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abstract 
Organizations seek survival and growth in the market in which they operate. In the midst of this search, 

companies realized that people have an important role in expanding their business, so that it is through them that 

goals are achieved. The evolution in the way of managing people is demonstrated through the concern to 

promote an organizational environment where people are satisfied and motivated, this implies verifying how 

they perceive the organizational climate. In this search, this study aims, through a research instrument, to assess 

the organizational climate from the perspective of employees in a certain sector in a metallurgical company in 

the city of São Marcos / RS. For this, an instrument with statements regarding variables that interfere in the 

organizational climate was made available to each employee. Afterwards, the results were tabulated and the 

analysis was made using a qualitative and quantitative method, which, through frequency analysis, allowed to 

verify superior results for the statements related to the variables, with the possibility of improvements being 

noted for items such as resources and training. to employees, the issue of wages, transportation and investment 

in education. Through the results found, actions were suggested to the company, such as the structuring of the 

job and salary plan, the revision of the transport system, among others that, when implemented, will contribute 

favorably to a satisfactory organizational climate. it allowed to verify superior results for the affirmations related 

to the variables, being observed the possibility of improvements for items such as resources and training for 

employees, the salary issue, transportation and investment in education. Through the results found, actions were 

suggested to the company, such as the structuring of the job and salary plan, the revision of the transport system, 

among others that, when implemented, will contribute favorably to a satisfactory organizational climate. it 

allowed to verify superior results for the affirmations related to the variables, being observed the possibility of 

improvements for items such as resources and training for employees, the salary issue, transportation and 

investment in education. Through the results found, actions were suggested to the company, such as the 
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structuring of the job and salary plan, the revision of the transport system, among others that, when 

implemented, will contribute favorably to a satisfactory organizational climate. 

 

Key words: Organizational climate. Influences. Organizational culture. 

 

1. Introduction 

Nowadays it is possible to perceive, in an expressive way, the great changes in the 

business world. Globalization has reduced borders, allowing the exchange of knowledge, 

generating technological and innovative growth. This technological advance makes 

organizations increasingly seek to remain competitive in this globalized market. 

In the midst of great progress, people are seen as a factor of success for the 

organization, because innovation does not come from the machine, but from human thinking, 

which, motivated in the work environment, starts to collaborate effectively to achieve the 

results proposed by the organization, thus promoting an environment where the organizational 

climate tends to be satisfactory. 

The literature presents studies such as those by Abraham H. Maslow, Douglas 

McGregor, Frederick Herzberg and other researchers who presented their motivational 

theories in the search to understand what really motivates people and what makes them feel 

good in the environment where they exercise their activities. 

Motivation is internal to each individual and is extremely linked to the organizational 

climate, given the definition of Luz (2003), that “the organizational climate is a reflection of 

the mood or the degree of satisfaction of the employees of a company, at a given moment”. 

The organizational climate survey allows the manager to monitor the result 

indicators, make assertive interventions, minimizing and even anticipating any dissatisfaction 

that may occur in the work environment and ultimately potentiating the strengths that are 

evident in the company (FLORES; SILVA, 2018). 

Organizations are made up of individuals who have different needs. These people 

cooperate with each other in pursuit of achieving certain goals, whether individual or 

collective, since individualism and collectivism are dimensions of organizational culture 

(HOFSTEDE, 2001). Thus, it is necessary for the organization to know its organizational 

climate and culture, in order to hire employees in sync with the company's culture, leading to 

improvements in the organizational climate, as well as the maximization of its commitment to 

it (WEYLAND, 2011). 
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It should be noted that the organizational culture explains how the company involves 

people in daily decisions. It is not revealed in a simplified way, it is presented from the 

behavior of people and the conduct of leaders. Culture also influences the behavior of all 

individuals and groups (MELLO; ORTEGA, 2012; LUZ, 2003). 

Leonarczyk and Pizolotto (2015) highlight that the best way to get to know employees 

and identify the factors that affect the climate is through the assessment of the organizational 

climate, better known as climate research, the object of study of this work. 

Light (2003) states that the climate survey must be viewed from the strategic point of 

view of a business, because it allows the identification of positive factors, which collaborate 

in employee involvement, in increasing their motivation and, consequently, promoting growth 

in the levels of productivity and quality of products . 

In this sense Malzchitzky (2011) corroborates when stating that the climate survey 

brings information of extreme importance, because, through this, the company can identify, 

evaluate and act strategically in order to contribute to the organizational climate and thus 

obtain positive results for the entire company. 

The climate survey, in addition to presenting the positive factors, also demonstrates 

the negative factors regarding what employees think and feel about the company they work 

for. These factors must be observed by the organization from a relevant perspective, as 

Almeida, Silva and Ângelo (2015) say that this type of analysis serves as opportunities for 

improvement to contribute in a favorable way to a satisfactory climate in the organization. 

In this sense, the present work seeks to answer the question: how is the organizational 

climate in the perception of the employees of the researched company? 

As a general objective this study aims to identify the level of satisfaction of the 

employees of the researched company through the climate survey. As a secondary objective, 

to analyze improvement actions for the results that the climate survey will show. 

2 Theoretical framework 

2.1 Organizational Climate 

The organizational climate requires involvement not only by human resources 

personnel, but also by the entire organization, enabling precise early interventions (FLORES; 

SILVA, 2018). 
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As with the concept of organizational culture, different definitions of organizational 

climate are found. For Payne and Mansfield (1973), the organizational climate is the link 

between individual and organizational levels as a way of expressing, reconciling individual 

values and interests in relation to formal values and guidelines. In this regard, “climate is a 

result of cultural variables” (Souza, 1978). 

The organizational climate is one of the key factors in determining how successful an 

organization will be in managing work stress (PANIGRAHI, 2016). According to the same 

author, the climate is still reflected in people's attitudes, their shared beliefs about the 

organization, its shared value system and the common and approved ways of behaving at 

work. The climate also refers to how problems are predictable and resolvable. At the same 

time it can affect what is experienced as stressful. How this experience translates into health 

difficulties, how stress and health are formed and how the organization responds to these 

reports. 

Current companies are inserted in an extremely competitive environment in which 

they need adaptive capacity according to the changes that have occurred. The environments 

must be tested before effectively applying the strategies in the organization, as this 

environment is composed of a climate that ends up interfering in the company 

(BIEGELMEYER et al., 2015). 

It can be determined that the organizational climate is taken with an approach or 

perception that each worker has towards the organization where he works. This idea or 

interpretation of the person arises from what he perceives in a personal way and which 

generally falls on his work activities (GAN, 2013). 

We may need then, that the organizational climate is, without a doubt, one of the 

main points that it has in every organization and that, in general terms, it could judge for or 

against it. Everything will depend on the way in which each of the means is established and 

developed to intensify the idea or what one perceives of the organizational climate on the part 

of the employees (NEUCIOSUP, 2020). 

For Luz (2001), the climate portrays the degree of material and emotional 

satisfaction of employees at work and profoundly influences the organization's productivity. 

Facilitates the organization's ability to attract and retain competent people who really 

contribute to the desired results (CAMPELLO; OLIVEIRA, 2004). Although the 

organizational climate is provided with some abstraction, it becomes tangible through some 

indicators that show signs of its quality, for example: employee turnover, also known as 
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turnover, absenteeism which is the absence from work, graffiti in the bathrooms, suggestion 

programs, strikes, performance evaluations, among others (LUZ, 2003). 

Castillo (2013) proposes that the climate details all the characteristics that belong to 

the work environment, that is, around work, and that are usually found inside and outside the 

organization. These characteristics can be differentiated according to the company's 

employees directly or indirectly. It usually affects the way people behave within a work 

environment. As a neutral aspect, the climate can and usually acts as a moderator between 

those points that belong to the institutional system and the way the member of the 

organization behaves. All of these detailed aspects should be maintained over time and what 

differentiates are the company and its department. 

Martins (2008) corroborates that the organizational climate affects people's behavior 

and attitudes in the organizational environment, in addition to quality of life and 

organizational performance. The term organizational climate is widely used to refer to the 

influences of the work environment on employee behavior. 

It is a set of values or attitudes that affect how people relate to one another, such as 

social relationships, sincerity and standards of authority. The organizational climate is an 

indicator of the degree of satisfaction of the employees of an organization, with reference to 

aspects of culture or apparent organizational reality (BENNIS, 1996). Following this 

reasoning, it is possible to highlight the human resources policy adopted by the organization, 

management model, company mission, communication process, professional valorization and 

identification with the company (CODA, 1993). 

In Martins (2008), the author differs the organizational climate from the 

psychological one. The organizational climate is made up of cognitive elements, while the 

psychological climate involves affective elements. 

When these are changed, they cause changes in the organization's climate. According 

to Toro (2001), organizational culture suggests that managerial philosophies and 

administrative practices are adapted to the organizational climate. The same organization can 

have several climates in different sectors, but it has a single culture, so that the climate is part 

of the culture and is related to what can be experienced immediately (TAMAYO, 1999). 

Each of the impressions established in the organizational climate will be known for 

several aspects. Among those we have are the types of leadership that are established in 

companies and the way they are run. There are other aspects closely linked to the institutional 
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structures of each company and how they develop systematically. Also, there are aspects such 

as motivation, and saying how the worker behaves in the organization (CASTILLO, 2013). 

Ferreira (2012) defines organizational climate as the way in which people perceive the 

degree of satisfaction in relation to factors in the organizational environment. 

AlreadyLacombe (2005) understands organizational climate as the degree of satisfaction of 

the staff, as an internal environment of the company. It is noticed that the organizational 

climate is related to the internal work environment and how people react to agents that 

influence the work environment. 

In this sense, Pirolla, Lima and Rasoto (2012) highlight that a bad climate influences 

negatively and in an impacting way in the performance of the activities carried out, to the 

point that, when the climate is translated as good, the disposition of the employees and the 

produce more and better. 

Siqueira and Neto (2015) emphasize that, when the climate is satisfactory, everyone 

benefits. Otherwise, everyone loses, so the climate is extremely important for organizations 

that want to be competitive, because it is through people that companies achieve success. 

2.2 Organizational Culture 

In Durhan (1984) the author states that culture can be defined as a structure that allows 

and gives some meaning to people's actions. According to Kilmann, Saxtone, Serpa (1985), 

culture has been singled out by many authors as referring to the people. Something that 

involves the quality and unique styles of the company, the way in which things are done or 

the non-rational expressiveness of an organization (DEAL; KENNEDY, 1982). 

At the beginning of solemn writing on organizational culture, Pettigrew (1979) 

launched the anthropological concept of culture and demonstrated how symbolism, myth and 

rituals can be related in organizational analysis. Dandridge, Mitroff and Joyce (1980) denote 

how the study of these myths and symbols corroborate to designate the structure of an 

organization. In this way, culture can come to be designated as an internal variable of an 

organization, as it is the concept most commonly used by researchers (COLLINS; PORRAS, 

1994; PETERS; WATERMAN, 1982). 

Fleury and Fischer (1989) emphasize that organizational culture is assimilated as a 

complex of basic values and assumptions expressed in symbolic elements that, in their ability 

to design, assign meanings, build organizational identity, both act as an element of 

communication and consensus as cover up and instrumentalize relations of domination. 
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The organizational culture is a composite of values, beliefs and also technologies that 

perpetuates uniting all members of the organization, regardless of hierarchy, in the face of 

deadlocks, objectives and purposes (NASSAR, 2000). Wilkins and Patterson (apud Freitas, 

1991) claim that organizational culture refers to the conclusions obtained by a group of people 

from their experiences, which include conventional practices, values and assumptions. 

According to Vergasta (1991) it is the organizational culture that produces a grouping of 

perceptions called the corporate image, being in permanent transformation due to its history, 

its actors and context, since it is not something immutable. Another definition, also presented, 

alleges that the organizational culture is a reference to the basic assumptions that the group 

has developed, determining what the group has discovered or developed in the learning 

process to deal with the problems of external adaptation and internal integration. Once the 

assumptions have worked well enough to be considered meaningful, they are instructed to the 

other members as the exact way to perceive, think and feel about those problems. According 

to the same author, it is feasible that there is a convincing organizational culture that stands 

out over several subcultures. if you think and feel about those problems. According to the 

same author, it is feasible that there is a convincing organizational culture that stands out over 

several subcultures. if you think and feel about those problems. According to the same author, 

it is feasible that there is a convincing organizational culture that stands out over several 

subcultures. 

Culture denotes itself at three different levels, called perceptible artifacts, values and 

basic assumptions. Artifacts are visible topics, such as architecture, language, technology, 

dress code and public documents. Values represent the company's concepts, goals, 

philosophies, norms and rules of behavior and the assumptions are the unquestionable 

perceptions and feelings, which are not always noticeable (SCHEIN, 1992). 

For Barney (1986) organizational culture is traditionally determined as a complex 

group of values, beliefs, assumptions and symbols, which direct the behavior of the 

organization's components (HOFSTEDE; NEUIJEN; OHAVY, 1990) and impact on the 

exchange of knowledge, interaction and the value raised from the organization's members 

(TSENG, 2010). 

The culture is manifested tangible through some documents existing in the companies, 

such as: Code of Ethics, Letter of Principles, Mission Statement, Vision Principles, among 

others. The organizational culture is also imbued by some factors, namely: founders, industry, 

current managers and geographic area in which the company operates (LUZ, 2003). 
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3 Methodology 

 An exploratory research was developed, with a qualitative and quantitative approach 

through a case study. The use of statistical techniques made it possible to generalize the 

results and understand the relationship between the research variables. 

Influencing factors, originating internally within the company, can act directly on 

them in an attempt to make improvements and produce improved results for the company, 

employees and also for customers. Externally, the influencing factors, originating outside the 

company, directly influence the behavior, actions and also decisions of employees within the 

organization. That is why they are important and cannot be ignored (BIEGELMEYER, et al., 

2015). 

Bispo (2006) proposed an instrument that was used to apply the organizational climate 

survey. The author carried out research in human resources companies that carried out this 

activity with professionals and also in the literature related to this topic. He made a 

comparison of the characteristics of the main models available in the subject of organizational 

climate and developed a new model that would be more adequate to the needs of the moment. 

The instrument used is composed of questions that correspond to the internal influence 

in a number of 27 questions and also questions of external influence with 34 questions, 

making a total of 61 questions. It was applied in a specific department of a company called 

cutting, bending and assembling tubes that has a staff of 20 employees. As everyone was able 

to answer, a sample was not made, but it worked with the universe of respondents. 

Among the main characteristics presented in the model prepared by Bispo (2006), 

which are related to internal factors, we mention the rules and structure, the relationship and 

cooperation within the organization, the employee's identity towards the organization and the 

pride he has in being part of the company, the clarity on the part of the organization with 

which it deals with matters, the leadership and support that is given or provided by the 

company, the prestige, tolerance and the consideration that is shown by the organization, the 

opportunities growth and the professional incentives that are found in the company, the 

organizational culture adopted in the company, the job stability that the employee perceives, 

the logistics involved in the employee's commute to work and back home, and finallythe 

socio-cultural level. 

The main characteristics of external factors, related to Bispo's model (2006), are the 

family coexistence provided by the company; holidays and leisure also provided by the 

company; the physical and mental health resulting from the employee's work with the 
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organization; the family's financial situation; the political, economic and social situation, both 

local and international; public security; social life and, finally, an item very related to our 

country, football. 

These factors have always existed, but their prestige today is very great. If the 

company is unable to act on them, it can try to act on the effects caused on employees. Thus, 

according to Bispo (2006, p. 263), the internal influencing factors consist of: a) Professional 

life: establishes the degree of identification with which employees have with the company, 

measuring pride and their professional success; b) Transport: analyzes the level of transport 

used by employees; c) Professional security: assesses the risk of dismissal of the company 

employee without just cause; d) Remuneration: analyzes whether it is in accordance with the 

activities performed by the employee; e) Professional incentives: establish a level of 

professional recognition; f) Sociocultural level: assesses whether the needs intrinsic to its 

activities are being met by the intellectual, cultural and social level offered by employees; g) 

Organizational structure: measures the interference in the activities of employees that is 

suffered due to the level of relationship and training of the elements that make up the 

structure; h) Organizational culture: evaluates the interference suffered by employees and 

their activities by traditions and customs adopted informally in the company; i) Bureaucracy: 

evaluates the compatibility of this item with the activities that employees perform in the 

company; j) Health care for employees: establishes the required level; l) Work environment: 

analyzes the relationship between company employees. g) Organizational structure: measures 

the interference in the activities of employees that is suffered due to the level of relationship 

and training of the elements that make up the structure; h) Organizational culture: evaluates 

the interference suffered by employees and their activities by traditions and customs adopted 

informally in the company; i) Bureaucracy: evaluates the compatibility of this item with the 

activities that employees perform in the company; j) Health care for employees: establishes 

the required level; l) Work environment: analyzes the relationship between company 

employees. g) Organizational structure: measures the interference in the activities of 

employees that is suffered due to the level of relationship and training of the elements that 

make up the structure; h) Organizational culture: evaluates the interference suffered by 

employees and their activities by traditions and customs adopted informally in the company; 

i) Bureaucracy: evaluates the compatibility of this item with the activities that employees 

perform in the company; j) Health care for employees: establishes the required level; l) Work 

environment: analyzes the relationship between company employees. assesses the interference 



Influences caused by a company's organizational climate at the time of the Pandemic 

Crisis 

 

REGMPE, Brasil-BR, V.5, Nº2, p. 30-46, May./Aug.2020 http://www.regmpe.com.br Page 39  

 

suffered by employees and their activities by traditions and customs adopted informally in the 

company; i) Bureaucracy: evaluates the compatibility of this item with the activities that 

employees perform in the company; j) Health care for employees: establishes the required 

level; l) Work environment: analyzes the relationship between company employees. assesses 

the interference suffered by employees and their activities by traditions and customs adopted 

informally in the company; i) Bureaucracy: evaluates the compatibility of this item with the 

activities that employees perform in the company; j) Health care for employees: establishes 

the required level; l) Work environment: analyzes the relationship between company 

employees. 

In turn, the external influencing factors, according to Bispo (2006, p. 264), refer to: a) 

Social Life: analyzes the level of employee satisfaction with this item; b) Soccer team: 

performance of the employee's team influences productivity according to scientific evidence; 

c) Financial situation: if the employee is in a financially bad situation, this will be negatively 

reflected within the company; d) Public security: if it is bad, it will also have a negative 

influence on the company; e) Health: evaluates the opinion of employees about their health, 

which is an item that is difficult for the company to perceive; f) Politics and economics: 

evaluates its interference in the motivation of workers; g) Holidays and leisure: as they are 

necessary items to guarantee good productivity, it evaluates the degree of employee 

satisfaction; 

3.1 Characterization of the object of study 

Founded in 1997, the company object of this study started its activities with the 

objective of improving and supplying the market, with great availability of parts and 

accessories for trucks, with the most varied solutions to satisfy its customers, from the due 

quality and punctuality to the more varied innovations to guarantee even greater stability in 

the market. 

 Today it has an approximate contingent of 270 people working in its facilities. 

 The company, for its culture of innovation and profitability, constantly seeks 

improvements and new markets in all its product lines, so that the growth is satisfactory and 

permanent. Therefore, also has well-defined organizational policies, promoting training, 

integration and professional development for all employees. Employees are offered the 

following benefits: health insurance, transportation vouchers, food vouchers, and medical 

assistance. Accordingly, the company has been standing out more and more in the market in 
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which it operates for personalized service, flexibility in negotiating delivery times, product 

quality, in addition to the whole set of services that involve each negotiation. 

4 Analysis and discussion of results 

 The data collected in the survey applied to the organization's employees were 

numbered to calculate the results, and the answers “no” were worth 1 point, “more or less” 2 

points and “yes” 3 points. There was a 100% return on respondents' responses. 

Attention should be paid to questions regarding the internal environment, because the 

greater the number of “yes” answers, the better the result for the company, except question 

22, which is reversed. As for questions related to the external environment, there are 6 reverse 

questions, 26, 27, 28, 32, 33, 34. In the other questions, the answer “yes” indicates employee 

satisfaction. 

In the aspect of the analysis of the internal factors of the research it can be observed 

that 75% of the interviewees feel proud to work in the studied company and only 25% feel 

indifferent to this question. Regarding the activities developed in the company, 90% of the 

employees are proud. 

The company offers a good career path, an opinion shared by 45% of the interviewed 

employees, while another 40% feel indifferent to this statement. 

The recommendation for friends and relatives to work at the company is the opinion of 

80% of employees. This leads to the analysis that in a percentage of 85% of employees are 

interested in the future of the organization, perhaps supported by the commitment of these 

people. 

With the idea of having a career in the company and achieving professional success, 

70% of the employees believe in this statement. But only 65% of them would be happy if 

their children worked in this organization too. 

About 80% believe that the effort itself will achieve the desired professional success in 

the organization. Around 60% of employees believe that the training courses already taken are 

sufficient to continue their careers, in contrast, the rest of them see the importance of 

continuing to qualify more. 

Confidence in the leader or immediate boss appears with a percentage of 70% of 

respondents and still 85% of these same respondents confirm that their boss is a true leader. 

Still addressing the theme of the leader, 90% of these employees understand that the current 

boss is the best person to occupy the position. 



Influences caused by a company's organizational climate at the time of the Pandemic 

Crisis 

 

REGMPE, Brasil-BR, V.5, Nº2, p. 30-46, May./Aug.2020 http://www.regmpe.com.br Page 41  

 

Regarding the hierarchical structure adopted by the company, 75 of these employees 

see what is being used today as the best possible structure, but 25% believe that there could 

be changes. 

Many workers consider themselves valued and their work recognized by the company, 

this for 65% of them. For 95% of employees, they feel their work is valued by their families 

and yet 70% of all respondents feel that friends value their work. 

A more controversial issue is that of wage justice, in which only 30% analyze it as 

satisfied, while 20% do not see social justice in the company and the other 50% were 

indifferent, but not satisfied. 

Regarding the equity obtained from the income from work, 60% confirms, but the rest 

was indifferent to this statement. 

Occupational safety in the company is only shared by 45% of respondents, while 20% 

did not confirm this and 35% felt indifferent. 

For 90% of the employees interviewed, the current intellectual level is satisfactory to 

meet the activities carried out today. Perhaps this expressive return proves the disincentive for 

more qualification. 85% of them believe that the current social level of each one is adequate 

for the exercise of their functions in the company. 

The issue of transporting to the company and returning home requires more attention 

from the organization, as 90% of employees said they had problems or were not adequate. 

The work environment is suitable for 75% of employees and only 25% felt indifferent 

to this issue. 

The company adopts a bureaucracy, for 50% of respondents this contributes to the 

elaboration of tasks, with 15% of respondents not agreeing and 35% feeling indifferent. 

For 55% of respondents, the organizational culture adopted in the company favors the 

execution of activities, although 20% believe that this current culture harms their 

organizational tasks in some way. 

The health benefits offered by the organization help in the execution of tasks in the 

company in the order of 75%, while 10% believe not. 

Regarding external factors, it was observed that 100% of respondents are concerned 

about the future of their families and more precisely about their children, 90% say they are 

concerned, even because not everyone has children. With regard to the food they manage to 

provide to their families, 75% of employees feel concerned about continuing to meet their 

needs. 
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The quality of education that manages to provide to children is a concern of 55% of 

the interviewees, but practically 45% of them do not share the same opinion. About 65% of 

employees confirm having a good relationship with their spouse, and 70% have a good 

experience with their children. 

Only 60% of respondents are satisfied with their current residence and the other 35% 

are indifferent. With the current car, 65% of employees feel happy and with regard to the 

clothing that is offered to him and his family, 55% of them are well supplied. 

With reference to the current financial situation, 60% are satisfied, 15% are 

dissatisfied and 25% are indifferent. And in relation to the private patrimony formed with 

their salary, 50% say they are satisfied and 15% of these respondents say they are dissatisfied, 

probably due to the low salary level. 

Regarding the social level that is established today, 80% of respondents say they are 

satisfied, while the social interaction on the part of these employees is 85% approval. 

One of the items that draws attention with an approval of only 40% is the intellectual 

level, while 50% feel indifferent. Here is an opportunity for improvement on the part of the 

company to perhaps promote an investment in training courses for employees. 

As for the cultural level, 75% feel satisfied and only 25% are indifferent to this issue.  

Religion was another item that achieved 100% approval and satisfaction from the 

interviewees. In sports, 60% of employees are satisfied with this and 20% are totally 

dissatisfied. Also in terms of fitness, 60% are satisfied and 40% indifferent. In the mental 

state, 85% are considering themselves well at the moment, together with a 90% approval in 

the current moment of affective life. 

75% of respondents say they are sexually satisfied, while only 45% have the same 

feeling for the football team and 55% are indifferent to the current situation. In relation to the 

last vacation enjoyed, 65% returned satisfied, but 10% said they were dissatisfied with the 

vacation taken. But 85% of these respondents are already planning for the next vacation. 

Public safety is another item of concern for company employees. Only 20% of them 

feel calm and the other 80% have a completely opposite feeling, that is, concern. 

Corruption alters the mood of 60% of respondents, while violence alters the mood of 

70% of them and impunity of 65%. 

When asked about the federal government's policy, 55% say they are dissatisfied and 

another 45% become indifferent. In state politics, 50% say they are dissatisfied with what 

happens today and only 20% are satisfied. With municipal policy, 55% say they are satisfied. 
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Only 40% say that the policy does not change the mood at all, but 45% do. At the same time 

that the economic crisis experienced in Brazil is felt by 65% of employees, the international 

crisis is by 45%. 

These influences will direct the strategies adopted internally in the organization, the 

alternative opportunities that the company will choose, the minimization of threats coming 

from the external environment and thereby correcting the weaknesses and strengthening the 

strengths.   

5 Final Considerations 

It was observed that the external environment has an influence on the internal 

environment of the organization, directly impacting the behavior of employees significantly. 

In many cases, employees have a culture that differs from organizational culture due to the 

process of forming images and mental representations, formed mainly by family influence, 

friendships and the context in which the individual is inserted, making it necessary to shape 

up to organizational rules. 

This research shows this complementarity between external and internal 

environments, as well as the influence of culture to build patterns of behavior in the 

organization. However, the limitations of this study are recognized and suggested as future 

research, its replication in organizations of other segments and sizes, in order to verify the 

depth of the negative points evidenced, as well as the development of action plans that 

promote improvement. of the same. 

The points to be improved in the organization regarding resources and training for 

employees, the issue of transportation, the issue of wages and investment in education are 

explicit. 

The most active limiting factor for the research was COVID-19. Without the 

pandemic, it would be possible to conduct research in the various sectors of the organization. 

For future research, and even after a pandemic, it would be indicated to replicate the 

research again, but in all sectors of the studied organization and to compare the results. 
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