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Abstract: The purpose of this study was to investigate the relationship between managers’ decision-making styles
and organizational health through the intermediately role of organizational climate. The statistical population in this
research consisted of 120 employees. The sampling method in the present study was a simple random sampling
and the sample size was determined 91 people using Cochran formula. The researcher used three-factor
questionnaires to collect data for performing factor analysis. In this research, structural relations model was used
for data analysis. The content validity and Cronbach’s alpha coefficient were used to determine the reliability and
validity of the questionnaire that its value was 0.83 for decision making style questionnaire of Scott & Bards, 0.88
for the organizational climate questionnaire of Hallipin & Kraft (1963), and 0.84 for the organizational health
questionnaire of Hoy and Fidman (1996). The results showed that there is a significant relationship between
organizational citizenship behavior, organizational climate, and organizational health.
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INTRODUCTION
The role of decision-making in preventing problems, solving problems and transferring the appropriate
solution is one of the important functions of management, given that the basic tasks of planning, leading,
organizing and controlling require decision-making. Managers at all levels of the organization decide for acting or
solving the problem and make their decisions into action, and these decisions outline the activity framework of the
other employees in the action phase; so it can be seen that decision making is a critical and important activity and
an important part of the time and effort of managers is dedicated to solve the problem and make decisions. The
importance of decision-making is obvious for all as an integral part of the life of each individual and organization
and working group. Decision making is the basis of the activities and actions taken in the life of individuals and
organizations. Decision making in organization and management is so important that the structure of each
organization is primarily determined by the nature of the decision making process in that organization, and the rank
of each person in an organization has a direct relation with the amount of control he applies to the decision making
process of that organization (Parvizi, 2011). On the other hand, for managers, efforts to ensure the health of the
organization, preservation and promotion of its level are prioritized to other activities and tasks that they are
responsible for, but the dimensions of organizational health and its importance and role as an effective determinant
principle are the unknown concept. The health of the organization can help us in choosing and selecting the
appropriate management practices to make it effective. Therefore, the research and conceptualization of
organizational health is necessary for the extensive and wide-ranging activities of organizations, and every effort is
important for organizational improvement (Haghighatjo et al., 2009). Organizational health creates a pleasant
environment for work and effort, raises the constructive spirit and achieves the organizational goals. In a healthy
organization, the mission and goals of the organization are clear to everyone. Everyone knows which the accepted
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values of the organization are, and these values determine the boundaries of behaviors, right and wrong (Akbari et
al., 2013, 5). Organizational climate, on the other hand, is a set of organizational traits and characteristics that
employees feel and understand, and its emergence is described through the actions, processes and connections of
the members with the environment (Saatchi, 2002, 2). The most important consequence of organizational climate is
that it affects the perception and sense of employee membership in the organization and determines whether or not
they psychologically experience the organization rewarding and desirable, and this, in turn, has a profound effect
on the levels of ethics, motivation, satisfaction and willingness of employee to stay in the organization (Mathiue &
Farr, 1991, 127). Therefore, the purpose of this study is to examine the relationship between managers’ decisionmaking styles and organizational health with the intermediatory role of organizational climate.
Research literature
Decision making styles of managers
Decision-making means choosing a way out of various ways which exist for action, and it forms the brain
and core of planning. A program does not exist unless required decisions are made regarding the provision of
resources, direction to move, and the like. Decision making is the core work of managers because they should
decide on what to do, who should do the work, the time it takes to work, the place where the work is carried out,
and even how it is done. It is thus seen that decision making forms an important part of the activities of managers,
and in fact, it is the essence of management (Parvizi, 2011). Also, decision making is one of the controversial
subjects in organizations, and managers are constantly faced with the issue of decision-making, decision-making
about new activities or solving a problem that has come about. In this regard, Stoner believes that decision-making
is a process in which a specific problem-solving technique is chosen for solving a particular problem or issue.
Based on the Wermon-Witton model, decision-making methods are placed throughout a continuum from individual
to group. In this model, individual decision-making (mandated) is called the decision that the manager uses the
existing information and decides on its own. While in consultation decision-making, the manager individually
consults with the subordinates on their comments and suggestions, then he makes decision; and in the
participative decision making, the manager consult with the group in the process, and through the discussion, he
acquires their collective opinion and then makes decision (Bahrami et al., 2012).
The decision-making style is a reaction that we have learned habitually. This habit is the result of a desire
to show a response in a particular method at the time of decision making. The findings suggest that people use
more than one decision-making style, but one style predominates for them and they use it more (Scott and Bruce,
1995). The decision-making style conceptually represents the type of behavior and the way people behave when
faced with decision-making conditions. The decision making style of people expresses the habitual pattern of
individuals when make decision. In other words, the decision making style of each individual is his personality
approach in understanding and reacting to his own decision making task (Hadizadeh Moghadam and Tehrani,
2008).
Recently, there have been a lot of researches in the field of decision making styles. The effect of individual
differences on decision making styles has been studied in these researches. Evidence indicated the relationship
between decision-making styles and individual differences among individuals can be understood from the following
studies. Scott and Bruce considered the relationship between control and decision-making style. Sonholm
conducted his research on the relationship between decision-making style, self-confidence and work control.
Gallutty investigated the relationship between decision-making style and individual’s attitude toward thinking and
learning. The findings from the above researches were very important because they proved that the decision
makers’ individual differences affect their decision-making behavior.
Organizational health
Organizational health refers to a situation beyond the short-term effectiveness of the organization and
points out to a set of relatively durable organizational characteristics. A healthy organization, in this sense, is not
only sustainable in its own environment, but it also can be adequately adapted to its own environment in the long
run, develop and expand its ability to survive continuously. The members of the educational staff in a healthy
organization show high interest to each other and their work, and have high morale; in such an organization, highlevel, but achievable scientific goals are set for the staffs. According to Hoy and Mescle (2008), organizational
health has seven dimensions including institutional integrity (it is the ability of the organization to adapt to the
environment in such a way as to maintain unity and integrity of its programs), the influence of the manager (it is the
manager’s ability to influence his bosses and superiors, to encourage them to pay more attention to the
organization’s issues, not to face administrative barriers, hierarchy, not to depend on superiors, all of which are the
key to effective leadership, consideration (it mentions the manager’s leadership behavior which is open and
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friendly; consideration reflects the behavior reflecting respect, mutual trust, cooperation and support), initiating
structure (it clearly defines the manager’s behavior in identifying work relationships with teachers, job expectations,
performance standards, methods of doing work), resource support (providing the essential materials and
equipment of the organization’s work), the spirit (the collective sense of friendship, being openness and mutual
trust among the members of the organization), academic emphasis (it points out to the extent that the educational
organization seeks the scientific and cultural superiority and strives to achieve it) (Bahrami et al., 2012).
Organizational health is one of the most coherent and obvious indicators of organizational effectiveness. In
a healthy organization, manager has a completely friendly and supportive behavior with his employees and also
has integrity in his plans. Employees also tend to further stay and work in the organization and work more
effectively (Shariatmadari, 2009, 123).
There are many models in assessing organizational health including the systematic organizational health
model (Kaplan and Karvata, 1993), Miles model (1969), Parsons model (1967), Hoy and Fieldsman model (19871999), Kringer and Hanson model (1999), and Lynden and Klingle model (2000) (Yosefvand, 2005). Each of the
models has been used by various researchers in recent years. By studying these models, the Lynden and Klingle
model seems to be more comprehensive and more appropriate. The Lynden and Klingle model examines the
organizational health in 11 dimensions, including communication, participation and engagement in the organization,
loyalty and commitment, credibility or reputation of the organization, morale, ethics, identification or recognition of
performance, target path, leadership, improvement or development of employee efficiency, and resource utilization.
Lynden and Klingle (2000) noted about organizational health that organizational health is a relatively new concept,
and it does not only include the organization’s ability to perform its tasks effectively, but also it includes the ability of
the organization to grow and improve. Supervisors in healthy organizations find committed and responsible
employees with high morale, open communication channels and high success; and a healthy organization is where
people want to stay there, work and be proud of it, and they themselves are beneficial and effective.
Miles (1969) defined a healthy organization as “an organization not only to survive in its own environment,
but also to adapt sufficiently in a long time and to constantly develop and expand its survival and compromise
capabilities.” What is clear in this definition is that a healthy organization has successfully dealt with outside
obstacle forces and effectively directs there force to the major goals and objectives of the organization (Hoy and
Mescle, 2008).
According to Parsons Theory, organizational health is divided to the three main levels and each dimension is based
on the following components:
Technical level: The technical level is located at the bottom of the system where the actual product of the
organization is dealt with and includes:
Morale: The morale refers to the feeling of trust, confidence, sympathy and friendship that exists among
employees. Employees feel good at each other and at the same time feel that they are doing their job well.
Academic emphasis: This refers to the organization’s emphasis on employee learning. The academic goals are
set at a high level but achievable for the employees; the learning environment is regular and serious.
Administrative-management level: It is the mediator of the system’s internal efforts and controls them, including:
Consideration (observance): It refers to a managerial behavior that is friendly and supportive. Consideration is the
reflection of behavior with respect, mutual trust and cooperation; and, in other words, consideration is not the
meaning of artificial and compassionate admiration, but it is honest attention to employees as professional
colleagues.
Initiating Structure (Conscientiousness): It is a behavior that the manager explicitly determines the expectations
of the work, the standards of operation and procedure. Initiating Structure refers to the behavior of the manager,
which is task-oriented and the success-oriented.
Resources support: It is the amount of material and equipment required by the employees. Resource support
refers to an organization that has the necessary materials and resources.
Institutional level: The institutional level relates the organization to its environment, including:
Manager’s Influence: It is the ability of the manager to influence the decisions of the superiors. An influential
manager is encouraging and works with superiors in an effective way, but at the same time, he is independent in
his own thinking and practice.
Institutional integrity: It is the ability of the organization to adapt to the environment and compromise with
methods that maintain the health of the organization’s programs (Hoy and Mescle, 2003).

Organizational climate
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The organizational climate was first introduced by Kurt Lewin in 1951. He suggested that the behavior of a
person is subject to his environment. This concept evolved in the literature of the 1960s. Two important factors in
the evolution of the literature of organizational climate are studies of Forehand and Gilmer and James and Jones
(Thomas, 2006, 30). The nature of organizational climate is to reveal how employees understand their work
environment and what is their interpretation of the organization. A better understanding of organizational climate
can be fundamental to improving the level of production, motivation and degree of employee satisfaction (Ibid, 210). Organizational climate is highly dependent on the way employees are structured in terms of management
hierarchy, so that senior managers in an organization cannot create a very strong organizational climate in the
organization, but rather low level employees can change organizational climate and weaken or strengthen it (Ibid,
48-54). In today’s highly competitive world, organizations are constantly looking for new ways to maximize their
employees’ performance and effort.
The necessity of appropriate organizational climate and employee motivation is high for the survival and
well-being of organizations; certainly, an innovative organization would not exist with no creative employees and
support for creativity in work environment (Paramitha and Indarti, 2014). Given that organizational climate results
from the efforts and interactions of groups inside the organization, managers and employees; it influences
employees’ behavior and is effective in satisfaction of employees. Therefore, knowing organizational climate as
much as possible can increase the level of employee performance. Thus organizations must provide the field in a
way so that their employees and managers apply all their experiences, abilities and capacities to enhance their
organizational goals. Brown and Moberg (1980) argued that the organizational climate is a set of culture, customs,
and practical practices that have been observed by members of the organization that: (1) describes the
organization, (2) separates the organization from other organizations and institutions, (3) is relatively durable over
time, and (4) affects and drives individuals. Organizational climate, on the other hand, has influenced employees’
willingness to do things beyond their role in the organization, so that both the individual and the organization benefit
from this performance of the employees. Litwin and Stringer (1974) defined organizational climate as a set of
measurable characteristics in the workplace, which is directly or indirectly perceived by those who work in this
environment and is influenced on their motivation and behavior (Litwin and Stringer, 1974, 13). In the definition of
organizational climate, as well as other definitions of management areas, different definitions are provided. Some
consider it to be the same environment. Organizational climate refers to a set of elements that are outside the
scope of an organization, but in general, these elements and factors are influential in the activities of an
organization. Alagheband (2004) found the organizational climate as all external and internal factors of an
organization that surrounds it.
Organizational climate types
The transcendental organizational climate of the past few decades has been raised as an important
challenge in management science. Each organization has its own culture, customs, values, norms, and special and
relatively stable action methods that the behavior of each one can be predicted based on these characteristics,
which the characteristics allow us to recognize an organization different from other organizations is called the
organizational climate (Alavi, 1381, 12). In the 1960s, Halpan and Kraft conducted a study on organizational
climate that identified six types of organizational climate including:
Open climate: In this climate, teachers (employees) have high morale and work well without aggression and
conflict with each other. Management policies facilitate tasks and affairs, and they do not bother each other, and
teachers enjoy friendly relationships together.
Autonomous climate: Teachers have a fairly complete freedom in the climate, so that they can find inter-group
ways to meet their social needs. Teachers (employees) are busy with their job and can easily and quickly achieve
their goals.
Controlled climate: Controlled climate is further determined by the pressure that imposes to achieve the goals of
the organization at the expense of meeting social needs. Everyone is working hard and have little time for friendly
communication with each other. This climate is further emphasized on the task.
Friendly climate: In this climate, manager believes that all members are a family. He avoids doing things that hurts
his members’ emotions.
Paternal climate: Teachers do not work well together and this leads to a lack of coordination among them.
Teachers do not have friendly relationships and their morale is noticeably low. The manager focuses on the
supervision and control of teachers wherever he is.
Closed climate: In this climate, teachers do not engage in the organization’s affairs. Job satisfaction of teachers
(employees) is at a low level. Teachers are trying to satisfy themselves through communication and private
relationships. Most teachers are interested in leaving their job (Mirkamali, 2001).
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Figure 1: Conceptual research model
Research hypotheses
There is a significant relationship between managers’ decision making styles and organizational climate.
There is a significant relationship between managers’ decision making styles and organizational health.
There is a significant relationship between organizational climate and organizational health.
There is a significant relationship between managers’ decision making styles and organizational health due to
organizational climate.
METHODOLOGY
The purpose of this study was to investigate the relationship between managers’ decision making styles,
organizational climate and organizational health. The data for the present study were collected from a
questionnaire whose validity was tested. The researcher used the Scott & Brads’ questionnaire of decision maker
style of managers (0.83), Hallipin & Kraft (1963) organizational climate questionnaire (0.88), and Hoy & Fidman
(1996) organizational health questionnaire (0.84) for collecting data. The data were analyzed by LISREL software.
The statistical population in this study was 120 employees. In this research, 91 employees were selected as the
sample using simple random sampling. In the present study, the model of measurement was obtained after
drawing the analytical model of the research based on the data by the Path diagram with the implementation of the
Perlis program of LISREL software, which was tested using the coefficients B and t test of hypotheses. The
model’s fitness indices have also been calculated automatically by performing the Perlis program for the model.
Data analysis

Fitness index
Degrees of Freedom
Chi-Square
RMSEA
NFI
NNFI
CFI
RMR
GFI
AGFI

Table 1: Fitness indices of the research model
Standard values
--The criterion is not suitable due to the
dependence on the sample size.
0.05
0.90
0.90
0.90
0.05
0.90
0.90

Estimated values
461
1172.83
0.088
0.91
0.94
0.95
0.062
0.75
0.72

As it can be seen in Table 1, the compliance or goodness indicators of fitness are relatively acceptable.
Structural model test
In this research, a confirmatory factor analysis method was used to test the model of measurement and
analysis of the pathway to measure the structural model of research. The two Figures below represent the general
models of the output of LISREL software, which simultaneously include both the structural model and the
measurement model, which are further elaborated and discussed below.
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Figure2: Basic model with t values

Figure 2: Base model with path coefficients
Findings and analysis of results
Hypothesis 1: There is a significant relationship between managers’ decision making styles and organizational
climate.
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Table 2: Test results of hypothesis 1
Hypothesis
Path coefficient
1. There is a significant relationship 0.96
between managers’ decision making styles
and organizational climate.

t-statistics
4.46

Result
Acceptable

Based on the results shown in Table 2, the effect of the independent variable on the dependent variable is
supported by the data, and the path to which these two variables are related is positive and significant (it is
significant in error level of 5%) (t=4.46, β 22=0.96). As a result, it can be said with confidence level of 95% that there
is a significant relationship between managers’ decision making styles and organizational climate.
Hypothesis 2: There is a significant relationship between managers’ decision making styles and organizational
health.
Table 3: Test results of the second hypothesis
Hypothesis
Path coefficient
t-statistics
1. There is a significant relationship 1.16
3.41
between managers’ decision making styles
and organizational health.

Result
Acceptable

Based on the results shown in Table 3, the impact of independent variable on the dependent variable is
supported by the data, and the path connecting these two variables is positive and significant (it is significant at the
error level of 5%) (t=2.87, β22=0.34). As a result, it can be said with confidence level of 95% that there is a
significant relationship between managers’ decision making styles and organizational health.
Hypothesis 3: There is a significant relationship between organizational climate and organizational health.
Table 4: Test results of hypothesis 3
Hypothesis
Path coefficient
1. There is a significant relationship 0.53
between organizational climate and
organizational health.

t-statistics
1.96

Result
Acceptable

According to the results shown in Table 4, the impact of independent variable on dependent variable is
supported by data, and the path between these two variables is positive and significant (at a level of error of 5%)
(t=1.96, β22=0.53). As a result, it can be stated with confidence level of 95% that there is a significant relationship
between organizational climate and organizational health.
Hypothesis 4: There is a significant relationship between managers’ decision making styles and organizational
health due to the organizational climate.
Table 5: Test results of hypothesis 4
Hypothesis
Path coefficient
1. There is a significant relationship between managers’ 0.96×0.53=0.50
decision making styles and organizational health due to the
organizational climate.

Result
Acceptable

The test result of hypothesis 4 is studied according to the information in Table 5. Investigating the
intermediatory role of organizational climate between managers’ decision making styles and organizational health
is so that if the direct impact of managers’ decision maker styles is confirmed on organizational climate, and also
the direct impact of organizational climate is confirmed on organizational health, then the intermediatory effect of
the organizational climate is also confirmed between managers’ decision making styles and organizational health.
The exogenous variable path coefficient of the managers’ decision making styles on indigenous variable of
organizational climate is 0.96; it is significant with t=4.46 at an error level of 0.05 and a confidence of 0.95; and a
indigenous variable path coefficient of organizational climate on organizational health variable is 0.53; and it is
significant with t=1.96 at error level of 0.05 with confidence of 0.95. As a result, the influence of the intermediatory
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role of organizational climate between managers’ decision making styles and organizational health is 0.96 × 0.53=
0.50, and the assertion of the researcher is confirmed.
CONCLUSION
The results of the first hypothesis showed that the amount of path coefficient between decision making
styles of managers and organizational climate was equal to 0.96 and the corresponding t value was 4.46>1.96,
which according to t test, null hypothesis can be rejected with a critical value of 0.05 at confidence level of 95%. As
a result, the first hypothesis of the researcher was confirmed, and it can be stated with confidence of 95% that
there is a significant relationship between decision making styles of managers and organizational climate.
The results of the second hypothesis showed that the amount of path coefficient between organizational
climate and organizational health was equal to 0.53 and the corresponding t value was 1.96>1.96 which according
to t test, null hypothesis can be rejected with a critical value of 0.05 at confidence level of 95%. As a result, the
second claim of the researcher is approved; and it can be stated with confidence of 95% that there is a significant
relationship between organizational climate and organizational health.
The results of the third hypothesis showed that the amount of path coefficient between managers’ decision
making styles and organizational health was equal to 1.16 and the corresponding t value was 3.41>1.96, which
according to t test, with null hypothesis can be rejected with a critical value of 0.05 at confidence level of 95%. As a
result, the third claim of the researcher is approved; and it can be stated with confidence of 95% that there is a
significant relationship between decision making styles of managers and organizational health.
The results of the fourth hypothesis showed that the amount of path coefficient between decision making
styles of managers and organizational climate was equal to 0.96 and the corresponding t value was 4.96>1.96, and
the rate of path coefficient between organizational climate and organizational health was 0.53 and the
corresponding t value was 1.96>1.96, which according to the t test, it can be stated that the null hypothesis can be
rejected with a critical value of 0.05 at a confidence level of 95%. As a result, the intermediatory role of the
organizational climate between the decision making styles of managers and organizational health is equal to
0.96×0.53=0.50 and the fourth hypothesis of the researcher is confirmed.
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