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ABSTRACT

The main objective of this study was to determine the level 
of relationship between high performance leadership and 
organizational climate in a population of 280 workers of 
a Peruvian company in the industrial sector dedicated to 
modular construction. A total of 108 people who exercised 
some type of leadership according to the nature of their 
position was identified. The study was applied to the 
entire group by means of an analysis with Likert-type 
surveys. According to the results, the variable “high 
performance leadership” and “organizational climate” 
are significantly and positively correlated (0.812). The 
dimensions of the variable “high performance leadership” 
are “personal leadership”, “relational leadership” and 
“organizational-strategic leadership”. In the case of 
the dependent variable “organizational climate”, the 
dimensions are “personal factors”, “relational-group 
factors” and “organizational factors”. It is concluded that 
high performance leadership and all its dimensions are 
related to organizational climate.

Keywords: high performance leadership; personal 
leadership; relational leadership; organizational-strategic 
leadership; organizational climate.

INTRODUCTION

Leadership, as such, is presented as a necessary characteristic 
for the survival and development of humanity. In fact, the first 
civilizations, such as Sumer, left evidence of leadership at an 
organizational level (Estrada, 2007) that was essential for their 
development at that social level. However, its formal study began 
in the first decades of the twentieth century, approached from 
different disciplines such as sociology, psychology, and manage-
ment. This resulted in different approaches and methodologies 
that in many cases were affected by their opposing results (Yukl, 
1990).

In this context, theories that are generally classified by perspecti-
ve or approach stood out. The trait theory, based on the research 
of Taylor (1911), Mayo (1933), and Maslow (1943), identifies cha-
racteristics inherent to the leader, such as an above average le-
vel of intelligence, and high levels of energy and persuasiveness 
(Bass, 1990; Kirpatrick & Locke, 1991). In contrast to this theory, 
the behavioral theory approach, in which the research of Shartle 
(1956) and Stogdill (1963) stands out, studies the behavior of a 
leader. Thus, it relates effective leadership behavior to the cate-
gory “initiating structure”, referring to the elements necessary to 
accomplish a task, and the category “consideration”, composed 
of those behaviors aimed at achieving positive interrelationships 
(Misumi & Peterson, 1985). Finally, the situational approach, de-
rived from the behavioral approach, also studies behavioral pat-
terns, although influenced by the context of the environment. The 
main models, exponents and characteristics of leadership can be 
found within this last approach (Table 1).



248

Production and Management

High Performance Leadership and its Relationship with the Organizational Climate in a Peruvian Company in the Industrial Sector in Lima, 2021

Ind. data 25(1), 2022

Transformational Leadership

The theories of House (1977) on charismatic lea-
dership, and Burns (1978), on transformational lea-
dership, laid the foundations of the transformational 
approach. On the one hand, House (1977) sugges-
ted the importance of a leader capable of transmi-
tting and inspiring virtues to his followers towards 
a common goal. On the other hand, Burns (1978) 
included the term “transformational” which, while 
sharing similar objectives to charismatic leaders-
hip, relied on the skills and abilities of the leader, 
supported a more collective vision. Both theories 
linked differential traits and behaviors and situa-
tional variables in such a way that they raised the 
possibility of assuming different ways of leading de-
pending on the context. However, they emphasized 
the advantages of a leadership of mutual commit-
ment and oriented to the common good, in “doing” 
more than in “being”. In this context, Bass (1985) 
expands his studies on transformational leadership, 
defining four dimensions: (a) idealized influence, 
regarding characteristics of the leader with high 
morals and ethics, which produce consideration 
and loyalty in the follower; (b) motivation based on 
inspiration, where the behavior of the leader moti-
vates and builds positive attitudes in his followers 
through actions and language; (c) intellectual stimu-
lation, associated with the behavior that promotes 
critical and constructive look in his followers in order 
to generate innovative strategies and ideas; and (d) 
individualized consideration, which is related to the 
behavior of a leader that empathizes and recogni-
zes the needs for growth and personal development 

of his followers. In this way, Bass (1985) articulated 
elements that at the time were studied separately.

This approach initiates a different way of approa-
ching leadership. Before transformational leadership, 
the most influential studies were mostly related to the 
behavior and capacity leaders had to achieve objec-
tives within the organization, from a realist-rationalist 
perspective, that is, from the “science of observable 
objects” according to Padrón (2007). However, re-
search that included and combined the variables of 
emotional management and competences emerged, 
which allowed a different approach, more focused on 
the person as the engine of change.

Resonant Leadership and Competences

This approach is based on the work of Boyatzis 
(1982) and Goleman (1996) with The Competent 
Manager and Emotional Intelligence, respectively. 
On the one hand, Boyatzis conducted a study on 
more than 2000 managers, with which he proposed 
a model based on job-related competences neces-
sary to sustain effective leadership. Regarding the 
term “competences”, although McClelland is consi-
dered one of the authors who proposed it as such 
in 1973, it can be noted that it was established as 
a common concept in organizations based on the 
publications of Boyatzis (Rey de Castro, 2019).

For his part, Goleman based his research on the 
management of emotions as an effective tool for 
decision making in all aspects of a person. In the 
organizational field, he focused on effective leader-
ship, highlighting his work on the five components 

Table 1. Leadership Models within Situational Approach.
Leadership Models within Situational Approach

Model Leading Researchers Main Features
Contingency Fiedler (1978) The success of the leader depends on the social conditions of the group.

Path-goal Evans (1970) and House (1971)
Introduce leadership styles
Motivational and persuasive skills
Rewards and obstacle reduction

Substitutes for Lead-
ership Kerr and Jermier (1978) The level of situational factors in followers (such as experience, ability and 

autonomy) makes them substitutes or neutralizing factors for leadership.

Normative Vroom and Yetton (1973) The style is determined among five types of leadership according to the 
response to a series of items within a decision network.

Cognitive resources Fiedler and García (1987)
Cognitive abilities are not sufficient for effective leadership. 
It will depend on the level of influence of situational factors.

Leader-environ-
ment-follower 
interaction

Wofford (1982)
The degree of influence the leader has on the group variables “abilities”, 
“motivation”, “perception” and “environmental limitations” is a determi-
ning factor in leadership success.

Source: Prepared by the authors.
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of emotional intelligence that make up a leader: 
“self-awareness”, “self-regulation”, “motivation”, 
“empathy” and “social skills”. He also identified six 
leadership styles that are present in an organiza-
tion, where the challenge for the leader is to identi-
fy and assume the style necessary for the context 
(Goleman, 1998; 2000).

Later, Goleman, Boyatzis, and Mckee (2013) publi-
shed together Primal Leadership, based on reso-
nant and dissonant leadership. The first refers to 
positive leadership, which is based on the ability to 
“tune in” to the needs and expectations of the group 
from the emotional intelligence, hand in hand with 
the style that best suits the context. Meanwhile, dis-
sonant leadership refers to the leadership that is not 
in line with the interests of the group or organization.

Effective High Performance Leadership

In the previous approaches, the role of leadership 
is observed from the perspective of the leader and 
his relationship with his followers, where his charac-
teristics and level of influence, required to exercise 
effective leadership, stand out. However, Fernan-
dez and Zambrano (2019) propose a methodology 
based on collaborative networks, where the role of 
leadership starts from the group towards the leader 
in a bidirectional sense, as a collectivity and through 
a cooperative structure. According to the authors, to 
achieve this synergy, and starting from the basis of 
transformational leadership and competences, lea-
ders must develop a total of thirteen competences 
divided into three aspects or dimensions. The set 
of competences shown below is the one that defi-
nes effective high-performance leadership (Fernan-
dez & Zambrano, 2019, p. 109). Moreover, this re-
search aims to determine the relationship between 
the variables effective high performance leadership 
(X) —composed by three dimensions: personal lea-
dership (X1), relational leadership (X2) and strategic 
organizational leadership (X3)— with the variable 
organizational climate (Y).

Dimension “Personal Leadership”

It is composed of three competences: self-aware-
ness, self-management of emotions and initiative. 

Competence “self-awareness”. This is related to 
the sense of taking responsibility for change and 
personal development, becoming aware of oneself. 
From a neuropsychology perspective, self-aware-
ness is formed within the brain as it acquires cer-
tain morphological and cognitive development. 
Self-awareness results from a learning process in 
which the unique characteristics of aspects such as 

communication, symbology and the external envi-
ronment intervene (Rivera & Rivera, 2018). Even 
though it has been studied from different discipli-
nes, self-awareness is generally conceived as the 
ability to recognize oneself in connection with the 
environment, from a position of rationality and in-
tertwined with emotional components (Mora, 2002; 
Ramírez-Goicochea, 2005; Tirapu-Ustárroz and 
Goñi-Sáez, 2016).

For Goleman (1996), self-observation and self-re-
flection make possible a balance in the contrast be-
tween rationality and the complex structure of fee-
lings. For a leader, self-knowledge is the basis and 
foundation to try to generate some transformation in 
the team (Tan, 2012).

Competence “Self-management of Emotions”. 
Associated with the identification, knowledge, and 
meditation of our own emotions, and the continuous 
management of them. That is to say, it is the mo-
dulation and adaptation of emotions to the environ-
ment, promoting in the team the establishment of 
an emotional space in tune with the objectives pro-
posed. It is the assumption of our own weaknesses 
and the offering of these to the group as input (Fer-
nandez & Zambrano, 2019).

Emotions are a natural mechanism that appear as 
a reaction to some external stimulus. This reaction 
can generate a behavior or a feeling, and its intensi-
ty depends on the characteristics of each individual. 
The type of response to an emotion could be positi-
ve or negative, and even excessive (Ekman, 2003). 
In view of the above, it is essential for a leader to 
learn to manage his emotions.

Competence “Initiative”. This implies interacting 
continuously and energetically, suggesting and pro-
posing scenarios to achieve expected results. Re-
ceiving, welcoming and building group proposals 
to complement, simplify and build new objectives 
together. Taking responsibility for the process and 
its consequences. High level of commitment (Fer-
nandez & Zambrano, 2019).

The initiative of the members of an organization is 
presented as a result of the attitude assumed by 
each worker, in that they are oriented to maximize 
their own competences. Thus, the worker becomes 
a differentiating element between two individuals, 
since cognitive capacities can be matched and skills 
are achieved through practice (Küppers, 2011).

Regarding commitment, Goleman (1998) stresses 
the importance for the organization of having wor-
kers with initiative and a good attitude towards their 
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work, who “often feel committed to the organiza-
tions that make that work possible. Committed em-
ployees are likely to stay with an organization even 
when they are pursued by headhunters waving mo-
ney” (p. 8).

Dimension “Relational Leadership”

Composed of six competences: horizontality in re-
lationships, dialogue and connectivity, inspiration, 
collaboration, judgement justification, and exercise 
of leadership.

Competence “Shows horizontality in relations-
hips”. It refers to the ability to interrelate symme-
trically and at the same level, regardless of the 
hierarchical role. The leader interacts with all wor-
kers on the same terms, showing willingness and 
open-mindedness. Muestra apertura y disponibili-
dad a la conversación del equipo fomenta una red 
de relaciones segura y confiable [Shows openness 
and availability to the team conversation and fosters 
a safe and reliable network of relationships] (Fer-
nandez & Zambrano, 2019, p. 126).

Equal treatment among people, in general, is based 
on universal principles of respect and considera-
tion for the other regardless of social differences, 
creed or thought. It is a way of interrelating showing 
self-respect and decorum (Maturana, 1996).

At the organizational level, the classic flow of in-
terrelation among the members of an organization 
used to respond to a vertical structure based on its 
typically pyramidal organization chart (Toba & Gil, 
2009). However, organizational structures have 
evolved over time towards an increasingly horizon-
tal and informal reordering, especially at the com-
municational level. This perspective, increasingly 
present in organizations, redirects the gaze towards 
the person as the central axis for growth and sustai-
nable development (García, 2015).

Competence “Generates dialogue and connecti-
vity”. It is related to the ability to encourage and es-
tablish “interaction networks” within a positive and 
reliable space. It promotes and stimulates effective 
and shared communication, incorporating proposi-
tional and inquiring elements with a high level of 
correspondence. It focuses on building a matrix 
structure of cooperative work (Fernández & Zam-
brano, 2019).

This competence highlights the importance of 
effective dialogue as a basic integrative element, 
necessary to establish collaborative networks in 
the team and organization. Dialogue, as a form of 

communication, requires full awareness of its ele-
ments and power to be effective. Understanding the 
capacity of speech as a potential transforming ele-
ment makes the person responsible and conscious. 
This, together with the ability to listen, from the po-
sition of the interlocutor, allows communication in 
connection with others (Echeverría, 2003).

Competence “Inspires to achieve outstanding 
performance”. It implies the ability to stimulate the 
collective towards commitment, emotional involve-
ment, through purpose and meaning. Trasmite co-
herencia e inspiración. Es seguido por los demás 
por su credibilidad y convicción. Genera propósito 
trascendencia y orgullo de pertenencia [It conveys 
consistency and inspiration. It is followed by others 
for its credibility and conviction. It generates a pur-
pose of transcendence and pride of belonging] (Fer-
nández & Zambrano, 2019, p. 62).

The ability of a leader to transmit coherence and 
significance through his “being” and “doing” moti-
vates the group, which generates positive attitudes 
that tend to be replicated. This behavior is inspiring 
and promotes collaborative teamwork in the pursuit 
of achieving the objectives proposed (Bass & Rig-
gio, 2006). Inspiration fosters the personal growth 
of those around the leader, transforms them and 
guides them in the search for the common good 
(Bracho & García, 2013).

Competence “Promotes collaboration and team 
effectiveness”. This competence influences both 
internally, within the work team, and externally, in 
other units of the organizational structure, with the 
purpose of obtaining the desired results. In this sen-
se, this leadership is based on collaborative work, 
high rotation of experience and knowledge, and the 
promotion and recognition of the team strengths as 
the foundation for decision making. It prioritizes the 
“us” over the personal aspects as well as the suc-
cess of the team (Fernandez & Zambrano, 2019).

This approach supports the importance of optimizing 
the interpersonal relationships among team mem-
bers, directing the work mystique to all members of 
the organization with the purpose of generating or-
ganizational collective intelligence, where connection 
and trust exist. It is essential to obtain the coopera-
tion of the members of the organization through res-
pect and authority inspired by others, which is possi-
ble through positive and constructive communication 
in search of emotional and rational alignment and 
involvement in the challenges of the team (Vergara, 
2016). In this approach, the position of the collabo-
rator in the interaction with the leader is important, 
where the role of the leader is fundamental in the 
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relationship, since the response of the collaborator 
depends on his performance (Cardona, 2000).

An important aspect of relational leadership is pro-
moting a collaborative culture, for example, through 
the recognition of the small and large successes of 
team members, pondering the significance of indi-
vidual efforts in contributing to the achievement of 
objectives, which in the end are shared purposes. 
Likewise, in the management of work teams, it is 
praiseworthy to be aware of the events of the near 
and distant environment of the organization without 
neglecting, within the team, the search for flexibility 
in human relations through empathy and the promo-
tion of shared purposes (Blanchard, Ripley & Pari-
si-Carew, 2015).

Competence “Justifies his judgements”. This 
competence is based on the trust, knowledge and 
experience that the leader inspires in the team. This 
competence allows explaining the directionality of 
the organizational objectives, their purpose and the 
foundations on which they are based, which favors 
efficient performance and eliminates insecurity, 
doubts and uncertainty (Fernandez & Zambrano, 
2019).

Communication is a capacity that must be mana-
ged in organizations. In this sense, the capacity of 
communication is significant, it is closely related to 
the ability to bond with others through active liste-
ning, assertive communication and social skills that 
contribute directly to achievements. Communication 
generates a sense of belonging (Echeverría, 2003). 
Moreover, for leaders, it is a process of reflection 
that allows establishing judgments that will be sha-
red with team members and that should generate 
a sense of commitment and belonging (Gardner, 
1995).

Leaders leading impact teams base their decisions 
on pre-established judgments that are directly rela-
ted to the success of the organization, decisions in 
which team members have had an important con-
tribution, that is, all team members have had direct 
participation (Clark, 2016).

Competence “Exercises firm and close leaders-
hip”. The purpose of this competence is to balance 
the behaviors, capabilities, experiences, and values 
of each and every one of the organization members 
and direct them towards organizational results; in 
short, the leader is a facilitator who discovers skills 
and allows these to be made available to the team 
(Fernandez & Zambrano, 2019).

The development of firm and close leadership, ac-
cording to studies conducted by Zenger and Folk-
man (2011), demands result orientation, personal 
capabilities, personality, change leadership and per-
sonal skills; in this sense, this capacity is typical of 
those who lead high performance teams, where re-
sonant leadership has a natural ground and where 
the emotional state of its members is conclusive for 
its operation as well as for organizational success. 
An organization whose agenda includes the emo-
tional health of its members will present possibili-
ties for creativity and innovation, which means that 
it will be a favorable space for their growth (Losada, 
2008).

Others consider that relational leadership is based 
on fundamental pillars such as: fostering relations-
hips of closeness and trust; achieving collaboration 
and authority in others; and motivating and achie-
ving the commitment of team members (incolid, 
2019).

Dimension “Organizational-Strategic”

This consists of four competences: “defines and 
directs high standard results”, “shows strategic ca-
pacity”, “promotes alternative approaches”, “applies 
constructive and effective solutions” and “promotes 
adaptive change”.

Competence “Defines and directs high standard 
results”. This leadership is linked to strategic or-
ganizational performance, which helps the team 
achieve its results (Rozo-Sánchez, Flórez-Garay, 
& Gutiérrez-Suárez, 2019). It is characterized by 
establishing and directing high performance results 
based on collaborative work and the permanent 
evaluation and monitoring of the planned milesto-
nes and indicators and their results (Fernández & 
Zambrano, 2019).

High performance leaders must demonstrate to 
their team that they have the competences to lead 
teams that, according to the perspective of the or-
ganization, are responsible for achievements for 
business growth (Uribe, Molina, Contreras, Barbo-
sa, & Espinoza, 2013). The opposite would cause 
demotivation and perhaps even disintegration of the 
team, without taking into account the consequences 
of personal and economic prestige for the company. 
The leader must transmit to his team members the 
organizational mission and vision and the meaning 
of high performance (McCord, 2014).

Being high standard results, ethics is an important 
aspect, which is directly related to the character for-
mation of the team members, of the organization 
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itself, which will allow horizontal credibility among 
its members (Cortina, 2017).

Competence “Shows strategic capacity and 
promotes alternative approaches”. Effective 
leadership develops a contextual analysis of the 
organization. On that basis, it establishes possible 
scenarios and proposes solutions. The ability of re-
flection allows the leader to read the reality of cor-
porate influence (Fernandez and Zambrano, 2019). 
This strategic capacity allows the leader to direct 
organizational goals by using tools according to the 
scope of action, all aimed at the evolution of the or-
ganization (Fierro, 2012).

In these times where complexity and uncertainty 
seem to be common ground, the performance of 
strategic organizational leadership should focus on 
reflective analysis as well as strategic action; fore-
sight is a powerful tool. However, a modern view of 
the organizations is important to assume the strate-
gy that best suits the business (Pulgarín & Rivera, 
2012).

Competence “Applies constructive and effecti-
ve solutions”. Organizational strategic leadership 
provides effective responses to organizational pro-
blems on a permanent basis through collaborative 
networks, through which it demonstrates its results. 
It also recognizes the existing potentialities and puts 
them at the service of the team. The commitment 
of its members to the effectiveness of pre-establi-
shed results is a common denominator (Fernandez 
& Zambrano, 2019). This type of leadership takes 
advantage of the advancement in information and 
communication technologies for the creation of for-
mal and informal networks that transcend the orga-
nization and could be useful when making decisions 
(Pareja, 2017).

Competence “Promotes adaptive change”. The 
leader is characterized by having a permanent look 
at innovation, promoting change, and motivating 
teams to look beyond the routine, so that he inspires 
change towards paradigms that favor the growth of 
the organization. High impact leaders have a holistic 
view of the total, technical and political reality; their 
decisions have the required support (Fernandez & 
Zambrano, 2019). They also have a high capacity to 
adapt to changes, can lead teams in organizations 
of different nature and lead multidisciplinary teams. 
Conflicts are understood as an opportunity (Pareja, 
2017) and motivate towards analytical and critical 
thinking of team members as a measure to encou-
rage the creative and propositional spirit (Limsila & 
Ogunlana, 2008).

Eichholz (2015) says that the outstanding perfor-
mance leader challenges problems and people in 
search of creative answers. He does not give so-
lutions, he incentivizes participation and motivates 
solutions to flow from the team; his focus is the per-
sonal growth of individuals.

Organizational Climate

Under the perspective of measuring those attributes 
of the work environment that determine the charac-
teristics of a company, and how the personal per-
ceptions of workers influence their behaviors, the 
measurement of organizational climate is a practice 
whose use dates back to the twentieth century as a 
source of research, diagnosis, internal analysis and 
improvement plans. Based on LEAD, Liderazgo 
Efectivo para el Alto Desempeño (Effective Leader-
ship for High Performance) (Fernandez & Zambra-
no, 2019), the leader is called to facilitate working 
conditions and environments for the achievement of 
social and economic results, so that it lets the con-
nection between the leader and the organizational 
climate be evident on its own.

Organizational climate is a fundamental variable 
from a strategic point of view. The findings related 
to its relationship with high performance leadership 
will have a direct impact on business results. In this 
way, it is validated that the organizational climate 
influences work behavior, in the face of employee 
attitudes and expectations (Lapo, 2018).

The diversity of the population within the organiza-
tion (age, gender, type of position, specialty, time on 
the job, culture, academic degree, or others) crea-
tes the need to know their perceptions and motiva-
tions. This allows establishing specific actions that 
are related to the findings, so that it makes visible 
a formal interest in their needs, in order to promo-
te the effectiveness, efficiency and effectiveness 
of the results of the company. Thus, the diagnosis 
of the organizational climate, oriented towards the 
continuous improvement of the company, is a for-
mal tool for decision making. Its periodicity (annual, 
half-yearly) will allow establishing an evolutionary 
curve and will be an indicator of the results of the 
programs and actions deployed, which will establish 
a continuous learning process that not only involves 
the human resources area, but also each team lea-
der and the organization in general.

Developing the capacity to adapt on a personal 
and organizational level is one of the greatest cha-
llenges and it is studied as a social phenomenon. 
For example, in the United States, this context is 
known as VUCA (volatility, uncertainty, complexity 
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and ambiguity) and in the United Kingdom as TUNA 
(turbulence, uncertainty, novelty and ambiguity). 
Precisely, under this reality, organizations and hu-
man beings are oriented to review and enhance 
those factors that are under their control (Tessore, 
2020). According to a report by Hay Group (2015), 
which included the participation of 3,800 leaders in 
Peru, the leadership style displayed by managers 
can have an impact of up to 70% on the organizatio-
nal climate and, in turn, have an impact of up to 30% 
on business performance.

Ucrós and Gamboa (2010) investigated organizatio-
nal climate by analyzing 13 representative authors 
over a period of 40 years, since the late 1970s, with 
the aim of finding the most representative factors. 
They concluded on the presence of three main fac-
tors as dimensions of organizational climate: indivi-
dual, relational and group, and organizational fac-
tors. These factors or dimensions are the ones that 
generate interrelation models within the concept of 
organizational climate (Griffin & Moorhead, 2010; 
Brunet, 1997).

Dimension “Individual Factors”. Composed of 
five factors or sub-dimensions: commitment, sa-
tisfaction-pride, performance, motivation, and 
stress-adaptation. Commitment, related to the le-
vel of awareness of the employees regarding their 
sense of belonging and responsibility towards the 
organization, is born through a psychological pro-
cess between the individuals and the organization, 
affected by components such as trust and leaders-
hip, and has an impact on turnover and employee 
satisfaction (Tejero-González & Fernández-Díaz, 
2009; Castro, 2006). Satisfaction-pride is related to 
the attitudes of workers regarding their perception 
of their job, role in the organization and how they 
feel about it (Bravo, Peiró & Rodríguez, 1996); the 
higher the satisfaction, the greater the sense of be-
longing and pride, which is linked to job satisfaction 
as a key factor for the achievement of objectives 
and a positive organizational climate (Peña, Olloqui 
& Aguilar, 2013). Performance is a factor directly 
related to the achievement of organizational objec-
tives; likewise, it has been found that the work cli-
mate, directly influences job performance (Griffin & 
Moorhead, 2010; Bulnes, Ponce, Huerta, Elizalde, 
Santivañez, Delgado & Álvarez, 2004; Chiavenato, 
2006). Motivation is like an impulse of actions or in-
actions (Robbins, 1999) that derive from the desire, 
need or free will of the person and result in visible 
behaviors. Finally, the stress-adaptation factor re-
fers to the physical and emotional management of 
work demands, from which arises the capacity to 
adapt to the work situation, as well as the display of 

attitudes (Rodríguez, 2005). It has been found that 
certain levels of stress are recommended to deve-
lop the creativity in workers, while a very low level of 
stress generates apathy and discouragement (Sar-
dá-Junior, Legal & Jablonski-Junior, 2004).

Dimension “Relational and group factors”. It 
consists of four factors or sub-dimensions: leader-
ship, trust in the immediate boss, teamwork-colla-
boration-cooperation and support-communication. 
Leadership is related to the determining role it plays 
in the development of a positive or negative climate 
(Peraza & Remus, 2004; Ponce, Pérez, Cartujano, 
López, Álvarez & Real, 2014). Trust in the imme-
diate boss is determined through the worker's per-
ception of the behavior, conduct, actions and form 
of leadership of his boss (Méndez, 2005); in this re-
gard, it is evident that if the level of trust is low, there 
is a tendency to work in an environment of constant 
tension; on the contrary, when the level of trust is 
high, communication and participation at all levels 
is encouraged (Robbins, 1999). The teamwork-co-
llaboration-cooperation factor refers to establishing 
the advantage of shared knowledge in the company, 
which strengthens the process of human relations, 
interrelationships, the sense of belonging and the 
contribution to collective objectives (Méndez, 2005). 
The last factor in this dimension is support-commu-
nication, which is related to the support provided by 
the organization and the work environment, as well 
as the quality of communication, its closeness and 
effectiveness.

Dimension “Organizational Factors”. Composed 
of thirteen factors or sub-dimensions: policies-stra-
tegy, infrastructure-equipment, norms-regulations, 
health-safety, recognition, personnel development, 
salary-benefits-incentives, work-life balance, di-
versity-inclusion, integrity, customer management, 
sustainability, COVID-19. The policy-strategy factor 
is related to the dissemination of the policies, the 
clarity of where the organization is going, how it 
achieves its objectives and how it communicates 
this to people. With respect to infrastructure-equi-
pment, this factor corresponds to the minimum 
working conditions required by workers to perform 
their tasks. The norms-regulations include the for-
mal norms, and the tacit premises that are linked 
to the culture of the organization and are the basis 
for decision making (Rodriguez, 2005). The heal-
th-safety factor refers to the coherence of the fo-
cus on people, that is, the generation of conditions, 
capabilities, programs, processes and procedures 
that guarantee the care of workers. Along the same 
lines, recognition is considered a main factor for 
worker satisfaction (Herzberg, 2003); it is also a 
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social reinforcement of impact that contributes posi-
tively to the perception of the organizational climate. 
Personnel development is composed of the develo-
pment and growth needs of each worker, while the 
salary-benefits-incentives factor responds to the 
tangible that the worker receives, in the perception 
of fairness of the staff, regarding what they receive 
from the organization and also what others recei-
ve (Juarez & Carrillo, 2014). It is important to study 
work motivation in order to propose compensation 
alternatives that do not only cover the monetary fac-
tor, so as to achieve a greater impact on the worker 
compensation and benefits scale (Brunet, 1997).

Work-life balance is related to the space for the 
attention of the affective, family and personal world 
of each worker, which impacts their well-being and 
performance (Casas et al., 2002). Diversity-inclu-
sion represents the respect and incorporation of 
the sense of accepting differences and discovering 
the potential in each individual; thus, the organiza-
tion acquires value, prestige and modernity. The 
integrity factor implies consistency between what 
is said and what is done, as well as ethics, trans-
parency and trust. Customer management refers 
to the perception by the employee of the quality of 
the product and services offered, which is implicitly 
linked to pride and sense of belonging. Likewise, 
sustainability is the visible commitment to the com-
munities, the environment, and strategic partners. 
In this regard, Caro and Ojeda (2019) found a po-
sitive and high correlation between sustainability 
and work climate. Finally, the COVID-19 factor was 

included, since it was considered influential in the 
perception of workers in relation to the measures 
adopted by the company, and their impact on per-
sonal and work life.

The company under study has more than five deca-
des operating in the industrial sector and a total of 
280 workers. In 2019, a new team took over mana-
gement and carried out a restructuring process. Sin-
ce then, they have developed organizational climate 
studies, whose first diagnosis found 59% of respon-
dents with a positive perception of the work climate, 
while 65% noted the presence of some kind of lea-
dership (Figure 1). This context highlighted the need 
to design leadership development strategies; thus, 
the program was implemented for managers and 
first-line managers during the first year. The following 
year, the program was extended to middle manage-
ment, accompanied by an emotional health and safe-
ty work plan for all employees. In this new approach 
to human talent as a strategy to achieve the new 
institutional objectives, leadership was considered 
as a factor that could have a significant impact on 
the improvement of organizational climate indicators, 
based on the competencies detailed above.

This article seeks to contribute to the knowledge of or-
ganizational climate management in public or private 
activity. Likewise, it is considered an important con-
tribution to the academy because it covers aspects 
of recent treatment under the approach presented. 
This is achieved through a different look that offers 
effective leadership for high performance, whose 

 
Figure 1. Perception of Work Climate and Leadership in the Company in 2019.

Source: Prepared by the authors based on data from the organization.
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center of attention is not the leader, but the involve-
ment within the work team of the one who exercises 
leadership “from the network of team relationships” 
(Fernandez & Zambrano, 2019, p. 11) and applying 
13 components, where the “us” prevails over the “I”; 
that is, starting from the premise of the role of the 
leader as a facilitator of conditions for the achieve-
ment of results. Under this approach, responsibility 

is assumed to create a safe, challenging, collective, 
collaborative, and continuous learning environment. 
In this study, we intend to determine the correlation 
between leadership and organizational climate.

Table 2 shows how the variables and dimensions 
were designed. The relationship between the orga-
nizational climate variable and personal leadership 

Table 2. Design of Variables, Dimensions, and Sub-Dimensions.
VARIABLE DIMENSION SUB-DIMENSIONS

HIGH PERFORMANCE 
LEADERSHIP

Personal leadership
Self-awareness, taking charge of one's own change process
Self-management of emotions
Takes the initiative by assuming responsibility

Relational leadership

Shows horizontality in relationships
Generates dialogue and connectivity
Inspires to achieve outstanding performance
Promotes collaboration and team effectiveness
Justifies his judgments
Exercises firm and close leadership

Strategic leadership

Defines and is oriented to high standard results
Demonstrates strategic capability and encourages alternative approaches
Applies constructed and effective solutions
Promotes adaptive change

ORGANIZATIONAL 
CLIMATE

Individual factors

Commitment
Satisfaction-pride
Performance
Motivation
Stress and adaptation

Relational-group factors

Leadership
Trust in the immediate boss
Teamwork, collaboration, cooperation
Support and communication

Organizational factors

Communication of policies and strategy
Infrastructure and equipment
Norms and regulations
Health and safety
Recognition
Personnel development
Salaries, incentives, benefits
Work-life balance
Diversity and inclusion
Integrity
Customer management
Supplier, contractor, and third-party management
Sustainability, corporate governance and social responsibility
COVID-19

Source: Prepared by the authors, adapted from Fernández and Zambrano (2019) for high performance leadership and from Ucros and 
Gamboa (2010) for organizational climate. 
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(first dimension), relational leadership (second di-
mension) and strategic organizational leadership 
(third dimension) were proposed as specific hypo-
theses. The results obtained and the discussion of 
the conclusions reached are presented below.

METHODOLOGY

The design of the research is non-experimental and 
correlational. Data were obtained through structu-
red surveys. For the main variable, “high performan-
ce leadership” (formed by dimensions “personal 
leadership”, “relational leadership”, and “strategic 
organizational leadership”), based on the work of 
Fernandez and Zambrano (2019), a survey was de-
signed based on 35 items. For the second variable, 
“organizational climate”, the dimensions of Ucrós 
and Gamboa (2010) (“personal factors”, “relational 
factors” and “organizational factors”) were used, for 
which 45 items were designed and adapted. The 
study population is made up of the total number of 
workers who are in charge or personnel at the com-
pany. In other words, a sample was formed with 108 
workers who, by the nature of their position, exerci-
se some type of leadership.

For data collection, two questionnaires were prepa-
red, one for each variable, using a Likert scale, with 
a minimum score of 1 and a maximum of 5. The 
surveys were taken at the company, after an orien-
tation talk and on two different dates. Data were ob-
tained for each variable by date, and were assigned 
a random number or code between 1 and 180. To 

determine the validity of the surveys, they were sub-
mitted to the expert judgment of four specialists in 
the field of human resources. To measure reliability, 
Cronbach's Alpha indicator was applied. The inter-
nal reliability result was 0.989 for the variable “high 
performance leadership” and 0.956 for “organizatio-
nal climate”.

RESULTS

The results were obtained at the beginning of De-
cember 2021, after a leadership training shop 
as described above. The descriptive findings are 
shown below.

Figure 2 shows that 41.7% of the workers surveyed 
have a “high” perception of the variable “high perfor-
mance leadership”, 34% consider it “very high” and 
only 10% rated it as “low”. 75.9% consider that their 
leaders sustain high performance leadership.

Regarding the first dimension, “personal leadership”, 
Figure 3 shows that 40.7% of the respondents have a 
“high” perception; 37% have a “very high” perception; 
12% have a “regular” perception; and 10% have a 
“low” perception. A total of 77.7% have a perception 
between “high” and “very high”, while 22.3% have a 
perception between “low” and “Regular”.

In the case of the second dimension, “relational 
leadership”, Figure 4 shows the descriptive re-
sults, where 38.9% of the workers indicated having 
a “very high” perception of relational leadership in 

 
Figure 2. High Performance Leadership.

Source: Prepared by the authors, obtained from SPSS.
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their leaders; 35.2%, “high”; 15.7%, “regular”; and 
10.2%, “low”. Likewise, 74.1% have a perception 
between “high” and “very high” and 25.9% consider 
that personal leadership has a level between regu-
lar and low.

Regarding the third dimension, organizational-stra-
tegic leadership, Figure 5 shows that 48.1% of the 

workers have a “high” perception; 26.9%, “very 
high”; 13.9%, “regular”; and 10.2%, “low”. Similarly, 
75% of the respondents have a perception between 
“high” and “very high”, while 25% have a perception 
between “regular” and “very low”.

In the “organizational climate” variable, Figure 6 shows 
that 38% of the workers have a “high” perception; 

 
Figure 3. Personal Leadership.

Source: Prepared by the authors, obtained from SPSS.

 
Figure 4. Relational Leadership.

Source: Prepared by the authors, obtained from SPSS.
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54.6%, “very high”; 6.5%, “regular”; and 0.9%, “low”. 
Thus, 92.6% of respondents have a perception be-
tween “high” and “very high”, while 7.4% have a per-
ception between “regular” and “very low”.

Hypothesis Test

High performance leadership is related to the orga-
nizational climate of the company.

Hypothesis

The test of the general hypothesis of the variables 
“high performance leadership” and “organizational 
climate” presents the following result:

	 H0: r = 0. There is no significant relationship 
between high performance leadership and 
organizational climate.

 
Figure 5. Organizational-strategic Leadership.

Source: Prepared by the authors, obtained from SPSS.

 
Figure 6. Organizational Climate.

Source: Prepared by the authors, obtained from SPSS.
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	 H1: r ≠ 0. There is a significant relationship 
between high performance leadership and 
organizational climate.

Table 3 shows a high positive correlation (0.812) 
with a significance level of 0.01 between high per-
formance leadership and organizational climate. 
Therefore, the null hypothesis that there is no sig-
nificant relationship between the variable “high per-
formance leadership” and organizational climate is 
rejected.

Specific Hypothesis One

	  H0: r = 0. There is no significant relationship 
between personal leadership and 
organizational climate.

	 H1: r ≠ 0. There is a significant relationship 
between personal leadership and 
organizational climate.

Table 3. Spearman’s Rho Values for High Performance 
Leadership and Organizational Climate.

Value
Correlation coefficient 0.812

N 108

Sig. (2-tailed) 0.000

Source: Prepared by the authors based on questionnaire applied 
to the sample in the year 2021, obtained from SPSS V25 sof-
tware results.

Table 4 shows a high positive correlation (0.680) 
with a significance level of 0.01 between personal 
leadership and organizational climate. Therefore, 
the null hypothesis that there is no significant re-
lationship between the personal leadership dimen-
sion and organizational climate is rejected.

Specific Hypothesis Two

	 H0: r = 0, There is no significant relationship 
between relational leadership and 
organizational climate.

	 H1: r ≠ 0, There is a significant relationship 
between relational leadership and 
organizational climate.

Table 4. Spearman's Rho Values for Personal 
Leadership and Organizational Climate.

Value
Correlation coefficient 0.680

N 108

Sig. (2-tailed) 0.000
Source: Prepared by the authors based on questionnaire applied 
to the sample in the year 2021, obtained from SPSS V25 sof-
tware results.

There is a high positive correlation (0.795) with a 
significance level of 0.01 between relational leader-
ship and organizational climate. Therefore, the null 
hypothesis that there is no significant relationship 
between the relational leadership dimension and or-
ganizational climate is rejected (Table 5).

Specific Hypothesis Three

	 H0: r = 0, There is no significant relationship 
between organizational/strategic leadership 
and organizational climate.

	 H1: r ≠ 0, There is significant relationship 
between organizational-strategic leadership 
and organizational climate.

Table 5. Spearman's Rho Values for Relational 
Leadership and Organizational Climate.

Value
Correlation coefficient 0.795

N 108

Sig. (2-tailed) 0.000
Source: Prepared by the authors based on questionnaire applied 
to the sample in the year 2021, obtained from SPSS V25 sof-
tware results.

Table 6 shows a moderate positive correlation 
(0.425) with a significance level of 0.01 between or-
ganizational-strategic leadership and organizational 
climate. Therefore, the null hypothesis that there is 
no significant relationship between the strategic or-
ganizational leadership dimension and organizatio-
nal climate is rejected.

Table 6. Spearman's Rho Values for Organizational-
strategic Leadership and Organizational Climate.

Value
Correlation coefficient 0.425

N 108

Sig. (2-tailed) 0.000
Source: Prepared by the authors based on questionnaire applied 
to the sample in the year 2021, obtained from SPSS V25 sof-
tware results.

DISCUSSION 

The results of the study show that high performan-
ce leadership and organizational climate are signifi-
cantly related in the organization, which was valida-
ted by means of the T. Spearmann correlation tests, 
which proved the relationship of the variables.

This direct relationship is confirmed by Hernandez, 
Duana and Polo (2021) from a leadership styles 
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approach. They mention that a type of leadership 
in which poor communication is the main attribute 
results in an unstable organizational climate with a 
low level in its indicators. Likewise, Parra and Ro-
cha (2021) evidenced a high and positive correla-
tion level (Pearson's coefficient 0.86) between lea-
dership styles and organizational climate. “Closed” 
and “authoritarian” styles were related to low levels 
of organizational climate. On the other hand, Saa-
vedra, Reyes, Trujillo, Alfaro and Jara (2019) exe-
cuted their study based on the types of managerial 
leadership, determining a direct and positive rela-
tionship with organizational climate.

Personal leadership and strategic organizational 
leadership have a high positive correlation with or-
ganizational climate. Therefore, it is understood that 
a positive impact will be obtained in the organizatio-
nal climate indicators as long as the development 
of personal leadership is promoted in leaders and 
workers, considering self-management and initiati-
ve taking, as well as the development of compe-
tencies focused on the search for high standard re-
sults, strategic capacity, adaptability to changes and 
collaborative search for work solutions.

Thus, Goleman (1998) states that companies that 
develop the muscle of emotional intelligence (from 
the self-knowledge of their people, their self-regu-
lation and self-management) will be able to guide 
decision making in a sensible way and impact the 
results of the organization.

In the case of relational leadership, it is evident that 
it is the dimension with the highest level of corre-
lation with the organizational climate, compared to 
personal leadership and organizational-strategic 
leadership. Therefore, relational leadership is con-
sidered the main deployment of actions whose im-
pact will be on a larger scale where, for example, 
the leader must focus on strengthening the social 
field, from horizontality, from the consistency of the 
example and from inspiring to achieve outstanding 
performance, as well as promoting dialogue and 
connectivity, collaboration and strengthening of 
team membership, and firmness to guide to exce-
llence. This, taking into account the necessary clo-
seness from the personal aspect, which generates 
the predominant contribution to the improvement of 
the organizational climate.

This is why Goleman (2000) ratifies the value of the 
“work atmosphere” from leadership through a set 
of twenty capacities or competencies, distributed 
in four groups: self-awareness, self-management, 
conscience and social skills. These capabilities are 

transversal to all leadership styles, which are rela-
ted to the organizational climate.

CONCLUSIONS

The research shows that high performance leaders-
hip and organizational climate are significantly rela-
ted. It is concluded that there is a positive and high 
relationship of 0.812.

Regarding personal leadership and organizational 
climate, it is evident that they are significantly rela-
ted, with a high positive result of 0.501. The analy-
sis shows that the general perception of employees 
with respect to personal leadership is positive with 
77.7%.

This study shows that relational leadership and or-
ganizational climate are significantly related, with 
a high positive relationship of 0.795. According to 
the results, the workers responded and expressed 
a positive perception of 74%.

There is a moderate relationship between organiza-
tional strategic leadership and organizational clima-
te (a moderate relationship of 0.425). The emplo-
yees surveyed showed a 75% positive perception.

With respect to the organizational climate variable, 
according to the analysis, 92.6% have a positive 
perception.

In the high performance leadership variable, 76% 
of employees had a perception between “high” and 
“very high” in 2021.

The results of this research can be used as a basis 
for the design of strategies oriented to the develo-
pment of “high performance leadership” which, on 
the one hand, allow organizations to put into prac-
tice approaches whose results could be positive 
in the way of optimizing the organizational climate 
and, on the other hand, contribute to the Academy, 
so that other researchers choose to make use of the 
instruments that have the validity and reliability that 
scientific research demands.
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