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Objective: This study aims to analyze the impact of organizational management on motivation,

satisfaction and commitment in teacher training in the context of Chilean quality assurance policies
that emphasize a positive school climate and good coexistence. Methods: Using a Likert scale with ~ Management and Collaboration;
a Cronbach’s alpha 0 0.957, we surveyed 62 students in a mathematics teacher education program.  |njtial Teacher Training.

A multiple linear regression analysis was conducted to examine how motivation, satisfaction, and

engagement were related to organizational management and climate. Findings: The results show

that motivation and satisfaction are significant predictors, explaining 61.5% of the variance in

organizational management, while commitment also influences climate, but to a lesser extent. . .

These results underscore the importance of motivation and satisfaction for effective organizational ~ Article History:

management and suggest that these factors may be more important than commitment in shaping a

Climate Management Model;

positive organizational climate. Novelty/Improvement: This study contributes to the literature by ~ Received: 12 September 2024
highlighting the need for management models that are tailored to specific educational contextsand  Revised: 23 December 2024
calls for future research to examine additional variables that influence organizational climate in

higher education to improve our understanding of the factors that influence educational Accepted: 29 December 2024
environments. Published: 18  January 2025

1- Introduction

In the Chilean educational context, measures to ensure the quality of education play an important role, which also
aim to ensure that the teaching and learning process takes place in a context of a good climate and healthy coexistence
in the school [1]. The school climate takes into account various norms and values that regulate the quality of life,
interpersonal relationships and social interactions as well as the organizational processes and structures in educational
institutions [2]. According to Berkowitz et al. [3], a positive school climate is essential for the achievement of learning
outcomes and for the general development of students.

In terms of leadership for climate management, there is a framework for good management, a ministerial proposal
that sets out various criteria for the performance and professional development of teachers. Specifically, it states that
part of the director's responsibility is to fulfill the task of leading and carrying out institutional educational projects, with
responsibilities in different areas such as leadership and management, in the pedagogical, administrative and financial
areas [4]. In this way, the director and his management team are responsible for the organizational climate in the
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educational institutions through decentralized leadership. Exercising this leadership role is key to the success of
educational organizations and the achievement of educational goals [5]. Therefore, managerial leadership is essential
for the educational function, the development of a good climate and the interaction of all members of the community
[6]. Moreover, teachers' leadership and pedagogical management influence students' academic outcomes [7].
Organizational climate is key to the mental health of members of educational organizations [8].

A healthy environment and collaboration are important factors in the management of educational contexts [9, 10].
The environment is comparable to what is called the climate. The process of managing the members of the school
community is crucial because it is precisely the perception of the latter that configures the so-called organizational
climate [11]. This climate has a direct impact on the development and results of an organization. Organizational climate
is an intangible element that is perceived by the members of an organization but is crucial to its functioning, as it can
change the culture and the achievement of goals. In the field of organizational psychology, the term "climate" is used to
describe the environment, especially in institutional contexts [11]. Understanding organizational climate requires an
understanding of the concept of organizational culture, which also refers to aspects that identify an organization.
However, organizational climate is more stable over time and can contribute to or hinder organizational culture [12]. In
contrast to climate, culture is more stable and enduring, whereas climate is more dynamic and can change over time [7,
12]. Just as climate can influence organizational culture, organizational culture also influences climate. On the other
hand, organizational climate and the management of teamwork are fundamental to the success of educational
organizations. This is shown by a study that examined the relationship between these concepts in students and teachers
[13].

Organizational climate in school education has already been researched, but it is an under-researched topic in higher
education. In universities, organizational climate management is applied at different levels of educational administration
[14]. For example, the college community does not always have a direct relationship with the highest authority, the
rector. Therefore, the people who perform the role of directive leadership are mainly the dean and department heads
who lead the directive management and are responsible for the perception of organizational climate. When comparing
the organizational climate of government-funded teacher education institutions with those that are self-funded, and when
evaluating the spatial difference in terms of organizational climate and teacher job satisfaction, differences are found
[15]. Studies on the impact of decision-making in governance mechanisms influenced by organizational culture and
compensation systems of public universities have shown that these factors indirectly affect the efficiency of universities
through decision-making [15].

Management is directly related to organizational climate, which in turn influences organizational culture, which in
turn is directly related to short-, medium-, and long-term success [5]. Organizational climate in higher education has
been little studied by the academic and research community. In this context, research on organizational climate to be
conducted in continuing education programs is expected to make an important contribution to andragogy, higher
education, and especially initial teacher education. In Chile, continuing education programs are presented as an
educational alternative that allows people with previous educational experiences and certifications to obtain a bachelor's
degree in pedagogy and the qualification of professor in a specific field, providing employment opportunities and
continuous development [16]. Nowadays, more and more people are entering the teaching profession through alternative
certification programs, which have the characteristic of being more limited. This is an important means of addressing
the teacher shortage that has become a global problem [17].

Educational management and leadership are terms that are generally used as synonyms, although they are technically
different because a manager does not necessarily act with leadership qualities or skills, or a leader holds a management
position. However, a manager must develop leadership skills to ensure the success of an organization [5].
Transformational and distributed leadership that enables appropriate management of organizational climate and
teamwork has gained importance as all members of an organization can be potential leaders [18]. Educational planning
and management must be well structured so that both teachers and students understand the goals and feel the support of
leaders [19]. Educational leaders are essential to the success of educational organizations [20]. As can be seen,
organizational climate is something that is better known as environment in the educational context. The environment
perceived by the members of an organization is crucial. A negative environment can have a detrimental effect on
students' academic performance [21].

Organizational climate is an intangible construct that includes several variables, and its determination depends on the
objectives of the research. In this study, the following variables are considered: Organizational management,
satisfaction, motivation, and commitment. Motivation related to the satisfaction of needs is essential in organizational
psychology [8, 22]. There are extrinsic and intrinsic motivations that affect people's willingness [23]; both are relevant
when it comes to organizational climate and teamwork. Furthermore, the combination of both can maintain lasting
motivation [24]. Satisfaction perceived by teachers and students is fundamental to interaction within the educational
community [25, 26], organizational climate, and collaboration. Teacher satisfaction is associated with commitment and
motivation [7]. Organizational commitment is achieved through active participation in the organization [27].
Management influences teachers' organizational climate [28]. However, teachers sometimes avoid getting involved for
fear of failure or retaliation [28].
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According to Sotelo & Figueroa [29], there is a positive and significant relationship between organizational climate
and quality of work. This trend continues in other studies, which have also found a positive correlation between teaching
performance, satisfaction, and motivation [30]. The study by Akram et al. [31] also clearly shows that there is a positive
correlation between satisfaction, commitment, and motivation. Job satisfaction is not only mediated by intrinsic
motivation; it also has a high component of extrinsic motivation, such as recognition and reward, and job satisfaction
has an impact on teacher burnout [32]. Considering the above empirical references, it can be concluded that there is a
positive and significant correlation between organizational management, satisfaction, motivation, and commitment.
However, this relationship has been studied in administration rather than education, especially in the context of initial
teacher education in higher education. This study aims to contribute to the understanding of these relationships in an
under-researched educational context.

The hypotheses of the study are that the organizational climate variables—motivation, satisfaction, commitment, and
organizational management—uwill correlate positively and significantly with each other. The second hypothesis is the
assertion that the variables of satisfaction, motivation, and commitment form a multiple linear regression model that
predicts the variable of organizational management.

2- Research Methodology
2-1-Description

This study takes a quantitative approach as it focuses on data collection in an associative paradigm. The working
methodology uses correlation analysis, as we will work with covariance hypotheses [33, 34].

@ D
Select the sample (intentional
criteria)

- /)

'

@ D
Send the validated scale and
the consent

:

Develop the analysis
(correlation analysis and
multiple regression)

:

Writing the results

. /

Figure 1. Flowchart summarizing the methodology
2-2-Design

The research design is non-experimental and cross-sectional [35]. The representative sample of the study consisted
of college students in a continuing education program at a Chilean college. A survey was used that was validated by
specialists using the same variables for organizational climate management.

2-3-Population and Sample

According to Hernandez et al. [36], the population is defined as the set of individuals that share common
characteristics. The sample in research corresponds to a representative set of the population. In this study, 62 students
participated in a teacher training program in mathematics, which corresponds to a continuation of studies at a Chilean
university. This program is aimed at professionals and/or graduates of mathematics-related professions who have
developed a late vocation for the teaching profession or who want to redesign their professional careers. The curriculum
is divided into four quarterly sections, each with 13 weeks of instruction and a total duration of 52 weeks. The teachers
in training surveyed were students who had completed 1 or more study periods. The survey was conducted on a Likert
scale, and the selection of participants was based on an intentionally non-probabilistic criterion [37], as the results are
not generalizable and obey the process of preparation and validation of the instrument or scale to develop the research.

2-4-Techniques and Instruments

We used an instrument for the group of students of the pedagogical training program in mathematics. We used a
Likert scale that was validated in a rigorous procedure [38]. Finally, we performed an internal consistency validation
using Cronbach's alpha coefficient to assess the reliability of the scale. We obtained a value of 0.957, which is
characterized as high reliability (see Table 1).
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Table 1. Reliability statistics

Cronbach'salpha  Cronbach's alpha based on the typed items N of items
0.957 0.959 22

3- Results

In this section, we will analyze the collected data. Specifically, the study was conducted using the statistical software
SPSS 23, version 12.1.1.0 Linux x86 (64 bits). This software runs on the Intel® Core i3-9100 CPU platform, 3.60 GHz
4,

In examining the data, multiple linear regression analysis is performed to predict the dependent variable
organizational management and to understand the total variance. Multiple linear regression analysis is a technique
widely used in statistics to estimate the relationship between the dependent variable and the independent variables [39,
40]. In this study, the independent variables were coded as follows: Commitment (C), Satisfaction (S), and Motivation
(M). Based on the analyzed results, we will propose an explanatory model that can address the real problems of managing
organizational climate in higher education. We will test the assumptions of multilinear regression analysis (normality,
linearity, etc.).

3-1-Normality Test

Parametric statistical methods are based on the observance of distribution assumptions (usually normality). The
probability distribution of the population from which we draw the sample is not known, so we check that the assumptions
are met. To do this, we use graphical methods that compare the empirical distribution with the theoretical distribution.
These include the histogram, the P-P plot and the Q-Q plot. Finally, we see a curve with a behavior that is as similar as
possible to the theoretical distribution, so that the histogram resembles the theoretical distribution.

Our hypotheses for testing normality: HO: The sample comes from a normal population. H1: The sample does not
come from a normal population.

The most commonly used probabilistic tests for testing a normal distribution include Kolmogorov-Sminov (KS) and
Shapiro-Wilkor (SW). Otzen & Manterola [37] describes the conditions that determine the sample to be used,
considering cases in which n is greater than 50 (n>50) or n is equal to or less than 50 (n<50). In the study, the sample is
n=62 students from the continuing education program in initial teacher education. This sample represents more than
50% of the total number of students in the program. We were able to determine a significance value that is well above
0.05, so that the null hypothesis is confirmed, and the data therefore has a normal distribution (KS).

3-2-Correlation

In this study, we want to assess the correlation between all our quantitative variables. The statistical tests used to
examine the correlation are Spearman'’s and Pearson's Rho. To perform the Spearman's Rho statistical test, the variables
do not always have to be normally distributed, unlike Pearson's correlation test. However, we perform both tests and
assess the linear relationship between the variables by calculating the correlation coefficient. All our variables show a
high positive correlation with each of the other variables. We illustrate the results of the Spearman's Rho statistical test
in Table 2.

Table 2. Correlation between variables

Correlations

G M S C
Correlation coefficient ~ 1.000  0.746™  0.656™ 0.640™
G Sig. (bilateral) . 0.000  0.000  0.000
N 62 62 62 62
Correlation coefficient  0.746™  1.000  0.794™ 0.812™
M Sig. (bilateral) 0.000 . 0.000  0.000
N 62 62 62 62
Spearman's Rho
Correlation coefficient  0.656™ 0.794™  1.000  0.751"
S Sig. (bilateral) 0.000  0.000 . 0.000
N 62 62 62 62
Correlation coefficient  0.640™ 0.812™ 0.751™  1.000
c Sig. (bilateral) 0.000 0000  0.000
N 62 62 62 62

** The correlation is significant at the 0.01 level (bilateral).
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3-3- Studies on Possible Explanatory Models

If we analyze Tables 3 and 4, we see that we have 7 models that can solve the existing problems. In our study, model
3 with two independent variables is the most effective model to explain the variance: Satisfaction and Motivation. The
R-squared reaches 0.628, and the corrected R-squared reaches 0.615. Normally, in regressions, it is recommended to
consider the corrected R-squared value because this value adjusts the R-squared based on the number of independent
variables in the model. However, in our analysis, all models have a similar R-squared value and corrected R-squared
value. Therefore, to make our study more representative, we consider the smallest difference of all models between the
two elements of the regression. Finally, Model 3 (S and M) is the one that meets the requirements and has a standard
error of 2.68850, the lowest of all models.

Table 3. Summary of key models 1, 2 and 3

Model  Variables Introduced R R squared Corrected R square  Typical error of the estimate

S
1. C 0.793° 0.630 0.610 2.70457
M
M
2. 0.788° 0.622 0.609 2.70957
C
S
3. 0.792? 0.628 0.615 2.68850
M
Table 4. Summary of key models 4, 5, 6 and 7
Model Variables Introduced R R squared Corrected R square Typical error of the estimate
C
4, 0.788° 0.622 0.609 2.70957
M
5 C 0.690° 0.476 0.467 3.16175
6. M 0.785% 0.617 0.611 2.70359
7. S 0.719° 0.516 0.508 3.03839

3-4-Evaluation of the Regression Model

To create a multiple linear regression model, some assumptions such as linearity, independence of errors and
collinearity need to be checked. For these, we can confirm that it fulfils the assumptions of linearity (see Figure 2).

G M S

Figure 2. Analysis of linearity: This figure analyzes the linearity of the selected multiple correlation model
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Another fundamental assumption in statistical studies is the independence of errors, which means that the errors of
the model predictions are independent of each other. The Durbin-Watson statistical test can help us to detect
autocorrelation in the errors. Table 5 shows that this test yields a value of 1.554. In order to assume the independence
of the errors, the value must therefore be between 1.5 and 2.5. Therefore, the model fulfils the assumption.

Table 5. Durbin Watson test

Model R Rsquared  Corrected R square  Typical error of the estimate Durbin-Watson

3. 0.792% 0.628 0.615 2.68850 1.554

a. Predictor variables: (Constant),S , M
b. Dependent variable: G

In the collinearity test according to the most flexible parameters, it must have a Variance Inflation Factor (VIF) of
less than 10 and more demanding values of less than 4. It turns out that the model has a value of 3.490 and fulfils the
requirement of non-multicollinearity (Table 6). (t: 4.664, 4.199, 1.294; p<0.001).

Table 6. Collinearity Test

Unstandardized coefficients Coefficients typify dos ) Collinearity statistics
Model t Sig.
B Error tip. Beta Tolerance FIv
(Constant) 8.477 1.818 4.664  0.000
3. M 0.667 0.159 0.623 4199  0.000 0.287 3.490
S 0.210 0.163 0.192 1294 0.201 0.287 3.490

a. Dependent variable G

The model significantly improves the prediction of the organizational Management variable (F:49.712; p<0.001
(Table 7)).

Table 7. ANOVA

Model Sumof squares gl  Root mean square F Sig.
Regression 718.642 2 359.321 49.712  0.000°
3 Residual 426.454 59 7.228
Total 1145.097 61

a. Dependent variable: G
b. Predictor variables: (Constant). S. M

4- Discussion

This study found a positive and significant correlation between all organizational climate variables (satisfaction,
motivation, commitment and organizational management). This result is consistent with previous studies such as that of
Sagredo Lillo & Castell6 Tarrida [7], which found a positive correlation between management, satisfaction, commitment
and teacher motivation, confirming a similar trend in different contexts. Ali et al. [30] also found consistent results in
fields other than education, such as manufacturing, suggesting that the relationship between organizational management
and motivation is robust and transferable to other fields.

The linear regression analysis conducted in this study showed that motivation and satisfaction predicted 61.5% of
organizational management. Similarly, the variable ‘commitment’ represents the third component of the model, which
although less significant, highlights the importance of these variables in predicting organizational management. This is
based on the results of positive and significant correlation with all organizational climate variables considered in this
research. This result is consistent with the studies of Davis & Wilson [41], who also found a significant correlation
between teachers' motivation and commitment, the latter being associated with management processes, although it must
be pointed out that the variables are not grouped as precisely as in this study. Likewise, it is important to emphasize that
38.5% of the variance in organizational management is unexplained, which is consistent with the research of Sagredo et
al. [42], who also found a significant proportion of unexplained variance in their predictive models. This aspect
highlights the need for future research that examines additional variables that may influence organizational management
and were not considered in the present study. Interestingly, the results of the survey of teachers in the professional
development program differed slightly from those reported by early childhood education students, because in the former,
the variables motivation and satisfaction contributed the most to the multiple regression model regarding management,
whereas in early childhood education students, the model that best predicts management is the one that includes all
variables [13, 42]. The situation is similar for teachers, where the engagement variable is the most significant.
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In this sense, the engagement variable also shows a high correlation, which is why it is not ranked first in the multiple
linear regression prediction model. This high correlation between organizational management and commitment observed
in this study is supported by research such as that of Sotelo Asef & Figueroa Gonzalez [29], which highlights the
importance of service quality and management processes in the development of commitment. Similarly, Kse & Uzun
[27] reported positive correlations between organizational management and educational commitment or between
leadership and commitment. These findings are consistent with the existing literature and strengthen the validity of the
current results. For this reason, we have included the commitment variable in our proposal for organizational climate
management (see Figure 3). Ruiz Quiles et al. [43] have emphasized the correlation between leadership and commitment,
suggesting that effective management can promote greater teacher commitment.

Organizational Climate
Management Model

Motivation Satisfaction

Organizational
Management

Commitment

aty 0
Matiop of studies pmgrﬁ\

Figure 3. Model for managing organizational climate

Furthermore, it is important to consider the importance of organizational climate and how it is managed, not only in
the educational context, but in all types of organizations. Organizational climate is crucial and fundamental to the
management of leadership and organizational culture. The results of other studies, such as that of Nabella et al. [44],
examine the influence of leadership and organizational culture through organizational climate in school leadership.
These authors found that organizational climate significantly mediates the relationship between leadership and
governance, supporting the idea that organizational climate plays a critical role in the effective management of
educational institutions.

As a projection, there are other relevant areas to consider in research on organizational climate in the 21st century.
For example, the findings of Zafar et al. [45] on the promotion of pro-environmental behaviors through green
organizational climate and organizational identity also provide an interesting perspective. Although this study focused
on green human resource practices, the results highlight the importance of a positive organizational climate in promoting
desired behaviors within an organization, which can also be transferred to the educational context.

This study is part of a larger investigation; the team has previously researched organizational climate in other
educational contexts. In this case, we wanted to investigate higher education. The fact that they come from the field of
pedagogy in mathematics education is nothing special, but the context of higher education and initial teacher training is
important as there is little research on this topic. The fact that they come from mathematics is rather incidental and is
more related to the inclusion criteria. In the future, we want to continue research in this area in order to expand the
sample and better generalize the results. In addition, we intend to propose a model based on applied mathematics to
contribute directly to leadership and organizational management, even if understanding the importance of the study
variables is useful for the development of educational leadership and the figure of the leader [45]. In terms of educational
projections, we will advance in the inclusion of environmental variables to adapt to the 21st century generation and to
organizations that need to consider sustainability as an essential aspect.
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5- Conclusion

Hypothesis 1, which states that the organizational climate variables of motivation, satisfaction, commitment, and
organizational management are positively and significantly correlated with each other, is accepted because there is
indeed a positive correlation with a significance of .001. The second hypothesis is partially accepted because the multiple
linear regression model that best predicts organizational management is the union of motivation and satisfaction, even
when commitment is added as a third underlying variable.

To continue with the conclusions, it is necessary to point out that the results of this study confirm a positive and
significant correlation between the variables of organizational climate (satisfaction, motivation, commitment, and
organizational management). Particularly noteworthy is the influence of motivation and satisfaction, which together
predict 61.5% of organizational management. An important aspect is the significance of motivation within an
organization and especially in education. Satisfaction is also of fundamental importance. Interestingly, commitment
tends to be rated lower in various studies. This could be due to the fact that achieving commitment requires more than
just aspects mediated by extrinsic motivation; a sense of belonging and loyalty must also be fostered. This hypothesis
will be tested in later studies by the same group.

It should be noted that there are differences in the prediction of organizational management between different
populations, e.g., between student teachers in higher education and those in early childhood education, as well as
between teachers. These differences suggest that models of organizational management need to be adapted to specific
contexts in order to optimize their effectiveness. Undoubtedly, these types of studies are crucial as they underline the
fact that contexts are very relevant.
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