can encourage employees to collaboration, information exchange, open
communication, and to explore non-routine alternatives through formulation of
innovative climate [17]. Cooperation among individuals plays a critical role on
development interesting and innovative ideas occur [3].

Research indicates the importance of creating a favorable psychological envi-
ronment within the company as the facilitator of knowledge sharing in sectors
as banking [9], educational, hospital [17], steel making, computer and telecom-
munications. The research results discussion are grouped in (a) positive impact
raised by the OC in KM, (b) negative impact of unfavorable OC in KM and (c)
best practices of Organizational Climate to favor the Knowledge Management.

Moreover, literature analyzed shows a consensus to point out that the favor-
able OC can promote benefits of the KM as higher degree of sharing and appli-
cation of knowledge through social interaction and favorable cooperation, open
communication, socialization among employees, coordination behavior, increased
confidence and integration with work [6-9].

There is a necessity to create a OC to support organization members to
develop a positive attitude towards the work, followed by subjective norms,
extrinsic motivation [9,10], promoting an open climate that encourages risk-
taking, trust and open interaction, collecting and describing individual knowl-
edge, intellectual capital and organizing your organization’s information [11].
Innovative organizations need a OC that stimulates an open mind, committed
and involved relationships of trust and mutual support [6], to develop new ideas
and respond to new opportunities, must involve a cultural change, by dedicat-
ing time of transformation of knowledge into innovation activities, providing
reinforced KM levels [8].
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Examples are the positive impact and in turn best practices of organiza-
tional climate to favor the knowledge management, but Organizations with a
lot of formalization and centralization hinder integration among members of the
organization and social interaction which ends up promoting the organizational
climate barriers that compromise the good performance of knowledge manage-
ment levels [5].

New information technologies and innovation also have a cause-effect rela-
tionship between organizational climate and knowledge management. The use
of information can help the application of knowledge management technology,
so it should prevail a grip of climate to the system, which must be practical and
dynamic, otherwise the positive impact can be reversed and seen as an obstacle
in organizations [5].

2 Method

The research is a quali-quanti study conducted in one assembly line working in
Modular Consortium [18]. The Modular Consortium is designed as a radical case
of outsourcing among an automaker and the small number of direct suppliers,
in which: suppliers assume that the pre-assembly of the module is under its
responsibility and its subsequent mounting is directly on the production line for
the assembly plant, investments in equipments and tools and supply chain the
management module; the assembler provides the plant and the final assembly
line to execute the coordination of the same and the final test of vehicles [18].

Literature Review is based on Web of Science and Scopus, using descriptors
“organizational climate” and “Knowledge Management”.

The research instrument use Likert scale (5 points). The analysis of results
were performed using SPSS version 21.0. 44 blue collar workers were interviewed.
The participants were of the male sex with average experience time in 9years
industry with standard deviation 4.49 and the average time in the company of
7.64, standard deviation of 4.19. All participants were immersed in the produc-
tion process and distributed as follows: assembly (n = 20), brake systems (pipe)
(n = 7), manufacturing (n = 7), quality inspectors (n = 2), others (n = 8).

3 Results and Discussion

The descriptive analysis of the variables (Table 1) showed that the organization
are conspicuous personal interests above the collective and organizational inter-
ests (OC1, OC2, OC4), there is a widespread perception in the sample of the
company’s workers that spent time cajoling theirs superiors (OC3). The major-
ity of the sample preferred not to comment about the OC5 item concerns -Some
co-workers try to manipulate the groups which they belong, the most frequent
response of the participants was: neutral. Participants agree to point out that
within the organization people speak ill of the other to be well valued (OC6).
Respect to Knowledge Management, participants indicated that seek talking
to people who help them with their work problems (KM1), or to keep them
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updated with important information about the organization (KM2). The use of
e-mail in this sample is not a tool for the sharing of knowledge, 43.2% declined to
comment on this item (KM3), expressing neutrality and 21.5% fully disagreed.
Most also expressed agreement to point out that there is sharing environmental
knowledge within the organization (KM4; KM5; KM6; KM7).

The correlation analysis (Table 2) assesses the relationship among the vari-
ables related to Organizational Climate and Knowledge Management in the
working environment of the organization and relevant results were found and
are set out in the Table 2. Significant correlations were shown between the ques-
tions studying the Organizational Climate (p <0.001) and it was similarly as
looking to the interior of the questions concerning the Knowledge Management
(0.01 <p<0.05), but the level of significance was less strong when compared
with the organizational climate.

The KM2 item relating to the use of personal conversation to keep others
updated with important information about the organization, showed significant
correlation with all the Organizational Climate questions. KM3 and KM7 items
of Knowledge Management have not shown correlations with any item on the
organizational climate.

The participants have the general view of the existence of an unfavorable
organizational climate, OC seen as the way in which members of the organiza-
tion perceive or characterize their working environment [1]. This can be explained
by the availability situation experienced in the organization prior to the ques-
tionnaire, in which were sent away a group of workers, according [19], the unem-
ployment situation ends up influencing the climate of organizations because of
the constant need to meet targets, to be updated, be versatile, teamwork, form
great pressure on employees who feel powerless against this context.

Knowledge Management showed a significant relationship to the organiza-
tional climate, but the KM doesn’t show the weaknesses observed in the OC.
One explanation could be that the unemployment situation is recent and may
the Organizational Climate has not influenced negatively on the development of
knowledge tab. Another explanation may be given by the fact that, despite the
employees of the view that colleagues interpose personal interests above the col-
lective and organizational interests, there is still a good communication among
them and the prevailing social interaction; as point out by [6]. Positive social
interaction results in a higher degree of knowledge sharing and knowledge appli-
cation, being a mediator in the relationship between organizational structure
and Knowledge Management.

However, it was found the correlation between Organizational Climate and
Knowledge Management in the plant researched, evidenced by the significant cor-
relations among variables in the analysis, the results are consistent with research
in banking [9], educational, hospital [17], among others.
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Table 1. Descriptive data evaluating the responses of participants for each variable.

Mean (SD) |Strongy |Agree|Neutral | Disagree|Fully
agree disagree
Moda % % % % %
There is a lot of self-serving behav-|4.09 (1.14) 5/45.5 34.1 | 9.1 9.1 0
ior going on here. (OC1)
People do what’s best for them, not|3.55 (1.19) 4/20.5 40.9 |18.2 15.9 2.3
what’s best for the organization.
(0C2)
People spend too much time cajol-|3.73 (1.23) 4/29.5 36.4 |20.5 6.8 4.5
ing to those who can help them.
(0C3)
People work behind the scenes to|3.48 (1.17) 4/18.2 36.4 |29.5 9.1 4.5
make things for themselves. (OC4)
Many employees are trying to|3.11 (1.15) 3|13.6 20.5 [36.4 25.0 2.3
maneuver their way into the in
group. (OC5)
People speak ill of the other to be|3.68 (1.12) 4|22.7 40.9 |25.0 6.8 2.3
well valued. (OC6)
I talk to the others seeking help|3.30 (1.19) 4/13.6 34.1 |31.8 114 6.8
them with their work problems
(KM1)
I use personal conversation to|3.52 (1.11) 415.9 43.2 |25.0 11.4 2.3
keep others updated with informa-
tion I have about the organization
(KM2)
I use email to communicate and|2.59 (1.11) 3| 0 19.5 |43.2 13.6 21.5
help colleagues with problems
work (KM3)
I share my experiences so others|4.11 (0.92) 4|34.1 50.0 |13.6 0 0
can improve their own work (KM4)
My co-workers share their knowl-|3.64 (1.04) 4|15.9 50.0 |20.5 11.4 0
edge and experiences while work-
ing (KM5)
Most people in my organization are|3.80 (1.15) 4|25.0 47.7 |18.2 4.5 0
willing to share what they know
(KM6)
My co-workers volunteer sharing|3.75 (1.01) 4/20.5 47.7 |22.7 6.8 0

their knowledge and experiences
even without being asked (KMT)
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Table 2. Analysis of correlations among variables Organizational Climate and Knowl-
edge Management

OC1 OC2 OC3 OC4 OC5 OC6 KM1 KM2 KM3 KM4 KM5 KM6 KM7
r 0.72* 0.84* 0.70* 0.60* 0.76* 0.13 0.46* 0.09 0.43* 0.21 0.26 0.20
OCI; ! 0.00 0.00 0.00 0.00 0.00 0.45 0.00 0.58 0.003 0.18 0.09 0.19
T 0.72% 0.74* 0.71* 0.64* 0.73* 0.23 0.31* 0.03 0.41* 0.11 0.17 0.15
‘p 0.00 ! 0.00 0.00 0.00 0.00 0.07 0.04 0.84 0.01 0.49 0.28 0.32
r 0.84% 0.74* 0.77* 0.68* 0.77* 0.25 0.42* 0.02 0.42* 0.23 0.17 0.19
C3P 0.00 0.00 ! 0.00 0.00 0.00 0.11 0.01 0.90 0.01 0.13 0.26 0.23
r 0.70% 0.71* 0.77* 0.74* 0.76* 0.33* 0.56* 0.12 0.40* 0.19 0.14 0.10
p 0.00 0.00 0.00 ! 0.00 0.00 0.03 0.00 044 0.01 0.23 036 0.51
r 0.60* 0.64* 0.68* 0.7* 0.72% 0.32*% 0.57* 0.07 0.45* 0.15 0.27 0.23
5P 0.00 0.00 0.00 0.00 ! 0.00 0.04 0.00 0.63 0.00 0.32 0.08 0.14
r 0.76* 0.73% 0.77* 0.76* 0.72* 0.28 0.53* 0.04 0.51* 0.34* 0.36* 0.24
CGP 0.00 0.00 0.00 0.00 0.00 0.06 0.00 0.78 0.00 0.02 0.02 0.12
T 0.12 0.28 0.25 0.33* 0.32* 0.28 0.65* 0.45* 0.44* 0.62* 0.52* 0.45*
1\/ILP 0.45 0.07 0.11 0.03 0.04 0.06 0.00 0.002 0.003 0.00 0.00 0.002
T 0.46* 0.31* 0.42* 0.56* 0.57* 0.53* 0.65* 0.37* 0.58* 0.51* 0.52* 0.41*
1VI"P 0.00 0.04 0.01 0.00 0.00 0.00 0.00 0.01 0.00 0.00 0.00 0.01
R 0.09 0.03 0.02 0.12 0.07 0.04 0.46* 0.37* 0.02 0.25 0.15 0.09
KlVL)P 0.58 0.84 0.90 0.44 0.63 0.78 0.002 0.01 0.88 0.10 0.33 0.55
o 0.43* 0.41* 0.42* 0.40* 0.45*% 0.51* 0.44* 0.58* 0.02 0.56* 0.53* 0.65*
K1\/I&P 0.00 0.01 0.01 0.01 0.00 0.00 0.003 0.00 0.88 0.00 0.00 0.00
r 0.21 0.11 0.23 0.19 0.15 0.34* 0.62* 0.51* 0.25 0.56* 0.56* 0.73*
K1VL’P 0.18 0.49 0.13 0.23 0.32 0.02 0.00 0.00 0.10 0.00 ! 0.00 0.00
r 0.26 0.17 0.17 0.14 0.27 0.36* 0.52* 0.52* 0.15 0.53*% 0.56* 0.59*
P 0.09 0.28 0.26 0.36 0.08 0.02 0.00 0.00 0.33 0.00 0.00 0.00

r 0.20 0.15 0.19 0.10 0.23 0.24 0.45* 0.41* 0.09 0.65* 0.73* 0.59*

P 0.19 032 0.23 0.51 0.14 0.12 0.002 0.01 0.55 0.00 0.00 0.00

0ocC4

Legend: r: correlation coefficient of Pearson, p: significance.
" The correlation is significant at the 0.05 significance level.
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4 Conclusions

Through theoretical research and the collection of field data, which were treated
with descriptive statistics, we could come to some considerations about the rela-
tionship between Organizational Climate and Knowledge Management and the
existing process influences among these variables in environment workers in
the researched automotive industry. The results show a relationship between
Organizational Climate and Knowledge Management in the automotive sector,
evidenced by the significant correlations between the variables analyzed. The
unemployment situation can negatively influence the climate of organizations.
Participants agree to point that in the organization: personal interests are above
the collective and organizational interests and people speak ill of the other to
be well valued. Respect to Knowledge Management, participants indicated that
seek talking to people and help them with their work problems or keep them
updated with important information about the organization. The above suggests
that positive social interaction can preserve knowledge sharing, even when there
are deficiencies in the organizational climate. Future studies can compare the
results of this study with another sample in the same environment in the sta-
ble employment situation. Other research may replicate this study with a larger
number of participants.
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