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Introduction

Organizational performance is simply the realization of organizational objectives (Abubakar, et.al, 2019). Knowledge management is a strategy to optimize the firm's knowledge economy which includes several elements such as human resources practices, technology, culture, and organizational structures [START_REF] Du Plessis | The role of knowledge management in innovation[END_REF]. In other words, the management needs to identify the job and the skills required by the job and develop and deploy people to the job which is matched the skills [START_REF] Qiang | Worker Skill Estimation from Crowdsourced Mutual Assessments[END_REF].
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That is the main reason why organizations nowadays are called learning organizations which indicates continuous learning with the latest development [START_REF] Saadat | Organizational Learning as a Key Role of Organizational Success[END_REF]. Competitive salary packages and benefits support employees' knowledge and skills. For example, the study of Francis and Kibera (2019) found correlations between organizational culture and work performance. [START_REF] Al-Omari | The Influence of Work Environment on Job Performance: A Case Study of Engineering Company in Jordan[END_REF] investigated the influence of work environment on employees' performance and found that work environment had a major impact on the employees' work performance. In terms of Leadership, Khan, et.al (2020), studied the effect of the transformational leadership style and found that transformational leadership influences work performance. The same case with attitude and work values affects the employees' work performance (Liao, et.al, 2012).

There have been few studies related to organizational climate and performance. Thus, the current study enriched the discussion on such a field, fill the gap, and examine the effect of organizational climate on employees' work performance.

The study is divided into several parts. The first part explains the background and the purpose of the study. The second part is the literature review which presents the existing literature and studies that have discussed the current topic thus establishing the theoretical foundation of the study. The third part is the research methodology which presents the research design, locale, population, procedures, instruments, and the statistical treatment of data. The fourth part is the presentation of data and analysis. This part presents the data that was gathered through research instruments and analyzed using statistical software. The fifth part is the result and discussion of its contribution to the existing knowledge.

Literature Review

The literature review intends to discuss the study. The purpose is to gain a deeper understanding of the topic and establish the theoretical and conceptual framework of the study. The presentation was arranged thematically and then followed by the conceptual framework.

Theoretical and Conceptual Framework Organizational Climate Concept and its Influence on Employees.

The current study defined organizational climate as an organizational environment that can influence employees' motivation, attitude, and behavior. Litwin and Stringer (1968) as cited in [START_REF] Ahuja | A Demographic study on Organizational Climate: Indian vs. Multinational IT companies[END_REF] likewise defined organizational climate as "a set of measurable properties of the work environment that is directly or indirectly perceived by the people who live and work in a particular environment and is assumed to influence their motivation and behavior". It is along the concept of [START_REF] Pritchard | The effects of organizational climate on managerial job performance and job satisfaction[END_REF] as cited in Ahuja and Naula (2016) that organizational climate was defined as "a relatively enduring quality of an organization's internal environment wherein the behavior and policies of the members in the organization serve as bases for interpreting situations and act as sources for directing activity". Concerning organizational climate, Lock (1969) as cited in Maqbool, et.al. (2020) defined it as "a source of pleasant conditions at the workplace; it is a positive emotional state which can be measured from positive job experiences. The feeling of employees as a result of their assessment of the internal environment of 122 the organization produces a certain level of satisfaction toward their job (Veldman, et.al, 2013, cited by Maqbool, et.al, 2020).

Existing studies have provided results on the correlation between organizational climate and job satisfaction. For example, the study of Maqbool, et.al (2020) found that all variables measured namely role, clarity, respect, communication, reward system, career development, planning, decision making, innovation, relationships, teamwork, support, conflict management, commitment, morale, training, and learning and the direction of the company are correlated to the job satisfaction. In terms of organizational climate and employees ' organizational commitment, Berberoglu (2018) presented a positive correlation between the two variables. Similarly, organizational climate correlates with work engagement.

Organizational climates such as clarity, standards, individual responsibility, flexibility, reward, recognition, and team commitment affect the work engagement of the employees (Abun, et.al. 2021, Chaudhary, et.al, 2013, Clement & Eketu, 2019). It is also true with individual work performance as pointed out in the study of Permarupan, et.al (2013).

A positive work environment affects the employees' work behavior positively, reversely, it can influence counterproductive behavior [START_REF] Lipińska-Grobelny | Organizational climate and counterproductive work behaviors -the moderating role of gender[END_REF]. The more positive the work climate is, the more committed and happy employees become as pointed out by [START_REF] Batubara | Does Organizational Climate Effect on Employee Happiness Among Lecturers in Indonesia? 10[END_REF].

Elements of Organizational Climate

Organizational climate has been defined as an internal environment of an organization that characterizes an organization resulting from the behavior and policies of an organization (Ahuja & Naula (2016). For example, Drigo Consulting [START_REF] Group | Organizational Climate[END_REF] identifies flexibility, responsibility, standards, rewards, clarity, and team commitment.

While Davidson, et.al (2001) pointed out leader facilitation and support; professional and organizational esprit; conflict and ambiguity; regulations, organization, and pressure; job variety, challenge, and autonomy; job standards, workgroup cooperation, friendliness, and warmth. [START_REF] Balachandran | Dimensions of Organizational Climate[END_REF] also named several dimensions of organizational climate namely welfare concern, norms and standards, interpersonal relations, recruitment and training, recognition and encouragement, job security, fair rewards, job autonomy, freedom and control, and red tape. Lone, et.al (2017), however, classified only two dimensions of organizational climate which are called human relation climate and rational goal climate.

This study adopted several dimensions: clarity, standards, responsibility, flexibility, reward, and team commitment. These elements must be present in an organization to create a positive organizational climate. [START_REF] Gore | Organizational Clarity. Team Trek Coaching Group[END_REF] defines clarity as clearness, lucidity, and freedom from ambiguity. He emphasized that this is one of the functions and competencies of leadership. Along with this concept, Hey [START_REF] Group | Organizational Climate[END_REF] defines clarity as the employees' understanding of the vision and mission and the contribution of the department and units to achieve the vision and mission. Abun, et.al (2021) indicated that ensuring clarity means that the management needs to put in place and makes 123 it clear to the employees about the strategic direction of the organization, ensuring the works of different units are aligned to accomplish the vision-mission or strategic direction. Abun, et.al. (2021) defined standards climate as a "benchmark provided by the organization that everyone has to follow in carrying out their duties and responsibilities". It is a gauge to measure the quality of their outputs and to measure the quality of their moral behavior (Abun, et.al, 2021). Cenelec (2013) contended that standards are used by organizations to ensure the quality and safety of products which leads to customer satisfaction.

Clarity Climate

Standards Climate

According to [START_REF] Fernandez | Without Management Standards Your Company Doesn't Know What It is Doing[END_REF], businesses need to establish sets of expectations to which everyone is held accountable. Abun, et.al. (2021) relatively mentioned that it is important for management to assign objectives that are defined and measurable. Beyond that, the management needs to define procedures and effective work behaviors. The ways how to achieve these objectives must be discussed with the employees.

Individual Responsibility Climate

Collins Dictionary defines responsibility as "assigned duties because of your job or position". This is in line with what [START_REF] Litwin | Motivation and Organizational Climate[END_REF] mean about individual responsibility. According to [START_REF] Litwin | Motivation and Organizational Climate[END_REF], employees must be given the freedom to decide, work and exercise their authority in their workplace. [START_REF] Madhani | Organizational Flexibility: Real Options Approach[END_REF] defined flexibility as "the main capability that enables organizations to face environmental fluctuations, as it makes them more responsive to change". While He et.al (2014) define organizational flexibility as "the ability to cope with environmental uncertainty which enables enterprises to survive and develop from organizational change and transformation". Rose (n.d) defines it as "adaptability, openness, and intensity at which an organism adapts to its changing environment". Based on these definitions, this study defined flexibility as the ability to adjust to new ways of doing things as required by the situation. This definition is related to Abun's, et.al (2021) study manifests that the reason for flexibility is the unstable external environment of the organization. Abun, et.al (2021) further defined flexibility as the ability to create, experiment, challenge the norms, reduce bureaucratic processes, introduce new ideas, and apply a win-win solution in problem-solving".

Flexibility Climate

Reward and Recognition Climate

These two terms are often used interchangeably, and people use them to mean the same thing. In the business, the reward is defined as "the return for the performance of the desired behavior and positive reinforcement" [START_REF] Aksakal | Analyzing Reward Management Framework with Multi-Criteria Decision-Making Methods[END_REF]. It is a strategy to motivate and reinforce good behavior. Thus, when the word reward and recognition are used together, a tangible reward for excellent performance and recognition in the form of acknowledgment or praise must be given to the individual who performs well. Correspondingly, Abun, et.al (2021) highlighted that employees must be rewarded monetarily or advancement, or non-monetary reward in form of recognition or praise.
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Team Commitment

Organizational behavioral theorists use the difference between the two terms. [START_REF] Newstrom | Organizational Behavior[END_REF] distinguishes the difference between the two words. A group means two or more people who interact with each other to accomplish a goal. According to [START_REF] Newstrom | Organizational Behavior[END_REF], a group focuses on personal progress, not the team, decisions are not participative, and no one respects the quality of others. Forsyth, (2010) defined a team as "structured groups of people working based on well-defined common goals that require coordinated interactions to perform certain tasks".

For the team to accomplish the goal, one must have the knowledge, skills, and specialized ability to contribute [START_REF] Levi | Groups Dynamics for Teams[END_REF]. As [START_REF] Preda | Comportment organizational[END_REF] stated, team members must have complementary skills that they use to carry out their tasks to accomplish the goal. The philosophy behind teamwork is that the intelligence of a group exceeds the intelligence of a person considering the right conditions are met (Wooly, et.al, 2015, cited by Luden, (2016).

Individual Work Performance as Multidimensional Construct

It is a reality that the concept of individual work performance seems to vary among different authors. For example, [START_REF] Patro | Performance Appraisal[END_REF] defines work performance as "the accomplishment of the assigned task for achieving the organizational goal". Orta (2018) likewise defines work performance as "how well an employee is executing the expected related work activities". These two definitions were published in IGI Global (n.d) and used as the main concept in the conduct of performance appraisal of [START_REF] Pereira | Approaches and Methods for Individual Performance Assessment in Information Systems Projects[END_REF]. They refer to work performance in terms of outcome, productivity, and quality. Even [START_REF] Sauermann | Performance measures and worker productivity[END_REF] views individual work performance from the aspects of quality, quantity, work productivity, and workplace conduct. However, [START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF] as cited in Jacobs, et.al (2013), is offering a different view of work performance. He explained that work performance or job performance is a means used to reach the established goal within a job or organization. Sonnetag and Frese (2001) gave an example of a performance outcome that is not related to work performance. Imagine a teacher who delivers excellent instruction, but several of the students failed the subject because they are slow learners. Another example is an excellent research professor who teaches research and produces lesser research-capable students due to other responsibilities. Considering these scenarios, the authors agree that when conceptualizing performance, one needs to differentiate between behavioral components and outcome components of performance [START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF][START_REF] Campbell | A theory of performance[END_REF][START_REF] Kanfer | Motivation Theory and Industry/Organizational Theory[END_REF][START_REF] Roe | Work performance: A multiple regulation perspective[END_REF].

Several types of research on measuring individual work performance have been done, however, no common approach was identified for the dimensions to be measured (Koopmans, et.al. 2012). Varied approaches were used such as outcome, productivity, absenteeism, and presenteeism as the basis for measuring individual work performance [START_REF] Koopmans | Measuring Individual Work Performance[END_REF]. [START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF] measures the behavior or action of individual work performance. Congruently, this study considered the concern of having no common conceptual framework for measuring individual work performance viewing it with a multidimensional construct. Thus, [START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF]concept related to measuring individual work performance was considered.

Measuring individual work performance is measuring the work behavior or individual actions that one uses to achieve a goal which involves a multidimensional construct [START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF][START_REF] Austin | The criterion problem: 1917-1992[END_REF]. Measuring 125 individual work performance includes contextual performance and counterproductive behavior which were immediately reflected in the works of [START_REF] Rotundo | The relative importance of the task, citizenship, and counterproductive performance to global ratings of performance: a policy-capturing approach[END_REF], and [START_REF] Viswesvaran | Perspectives on models of job performance[END_REF]. Other researchers such as [START_REF] Sonnentag | Performance Concepts and Performance Theory[END_REF], Koopmans, et.al (2012), [START_REF] Koopmans | Measuring Individual Work Performance[END_REF], Abun, et.al (2021), andAbun, et.al (2021) have measured individual work performance from three different dimensions namely task performance, contextual performance, and counterproductive behavior.

Task performance has been defined by researchers such as [START_REF] Bormann | Task Performance and Contextual Performance: The Meaning for Personnel Selection Research[END_REF]Motowidlo (1993, 2009) as "the effectiveness with which job positions perform activities that contribute to the organization's technical core either directly, implementing a part of its technological process, or indirectly, providing it with needed materials or services". This definition refers to task performance as job-specific task proficiency, technical proficiency, or in-role performance (Koopmans, et.al, 2012). [START_REF] Harrison | How Important Are Job Attitudes? Meta-Analytic Comparisons of Integrative Behavioral Outcomes and Time Sequences[END_REF] as cited in Daryoush, et.al (2013) define task performance as "the ability to meet expectations and demonstrate competency and expertise". These two definitions are enough to emphasize that task performance pertains to the technical skills and competency of the person to carry out a task successfully. By possessing technical skills and knowledge, the person can fulfill his/her duties and responsibilities to a given task/job [START_REF] Murphy | Implications of the multidimensional nature of job performance for the validity of selection tests: Multivariate frameworks for studying test validity[END_REF]. In short, task performance is behaviors that are oriented to the accomplishment of the task or job.

Relatively, [START_REF] Doğru | The Effects of Perceived Organizational Support and Leader-Member Exchange on Contextual Performance: A Study in the Banking Sector[END_REF] defines contextual performance as "the degree to which an employee behaves positively consisting of volunteering for extra duties, helping coworkers, and cooperating with them with an expectation of a reward". Additionally, Yedgarian (2021) defines it as "a measure of the effectiveness of an individual's relationship with other employees, which goes beyond just doing a job and contributes to an organization's effectiveness". In other words, contextual performance is the positive behaviors that are carried out voluntarily beyond prescribed duties and responsibilities to help others and the organization. These behaviors include altruism, conscientiousness, civic virtue, courtesy, sportsmanship [START_REF] Organ | Organizational Citizenship Behavior[END_REF], demonstrating effort, facilitating team performance, cooperating, and communicating [START_REF] Rotundo | The relative importance of the task, citizenship, and counterproductive performance to global ratings of performance: a policy-capturing approach[END_REF][START_REF] Campbell | Modeling the performance prediction problem in industrial and organizational psychology[END_REF].

The third dimension of individual work performance is counterproductive behaviors which are harmful to the organization [START_REF] Koopmans | Measuring Individual Work Performance[END_REF]. Or Zhou (2020) defines it as "voluntary behaviors that harm the organization or people working in that organization" or "behaviors directed against other individuals or against the organization that employs the individual" (van Eerde, 2016). There are a lot of examples related to these behaviors such as absenteeism, being late at work, engaging in off-task behavior, theft, substance abuse [START_REF] Koopmans | Measuring Individual Work Performance[END_REF], hazardous behavior leading to loss of productivity, or damage, work avoidance behavior, [START_REF] Murphy | Interrelationships among impulsive personality traits, food addiction, and body mass index[END_REF] as cited in Sadeh and Baskin-Sommers, (2016), unruliness, theft, and drug misuse [START_REF] Hunt | Generic Work Behavior: An Investigation into the Dimensions of Entry-Level, Hourly Job Performance[END_REF], calling in sick when not ill, insulting another employee, and stealing something from the employer (Zhou, 2020), procrastination, using employers' time for personal benefits (van Eerde, 2016).
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Conceptual Framework

Independent Variable Dependent Variable

Source: Source: Hay [START_REF] Group | Organizational Climate[END_REF] and Drigo Consulting [START_REF] Group | Organizational Climate[END_REF], [START_REF] Sonnentag | Performance Concepts and Performance Theory[END_REF], Koopmans, et.al (2012). It explains the effect of an organization on the work performance of employees.

Statement of the Problems.

The study aims to measured the effect of organizational climate on the individual work performance of employees. It answered specifically the following questions:

1. What is the organizational climate of the institution in terms of; 

Assumption

The study assumed that organizational climate affects the individual work performance of employees and it can be measured.

Hypothesis

The study of Abun, et.al (2021) found a correlation between organizational climate and work engagement. Thus, the current study hypothesizes that there is a correlation between organizational climate and the individual work performance of employees. 

Research Methodology

As required by scientific research, it needs to follow a prescribed research methodology. It is the specific procedure to be followed in investigating. This is the basis for the determination of the quality and validity of the research [START_REF] Wilkinson | Using Research Instruments A Guide for Researchers[END_REF] as cited by Abun, et.al, 2021). Along with such a concept, this part presents the methodology of how this study was conducted. Subsequently, it followed the prescribed rules of investigating so that there is a research design, data gathering instruments, population, the locale of the study, data gathering procedures, and statistical treatment of data.

Research Design

The study used a descriptive assessment and correlational research design to determine the level of organizational climate and its effect on the work engagement of employees. [START_REF] Ariola | Principles and Methods of Research[END_REF] contended that a descriptive correlation study is intended to describe the relationship among variables without seeking to establish a causal connection. While descriptive research is simply to describe a population, a situation, or a phenomenon. It is also used to describe profiles, frequency distribution, describe characteristics of people, situations, or phenomena. In short, it answers the question of what, when, how, where, and not why question [START_REF] Mccombes | Descriptive Research. Scribbr[END_REF].

The Locale of The Study

The locale of the study was Divine Word College of Laoag in Ilocos Norte.

Population

Those who answered the questionnaires are all employees of the Divine Word College of Laoag Ilocos Norte. Since the number of faculty and employees were limited, total enumeration was applied.

Statistical Treatment of Data

Descriptive and inferential statistics were used to analyze the data gathered. The weighted mean determined the level of organizational climate of the schools while the ANOVA measured the correlation between organizational climate and individual work performance of employees.

The following ranges of values with their descriptive interpretation will be used: 

Data Presentation and Analysis

The data are presented through tables and followed by their interpretation. The tables are arranged according to the statement of the problems.

Problem 1: What is the organizational climate of the institution in terms of;

1 The data revealed that the organizational climate concerning the issue of clarity obtained a composite mean rating of 3.71 which is interpreted as "agree" or high". This composite mean suggests that the organizational climate of Divine Word College of Laoag in terms of clarity is high. Even when the indicators are taken singly, they are rated within the interpretation of "agree or high", specifically, the direction of the institution, the direction of work toward the accomplishment of the vision and mission, employee involvement in setting the direction of the institution, employees' understanding concerning the reasons behind management's decision related to their well-being, institution's policies are communicated and explained, and roles and authority are clearly defined.

Organizational clarity is a very important issue in an organization. According to Burton, et.al (2020), it is about employees' understanding of the organization's vision and mission, purpose, strategy, opportunities, challenges, priorities, and competitive reality. Burton further (2020) pointed out the significance of organizational clarity on organizational success. This was also supported by [START_REF] Ali | Impact of Vision and Role Clarity on Team Performance[END_REF] study about the effect of organizational clarity on team performance. It emphasized that when the team gets a clear picture of where the organization is heading and the tasks are clearly defined and leading toward the objectives, the team becomes motivated to perform. This is confirmed by Hansson and Anderzen (2009) in their study about the effect of organizational clarity on organizational well-being which discovered that work with goal clarity improves organizational well-being. The whole organizational climate in terms of standards gained a composite mean of 3.68 which means "agree or high".

The organizational climate of Divine Word College of Laoag is also high. Even if the items are taken separately, all items under the "standards" dimension of organizational climate obtained the same level of mean rating with the interpretation of "agree or high", particularly along with the items of "challenging and achievable objectives to accomplish, employee participation in determining the objectives, measurable objectives, defined work behaviors to achieve the objective, prescribed procedures to be followed, and quality standards are defined".

Studies have been conducted concerning the effect of organizational performance. For example, the study by [START_REF] Neyestani | ISO 9001 Standards and Organization's Performance: A Literature Review[END_REF] established that organizational standards affect positively internal business processes.

Satyendra (2017) presented a similar conclusion that organizational standards help improve products and services and enhance the performance level of the organization in terms of efficient and effective processes. [START_REF] Group | Organizational Climate[END_REF].
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In terms of responsibility, this obtained a composite mean rating of 3.68 which is considered "agree or high". This composite mean rating indicates that organizational climate related to responsibility is not very high and it is not also very low, low, or moderate but it is high. Even if the indicators are taken separately, all items are rated within the same level of mean rating with the same interpretation as "agree or high" like delegating authority to subordinates, giving autonomy to subordinates to perform their tasks, promoting cooperation and teamwork, encouraging risk-taking and initiative behavior, holding employees accountable for their performance, coaching, and counseling employees to manage their problem-solving efforts.

According to [START_REF] Blaga | Individual Responsibility at the Workplace Means Performance for the Organization[END_REF], individual responsibility in the workplace is an organizational culture that is based on three principles: reliability, transparency, and autonomy. These three principles imply that there is trust and open communication between management and subordinates. The management trusts their employees that they can do their tasks and accomplish their objectives without being monitored or supervised closely. Satyendra (2018) explained that management expects employees to be responsible for their job and the objectives assigned to them. Giving them the authority to carry out their duties and responsibilities is essential. [START_REF] Al-Jammal | The Impact of the Delegation of Authority on Employees' Performance at Great Irbid Municipality: Case Study[END_REF] agreeably stated that The flexibility of employees gained a composite mean rating of 3.67 described as "agree or high". It means that the organizational climate along with flexibility is high. Even when the indicators are taken singly, all items are rated within the same range mean rating level with the same interpretation as "agree/high" such as encouraging creativity, experimentation, independent thinking, not being afraid of challenging the norms, being less bureaucratic in the work

process, being open to new ideas, encouraging new ideas into practice and applying the win-win solution to problems. [START_REF] Smith | The importance of culture and support for workplace flexibility: An ecological framework for understanding flexibility support structures[END_REF] pointed out that firms must have policies that support flexibility and such an environment can attract, retain, and satisfy human resource capital. Studies have been conducted concerning the effect of work flexibility on work performance. For example, Coenen and Kok (2014) discovered that work flexibility affects team performance, product development, and employee work engagement [START_REF] Weideman | The influence of flexible work arrangements on employee engagement: An exploratory study[END_REF]. The composite mean rating of 3.60 which is considered as "agree or high" suggests that the organizational climate related to rewards and recognition is high. Taking the indicators separately, the employees agree that the institution provides performance standards for the individual or department and rewards for good performance, promotes talented employees, and gives feedback to the employees who have accomplished their tasks.

Rewards and recognition have been recognized as important tools to motivate employees and improve performance. Hansen, et al (2016) argued that rewards and recognition should be treated distinctively and only then it motivates the employees and enhance performance. [START_REF] Amoatemaa | Making Employee Recognition a Tool for Achieving Improved Performance: Implication for Ghanaian Universities[END_REF] emphasized that management should provide resources to implement employees' reward and recognition programs. Studies have found rewards and recognition significantly correlate with work performance work [START_REF] Ali | The Impact of Reward and Recognition Programs on Employee's Motivation and Satisfaction: A Co Relational Study[END_REF][START_REF] Janakbhai | A study on the impact of reward and recognition system on employee job satisfaction[END_REF][START_REF] Baskar | A Study on the Impact of Rewards and Recognition on Employee Motivation[END_REF][START_REF] Danish | Impact of Reward and Recognition on Job Satisfaction and Motivation: An study from Pakistan[END_REF][START_REF] Bowen | Reward motivation influences response bias on a recognition memory task[END_REF][START_REF] Mesepy | The Impact of Reward and Recognition on Employee Engagement at PT. Bank Sulutgo, Manado[END_REF], Hansen, et al., 2002[START_REF] Neininger | Effects of a team and organizational commitment -A longitudinal study[END_REF]. The employees' team commitment obtained a composite mean rating of 3.69 which is understood as "agree or high".

Even if the indicators are taken singly, all of them are rated within the same level of mean rating with the interpretation of "agree or high". Employees agree that there is a team that gives meaning to them, they work not only for themselves but also for the team, and they feel that they are belonged to the team and participate in decision-making.

Team commitment has been a contributing factor to organizational performance as suggested by several studies. [START_REF] Neininger | Effects of a team and organizational commitment -A longitudinal study[END_REF] confirmed this when they mentioned that team commitment plays a vital role in job satisfaction, intention to stay, work commitment, performance, and altruism. Similarly, Aube, et al ( 2014) support this when they emphasized that team goal commitment improves team performance. Their study confirmed [START_REF] Neininger | Effects of a team and organizational commitment -A longitudinal study[END_REF] study about the positive effect of team commitment on work commitment and work performance.

Problem 2: What is the individual work performance of employees in terms of:

2.1 task performance; 2.2 contextual performance, and 2.3 counterproductive behavior? The individual work performance of employees concerning task performance gained a composite mean rating of 3.86 which is considered as "agree or high". Even when the indicators are taken separately, all the items are rated within the same level of mean rating with the interpretation of "agree or high". All employees agree to a certain extent that they manage to finish their work as planned, optimally plan their work, and achieve the results, know how to set priorities, achieve the result with minimal time, and can separate issues from side issues at work.

Task performance is viewed as a core job responsibility of an employee. It is job-specific behaviors that are reflected in their job description [START_REF] Koopmans | Conceptual frameworks of individual work performance: A systematic review[END_REF], such as functions of knowledge, skills, and abilities. [START_REF] Gao | Task Performance: Report on the Study of Social and Emotional Skills of Chinese Adolescents[END_REF] stated that employees who have high task performance capability tend to be more self-controlled, more responsible, and more persistent in carrying out their duties and responsibilities. As a result, they focus more on their task and achieve high-performance ratings. [START_REF] Whiting | The effects of task performance, helping, voice, and organizational loyalty on performance appraisal ratings[END_REF] conform to this when they indicated that high task performance, such as conscientiousness, affects performance evaluation. The individual work performance of employees along with the contextual performance gained a composite mean rating of 3.74 which is considered as "agree or high". Taking it singly, all indicators are rated within the same level of mean rating with the same interpretation of "agree or high". Employees agree to a certain extent that they took extra responsibilities, started new tasks when the old ones finished, took a challenging task when available, kept themselves up to date with the latest knowledge and skills, came up with creative solutions to problems encountered in the workplace, did more than expected, participated in the work meetings, looked for ways to improve performance and solving difficult situations quickly.

Contextual performance is viewed as discretionary behaviors that are not prescribed. Moreover, these are performed voluntarily (Borman & Motowidlow,1993;[START_REF] Motowidlo | Evidence that task performance should be distinct from contextual performance[END_REF]. They are attributes related to personality and motivation. The behaviors are needed for the overall well-being of the organization. Remarkably, several studies with similar results have been conducted concerning the positive effect of contextual performance on employees' effectiveness [START_REF] Griffin | The Contribution of Task Performance and Contextual Performance to Effectiveness: Investigating the Role of Situational Constraints[END_REF], and organizational effectiveness [START_REF] Borman | Effects of rate task performance and interpersonal factors on supervisor and peer performance ratings[END_REF]Dunlop & Lee, 2004). The composite mean rating of 3.10 indicates that individual work performance concerning counterproductive work behavior is moderate. Employees agree to a moderate extent that they complained about unimportant matters, made problems greater than they were at work, focused on the negative aspects of work situation, spoke with colleagues and other people from outside about the negative aspects of their work, did less than what was expected of them, got out of work easily and sometimes did nothing while they should have been working. [START_REF] Shen | Exploring the Impact of Leadership Characteristics on Subordinates' Counterproductive Work Behavior: From the Organizational Cultural Psychology Perspective[END_REF] contended that counterproductive work behavior is detrimental to an organization and its stakeholders as it affects economic efficiency and work relationship in the organization. Consequently, the need for management to reduce negative work behaviors [START_REF] Sypniewska | Counterproductive Work Behavior and Organizational Citizenship Behavior[END_REF] would make a massive difference in employee performance and work engagement (Bagyo, 2018). 

Results and Discussions

The study explored the effects of organizational climate on the individual work performance of employees.

Organizational climate significantly affects the individual work performance of employees. This connotes management's development priorities must zero in on issues concerning clarity, organizational standards, responsibility, flexibility, rewards and recognition, and team commitment. Leadership Framework Network (2022) contends that one of the manager's roles is to set the right condition for productive work. For example, people perform their work when they are clear about their goals, know what is expected of them, and know the boundaries within 137 which they must work, given some freedom to determine how they are going to achieve their goals, and have clear and shared understanding of the work to be performed.

Ensuring clarity on the task to be performed and how to work with others is vital. Subsequently, there must be standards measurement for the accomplishment of the objectives and behaviors [START_REF] Satyendra | Standards and Their Importance for Organizational Performance[END_REF]. Given those standards, the assurance of getting things done is not guaranteed. Hence, it must be accompanied by employees' responsibility as Sibert, et al. (2011) mentioned: "giving employees responsibility is one way of inviting them to participate in managing the organization." Their study further points out that greater involvement increases employees'

responsibility and becomes more involved in organizational strategy. Hence, there is increased commitment, job satisfaction, task, and contextual performance.

Responsibility in this context means empowerment which implies flexibility. Center for Creative Leadership (2022) asserts that organizations, nowadays, need to embrace flexibility amid the pandemic. Employees and management need to embrace uncertainty and flexibility because it not only boosts well-being but also builds on employee productivity (Castrillon, 2022) and performance [START_REF] Prasad | Impact of work-life flexibility on work performance of the employees of IT Companies[END_REF]. Consequently, reward and recognition become important elements of organizational management. There are many studies suggesting their essence in improving motivation [START_REF] Baskar | A Study on the Impact of Rewards and Recognition on Employee Motivation[END_REF], Baskar & Rajkumar, 2013, Abebau, 2020), performance [START_REF] Manzoor | Intrinsic Rewards and Employee's Performance with the Mediating Mechanism of Employee's Motivation[END_REF], [START_REF] Patel | Impact of reward and recognition on employee's performance[END_REF]. Moreover, fostering team commitment is fundamental as several studies show its inclusion into one of the management priorities to increase employees' performance [START_REF] Dordevic | The impact of employees' commitment on organizational performances[END_REF].

Given the result of the study, this paves the way to understanding the work environment as an important management

priority. An unfavorable organizational climate may hinder the productive performance of the organization (Ashkanasy & Härtel,2014[START_REF] Aarons | Organizational climate partially mediates the effect of culture on work attitudes and staff turnover in mental health services[END_REF]. It also affects the employee's commitment [START_REF] Permarupan | The Impact of Organizational Climate on Employee's Work Passion and Organizational Commitment[END_REF], counterproductive behavior [START_REF] Kanten | The Effect of Organizational Climate on Counterproductive Behaviors: An Empirical Study on the Employees of Manufacturing Enterprises[END_REF], and negative commitment [START_REF] El-Kassar | Organizational Climate and its Effects on the Employees' Commitment[END_REF].

Conclusion

The The study contributes to the current debate on the effect of organizational climate on organizational and individual performance. However, there is a need to conduct another study concerning the effect of organizational climate on the organizational citizenship behavior of employees with a wider coverage and a larger number of respondents.

Figure 1 :

 1 Figure 1: The conceptual framework describes the correlation between organizational climate and work performance.

  delegating authority to employees to decide what to do with their tasks results in efficiency, effectiveness, and empowerment. Suárez-Albanchez's, et al. (2022) study reiterated the positive effect of autonomy on the employees' psychological well-being and work commitment.

Problem 3 :

 3 Is there a relationship between organizational climate and individual work performance?a. Organizational Climate and Task PerformanceThe organizational climate factors of clarity, standards, responsibility, flexibility, reward and recognition, and team commitment taken together significantly predicted the employees' task performance F (6,160) = 18.062 p <.01 with134.644 overlap between the predictor variables (e.g., clarity, standards, responsibility, flexibility, reward and recognition, and team commitment) and employees' task performance. Specifically, flexibility B = .523 p <.01, rewards and recognition B= -.370 p <.01, and team commitment B = .667 p <.01, 1.178 quantified the regression equation.Hence, organizational factors such as clarity, standards, responsibility, flexibility, reward and recognition, and team commitment could predict individual employees' task performance. However, when the organizational factors were taken singly, flexibility, rewards and recognition, and team commitment could predict the employees' task performance.

  In particular, clarity B = -.199 p <.05, responsibility B = .398 p <.01, flexibility B = .295 p <.01, rewards and recognition B = -.254 p <.01, and team commitment B = .647 p <.01, .817 quantified the regression equation.Therefore, organizational factors such as clarity, standards, responsibility, flexibility, rewards and recognition, and team commitment could significantly predict the employees' contextual performance. However, when the organizational factors are taken separately it was only the organizational climates of clarity, responsibility, flexibility, rewards and recognition, and team commitment that could predict the employees' performance.

  organizational climate of Divine Word College of Laoag is considered high along with clarity, standards, responsibility, flexibility, rewards, recognition, and team commitment. Similarly, individual work performance is high, except for counterproductive work behavior, which is rated moderate. Concerning the correlation between organizational climate and individual work performance, the Analysis of Variance (ANOVA) found a significant correlation between organizational climate and individual work performance. The findings suggest that refining organizational climate affects individual work performance positively.

. What is the individual work performance of employees in terms of:

  

	1.1 clarity;
	1.2 standards;
	1.3 responsibility;
	1.4 flexibility;
	1.5 reward and recognition, and
	1.6 team commitment?
	22.1 task performance;
	2.2 contextual performance, and
	2.3 counterproductive behavior?
	3.

Is there a relationship between organizational climate and individual work performance?

  

Table 1 : Organizational Climate in terms of Clarity.

 1 

		.1 clarity;		
		1.2 standards;		
		1.3 responsibility;		
		1.4 flexibility;		
		1.5 reward and recognition, and	
		1.6 team commitment?		
	No	Indicator		Weighted Mean	Descriptive
					Interpretation (DI)
		Clarity		
	1.	The strategic direction of the college, as well as the direction of the department and its functions, are clear	3.75	A/H
	2.	The work of different levels in the college fits together to accomplish its mission	3.79	A/H
	3.	Employees are involved in discussing the strategic direction and strategies on how to get there	3.72	A/H
	4.	The employees understand the "whys" of the management's decision related to employees' well-being	3.64	A/H
	5.	Policy guidelines are communicated to employees	3.70	A/H
	6.	The lines of authority, as well as roles and responsibilities, are spelled out	3.68	A/H
		Composite Mean		3.71	A/H
	Source: Hay Group (2003)		
	Legend:			
	Range of Mean Values	Descriptive Interpretation	
		4.51 -5.00	Strongly agree/Very High	
		3.51 -4.50	Agree/High	
		2.51 -3.50	Somewhat agree/Moderate	
		1.51 -2.50	Disagree/Low	
		1.00 -1.50	Strongly disagree/very low	

Table 2 : Organizational climate in terms of standards
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	Indicator

Source: Hay

[START_REF] Group | Organizational Climate[END_REF]

.

Table 3 : Responsibility

 3 

	Indicator

Table 4 : Flexibility
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	Indicator

Source: Hay Group (2003)

  

Table 5 : Rewards and Recognition
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	Indicator

Table 6 : Team Commitment
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	Indicator

Table 7 : Task Performance
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	Indicator

Table 8 : Contextual Performance

 8 

	Indicator

Source; Source:

[START_REF] Koopmans | Development of an individual work performance questionnaire[END_REF]

.

Table 9 : Counterproductive Work Behavior
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	Indicator

Table 10 : Model Summary (Organizational Climate and Task Performance)
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	Model	R	R Square	Adjusted R Square	Std. The error in the		
					Estimate		
	1	.644 a	.415	.392	.38650		
	a.	Predictors:	(Constant),	TEAM	COMMITMENT,		
	RESPONSIBILITY, REWARD & RECOGNITION, FLEXIBILITY,		
	CLARITY, STANDARDS				
	ANOVAa					
	Model		Sum of Squares	df	Mean Square	F	Sig.
		Regression	16.189	6	2.698	18.062	.000 b
	1	Residual	22.855	153	.149		
		Total	39.044	159			
	a. Dependent Variable: TASK PERFORMANCE			
	b. Predictors: (Constant), TEAM COMMITMENT, RESPONSIBILITY, REWARD &
	RECOGNITION, FLEXIBILITY, CLARITY, STANDARDS		
	Coefficients					
	Model			Unstandardized Coefficients	Standardized Coefficients	t	Sig.
				B	Std. Error	Beta	
		(Constant)		1.178	.313			3.768	.000
		CLARITY		-.126	.118	-.130		-1.068	.287
		STANDARDS		-.050	.128	-.055		-.394	.694
	1	RESPONSIBILITY		.066	.134	.066		.490	.625
		FLEXIBILITY		.523	.109	.516		4.801	.000
		REWARDS & RECOGNITION	-.370	.094	-.408		-3.946	.000
		TEAM COMMITMENT	.667	.101	.540		6.576	.000
	a. Dependent Variable: TASK PERFORMANCE			

Organizational Climate and Contextual Performance When

  the organizational climate factors of clarity, standards, responsibility, flexibility, reward and recognition, and team commitment are taken together they could significantly predict the employees' contextual performance F (6,160) = 24.472 p < .01 with .720 overlap between the organizational climate factors and contextual performance.

Table 11 : Model Summary (Organizational Climate and Contextual Performance).

 11 The different organizational climate factors of clarity, standards, responsibility, flexibility, reward and recognition, and team commitment when taken as a group could significantly predict the employees' counterproductive behavior,

		Model	R	R Square	Adjusted R Square	Std. The error in the Estimate
		1	.720 a	.519	.500		.30672
		a. Predictors: (Constant), TEAM COMMITMENT, RESPONSIBILITY, REWARD &
		RECOGNITION, FLEXIBILITY, CLARITY, STANDARDS	
		ANOVA a				
		Model		Sum of Squares	df	Mean Square	F	Sig.
			Regression	15.507	6	2.584	27.472	.000 b
		1	Residual	14.393	153	.094	
			Total	29.900	159		
		a. Dependent Variable: CONTEXTUAL PERFORMANCE	
		b. Predictors: (Constant), TEAM COMMITMENT, RESPONSIBILITY, REWARD &
		RECOGNITION, FLEXIBILITY, CLARITY, STANDARDS	
	Coefficients					
	Model			Unstandardized Coefficients	Standardized Coefficients	t	Sig.
				B	Std. Error	Beta	
		(Constant)		.817	.248			3.295	.001
		CLARITY		-.199	.094	-.234		-2.123	.035
		STANDARDS		-.104	.101	-.129		-1.022	.308
	1	RESPONSIBILITY	.398	.107	.457		3.735	.000
		FLEXIBILITY		.295	.086	.332		3.411	.001
		REWARD & RECOGNITION	-.254	.074	-.320		-3.406	.001
		TEAM COMMITMENT	.647	.080	.599		8.041	.000
	a. Dependent Variable: CONTEXTUAL PERFORMANCE		

Table 12 : Model Summary (Organizational Climate and Counterproductive Behavior)
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	Model	R	R Square	Adjusted R Square	Std. The error in the Estimate
	1	.358 a	.128	.094	.85959

Clement, O.I. & Eketu, C.A. (2019). Organizational Climate and Employee Engagement in Banks in Rivers State, Nigeria. International Journal of Advanced Academic Research | Sciences, Technology, and Technology, 5(3). Coenen, M. & Kok, R.A.W. (2014). Workplace flexibility and new product development performance: The role of telework and flexible work schedules. European Management Journal, 32(4).

Scope and Delimitation of the Study

The study limited its investigation to the employees of the Divine Word College of Laoag and focused its discussion only on the six dimensions of organizational climate and three dimensions of individual work performance.

Data Gathering Instruments

The study adopted validated questionnaires of Hay Group Consulting (2003) on organizational climate and Koopmans, et.al (2012) on individual work performance.

Data Gathering Procedures

Before the researcher distributed the questionnaires, letters were sent to the president of the college to request permission to allow the researcher to float his questionnaires in their respective institutions. Upon the president's approval, the questionnaires were floated, collected, and analyzed.
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