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Abstract: In Mexico, franchises have proliferated in recent years, especially those of fast food, such 

organizations have represented one of the most solid money entrances for the region, generating jobs, giving local 

providers the opportunity to consume their own products and allow them for the development of the city through 

the presence of brands in the shopping malls. However, the competition in an organization is measured through 

continuous improvement, which allows you to refine processes and better care to clients. This change requires 

taking into account employees that have clear enough objectives of the Organization and the act on the basis to 

them. Why this work? It allows to identify the importance of the work environment, that raises not only a report 

appropriated financial statements, making marketing strategies for hiring staff, but one of the biggest challenges is 

to achieve a pleasant internal climate enabling employees to feel satisfied and thus increase their productivity. On 

the other hand, the organizations ignore this topic which leads to wasting the potential of the employees, well as to 

prevent the fulfillment of the goals of the organization. 
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1. Introduction 

In Mexico, the franchises have proliferated in recent years, especially the fast food, although some have 

already long established in the country, continues to be franchise openings especially in the city of Tijuana, Baja 

California. Such organizations have represented one of the more solid money entrances for the region, since they 

are a source of employment generation, exploitation of raw materials Mexican that buys from local suppliers and 

also helps the development of the city through the presence of brands in the shopping malls.  

In recent years priority has been given the franchise get good economic results, aside from their contribution 

to social development. Today, most of the work routine has become automated, thus neglecting the human element, 
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which is essential for an organization to successfully develop. So to achieve a balance between economic factors 

and the human factor, managers must not only be interested in the worker to perform the work with a good level 

of efficiency, but also worry about the internal working environment in which your company is immersed. 

To keep an organization competent ought to worry about for a continuous improvement. Ideas for improving 

processes and attention to customers must come, more and more, employees who are close to internal processes 

and the same clients in your organization. This change requires taking into account employees that have clear 

objectives of the Organization and act on the basis for them. 

Progress long term productivity is essential to improve the quality of the work environment. The officials of 

the Organization and the management of human resources professionals must join in the need to create a climate 

in which are truly valued and treating people with dignity in your organization and get better decisions, greater 

productivity and a better quality of the staff. 

It is here where the leadership is perceived within an enterprise. If there is a leader who reconcile productive 

aspects with humans, the Organization will be in a better position to Excel in the market. 

2. Literary Review 

This research focuses on a franchise that has its beginnings in the year 1997 with three branches in the city. 

After some years, increased the number of branches to five and currently has eight branches in the city of Tijuana, 

Baja California, Mexico. The product offered is a sandwich, in different presentations and ingredients. The 

managers have shown interest in increasing the number of franchises in the city. However, due to globalization, 

there is so much competition that is necessary to attract customer differentiation and for this the best way to attract 

is giving an excellent service or product, and of course, the best of the deals offered by the staff of the company, 

however, it was found that the lack of a favorable organizational climate affects the employees of the organization, 

and thus the achievement of the objectives of the same, so this research addresses this issue in a special way, 

giving strong evidence for this franchise managers about the importance of the human element of a suitable 

organizational climate and leaving a precedent for the reader about the benefits of the application of that 

organizational climate. 

When talking about organizational climate, one of the approaches most widely accepted among scholars is 

used by workers’ perceptions about the structures and processes that occur in the workplace. The importance of 

this approach is that worker behavior is not a result of the organizational factors that exist to describe as 

objectively its approach. On the contrary, the behavior depends on the worker perceptions that there are factors 

within your organization. Such perceptions depend on the activities, interactions, and other experiences that each 

employee has with the company. Hence the organizational climate reflects the interaction between personal and 

organizational characteristics (Schneider & Hall, 1982), cited by Goncalves (1999). 

From that perspective the organizational climate is a filter through which pas the objective phenomena, such 

as the structure, leadership and decision making. Thus, in assessing organizational climate measure show the 

organization is perceived. This has an impact on the motivation of the members of the organization and their 

corresponding behavior. Mode having an organizational system generates a specific atmosphere, which in turn has 

a variety of consequences for the, satisfaction, rotation adjustment, etc. As a result, organizational climate consists 

of the set of individual decisions and collective group performed in an organization whose consequences affect the 

achievement of organizational objectives. 
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3. Methodology 

In order to achieve the objectives of the research is important to operationalize the theoretical and conceptual 

framework. The objectives and research questions, along with the study variables and hypotheses are basically 

indicators to build the measuring instrument. In this case, use a measuring instrument and validated. The 

instrument selected for data collection was the questionnaire WES, which is pre-coded, five options from scales. 

This questionnaire is designed to measure the organizational climate. To evaluate the measurement instrument, to 

know the reaction of the interviewees and prove the relevance of the measurement scale, a pilot test was applied to 

12 employees of the franchise. It was observed that there was no problem for the acceptance of the questionnaire. 

It was explained to respondents that the information would be confidential. The response time of the 

questionnaires was between one and two weeks. The results obtained are consistent with the 21 questionnaires 

later. This information will be mentioned later. 

The instrument consisted of a questionnaire of fifty four closed questions and two open questions. The 

questions are divided into sections and in the following manner: Section I, about my work; Section II, on the 

conditions of work; Section III, on interpersonal relations and work; Section IV, about leadership; Section V, about 

the organization; Section VI, in general. 

In the design of the questionnaire used in this research considers that each item has equal weight, and so the 

scores of the reagents are added to give the score an individual’s perception (Flores, 2009). Also in this research 

applies Liker scale. This method was developed by Likert Rensis early thirties, still, remains a valid approach, 

which consists of a set of items presented as statements or judgments to which the subject is asked to select their 

external response one of the five points of the scale. Each point is assigned a numerical value. Therefore, the 

subject gets a score regarding the claim and ultimately your total score is obtained by adding the scores in relation 

to all claims. 

The range of responses is from: TA: Strongly Agree, TD: Strongly Disagree. The interval scale is comprised 

of five numbers being as follows: Strongly Agree, Agree, Disagree, Strongly Disagree, and N/A (not applicable). 

The degree of reliability of the questionnaire was validated by the author, Moos (1974) when applied to 624 

employees from different areas in the United States. Each sub-scale consists of the questionnaire. Moos gave a 

percentage of internal reliability between 0.70 and 0.91. Quoted by Darrel (1986). To verify the reliability of the 

instrument applied factors used Cronbach’s Alphain SPSS program for 54 items, yielding a reliability of 0.932. 

According to Nunally (1967), in an early stage of research, the Cronbach Alpha values between 0.6 and 0.7, are 

acceptable for items that are to form a single construct. We also used Spearman correlation, which is a 

nonparametric test used to measure the degree of association between the two variables. 

Correlations between the policies of the organization and working conditions have a coefficient of 0.603, 

which shows a significant moderate correlation with a significance level of 0.01. Similarly, the correlations 

between leadership and interpersonal relations have a coefficient of 0.698, which shows a significant moderate 

correlation with a significance level of 0.01. You will find two correlations in interpersonal relations section, a 

coefficient of 0.600 and a 0.757. Both with a significance level of 0.01, which indicates moderate correlation 

marked substantial and high, respectively. This, in turn, indicates a high influence between organizational climate 

and interpersonal relationships, as both questions lie in the relationships section only. 
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Table 1  Correlation Coefficient Matrix of Spearman’s (rho) Bivariate: Pearson Correlations for Measuring Organizational 
Climate and Its Relationship to Leadership and Interpersonal Relations 

ORG. CLIMATE

1.000                 

0.289                 
0.236-                 
0.138                 1.000   
0.256                 .554** 1.000   
0.008-                 .416* .443**
0.281                 0.089   0.080   
0.020-                 0.037   0.104   
0.035-                 0.058-   0.268   
0.235                 0.150   0.170   1.000   
0.216                 0.250   0.197   .757**
0.019-                 .400* .360* 0.302   
0.067-                 0.244   .478** 0.106   1.000             
0.049                 0.280   .600** 0.160   .551**
0.173                 0.264   0.241   0.027-   .429*

0.048-                 .453** 0.261   0.228   0.258             1.000   

0.079                 .444** 0.156   .446** 0.224             .701** 1.000   

.402* .638** .450** .422* 0.273             0.329   .447** 1.000   

.395* .374* 0.335   0.227   .439* 0.195   0.323   .641** 1.000   

0.217                 .483** .367* 0.270   .608** .381* .458** .702** .864** 1.000   

0.098                 0.341   0.268   0.169   .726** .433* .349* .486** .669** .791** 1.000   

0.042                 0.317   0.244   0.196   0.299             .483** .648** 0.211   0.337   .451* .345* 1.000   

0.226                 0.320   0.214   0.169   .374* .369* .596** .423* .578** .707** .468** .705** 1.000   

0.326                 .350* 0.271   0.183   0.121             0.140   0.338   .515** .524** .553** 0.344   .368* .630** 1.000   

0.319                 0.129   0.084   .393* 0.120             0.088   0.256   .581** .642** .610** .468** 0.186   .527** .789** 1.000   

.356* 0.254   0.207   .477** 0.157             0.182   0.330   .529** .452** .552** 0.289   .505** .510** .598** .616**

0.204                 0.320   0.140   0.230   0.193             0.099   0.083   0.340   0.037   0.143   0.252   0.041   0.118-   0.028   0.019   

0.245                 0.314   0.309   0.193   .418* 0.311   .408* .569** .577** .623** .593** .365* .663** .399* .530** 1.000   

.367* .382* .348* 0.304   .434* 0.108   0.212   .771** .791** .751** .649** 0.269   .491** .574** .716** .712**

0.066                 0.214   0.039   0.066   0.187             0.095-   0.017-   0.282   .354* .412** 0.338   0.066   0.167   0.254   0.305   0.233   

0.157                 0.248   0.049   0.143-   0.111             0.089   0.276   0.081   0.239   0.269   0.327   0.303   .400* 0.113   0.090   .454**

0.223                 0.207   0.007   0.049-   0.246             0.038   0.196   0.287   .464** .478** .386* 0.252   .546** 0.335   0.293   .499**

0.074                 0.193   0.008   0.064   0.116             0.154   0.187   0.182   0.057-   0.048   0.026   0.001   0.125   0.057-   0.004-   0.211   

.481** 0.192   0.060   0.329   0.008             0.017   0.344   0.203   0.295   0.245   0.151   0.029   .348* .446** .425* .354*

0.180                 0.262   0.077-   .497** 0.139             0.131   0.167   0.211   0.070   0.158   0.279   0.166   0.016   0.040-   0.100   0.143   

0.144                 0.015   0.209-   0.212   0.107             0.125   0.317   0.091   0.032   0.097   0.168   0.104   0.158   0.119-   0.057-   0.238   

.603** 0.334   0.101-   0.150   0.003-             0.047   0.329   .454** .453** .453** 0.308   .370* .508** .472** .378* .463**

0.144                 .405* .466** 0.252   .409* 0.280   .378* .373* .432* .487** .471** .474** .503** 0.293   0.266   .383*

0.101-                 .502** 0.077   0.314   0.264             .360* .537** 0.242   0.246   .366* 0.310   0.326   0.263   0.051   0.061   0.176   

IN GENERAL

Working Conditions

Working 
Conditions

 ORGANIZATION 
POLICIES 

ORGANIZATION POLICIES

INTERPERSONAL 
RELATIONS

LIDERSHIP

LIDERSHIPINTERPERSONAL RELATIONS

 
Note: **Correlation is significant at the 0.01 level; *Correlation is significant at the 0.05 level. 

The positive and negative correlations observed in some of the variables, only take into account the positive correlations greater 
than 0. 600. It is clear that some columns in which there are significant data were eliminated for lack of space. Nevertheless, the 
correlations of interest are those that are located in sections working conditions, interpersonal relations, leadership and organizational 
policies.  

Source: own 
 

Of these ten correlations are considered moderate substantially because they are in the range of 610-669 and 

twelve correlations considered highly marked by being in the range of 701-864. These correlations have a 

significance level of 0.01. Finally, there is a high correlation between policy marked the organization with the 

organizational climate as it shows a coefficient of 0.751with a significance level of 0.01. 

As a research strategy is proposed that from the evidence that sheds matrix of Pearson correlation 

coefficients, only those correlations are considered significant at the 0.01 level and an amount equal to or greater 

than 0.5, which is appositive correlation moderate to strong. 

Following this strategy, it is determined that the organizational climate is related in some way to most 

variables, except the variable “in general”. The strongest variables are leadership and interpersonal relationships, 
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finding lesser extent working condition sound organizational policies. Therefore, H0 is accepted, i.e., the 

organizational climate of the organization is strongly related to leadership, primarily with interpersonal 

relationships, in the second instance. 
 

Table 2  Results of Bivariate Correlations of the Independent Variables 

Correlation between independent variables 

Policies of the organization-Working conditions  

Gas-Equipment needed to perform the job 0.603** 

Leadership-Interpersonal Relations  

Satisfaction with the way of working on the head-Interpersonal relations cordial and open 0.638** 

The orientation of the head to meet the job- Know the end customer 0.608** 

Communication policy and way of working for the boss- Know the end customer 0.726** 

Interpersonal-Interpersonal Relations  

Peer support to serve customers- Knowledge of responsibilities and functions of co-workers 0.600** 

I receive timely information for my work-I receive information I require 0.757** 

Leadership-Lidership  

Evidence that the boss uses the ideas of employee-Chief solicits ideas and proposals 0.701** 

Boss and employee performance expectations agree-Evidence that the boss uses ideas proposed employee 0.648** 

Confidence with the boss-Satisfaction with the way of working the chief 0.641** 

Guidance of the boss to accomplish the job -Satisfaction of boss way of working  0.702** 

Flexible boss before requests-Satisfaction with the way of working with the chief 0.701** 

Guidance of the head to meet the job-Trust with the boss 0.864** 

Communication policy and way of working by the boss-Boss Confidence 0.669** 

Constructive feedback on performance-Confidence with the boss 0.642** 

Chief flexible just before requests-Trust with the boss 0.791** 

Communication policy and way of working for the boss-head orientation to meet the job 0.791** 

Performance Feedback-Facing the boss to get the job done 0.707** 

Constructive feedback on performance-Facing the boss to get the job done 0.610** 

Chief appreciates the employee’s efforts-Facing the boss to get the job done 0.623** 

Chief flexible just before requests-Guidance of the head to meet the job 0.751** 

Chief flexible just before requests-Communication of policies and work as chief 0.649** 

Performance feedback-Head and employee agree to performance expectations 0.705** 

Feedback on performance, both positive and negative-feedback given by the boss 0.630** 

Chief appreciates the employee’s efforts-Chief gives feedback on performance 0.663** 

Constructive performance feedback-Feedback, both positive and negative 0.789** 

Appropriate performance feedback-constructive feedback on performance 0.616** 

Chief flexible just before requests-constructive feedback on performance 0.716** 

Chief flexible just before requests-Chief appreciates the employee’s effort 0.712** 

Political Organization-Organization Policies  

Recognition of Directorate staff for their efforts-Communication that supports the achievement of objectives 0.751** 

In General-In General  

Good place to work-Satisfaction with work 0.517* 

Note: ** Correlation is significant at the 0.01 level; * Correlation is significant at the 0.05 level. 

Source: own 
 

The results of the above correlations support the conclusion that five variables are related to four other 

variables in this model. The proposed strategy research, from the empirical evidence that sheds matrix of 
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Spearman correlation coefficients, we consider those significant correlations of 0.01 and a magnitude equal to or 

greater than 0.5, which represents a moderate positive correlation to strong. 

4. Results 

The general objective investigation established the organizational climate measure a fast food franchise and 

how it relates to the leadership variable. In the section on leadership can be seen that most of the answers are 

answered positively, except for a question where they mention that the boss asks his ideas to improve on the job. 

Regarding the sections that relate to work, working conditions, interpersonal relationships and work, and in 

general, most respondents answered positively. Moreover, in the section relating to the organization, most are 

negative responses. That is, employees believe that management does not care about your future, not recognizing 

the trajectory of staff and promotions that are made are not granted to those who really deserve it. 

The general objective investigation established the organizational climate measure a fast food franchise and 

how it relates to the leadership variable. In the section on leadership can be seen that most of the answers are 

answered positively, except for a question where they mention that the boss asks his ideas to improve on the job. 

Regarding the sections that relate to work, working conditions, interpersonal relationships and work, and in 

general, most respondents answered positively. Moreover, in the section relating to the organization, most are 

negative responses. That is, employees believe that management does not care about your future, not recognizing 

the trajectory of staff and promotions that are made are not granted to those who really deserve it. 

5. Conclusions 

The application of the instrument WES allowed to know that there is a high ratio between leadership and 

organizational climate, i.e., internal relationships that exist in the company and the vision they have employees on 

their bosses, peers and how overall operation of the organization. Furthermore, the results of this instrument were 

obtained the information necessary to achieve the objectives and test the hypothesis of this research. 

There are some features that make the favorable climate of the franchise such as interpersonal relationships 

of respect and cordiality, trust between team members, and the commitment that employees have to fulfill their 

tasks. This allows the leader to exercise properly its role as a guide and facilitator because the leader in providing 

confidence and foster positive communication with your employees, routes them to do their work satisfactorily. 

Another variable that had a high correlation with the organizational climate was the relationships. It is noted 

that this franchise exists an atmosphere of cordiality and respect among coworkers and the boss, which is due to 

the sense of identity with the members, who know the activities and responsibilities, as well as the commitment to 

both parties have with the organization. 

Furthermore, the variable of organizational policies with a correlation was not high, since only a positive 

correlation was obtained and the graphs shown an unfavorable perception. That is, there are some aspects that 

employees do not perceive conveniently, as the company does not have a defined promotion policy. 

It is vital to note that promotions are based on the following: first, the supervisor determines who has the 

potential, gives second place with the employee and if he accepts, the training starts, third, the selected employee 

must occupy the sandwich artist position (sandwich maker) at least six months before they can hold the position of 

manager. This depends on the attitude and employee’s development, i.e., the duration may be longer or shorter 

than six months and fourth once as managers, they are given training which lasts approximately one to two 
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months, depending also on the development of the person. It has been the case that employees do not like the new 

position and prefer returned as sandwich artist. 

With these criteria are floor employees who are promoted as branch managers, leaving a perception among 

other workers that promotions are not granted to those who deserve them so they would leave the company if they 

are making an offer in another company with the same conditions. Besides that most employees do not want to 

promote the management of the branch by the responsibility involved and because the salary is not high, opting to 

stay as preparers sandwiches. 

Another factor that has influenced this perception is unfavorable, was hiring a recruitment agency for the 

recruitment and management level employees if they want to be promoted to report that preference is being given 

to an outsider in instead of taking into account time for the post. 

It is interesting that would not be exercised the lead in a way conducive if the organizational climate is 

unfavorable for the organization. If there had been more negative perception variables, superiors would struggle to 

perform a proper exercise of leadership. 

The results support the conclusion that the organizational climate directly influences on leadership and 

franchise relationships. No one can say that this is the same for all firms in the same business, but this study can 

be used as a guide and as a valid reference for future studies on the topic. 

Then some recommendations are issued based on the results of the questionnaire are intended WES and 

improving interpersonal relationships within the company. 

First, executives and managers must keep closer communication with employees and allow them to present 

their views on a given situation. Second, employees may be asked for ideas for improvement to make them feel 

more committed to their work and develop a sense of belonging. To achieve this we would ask that every month 

propose a way to improve your work area. The proposals would be analyzed in conjunction with senior executives, 

highlighting the positive and negative points that may have the proposal. Should be viable apply improvement 

ideas. Third, the company must make promotions based on parameters evaluated as: experience, attitude, skills, 

knowledge, and results. 

The results of this study apply only to the fast food franchise that was analyzed. You cannot generalize the 

results to other similar companies, but it can be a guide for subsequent studies. 
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