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ABSTRACT 
Our world today is dramatically making progress and moving towards innovation. These 
changes need the flexibility and accountability of organizations in line with their goals and 
missions for survival and promotion. On the other hand, the development of any society 
depends on having healthy organizations supporting a culture of innovation. Science 
production and innovations have been long considered as the most important goals of 
higher education institutions; and the educational climate prevailing educational 
environments is the most important factor in shaping innovation. The purpose of this 
research is to investigate the relation of organizational health to innovative organizational 
climate and the impact of some demographic factors. In terms of the method, the study is 
considered to be a survey research whose populations consisted of higher education 
employees working in the Golestan-Iran University of Medical Sciences, from which118 
people were selected using the random sampling method and the Cochran’stable.The 
research data were collected through two standard questionnaires of organizational 
climate and organizational health. The data, after being coded and entering into the SPSS 
software, were analyzed by descriptive statistics (such as mean and standard deviation) 
and inferential statistics (such as the Spearman’s correlation and t-test). The results of this 
study showed that there is a direct and significant relationship between organizational 
health and innovative organizational climate. Also, the investigation of some factors 
affecting this relationship showed that in terms of gender, marital status, age groups, and 
education level, there is no significant difference in this regard. Although the mean rank 
was higher for female gender, marital group, the age group of 21-30, and bachelor’s degree, 
there was a significant difference between organizational health and innovative 
organizational climate in terms of work experience so that the mean rank was higher for 
less than 5 years’ work experience. 
 
KEY WORDS: organizational health, innovative organizational climate, effective factors 
  

1Assistant professor, Department 
of Management, Golestan 

University, Gorgan, Iran, 
2Ph.D. Student in Educational 
Management, Gorgan Branch, 
Islamic Azad University, Gorgan, 
Iran 
3Ph.D. Student in Educational 
Management, Sari Branch, 
Islamic Azad University, Sari, Iran 
4Health Management and Social 
Development Research Center, 
Golestan University of Medical 
Sciences,& Ph.D. Student in 
Educational Management, 
Gorgan Branch, Islamic Azad 
University, Gorgan, Iran 
 
Address For Correspondence: 
Shimakazemi Malekmahmoudi, 
Health Management and Social 
Development Research Center, 
Golestan University of Medical 
Sciences,& Ph.D. Student in 
Educational Management, 
Gorgan Branch, Islamic Azad 
University, Gorgan, Iran   

 
Received: 12 March 2015 
Accepted: 28 June 2015 
Available online: 22 July 2015 

 

INTRODUCTION 

 

 The environment of today’s organizations is an increasingly competitive global environment for the 

development of information and communication technology. Our world today is dramatically making progress 

and moving towards innovation. These changes need the flexibility and accountability of organizations in line 

with their goals and missions for survival and promotion. On the other hand, the development of any society 

depends on having healthy organizations supporting a culture of innovation. Hence, the new standards should be 

developed for organizations to benefit the most appropriate skills (Garg and Rastogi, 2006). Science production 

and innovations have been long considered as the most important goals of higher education institutions. Every 

society, if viewed as an overall system, has organizations and institutions within itself, which are responsible for 

functions as sub-systems; in other words, they should have the ability to synchronize and keep pace with other 

systems to achieve the goals of the larger system (Nazem, 2012).Organizations are systems consisting of sub-

systems and including a variety of sources such as material, financial and human resources. Also, any 

organization has a dominant culture and can be thought of as a living being with an identity independent of its 
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members; so that, it can affect the behavior of employees by this new identity. This personality and identity can 

be along with organizational health or disease (Saatchi, 2006). 

 Higher education can be deemed as one of the most important and fundamental organizations of a society, 

where the greatest efforts of the academic community for innovation and strengthening intellectual capitals is 

made by benefiting from information and human resources. So, using proper management practices, it will be 

possible to achieve the organizational goals in this domain. In dynamic and organic organizations such as 

educational institutions and universities, a cohesive organizational climate supporting a culture of innovation 

should be created. By taking into account rapid changes and new technologies, to synchronize and keep pace 

with educational changes and innovations, it is necessary to create a favorable platform and environment for 

creativity and innovation in organizations.  Therefore, universities are considered as the main centers of 

production and dissemination of knowledge and innovation. In this regard, using proper management methods, 

it is needed to identify and utilize not only information resources, but also intellectual forces and human 

resources (Jafari, 2013).Accordingly, it can be said that scholarly and wisely looking at the creation of 

technology and innovative organizational climate along with organizational health is one of the necessities for 

the progress and improvement of the organization. 

 Health means to be in a state of complete physical, social, mental, and emotional well-being, and not just 

the absence of diseases and disabilities (Zakizadeh and Khademloo, 2011). According to Lynden and Kelingle, 

organizational health is a relatively new concept consists of organization ability to perform its duties effectively 

towards organizational growth and improvement. A healthy organization is a place where people want to stay 

and work and be helpful and effective (Abbaszadeh, 2000).A healthy organization, due to enjoying an 

environment enthusiastic for change and a healthy climate recipient of innovation for employees, can increase 

the psychological strength of individuals to influence the environment and createa positive perception of the 

organization in which people are working (Kaplan, 1992).According to Miles, organizational health refers to the 

stability and survival of the organization in its environment, coping over the long haul, and expanding the 

organization’s ability for higher compatibility (Jahed, 2005).The term “innovative organizational climate” refers 

to the innovation and creativity of organizations which are the results of two factors: the creativity of employees 

and creative organizational culture (Saatchi et al., 2011). 

 Healthy and desirable organizational climate with genuine and true interpersonal relationships probably 

creates a situation in which the leadership and professional management can be successful. An unhealthy and 

unpleasant organizational climate creates an environment full of suspicion and hostility, where any participative 

and collaborative management is forced to fail (2002). As previously mentioned, there are various resources in 

an organization, among which it can be pointed to human resources as one of the most effective factors in 

organizational health. The results of studies conducted by Duff (2007) showed that personality factors influence 

organizational culture and climate, especially in organizations where there isa cohesive organizational climate 

supporting a culture of innovation.The organizational climate of educational centers, in particular the quality of 

relations governing educational environments is the most important factor in the development of innovation and 

consequently the health of the organization and the community. To synchronize and keep pace with educational 

changes and innovations, it is necessary to createa favorable platform and environment for creativity and 

innovation in organizations (Moosavi et al., 2011), which is a prerequisite for organizational health. Khosravian 

et al. (2010) in a study investigated the relationship between the innovation culture and organizational climate 

among all employees of the Sepehan Cement Company. The results of this study showed that there is a positive 

and significant correlation between all dimensions of organizational climate and three components of innovation 

culture. Broumand and Ranjbari (2009), in a study onthe strategic practices of human resources management 

and innovation performance, concluded that the strategic practices of human resources management are 

positively related to the innovation performance. Niaz Azari et al. (2013), in a study as “the relationship 

between knowledge management processes and innovative organizational climate of employee working in 

Islamic Azad University branches located in east of Mazandaran-Iran province”, showed that there is a 

significant relationship between knowledge management processes and innovative organizational climate. 

Khamiri et al. (2010) investigated the relationship between organizational climate and organizational health 

among the high school teachers of Bandar Abbas. They showed that there is a significant relationship between 

organizational climate and organizational health but no significant relationship was observed among 

organizational health and demographic characteristics such as age, education level, and gender. Safarzadeh and 

Naderi (2014) in a study investigated the relationship of organizational justice, organizational health, job 

enthusiasm, and innovative organizational climate to psychological empowerment and organizational citizenship 

behavior among the employees of an industrial organization in Ahvaz-Iran. The results of this study showed that 

job enthusiasm with a coefficient equal to 0.99had the strongest relationship with the first focal variable. In this 

regard, organizational health, organizational justice, and innovative organizational climate with coefficients 

equal to 0.77, 0.71, and 0.51 were respectively placed in next ranks. Narmeen et al. (2012) investigated the 

relationship between organizational citizenship behavior of employees and employee engagement. Their results 

emphasized the relationship and paying attention to it. In another study conducted by Sarghad et al. (2012) on 
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the relationship between organizational climate and organizational health, it was found that loyalty and 

commitment of individuals is a factor to ensure organizational health and its survival in a competitive 

environment. Also, they found that there is a positive and significant relationship between organizational 

climate and organizational health. at and Shaffer (2005) in a study showed that the social context of 

organizations which includes relationships based on confidence and attractiveness requires commitment as a 

factor increasing the vision of intra-organizational health and dynamics. Ergenli et al. (2007) believe that the 

main source of competitive advantage in today’s world is not only the use of technology, but also creativity, 

innovation, positive thinking, quality, commitment, and the ability of employees contribute to shaping it. To 

achieve this characteristic, organizations should psychologically empower their most important factor, namely 

human resources which play an essential role in increasing the competitive advantage. Considering the 

importance of organizations in the development of communities and the importance of organizational health in 

the survival and promotion of organizations in the world of information, communication, science and 

technology, to achieve the development goals of countries, it is needed to determine the relationship between 

newly emerging scientific and technological phenomena as well as the relationship between organizational 

health and innovative organizational climate. Hence, the present research has been conducted in this regard.  

 

MATERIALS AND METHODS 

 

 In terms of the method, the present study is a survey research; because it aims to determine the relationship 

between organizational health and innovative organizational climate as well as investigate the impact of some 

factors such as gender, age,work experience, and marital status on this relationship. The research population 

consists of higher education employees working in the Golestan-Iran University of Medical Sciences, from 

which 118 people were selected using the random sampling method. The research data were collected using two 

standard questionnaires including the 24-item questionnaire of innovative organizational climate developed by 

Cigel and Kaumerand the 44-itemquestionnaire of organizational health developed by Matthew Miles. The 

questions have been scored based on a 5-point scale. The data, after being coded and entering into the SPSS 

software, were analyzed by descriptive statistics (such as mean and standard deviation) and inferential statistics 

(such as the Spearman’s correlation and t-test). 

 

The research findings: 

 The main purpose of this study was to determine the views of higher education employees regarding the 

relationship between organizational health and innovative organizational climate. The findings of this study 

based on its objectives are as the following tables:  

 
Table 1: the relationship between organizational health and innovative organizational climate 

 Correlation Level Significance Level 

 Correlation Level Significance Level 

Organizational Health and Innovative Organizational Climate 0.688∗∗ 0.000 

 

 According to the results of table 1 and considering the significance level (0.01), it is concluded that there is 

a direct correlation between innovative organizational climate and organizational health at a significance level 

of 99%. Hence, it can be said that from the research samples’ point of view, there is a direct relationship 

between innovative organizational climate and organizational health.  

 
Table 2: The relationship between organizational health and innovative organizational climate by gender 

Organizational Health and Innovative Organizational 
Climate 

Group Number Correlation Significance Level 

Gender Male 42 0.812 0.000 

Female 66 0.637 0.000 

 

 Results of the Spearman’s correlation test in table 2 show that there is no significant difference between 

males and females in terms of affecting the relationship between organizational health and innovative 

organizational climate; although the value of correlation is higher in male group, the difference is not 

significant. 

 
Table 3: The relationship between organizational health and innovative organizational climate by marital status 

Organizational Health and Innovative Organizational 
Climate 

Group Number Correlation Significance Level 

Marital Status Single 19 0.695 0.001 

Married 77 0.720 0.000 
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 According to table 3 and results of the Spearman’s correlation test, there is a significant correlation between 

innovative organizational climate and organizational health in terms of marital status and the value of 

correlation is higher for married group.  

 
Table 4: The relationship between organizational health and innovative organizational climate by age 

Organizational Health and Innovative Organizational 

Climate 

Group Number Correlation Significance Level 

Age Groups 21-30 22 0.639 0.001 

31-40 53 0.707 0.000 

41-50 28 0.784 0.000 

Older than 50 6 0.735 0.096 

 

 According to table 4, there is a significant correlation between innovative organizational climate and 

organizational health in terms of age groups; however, the correlation is insignificant regarding the age group 

over 50 years old. 

 
Table 5: The relationship between organizational health and innovative organizational climateby education level 

Organizational Health and Innovative 

Organizational Climate 

Group Number Correlation Significance Level 

Education Level Associate 

Degree 

17 0.864 0.000 

Bachelor’s 

Degree 

66 0.628 0.000 

Master's 

Degree 

18 0.830 0.000 

Ph.D. 3 0.866 0.333 

 

 According to the results of table 5, there is a significant correlation between innovative organizational 

climate and organizational health in terms of education level except the group with Ph.D. degree whose size is 

low. 

 
Table 6: The relationship between organizational health and innovative organizational climateby work experience 

Organizational Health and Innovative 
Organizational Climate 

Group Number Correlation Significance Level 

Work Experience 1-5 22 0.624 0.002 

6-10 31 0.731 0.000 

11-15 25 0.633 0.001 

16-20 15 0.757 0.001 

Over 20 Years 12 0.766 0.004 

 

 Table 6 shows the results of the Spearman’s correlation test on the relationship between innovative 

organizational climate and organizational health in terms of work experience. According to the results, there is a 

significant correlation in this regard.  

 

Discussion and conclusion: 

 The results of this study showed that there is a significant relationship between innovative organizational 

climate and organizational health. Therefore, it can be said there is a direct relationship between them. Also, 

there was no significant relationship between organizational health and innovative organizational climate in 

terms of gender, but there was a significant correlation between them in terms of marital status, age, education 

level, and work experience. However, the correlation was higher regarding the married group and lower 

regarding the age group over 50 years old and the group with Ph.D. degree. One reason for lower correlation in 

these groups can be their lower size. The results of this study are consistent with the studies conducted by 

Moosavi et al. (2011) who concluded that organizational health helps to createa favorable platform and 

environment for creativity and innovation in organizations. Also, the results are consistent with the study 

conducted by Niaz Azari et al. (2013) who showed that there is a significant relationship between knowledge 

management processes and innovative organizational climate. The results of this study are consistent with the 

studies of Khosravian et al. who showed that in organizations with a cohesive organizational climate supporting 

a culture of innovation, all members are commitment to the new creativities; and the study conducted by Kaplan 

(1992) who believes that the indices of organizational health depend on the enthusiasm of an environment for 

change and the health of its climatefor receiving innovation and creativity; and the study conducted by Ritch et 

al. (2010) who stated that the environment of an organization should provide three job sources including 

independence, appreciation, and innovation to engage employees in their job; and the study conducted by 

Sarghad et al. (2012) who found that loyalty and commitment of individuals is a factor to ensure organizational 

health and its survival in a competitive environment and there is a positive and significant relationship between 
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organizational climate and organizational health; and the study conducted by Khamiri et al. (2010) who 

investigated the relationship between organizational climate and organizational health among the high school 

teachers of Bandar Abbas and showed that there is a significant relationship between organizational climate and 

organizational health, but no significant relationship between organizational health and demographic 

characteristics such as age, education level, and gender. 

 The results of this study which emphasize organizational health and innovative organizational climate can 

be used as practical guides for managers; hence, it is recommended to mangers to make efforts to create a sound 

structure and a climate enthusiastic for innovation and creativity in their organizations. Such practices can help 

organizations to achieve their goals and make progress globally. However, more extensive research with a wider 

coverage in this regard seems necessary to develop the guideline for managers in the critical world of 

information and communication. 
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