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[bookmark: _Toc166107824]Abstract 
The research focused on determining the impact of organizational culture on employee engagement. The results show that organizational culture and employee performance is positively linked to each other. When the organization maintains an excellent culture that values diversity and innovation, the performance of employee improves. However, a toxic workplace culture and stereotyping can have a negative impact on employee performance. Organizations that want to be successful must focus on establishing a positive culture that values diversity, inclusion and innovation. 
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[bookmark: _Toc166107825]Chapter 1 – Introduction
1.1. [bookmark: _Toc166107826]Background 
The definition of diversity in the workplace has evolved over time as a result of globalization and the greater movement of people around the globe. Numerous organizations and businesses have started to accept these transitions after realizing it (Farnsworth, et al., 2020). It is believed that a workforce that is diverse can add significantly to company performance and productivity. The values and beliefs that have long permeated an organization can be referred to as its organizational culture. In addition, the attitudes and behaviours of its employees are determined by their opinions, views, and the significance of the work they perform. Administrators frequently adapt their management approach to the organization's objective, which could affect employees' job satisfaction. Thus, it is crucial to comprehend how organizational cultures, leadership styles, and worker happiness relate to one another. Organizational culture is defined by Stephen and Coulter (2005) as the shared values, beliefs, or perceptions held by members of an organization or organizational unit. Staff members' attitudes and behaviours can be influenced by corporate culture since it is a reflection of the values, beliefs, and behavioural standards that employees use to interpret the settings they work in. Understanding the organization's core values is likely to prevent possible internal conflict. Defining culture can be complicated, especially when it comes to organizations. Questions like how a culture forms, who influences it, and how it is conveyed and embraced by everyone involved do not have straightforward answers or cannot be defined clearly. Some research suggests that, despite different interpretations, culture is closely tied to an organization's core values and shapes how people within it act, including how they treat customers (Bradley, et al., 2007). Another way to think about it is as a fixed shared of values and habits in between a group of people. Even as technology and individuals change, these cultural traits endure. It is worth noting that deeply rooted cultures can be tough to change. The interaction between the organizational culture and the different backgrounds of employers and employees, such as their ethnicity, has become an important component that can affect relationships, performance, and general workplace dynamics in a world full of modern enterprises (Bozhko, 2014). There are many aspects of culture. For instance, racial, religious, ethnic, and other sociocultural components can have a big influence on how people interact and experience the organizational framework. Organizations that aim to promote diversity, equity, and inclusion must think thoroughly of different ways in which cultures can facilitate or hinders the development of employer relationship (Bentley University , 2023). 
1.2. [bookmark: _Toc166107827]Problem Statement 
It is noticed that in the corporate world, the knowledge and awareness of culture have increased over a period of time (Airswift, 2021). However, in the corporate workplace, a lack of effective organizational cultures and poor cultural integration affects organizational performance as well as influences the relationship and terms between employee and employer. A robust and positive organizational culture has been correlated with keen employee engagement, improved productivity levels, and increased profit margins. Notably, 46% of individuals seeking employment prioritize company culture as a pivotal factor when deciding where to apply, while 47% of actively job-seeking individuals underscore the significance of company culture as the primary motivation for their job search (Heinz, 2019). Various companies deploy diverse strategies and methodologies to actively engage their employees in organizational activities, thereby strengthening their relationships with supervisors (Vince, 2005). The judgment of employee needs arises as a crucial factor in fostering steadfast loyalty toward the organization. In the more recent past, the description of human behavioural needs has been defined through the Hierarchy of Needs Model. This model serves as a comprehensive framework clarifying the successive levels of psychological and emotional requirements, summarizing fundamental necessities to outstanding goals, and providing a broader understanding of employee motivations within the organizational context (Kendra Cherry, 2022). With time, leaders have now understood the importance of organizational culture to organizational performance. However, some organizations or management and staff also lack an effective organizational culture, which could result in poor employee performance and loss of productivity while working in the company. Most of the employees lost their motivation to work and interest in such working conditions or corporate environments that do not prioritize culture the most (Ficarra, et al., 2020). The major business problem facing the corporate world is the lack of management of businesses for effective culture. Management often lacks strategies to establish an effective organizational culture to improve performance (Wong, 2023). The major problem revolves around the ways in which any culture can influence manifest in the workplace, which creates both opportunities and challenges. There is a notable gap in existing research that fails to provide a broader exploration of how specific cultural elements can impact the performance of employees and the relationships between employees and employers. This gap allows in developing more effective approaches and strategies for promoting a harmonious and productive work environment that can accommodate diverse cultural backgrounds. The below literature highlights the importance of analysing and leveraging cultural diversity for organizational success. However there is still lack of in-depth analysis regarding the operationalization of these insights in terms of individual organization. This research will explore insights regarding the role of cultural awareness, cultural sensitivity and adaption in driving organizational performance as well as the main conflicts that might arise in corporate settings because of cultural differences. However as organizations have started operating in a more globalized environment that develop the need for great understanding of cross cultural dynamics become imperative (Eriksson & Hägg, 2016). The culture and cultural background from where the employee and employer comes from not only influence the day to day performance or relationship but also effect the employee satisfaction, engagement and retention (Tsai, 2011). Failure in addressing these issues might lead companies to have poor organizational culture, hindering collaboration and effecting the overall organizational effectiveness. 
1.3. [bookmark: _Toc148175134][bookmark: _Toc166107828]Research Aims 
This research aims to highlight the influence of culture and its role in transforming the performance and experiences of employees in diverse workplaces. The research will explore the elements and attributes of a strong company culture that can improve employee performance. 
1.4. [bookmark: _Toc148175135][bookmark: _Toc166107829]Research Objectives
In order to achieve the research aims, there are the following research objectives:
· To determine how culture impacts the performance of employees within an organization.
· To examine the positive influence of a strong and positive company culture on employee motivation and engagement and to identify the specific ways in which it leads to improved performance.
· To identify and analyse the key elements and attributes of company culture that are most closely linked to enhancing employee performance.
· To explore the impact of different types of company culture on employee performance and understand the nuances of each type.
1.5. [bookmark: _Toc148175136][bookmark: _Toc166107830]Research Questions 
The research questions that will answer the research problem discussed in this research can include:
· How does culture impact the performance of employees within an organization?
· What are the key elements and attributes of a strong company culture that contribute to improved employee performance?
· How do different types of company cultures, such as innovative, hierarchical, collaborative, or customer-centric, influence employee performance in unique ways?
1.6. [bookmark: _Toc166107831]Significance / Relevance of Study 
Sociocultural values play a great role in society concerning how people remain strong among workers. These values remain part of an individual's life even in their workplaces (Mensah, 2019). Understanding culture is crucial because it has a big impact on how organizations function. It can affect things directly or indirectly. That's why it is important to study it to help managers make the good parts of culture work for employees' happiness and minimize any bad effects cultural values might have on how satisfied employees are with their jobs (Gautam, 2020). Cultural values have been referred to as shared values, principles, motives, characteristics, and skilled meanings to noteworthy events that is added through mutual experiences of followers of a collective group and are communicated diagonally in groups (Akuoko, 2008). This may have an impact on the modern operations of social institutions. It has been observed that there is always an impact when corporate culture and ethnic culture collide, which could be beneficial, detrimental, or detrimental to job satisfaction. The impact of culture on work attitudes and the best ways to study it is currently the subject of numerous literature reviews and studies (Mensah, 2019). 
Considering the problem statement that is discussed in the above part, it has been observed that there are various organizations and management that do not emphasize the importance of culture and the role it plays in influencing the relationship between employer and employee and influencing employee performance throughout their working in the organization. This study can hold immense significance in the modern era of organizational or corporate dynamics, where there is a great emphasis on culture and workplace relationships profoundly influencing the performance, engagement, and satisfaction of the employees. The primary purpose of conducting this study is to address gaps in both the academic literature and corporate practice by highlighting the deficiencies in the way organizations actually address managing organizational culture and management of the relationship between employees and employers. The vast knowledge and literature that will be explored in the literature will help analyse and determine the different key areas of culture and their influence on the performance of employees. 
The importance or significance of conducting this research lies in understanding how cultural factors that include race, religion, and ethnicity can impact the relationship between employee and employer. Understanding this relationship is crucial to understanding that these factors can optimize organizational performance. A confusion comprehension of these influences can guide organizations in adopting or establishing strategies that can promote cultural diversity to enhance collaboration, innovation, and overall productivity. In a competitive job market, where prospective employees can increasingly prioritize company culture, it provides insights that can significantly impact talent acquisition. It is important to address the cultural aspects which job seekers find important. Organizations can use these cultural aspects to attract and retain top talent in the company, promoting a sustainable environment in the workplace for comprehensive and maintained growth (Misra & Pathak, 2020). Another purpose of conducting this research is to enhance the understanding of employee engagement and satisfaction. Research on organizational culture provides a novel viewpoint on workplace dynamics, clarifying key elements crucial for fostering an engaging and prosperous culture. It explains the intricate connection between culture, employee involvement, and retention, prompting organizational leaders to reconsider their cultural strategies for establishing a robust foundation for business achievement. Various facets of an organization contribute to employees' cultural experience, with this research highlighting that certain elements exert a more profound impact. Culture essentially revolves around the everyday activities of workflow. Employees perceive and engage with culture through diverse organizational dimensions (Krokosz-Krynke, 2000). Notably, this research will explore how that specific aspects carry more significant resonance. The efficacy of performance management significantly influences engagement and organizational culture. Managers play a pivotal role in shaping employees' experiences through their approaches to aligning objectives, communication, recognition, and feedback (Connolly, 2023). Prioritize performance management methodologies that foster employee success and well-being. Considering the era of globalization, companies have started operating in a diverse international setting in order to expand their offerings to other economies and generate foreign revenues. This has required companies to have a sufficient understanding of cross-cultural dynamics and cross-cultural sensitivity, which are crucial for an organization's successful operations. Nevertheless, this study will further explore and provide greater insights that go beyond the traditional understanding of organizational culture, addressing the complexities of globalized work environments and promoting cultural intelligence among organizational stakeholders. It is noticed that most of the leaders working in competitive organizational works possess a strong understanding of how a strong culture is one of the drivers of business success and different ideas about what culture really is. Clarity in understanding this will make things easier for leaders and managers working in the organization. These management and leaders need to focus on the aspects of culture that promote employee, team, and business success (Duggal, 2023). This research aims to clarify the delicacies of cultural impacts in the workplace and provide useful information that can enhance employee engagement, talent management, organizational performance, and general job satisfaction. Its importance comes from giving a thorough grasp of how culture affects the interactions between employers and employees. This knowledge opens the door to strategic initiatives and well-informed decision-making, both of which are necessary for organizations to succeed over the long run in a diverse and globalized society.
1.7. [bookmark: _Toc166107832]Brief Research Methodology 
This research has adopted a secondary research methodology with the aim of investigating the impact and role of culture in organizational dynamics, focusing more on the relationships between employees and employers. This research study explores more aspects of cultures and the areas that can influence them. The different digestions of culture that are going to be explored in this research are race, religion, ethnicity, and other crucial cultural aspects. In this study, the secondary research will be conducted through an extensive range of literature and studies, including synthesis of scholarly literature available on the mentioned topic or topic related to culture, reports, articles, and case studies that are related to organizational culture, diversity, and inclusion. A comprehensive literature review will be conducted in this secondary research, which will allow the exploration of theories and different models that can better explain and determine the influence of cultural factors on the interactions between employees and employers within an organizational setting. Through the literature and secondary research, the main concepts of culture will be explored, for instance, diversity management, cross-cultural communication, cultural sensitivity, inclusion, productivity, and the impact of cultural inclusivity on workplace dynamics. Exploring different reports and documents will also be beneficial during this secondary research as these will allow in getting knowledge about the relevant theories and models and different company's policies regarding diversity and inclusion, code of conduct, and other information that can promote cultural diversity practices within a workplace by allowing management to make the workplace more inclusive and positive. The secondary research will be conducted through a comprehensive literature review, which will explore different areas of culture and cultural aspects that are used in shaping employee and employer relationships. Not only will the literature review explore the key articles and peer-reviewed journals, but case studies, reports, and findings from different surveys will also be explored to get more realistic information. Considering the authenticity of articles, reports, and published content will allow this study to contribute to the best valuable insights into the different ways in which culture can influence or play its role in understanding employee and employer dynamics. However, the primary focus of the study will be on race, ethnicity, religion, and other related dimensions. 
1.8. [bookmark: _Toc166107833]Structure of Rest of the Project
This report employs five chapters. The first chapter that is discussed is the introduction. Chapter 2 of this report will be Literature Review. This chapter will explore different literature and find appropriate information regarding the research topic. Different articles, journals, reports, and findings will be explored to get an understanding of how different companies operate and manage their culture. The literature review chapter will allow the exploration of an extensive range of literature as it is secondary research. The chapter will be written based on different themes that are related to the topic and the research question that will be answered through this research. At last, the summary of findings will be analysed to understand what actually is explored through these researches. 
In Chapter 3 which is a research methodology an introductory segment that focuses on the methodology of conducting the research. This chapter explores the approaches, methodology, data collection method and other areas of methodology. Research methodology can include structure and organized approached that are used to address research questions, research problems or research challenges. This chapter will provide an in-depth knowledge of the selected data gathering methods and the ethical considerations that have been taken into account. 
Chapter 4 of this research will be a finding, analysis, and discussion chapter, which will explore and analyse things that are observed or data that is gathered in the previous chapter of the literature review. This section will include a great overview of research findings and will present the research results clearly. 
Chapter 5 will be the conclusion and recommendation chapter, which will conclude the research findings and present the results. After this, recommendations will be provided for improvement in the research. This chapter will also explore the limitations and challenges explored during the research. 


[bookmark: _Toc166107834]Chapter 2 – Literature Review 
[bookmark: _Toc166107835]2.1. Introduction
Companies with a strong work culture are attracted to job candidates looking for a permanent position and providing growth opportunities (Indeed, 2023). Organizational culture, however, refers to promoting a positive, structured work environment that aids companies in achieving success. The organization's culture is influenced when organizations learn how to cope with external and internal challenges (Bamidele, 2022). Organizations maintain culture as it highlights how they do business, effectively adapting to environmental problems and supporting success. Understanding organizational culture affects organizations and is essential for administrative work. Considering the culture and its environmental influence, it is necessary to understand its long-term impacts (Zheng, et al., 2021). This is the second chapter of this research, which is based on the literature review and conceptual models and frameworks. 
[bookmark: _Toc166107836]2.2. Conceptual Framework
[bookmark: _Toc166107837]2.2.1. Hofstede National Culture Theory 
Hofstede's cultural dimensions theory is a valuable tool for comprehending and understanding the different cultural dimensions among countries and their influence on various aspects of business and communication (Nickerson, 2023). Developed by Geert Hofstede in 1980, this framework stems from an extensive survey conducted in the 1960s and 1970s within different sectors of IBM, a global computer manufacturing company (CFI, 2023). The theory identifies key dimensions of culture that impact etiquette and communication, offering insights crucial for navigating diverse cultural contexts in fields ranging from business to diplomacy. This model discusses six different cultural dimensions: Power distance, collectivism vs. individualism, uncertainty avoidance index, femininity vs. masculinity, short-term vs. long-term orientation, and restraint vs. indulgence (Hofstede, 2011). 
Power Distance 
The power distance index devises a culture's tolerance for inequality and power dynamics. A high power distance index demonstrates that culture is comfortable with hierarchy bureaucracy and respects authority (Kenton, 2022). On the other hand, a low power distance index indicates a culture that values decentralized decision-making, flat organizational structures, and equal power distribution. For instance, in countries with high power distance, parents may expect absolute obedience from children. In contrast, in countries with low power distance, there is typically more equality between parents and children, allowing for discussions and challenges to authority (Beugelsdijk & Welzel, 2018).
Collectivism and Individualism
Another cultural dimension is the collectivism and individualism. This concept refers to the implementation of individuals into groups. Individualistic societies are likely to stress achievement and individual rights more, emphasizing the needs of a unique and personal immediate family (Cherry, 2022). In an individualistic society, an individual's self-image is called ''I". On the contrary, in collective societies, the primary emphasis is on the goals and well-being of the groups, and an individual's self-image is more like “we”. People living in collective societies are likely to prefer value and loyalty and have a greater emphasis on relationships compared to those living in individualistic societies. They might be less affiliated with groups, yet the groups they are a part of greatly influence who they are. Furthermore, in individualistic communities, communication is typically more direct, whereas in collectivistic societies, it is more indirect (Cherry, 2022). 
Uncertainty Avoidance
The degree to which society can tolerate ambiguity and uncertainty is referred to as the uncertainty avoidance dimension. This factor has to do with how well someone manages their anxiety or challenges by reducing uncertainty (Smit, 2016). In the simplest terms, it can be said that uncertainty avoidance denotes how challenging a change can be in any culture. When uncertainty avoidance is high, it shows a low acceptance of indecisions and risk-taking. The companies and individuals within those societies search for ways to lessen the unfamiliar things using harsh rules and regulations. People with these cultures are likely to be more emotional than others. Those who live in low uncertainty avoidance cultures feel comfortable when they are offered unstructured situations or changeable environments. These people like to have fewer rules and regulations as they are more likely to accept changes and uncertainties. The unknown in these societies is widely accepted, and few strict rules and regulations are imposed (MasterClass, 2022). 
Femininity vs. Masculinity
One of the Hofstede dimensions, gender role differentiation, is also seen to apply to femininity and masculinity. This refers to the extent to which a culture supports conventional roles for men and women. Societies that prioritize assertiveness, bravery, strength, and rivalry are considered masculine. Conversely, societies that prioritize cooperation, nurturing, and a high quality of life are considered feminine (LAIGO, 2020). A high feminine score society suggests that traditional feminine gender roles are important in that community. At the same time, a low feminine score shows that female roles are less important in those societies. In feminine societies, there are better maternity leave policies in workplaces and inexpensive childcare facilities. On the other hand, countries with a high feminine score are likely to have more women in leadership positions, and more female entrepreneurs are found in such societies (Arrindell & Veenhoven, 2002). 
Short-Term vs. Long-Term Orientation
Different cultures have different attitudes toward time and success. Some cultures, known as long-term-oriented, value things like perseverance, saving money, and planning for the future. They prioritize long-term success over quick gains (Bruin, 2017). On the other hand, short-term-oriented cultures focus more on the present and immediate satisfaction. They might spend money impulsively and follow traditions without thinking too much about the future. 
Restraint vs. Indulgence
It is defined as the extent to which society fulfils its desires. This dimension focuses on social impulse and the desire for control in societies. When there are greater levels of indulgence, society permits comparatively free satisfaction and also offers high levels of the good life. The restraint aspect of the dimension refers to society's ability to suppress the gratification of needs and regulate them through social norms (CQ Fluency , 2023). Societies characterized by high levels of indulgence are probably going to spend more on luxury goods and have greater freedom to engage in leisure activities. People tend to save more in more conservative societies because they prioritize meeting their basic requirements (Nickerson, 2023). 
[bookmark: _Toc166107838]2.2.2. Cameron and Quinn Organisation Culture Competing Value Framework
Another model that helps in understanding the competing culture is the Cameron and Quinn culture competing value framework. Organizational cultures can be categorized using the four-box culture model developed by Robert Quinn and Kim Cameron (World of Work Project, 2023). Its horizontal axis examines an organization's orientation toward the outside world or inward, while its vertical axis considers an organization's preference for stability or flexibility. This module is used to identify four different types of organizational culture. In this model, these four types of cultures are compared. These types can include clan, adhocracy, hierarchy, and market (Heinz, 2023). 
Clan 
The clan culture values cooperation, strong and productive relationships, and efficient teamwork. According to Chennatuserry et al. (2022), this kind of culture encourages talent management and personal empowerment. It is regarded as the model's people-oriented section. Organizations with a clan culture tend to be introspective and place a high importance on reactivity. Having this value in workplaces, organizations often search for ways to respond quickly and effectively to change. Clan culture values teamwork and collaboration. Employees working in this culture often feel that they are glued together like families through their desire to work and achieve organizational goals (Boatman, 2023). These organizations are more interested in inner results, for instance, engagement, rather than outer results, such as customer outcomes. When there is a fight between the requirements of the customer and the requirements of the organization, the organization will likely succeed. 
Hierarchy 
Organizations with a hierarchical culture tend to be more inwardly focused and emphasize constancy and control. With these principles in mind, establishments strive to examine themselves in order to promote efficiency and control (Lee & Ding, 2023). Hierarchies provide structure and discipline to operations through standardized operating procedures. Additionally, they guarantee that everything is executed in a streamlined, well-managed manner. Compared to other companies, these could be less adaptable to shifting circumstances and market demands (Reeves & Deimler, 2011). The hierarchy quadrant is placed at the bottom left corner. Hierarchy refers to different aspects like bureaucracy, structure, and efficiency. This is considered the formal and stable section of the model. Hierarchical cultures are known for their formality and well-organized working environments, making them an ideal fit for government agencies (Decu, 2022). In such cultures, procedures play a crucial role in guiding employee actions, and there is a strong emphasis on managing control systems. The organization is structured in clear hierarchical layers, ensuring that work processes are efficiently organized and easily adjustable. The primary focus is on maintaining smooth operations and control. Formal rules and policies are in place to stabilize the organization. Achieving stability and results is closely tied to the effective and seamless execution of tasks. Success in this culture stems from a reliable supply chain, precise scheduling, and cost efficiency (Katsaliaki, et al., 2022).
Adhocracy 
Adhocracies are organizations that have an external focus and prioritize flexibility and responsiveness (Keskin, 2005). Organizations that adhere to this value mix place a high value on risk-taking, creativity, and a fast pace of work in order to meet external demands. These companies are united by a shared drive to experiment, innovate, and produce work quickly. They are entrepreneurs and driven to invent new things and discover novel avenues for success (Noone, et al., 2022). These organizations might not have as much control over their operations and might not offer as nurturing an environment as other organizations despite their potential for rapid growth and development. Visionary and open to change and innovative ideas, leaders in this quadrant typically do not worry too much about taking risks. Not only are they creative, but they also have a strong desire to see their ideas come to pass (Sponseller, 2018).
Market 
This quadrant focuses on leaders who are results-oriented and results-driven. Leaders working in such cultures are likely to focus on short-term goals. They want to take charge and work effectively and immediately with the customer so that the deal can be done or finalized early and close as soon as possible (Ahn, et al., 2004). The culture of the market is more competitive. Market-oriented organizations have an internal focus but also an external focus. They probably know where the company stands in the market and are working to make it better. Because of this, these kinds of businesses place a strong emphasis on their relationships with suppliers and customers, which enables them to give top priority to satisfying clients and strengthening their positions in the market (World of Work Project, 2023). These organizations are competitive most of the time, and they do things based on their desire to win in the current marketplace. This makes these organizations less forward-looking and responsive compared to other organizations. Market-oriented organizations mainly focuses on results and the completion of the work. Employees in these organizations are highly competitive and driven by clear goals (Assens-Serra, et al., 2021). Examples include trade associations, insurance companies, and banks. Managers in such environments are often demanding and closely monitor employee activities. These organizations nurture a culture of internal competition where the main focus is placed on building a strong reputation, achieving success, and coming out on top. They are always striving to reach measurable goals and objectives, with success measured in terms of market share and penetration. Visibly, these organizations aim to distinguish themselves through competitive pricing and market leadership. To outperform competitors, there is intense competition to retain customers, with a strong focus on customer service and satisfaction. All employees are well aware of the significance of these principles (Day, 2000).
[bookmark: _Toc166107839]2.2.3. Key Elements of Company Culture
According to Štok et al. (2010), recognizing the importance of organizational culture is widely accepted in understanding how a company functions and performs. Any leader or manager aiming to enhance their organization's effectiveness must be capable of understanding and evaluating its organizational culture (Gamage, 2006). The term organizational culture suggests a set of strong, shared values that are resistant to quick changes. It is argued that examining organizational culture involves considering different levels of interpretation. At the first level, there are observable objects, which encompass everything that can be noticed when someone unfamiliar enters the organizational culture (Schein, 2004). Moving to the second level, adopted values are being observed using different tactics, goals, and philosophies. If these mentioned values are supposed to be positive, these are likely to slowly and gradually change into shared assumptions, which can be determined at the third level. In simpler terms, organizational culture involves what is visibly present, the values that are openly expressed, and the underlying shared beliefs and assumptions (Mingaleva, et al., 2022). Understanding these levels is crucial for leaders looking to improve their organization's overall performance. This distinctive feature of these cultural aspects is that these features are highly built and are rarely questioned or debated, making them extremely resistant to change. To understand and study cultural values, an individual needs to undo these intricate patterns across various surface levels. This can embed the concept of stability, particularly in the context of robust organizational cultures that are marked as shared values, are widely acknowledged, established finances and rituals, and efficient cultural network known as the channel of communication as observed by Deal and Kennedy (2000). Several authors have made significant contributions to the culture and cultural aspects of research. These authors, including Kotter and Heskett (1992), Morgan (1997), Beaumin (1996), and others, have all voiced concerns regarding the positive correlation that a successful organizational culture has with performance. This may stimulate further investigation into the relationship between employee motivation, communication patterns, interpersonal relationships, and encouragement as an essential internal component of organizational culture in medium- and large-sized enterprises. The purpose behind this is to analyze if these elements can contribute to achieving corporate quality and excellence. The notion of organization entails its opinions, morals, and norms that are usually expressed using symbols, language, storytelling, and various other activities. Organizational culture often refers to the group of shared philosophies, assumptions, morals, attitudes, and rules that can unite an organization (Štok, et al., 2010). This shared culture can play an important role in helping any organization implement its strategies and work on them effectively. Organizational culture is now been well-defined as the outlines of shared ideals and opinions that are reputable over a certain period of time. This can also give rise to behavioural norms used in resolving problems. Organizational culture, in simple words, can be understood as a set of solutions that are designed for all challenges that have consistently proven effective and are, therefore, educating new associates as the right way to notice, think, and feel about those complications. 
Cultures usually originated from three different types of sources. These can include the belief, values, and assumptions of the organization owner or founder, originates from the knowledge experiences of group members when the business changes, and also originates from the introduction of new belief, value, and assumption by new members and leaders (Štok, et al., 2010). Simply put, these shared philosophies, assumptions, values, expectations, norms, and attitudes work to bind the organization together. Organizational culture can be viewed as a tool for productivity enhancement as well as a way of control. Furthermore, it's feasible that organizational cultures serve as the unifying factor or glue that keeps managers together when organizational strategies are implemented successfully. An organization's performance and productivity can suffer greatly from a lack of this glue (Denison & Mishra, 1995). 
[bookmark: _Toc166107840]2.2.4. Organizational Culture And Its Types 
According to Soni (2019), organizational culture, as described by various authors, is essentially a shared concept among members of an organization. According to Abbas (2017), it can be seen as a set of values embraced and practiced by individuals within an organization, setting it apart from others. Organizational culture involves fundamental assumptions developed by the organization to navigate internal integration and external adaptation challenges. Successful approaches become authentic and are passed on to new members as the appropriate way to perceive, think, and respond to these challenges (Al Shehri, et al., 2017). Due to the subjective nature of organizational culture, accurately defining its specifics poses a considerable challenge. There are various theories that are used, and there is not a single theory that has been accepted in a uniform manner by every organization. Organizational culture is reported to be socially structured, which means that it is based on the pattern of social relationships. This can entail behaviours, beliefs, morals, as well as aspects that are connected with diverse organizational stages and embedding different facets of organizational life. Organizational culture encompasses the behaviours, beliefs, morals, and values that are shared across different levels of an organization, integrating into every aspect of its operations (Uddin, et al., 2013). According to Schein (2010), organizational culture is a phenomenon that encompasses the rituals, natural settings, values, and overall atmosphere of the entire organization. Martins and Terblanche (2003) emphasize that culture is closely tied to the shared beliefs and values among the members of an organization. In simpler terms, organizational culture connects the standards, principles, ethics, and values of the organization with its employees, influencing their actions and attitudes.
Culture can be divided into different types, for instance, power culture, achievement culture, role culture, and support culture. Power culture is a type of organizational culture where control and authority branch from a central leader, operating informally based on certain procedures and rules. On the other hand, role culture looks like an official format where a small group of managers or a single top manager oversees work. In this culture, roles take precedence over individuals, and authority is clearly delegated within a well-defined structure (Handy, 1987). Another is the achievement culture that focuses on the organizational mission and task completion, instilling a strong sense of purpose in employees that often overshadows other considerations. One is the support culture that invites people to take part based on solidarity and commitment. Individual relationships are established based on trust and mutual support. With support cultures, organizations are likely to serve the individual needs of the members working in the organization. In this type of culture, employees are expected to influence each other through assistance and mutual support (Schein, 2010).
[bookmark: _Toc166107841]2.2.5. Culture and Its Influence On Employee Engagement and Performance 
According to Fonseca (2023), company culture is powerful as it influences the engagement and performance of employees. Sales, earnings, hiring efforts, and staff morale can all be positively or negatively impacted by culture. Successful company cultures draw individuals who aspire to work for or conduct business with them (Hastwell, 2023). Strong and successful organizational cultures lower turnover while enabling workers to be happier and more productive at work. Additionally, a company's culture can act as its best recruiter, drawing in qualified applicants who genuinely want to work there. The significance of corporate culture is readily apparent (Harver, 2023). There are various brands that are investing in their culture. 
A company's culture must be robust and well-communicated in order for it to remain competitive. This implies that everyone must have common values and views and be in agreement. When a company has a strong culture, its employees feel valued and have a voice in decisions regarding projects, working remotely, and taking on additional responsibilities. People do better when they feel heard and respected. Opportunities for advancement, such as career programs, promotions, or more training, are another way that a strong corporate culture keeps workers motivated and improves performance. When all members collaborate and put in additional effort, accomplishing organizational goals becomes a joint success (Chellappa, 2023).
According to Bui and Le (2023), businesses worldwide are paying attention to employee engagement because it helps them retain a skilled and highly productive workforce and enhances customer satisfaction and the company's reputation (Alam, et al., 2021). Evidence shows that culture is a main protagonist in the travel and tourism industry. Travel agency managers view the development of a strong organizational culture as a deliberate imperative when dealing with issues related to employee engagement improvement. This is because such a culture fosters a skilled and engaged workforce and increases competitiveness by differentiating the customer experience and value (Bendak, et al., 2020). While there is a growing body of research on organizational culture and employee engagement, the full extent of how organizational culture enhances engagement has not been widely acknowledged. While treating culture as one of many organizational factors affecting employee engagement, some studies have focused on just one aspect of culture or a specific type without identifying which cultural traits are important determinants (Bhardwaj & Kalia, 2021). This lack of clarity has posed challenges for both researchers and practitioners in devising a guide for cultivating a culture that fosters engagement. It is important to grasp how the intricate process of enhancing engagement through organizational culture works, especially in the travel industry (Chittiprolu, et al., 2021). The unique culture of travel agencies, which sets them apart from other services, can create opportunities for businesses to stand out. Additionally, there is a lack of exploration into the role of job engagement as a mediator between organizational culture and overall engagement. While a few theoretical studies have affected this, there is a scarcity of empirical studies testing this relationship. However, insight into the complex relationship between these areas is useful in providing more specific implications, especially for travel agencies (Cardon, et al., 2021). 
[bookmark: _Toc166107842]2.3. Conclusion of Chapter
In this chapter, it is explored that organizational culture plays an important role. The understanding of organization is highlighted above by using various models and literature. This analysis has revealed its crucial role in shaping the actual workplace dynamics in a corporate setting. The multifaceted nature of culture, including behaviours, beliefs, morals, and values, plays a crucial role in influencing diverse organizational levels. The above analysis also analyses the achievement culture, which promotes a sense of purpose. It has been observed that different culture types can contribute uniquely to the organization's formation. Support culture focuses on solidarity, mutual support, and trust. This simplifies the notion of how interpersonal relationships can shape the working environment. One of the famous models of cultural dimension used and highlighted in this report is Hofstede’s cultural dimensions theory, which offers valuable insights into the different global cultures and how they influence the business environment and practices. Hofstede dimension framework has six dimensions that are used to define different types of cultures and different practices within these varying cultures. Another model that was discussed in the above literature is the Cameron and Quinn Organizational Culture Competing Value framework, which categorizes cultures into different types, for instance, clan, adhocracy, hierarchy, and market. This model highlights the internal and external axis and flexibility of each type of organizational culture. 
Organizational culture is now defined not only as a theoretical concept but as one of the dynamic forces that can affect how employees are engaged within an organization and how they perform. Any culture that is considered strong is likely to attract and retain talents, promote a positive work environment, and serve as a guide for decision-making. Culture has a widening impact that is not limited to organizational boundaries but moves towards affecting sales, profits, and overall reputation. Research highlights that a robust organizational culture can promote employee engagement, which can further promote the organization's productivity and improve customer satisfaction. It is important to understand the nuances of organizational culture, which is essential for leaders seeking to create an effective or positive work environment. There are various organizations that have started to adopt and emphasize improving organizational culture in order to retain talent and provide the best possible services to customers. 


[bookmark: _Toc166107843]Chapter 3 – Methodology
[bookmark: _Toc166107844]3.1. Introduction
The research methodology chapter offers a comprehensive investigation of the methods that will be utilized in the process of determining the influence that business culture has on the capabilities and performance of employees. It will provide a discussion on the research's philosophical underpinnings, methodological choices, and the rationale that lies behind each decision. The methodology chapter lays the groundwork for a full understanding of the intricate relationship that exists between organizational culture and employee performance by employing a combination of interpretivism, deductive reasoning, and secondary research. 
[bookmark: _Toc166107845]3.2. Research Philosophies and Assumptions
The philosophy of interpretivism asserts that truth and knowledge are subjective concepts that are created by people's experiences and how they interpret those experiences. It claims that these concepts are influenced by cultural and historical circumstances. It is impossible to avoid the fact that researchers, who are inextricably linked to their own beliefs, bring their own perspectives to the process of data gathering, interpretation, and analysis (Ryan, 2018). An interpretive research philosophy is chosen for the study of how a company's culture impacts employee performance. The research philosophy is based on the belief that it is essential to understand the social context and the subjective experiences of individuals within the organization in order to gain meaningful insights. Interpretivism is a philosophical approach that aims to investigate and grasp the intricate relationship between human behaviour, culture, and the dynamics of organizations. It places an emphasis on the significance of different views and the subjective meanings that are attached to experiences. The fundamental principle of interpretivism is the recognition that reality is a social construction and that individuals give meaning to their experiences based on the unique views they bring to the table. This viewpoint acknowledges that employees' impressions of the organizational culture considerably impact their attitudes and behaviours while they are on the job. This is significant in the context of the relationship between company culture and employee performance.
Interpretivism acknowledges that it is impossible to eradicate individual and cultural biases from research, and it frequently places an emphasis on the positionality of the researcher as well as the socio-cultural environment of the study (OKSTATE, 2023). In addition to this, interpretivism promotes a research method that is both accommodating and iterative. This acknowledges the fact that the researcher is an essential component of the research context, not just exerting influence over the participants but also being impacted by them. Consequently, throughout the course of the research, an emphasis will be placed on reflexivity in order to conduct an in-depth analysis of the researcher's preconceived notions and prejudices. This will ensure a more open and genuine investigation into the subject matter of the study.
[bookmark: _Toc166107846]3.3. Research Type, Design and Approaches
This study will adopt a deductive research approach. The deductive approach is based on the theory of deductive reasoning, which involves beginning with a general case in order to derive conclusions about something that is more specific (Liden, 2023). When applied to this particular scenario, however, the deductive method will be included in the interpretative paradigm to offer a methodical and hypothesis-driven investigation into the connection that exists between the culture of the organization and the performance of its employees.
The formulation of hypotheses that are drawn from theory propositions is the hallmark of this methodology, which places an emphasis on the deduction of conclusions from premises (BRM, 2023). Deductive reasoning is a component of the research that is based on the identification of key theoretical hypotheses concerning organizational behaviour, leadership, and the influence of culture on performance. These propositions will serve as the basis for the formulation of specific research hypotheses that may be examined in a methodical manner using the research methodology. While interpretivism places emphasis on understanding and inquiry, this approach is consistent with the notion that bringing deductive reasoning into the study provides a level of rigor and organization to the investigation.
In this study, a qualitative research approach will be utilized in order to conduct an in-depth investigation into the complex dynamics that are involved in the relationship between company culture and employee performance. When it comes to the methodology of research, qualitative research is characterized by the collection and examination of non-numerical data, such as text, video, or audio, with the purpose of gaining an understanding of ideas, opinions, or experiences. In addition to this, it develops new research ideas or offers in-depth insights into existing challenges. On the other hand, qualitative research is distinct from quantitative research, which is characterized by the collection of numerical data for the purpose of statistical analysis (Bhandari, 2020). Qualitative research, which is frequently utilized in the fields of the humanities and social sciences, such as anthropology and sociology, provides a comprehensive knowledge of complicated phenomena (Mohajan, 2018). Due to the fact that it enables a more nuanced investigation of the subjective experiences, perceptions, and behaviours of individuals within the framework of the organization, qualitative research is particularly well-suited for this topic. The qualitative design will be based on the principles of interpretivism, with the primary objective being to get an understanding of the meanings and interpretations that employees attach to their experiences in relation to the culture of the firm and how it affects their performance. The qualitative data will be subjected to thematic analysis in order to uncover patterns and themes that appear repetitively across the data. This iterative process entails classifying and categorizing data in order to discover relevant patterns, which ultimately contribute to a deeper knowledge of the complicated linkages that exist between the culture of the organization and the performance of its employees.
A secondary research methodology will be utilized in the study. When conducting secondary research, it is common practice to make use of data that has been gathered by another individual. Secondary research is essentially what researchers do when they conduct studies using data that has already been collected (George, 2023). Instead of gathering primary data directly from participants, secondary research involves both the analysis and synthesis of previously collected data, as well as literature and studies that have already been conducted. In this particular setting, the selection of a secondary research approach is supported by a number of different reasons. The subject of how the culture of an organization influences the performance of its employees has been investigated in a variety of academic and professional fields. The use of secondary research makes it possible to investigate a wide variety of previously published works, theories, and empirical studies, which results in the establishment of a thorough foundation of information regarding the topic for consideration. Primary research, which may include things like questionnaires or interviews, may be time-consuming and resource-intensive (Jain, 2021). However, there are ways to make this process more efficient. Secondary research, on the other hand, makes use of resources that already exist, which makes it a more effective choice, particularly in situations when it is necessary to cover a wide variety of viewpoints and thoughts. Secondary research allows for a more comprehensive understanding of the context in which the relationship between business culture and employee performance exists. This is accomplished by drawing information from a wide variety of sources. It is possible to take into account a wide variety of perspectives and research findings since this method is inclusive. Secondary research makes it easier to conduct a historical study by analysing the ways in which organizational cultures have evolved and altered over time. This type of research also offers significant insights into patterns and trends. Information obtained through secondary research can be obtained from a variety of sources, including websites, libraries, and museums (Qualtrics, 2023). Secondary research data can take the form of published statistics, reports, and survey responses, among other formats.
[bookmark: _Toc166107847]3.4. Systematic Review 
The success and growth of any organization or businesses often depends on the primary role between its organizational culture and the performance of its workforce. In order to resolve the intricacies of this relationship or this connection, a systematic review is needed in this dissertation. Systematic reviews are considered comprehensive analyses that can thoroughly search, appraise, and synthesize existing literature so that they can provide a robust and unique understanding of a particular subject. A systematic review is an overview of the literature that involves a systematic search, critical evaluation, and synthesis of the available data on a particular topic using precise and repeatable procedures (Gopalakrishnan & Ganeshkumar, 2013). It employs techniques to reduce biases and random mistakes in order to incorporate the findings of several primary research that are related to one another. A systematic review is a methodical and organized way to compile and examine the body of knowledge regarding a particular subject. This kind of assessment has a clearly defined technique, comparatively to traditional reviews, which could be subjective and might not have a systematic approach. It entails a systematic search for relevant studies, a rough evaluation of their quality, and a combination of the data to derive significant findings (Uman, 2011). Within the framework of this research, the systematic review framework serves as a scope to direct the researcher’s investigation into the ways in which an organization's culture influences employee performance.
[bookmark: _Toc166107848]3.5. Inclusion and Exclusion Criteria 
The qualities or properties that potential research participants need to possess in order to be included in the study are known as inclusion criteria (Nikolopoulou, 2022). In this research journey, the inclusion criteria for the research can be seen as the best medium for guiding researchers about relevant insights regarding the research. The inclusion criteria were set for including articles that were published within the last two decades, and no articles older than 20 years was included. The articles that were included in the study were checked to ensure a contemporary perspective of the impact of company culture. The second criteria was that only articles in English language could be used. The third criteria was that only peer-reviewed artciles could be used.  
The inclusion criteria include things that need to be included in the research. In contrast, exclusion criteria include aspects that need not be considered in the study or while gathering research data and information (Patino & Ferreira, 2018). The exclusion criteria entail that research articles older than 20 years should not be included in the research in order to maintain accuracy, currency, and relevancy in the rapidly evolving organizational culture. The second exclusion criteria is that all articles published in languages other than English will be excluded from the research. Moreover, those articles that are not peer-reviewed will also be excluded. 


[bookmark: _Toc166107849]3.6. Search Strategy
The principal method of data gathering that will be utilized in this research methodology is going to be secondary resources. In secondary sources, peer-reviewed journal articles will be used in the systematic review as they are the most authentic sources (Ellis, 2022). The journal articles must be relevant to the topic of the study, which is focused on determining the impact that organizational culture has on employee performance. The research will use the concept of thematic analysis, which is a qualitative method that is typically utilized to discover recurring themes and patterns within textual material. Researcher will conduct a comprehensive study of the existing literature in order to collect pertinent articles, on the topic of business culture and how it influences employee performance. This body of literature will offer a comprehensive review of the information, hypotheses, and conclusions that are currently available in the applicable discipline. The research articles will be analysed to gain insights into the attitudes and behaviours that are supposed to be practiced within the organization.
Different databases will be searched to find relevant articles. Keywords that will be used include organizational culture, employee performance, impact of organizational culture, employee productivity, culture of the organization, how culture influences productivity and impact of organizational culture on employees. The researcher will also AND and OR operators to refine the search and find relevant articles more easily. 
Thematic analysis is a type of qualitative data analysis in which the researcher carefully examines the data in order to uncover recurrent themes, which can be thought of as topics, concepts, and patterns of meaning (Caulfield, 2019). A methodical coding procedure will be applied to the secondary data that have been gathered. The researcher will identify and code relevant sections and extracts that are related to the culture of the firm and the performance of the employees based on recurring themes or patterns. The development of themes will involve the grouping of codes into more general themes that summarise the most important aspects of how the culture of the firm affects the performance of its employees. The purpose of thematic analysis is to recognize recurring patterns, trends, and variations within the data (Naeem, et al., 2023). This technique assists in gaining a better knowledge of the complexities and differences that exist in the link between the culture of an organization and the performance of its employees in a variety of settings. Once the themes have been found, the researcher will interpret the importance by taking into consideration the cultural environment of organizations as well as their consequences on employee performance. This interpretation will lead towards the findings of the impact of cultural on employee’s performance. The findings of the thematic analysis will be documented in a detailed report, which will outline the themes that were identified, provide supporting evidence from secondary resources, and discuss the implications for comprehending the impact that the culture of the organization has on the performance of the employees.
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[bookmark: _Toc166107851]3.8.  Ethical Considerations
The primary concerns with the secondary use of data are centred on the possibility of causing harm to individual subjects as well as the problem of gaining agreement for the reuse of the information. When it comes to ethical considerations, the extent to which the data contains identifiable information is an extremely important factor. If the data does not contain any identifying information or if it is coded in such a way that will prohibit researchers from accessing the codes, then it is possible that a comprehensive ethical assessment is not required. According to Tripathy (2013), in situations like this, it is necessary to have certification from the ethics board that the data is legitimately anonymous.
However, when the data contains information that can be used to identify participants or details that could be used to identify participants, it is imperative that the researcher conducts a thorough evaluation of the data. In order to address the research question, the researcher is required to provide a justification for the inevitable need to identify information and to detail methods to protect the privacy of the participants and the confidentiality of the data. In the event that these concerns are sufficiently addressed, the researcher has the ability to try to get consent waived. According to Jol and Stommel (2016), one of the most important ethical principles in research is the concept of informed consent. When conducting secondary data analysis with qualitative data, it is absolutely necessary to adhere to rigorous research techniques and ethical standards in order to fulfil the expectations and concerns of a variety of stakeholders. The persons who took part in the primary research, the organisations that provided financial support for the study, and the researchers who carried out the secondary analysis are all considered to be stakeholders (Ruggiano & Perry, 2019). When information is readily accessible on the internet, in books, or in other public venues, it is presumed that permission to use and analyse it further has been explicitly granted. Nevertheless, it is essential to acknowledge who the proprietor of the original data is. In situations when the data is part of another research project and is not openly available, it is necessary to seek the explicit, written consent of the original study team and include it in the application for ethical clearance. Even with these factors taken into account, there are still some problems associated with the analysis of secondary data. It is important that the data that is gathered is sufficient, pertinent, and not excessive. When conducting secondary data analysis, it is essential to evaluate the technique, accuracy, collection time, purpose, and content of the primary data. In addition to being protected from unauthorized access, accidental loss, or destruction, the data should only be kept for the minimum amount of time required after it has been collected. In the process of analysing secondary data, researchers need to make certain that the individuals who participated in the study gave their consent to the analysis that is being carried out (Brakewood & Poldrack, 2013).


[bookmark: _Toc166107852]3.9. Conclusion
In conclusion, this chapter has presented a complete technique that will be utilized to negotiate the complexities of research on the influence of company culture on employee performance. The combination of interpretivism, deductive reasoning, secondary research, and thematic analysis results in the formation of a framework that is consistent and substantial. The philosophical foundation is based on interpretivism, which places an emphasis on subjectivity and cultural context. On the other hand, the deductive research style introduces structure and hypothesis testing, which aligns perfectly with the interpretive attitude. The design of qualitative research, which is mostly based on secondary research, exemplifies both efficiency and a comprehensive investigation of the knowledge that is already available. Thematic analysis, which is well-known for its capacity to reveal patterns and themes, has the potential to extract subtle insights from the secondary data that has been collected, so enhancing comprehension of the connection that exists between the culture of an organization and the performance of its employees.


[bookmark: _Toc153376955][bookmark: _Toc166107853]Chapter 4 – Finding, Analysis and Discussion
[bookmark: _Toc166107854]4.1. Introduction 
The fourth chapter provides a detailed analysis of the collected data. The first section of the chapter includes a table of findings. It has all the relevant articles that were found during the search. The findings of the articles are presented in the tabular format. After that, the results are presented in narrative form and an analysis of findings is presented. At the end of the chapter, a discussion on the findings related to the impact of organization’s culture on employees’ performance is presented. 
[bookmark: _Toc166107855]4.2. Table of Findings
	Reference 
	Method 
	Aims 
	Findings 
	Themes and Subthemes

	(Stock, et al., 2012)
	Secondary research  method 
	This research article investigates the impact of innovation-oriented corporate culture on product program innovativeness (PPI). The primary purpose behind this research is to explore how innovation culture can increase PPI.  This study mainly emphasizes the multilayer models of innovation-oriented corporate culture that involve norms, artefacts, and values. It also helps explore the roles of cultural artefacts, analyse the effect of market dynamism as well as turbulence in technology, and compare innovation orientation with market orientation. 
	It is observed from the study that transforming values and norms into specific artefacts is necessary for exerting an influence on innovativeness. According to the research, technological instability improves the association between innovation-oriented artefacts and PPI, but market dynamism reduces it. These outside variables have a significant influence on how cultural artefacts affect innovation.

	Themes	
1. Innovation-Oriented Corporate Culture 
2. Product Program Innovativeness 3. Business Performance
Subthemes:
1. Leadership and Vision 
2. Organizational Structure and Processes 
 3. Employee Engagement and Creativity 
4. Risk Tolerance and Experimentation 
5. Cross-functional Collaboration

	(Tombaugh, 2005)
	Secondary research method
	This research aims to investigate the impact of focusing on positive aspects of performance compared to the deficit-based approaches in a workplace environment. This research analysed the effectiveness and efficiency of strength-based organizational culture on employee morale, creativity, innovation, and overall performance. It investigated how optimistic and emotionally intelligent leadership traits influence the success of organizations. 

	The researcher found that a hostile working environment can affect the performance of any business and business outcomes. It also found that positive leadership or optimistic leadership having high emotional intelligence can influence job performance, employee engagement, and organizational adaptability.
	Themes:
1. Positive Leadership
 2. Organizational Strengths
 3. Performance
 4. Profitability
Subthemes:
1. Leadership Style and Behaviour 
 2. Identification and Development of Strengths
 3. Metrics and Evaluation of Performance
4. Financial Analysis and Return on Investment

	(Durgadevi & Shanmugam, 2017)
	Quantitative research  
	This essay focuses on exploring how different ways companies operate, known as organizational cultures, are linked to how well they perform. The main goal is to show that the way a company operates can significantly impact how well its employees do their jobs. The research aimed to look into the various types of cultures in organizations and understand how they influence how well a company performs. Overall, the main objective was to investigate how a company's culture is connected to how successful it is.
	For this research, a descriptive design to study 230 IT workers was used. They answered a survey about their workplace. Generally, having a good organizational culture was linked to better performance. Specifically, a friendly and cooperative culture was found to improve business performance, while a more flexible and experimental culture could have a negative effect. 
	Themes:
1. Organisational Culture in the IT Sector
 2. Employee Performance 
 3. Impact of Organisational Culture on Employee Performance
Subthemes:
1. Values and Beliefs 
2. Work Environment and Atmosphere
 3. Leadership Style 
 4. Communication and Collaboration
 

	(Khurosani, 2013)
	Secondary research
	This research aimed to study the interconnection between adhocracy culture support and working creativity. It explores how work creativity belongs to the leader through the strengths of cohesive freedom value and learning commitment. 
	Findings from this study indicate that adhocracy culture support and cohesive freedom value strength are positively and significantly correlated. Cohesive freedom value strength and learning commitment are positively and significantly related to each other, whereas cohesive freedom value strength and leader's working creativity are positively and significantly correlated and learning commitment and leader's working creativity are positively correlated. The study highlighted the benefit of adhocracy culture support in enhancing working creativity by underscoring the importance of learning commitment and cohesive freedom values. 
	Themes:
1. Adhocracy Culture Support
2. Leader's Working Creativity
Subthemes:
1. Characteristics of Adhocracy Culture
2. Leadership Style and Creativity Encouragement
3. Organizational Support for Creativity
4. Impact on Employee Innovation and Problem-Solving

	(Chennatuserry, et al., 2022)
	Quantitative research 
	The purpose of this research was to learn about the way teachers work together in schools. This research aimed to understand the organizational culture among Indian school teachers, especially in connection to the national education policy. To do this, the researchers used a tool called OCAI to measure different values. This special tool helped to assess and figure out the main features of the organizational culture among school teachers.
	The research findings indicate that the dominant culture of teachers in India is identified as clan culture. This recommends a preference for a collaborative and cohesive organizational environment. The primary emphasis is on adhocracy culture, but teachers in school settings adopt clan culture. It is used in schools as it is suitable for the educational sector. Instructors indicate that they like leaders who help others accomplish, mentor others, and actively support teamwork. However, the results show consistency in the reported cultural values with a higher number of adaptations for clan culture in both current and preferred cultures across various dimensions. 
	Themes:
1. Organizational Leadership 
 2. Strategic Emphases
 3. Expectations Among School Teachers
 4. Clan Culture
Subthemes:
1. Leadership Styles
 2. Vision and Mission Alignment 
3. Decision-Making Processes
 4. Communication and Collaboration

	(Lee & Ding, 2023)
	Primary research   
	This research looked into how leadership that inspires positive change (transformational leadership) relates to how well employees do their jobs when they receive feedback on their performance. It specifically looks at this in the context of a structured work environment in Asian workplaces. The researchers were interested in understanding how leaders who encourage growth and improvement interact with the organized culture of a workplace and how this interaction affects how employees get feedback and perform their jobs in private companies in Eastern countries.
	The researchers discovered that when leaders exhibit transformational qualities, it has a good effect on providing feedback about performance. This type of leadership was also found to positively impact overall job performance. The research confirmed that giving performance feedback is linked to better job performance. Additionally, the study supported the idea that the positive influence of transformational leadership on job performance is partly because of the feedback provided on performance.
	Themes:
1. Transformational Leadership
 2. Performance Feedback
 3. Employee Job Performance 
4. Hierarchical Culture as a Moderator
Subthemes:
1. Inspirational Motivation
 2. Intellectual Stimulation 
 3. Individualized Consideration
 4. Objective and Constructive Feedback

	(Keskin, 2005)
	Quantitative research design 
	In this study, the researcher wanted to understand how two types of workplace cultures, adhocracy and clan cultures, are connected to a strategy called tacit-oriented knowledge management. It's looking into how the adhocracy culture, as opposed to the clan culture, influences this knowledge management strategy. 
	The study discovered that workplaces with adhocracy cultures can positively affect how companies manage hidden or unspoken knowledge. It also found that the influence of adhocracy culture is the same as clan culture on this knowledge management strategy. The research showed that when the work environment is more challenging, it strengthens the connection between adhocracy and clan cultures and how companies handle unspoken knowledge.
	Themes
1. Organizational Culture
 2. Knowledge Management Strategy
Subthemes
1. Adhocracy Culture Characteristics
 2. Clan Culture Characteristics
 3. Tacit-Oriented Knowledge Management Strategy Characteristics

	(Noone, et al., 2022)
	Mixed method research 
	The study aimed to observe the proposed model of moderated mediation within an environment or workplace setting that has gone through a crisis. This research aimed to explore how a crisis actually influences sales performance in different restaurant settings. The aim was to examine the role of organizational size in increased product innovation and overall firm performance. This research also aimed to investigate the influence of organizational culture, especially adhocracy culture, on the incremental product innovations of firms in times of crisis. 
	The study found that the size of a business can affect how the flexible and innovative culture, also known as adhocracy culture, is related to its performance, particularly in terms of making small but continuous improvements to products. Larger businesses, due to their wide network of resources, perform better during crises because they can quickly spread new ideas. 
	Themes
1. Firm Performance During Crisis
 2. Adhocracy Culture
 3. Incremental Product Innovation
 4. Firm Size
Subthemes	
1. Financial Performance Metrics
 2. Strategic Responses to Crisis
3. Organizational Flexibility and Adaptability
4. Characteristics and Values 

	(Assens-Serra, et al., 2021).
	Primary research
	This research aimed to examine the organizational culture. The primary goal was to investigate and understand the organizational culture that mainly focuses on the clan, market, and hierarchy cultures based on the Quinn and Cameron model. This study also aimed to explore the relationship with the environment and investigate the relationship between organizational culture and the external environment by analysing and assessing eight environmental variables. 
	The research findings showed that predictive variables entail low-cost strategy and incremental innovation in internal processes. This research provides insights into the relationships between organizational culture and their environments, business strategies, and organizational competencies. Clan and hierarchy cultures showed consistency in subsamples. On the other hand, market culture displayed significant variability in predictive variables.
	Themes:
1. Types of Organizational Culture 
 2. Suffering at Work
 3. Management Strategies
Subthemes:
1. Clan Culture
2. Adhocracy Culture 
3. Market Culture 
 4. Hierarchy Culture


	(Ahn, et al., 2004).
	Primary research 
	The researchers in the study focused on figuring out how to handle changes in a business. Managing change is seen as a crucial and long-lasting part of being a leader. The study uses a real-life example to see how changes in a company can have an impact. It also focuses on how leadership and management are different in today's business world.
	The research reveals differences between leadership and management in today's business world. It shows that management is about processes, focusing on efficiency in providing goods and services. On the other hand, leadership is about looking forward and defining visions that inspire transformative goals. 
	Themes:
1. Transition from Individual Leaders to Leadership
 2. Managing Change
Subthemes:
1. Leadership Development and Succession Planning 
 2. Collaborative Leadership
 3. Change Management Strategies 
 4. Organizational Culture and Change 

	(Štok, et al., 2010)
	Primary research 
	The main goal of this study was to create a framework to understand how the culture of an organization affects the success of medium and large businesses.
	This study found that effective communication, positive relationships among employees, motivation, stimulation, and organizational values contribute to the success of businesses. The results showed that managers and professional workers in Slovenian companies generally share similar views on organizational culture. The study supported two hypotheses: first, that there are significant differences in communication, interpersonal relations, motivation, and stimulation in medium-sized enterprises, and second, that similar differences exist in large enterprises. Both hypotheses suggest that organizational culture significantly influences business excellence in medium-sized and large enterprises in Slovenia.
	Themes	
1. Leadership
2. Vision and Mission
3. Values and Ethics
4. Employee Engagement
5. Communication
6. Innovation and Adaptability

Subthemes
1. Leadership Style and Behaviour
2. Clarity of Vision and Mission
3. Alignment of Values with Organizational Practices
4. Opportunities for Employee Involvement and Empowerment
5. Open and Transparent Communication

	(Soni, 2019)

	Secondary research 
	This research aimed to investigate the impact of organizational culture on employee engagement and its effectiveness within the Indian manufacturing sector. This helps in analysing different types of organizational cultures and how these cultures occurred in the manufacturing sector. The purpose of this study was to explore the role of power culture, role culture, achievement culture, and support culture. 
	The study discovered that in the Indian manufacturing sector, the way a company operates has a significant impact on how engaged and effective its employees are. Different types of organizational cultures, like those focused on power, roles, achievement, and support, affect employees in various ways. The research showed that when employees feel empowered to make decisions, they are more enthusiastic and engaged. Moreover, cultures that encourage collaboration and experimentation lead to better teamwork, communication, knowledge sharing, and resource sharing. 
	Themes
1. Organizational Culture
 2. Employee Engagement 
 3. Employee Effectiveness
Subthemes:
1. Values and Beliefs 
2. Leadership Style
 3. Communication and Collaboration
 4. Employee Motivation
 5. Job Satisfaction
 6. Performance Metrics and Evaluation

	(Saks, 2006)
	Mixed method approach
	The primary aim of the research was to investigate the influence of organizational culture on employee engagement. This involves exploring how different aspects of organizational culture, such as values, norms, leadership styles, and communication practices, impact employees' emotional commitment, motivation, and willingness to contribute to organizational goals.
	The findings of the study have indicated a significant relationship between organizational culture and employee engagement. Saks have identified specific cultural attributes or practices that positively or negatively affect employee engagement levels. Conversely, cultures marked by authoritarian leadership, lack of trust, or values incongruence might have been linked to lower levels of employee engagement.
	Themes
1. Leadership Style
2. Communication Practices
3. Organizational Values
Subthemes:
-Autocratic Leadership
- Transformational Leadership
- Communication Clarity

	(Yusof, et al., 2017)
	Quantitative method
	-To investigate the relationship between organizational culture and employee motivation.
-To explore the moderating effect of work attitude on the relationship between organizational culture and employee motivation.
	The study revealed compelling evidence supporting a significant association between organizational culture and employee motivation. The researchers identified that certain aspects of work attitude, such as job satisfaction or perceived organizational support, could amplify or diminish the impact of organizational culture on employee motivation. 
	Themes:
1. Organizational Culture
 2. Employee Motivation
 3. Work Attitude
Subthemes:
1.Organizational Culture:
 - Values and Beliefs - Norms and Practices  - Leadership Style 
2.Communication Patterns - Employee Recognition Systems 
3. Work Attitude:  - Job Involvement  - Job Commitment 

	(Ponnu & Hassan, 2015)
	Qualitative research method
	The aim of the research is recognizing the critical role of organizational culture in shaping workplace dynamics, the researchers sought to explore how different cultural factors within organizations impact the implementation and effectiveness of performance management systems.
	Firstly, it was observed that organizational culture significantly influences the implementation and effectiveness of performance management systems. Specifically, a strong alignment between organizational culture and performance management practices was found to result in better employee engagement and performance outcomes. Additionally, the presence of a supportive and performance-oriented culture was identified as fostering a conducive environment for effective performance management.
	Themes:
1. Organizational Culture Dimensions
 2. Performance Management Practices
 3. Impact of Organizational Culture on Performance Management 
Subthemes
1. Cultural Values and Beliefs 
2. Leadership Styles 
3. Communication Patterns
4. Employee Engagement
5. Performance Appraisal Systems

	(Dóra, et al., 2019)
	Quantitative approach
	The study aimed to examine the influence of organizational culture on employee well-being, with a specific focus on understanding its impact on work-related stress, employee identification, and turnover intention
	The findings of the study revealed several significant relationships between organizational culture and employee well-being. Firstly, it was observed that organizational culture had a notable effect on levels of work-related stress experienced by employees. Additionally, the research highlighted the importance of strong employee identification with the organization, as higher levels of identification were associated with lower turnover intention among employees.
	Themes included organizational culture and work-related stress, employee identification and organizational culture, and turnover intention and organizational culture.
 Subthemes within these categories encompassed factors such as the perception of organizational values and norms, leadership style and communication, organizational support and resources, employee commitment and loyalty, as well as job satisfaction and engagement.

	(Fay, et al., 2015)
	Quantitative approach
	The study aimed to examine the influence of teamwork on organizational innovation and to explore how this relationship is moderated by the human resource management (HRM) context within organizations.
	Firstly, it was discovered that teamwork has a positive influence on organizational innovation, suggesting that collaborative efforts within teams contribute to the generation and implementation of innovative ideas within organizations. Secondly, the research revealed that the HRM context acts as a moderator in the relationship between teamwork and organizational innovation. 
	The primary theme explored was the relationship between teamwork and organizational innovation, encompassing the positive impact of teamwork on innovation outcomes.

The subtheme elucidated the role of HPWPs in enhancing teamwork effectiveness and strengthening its impact on organizational innovation. 

	(Roos & Van Eeden, 2008)
	Quantitative approach
	The study aimed to investigate the interplay between employee motivation, job satisfaction, and corporate culture within organizational settings. Specifically, it sought to explore how corporate culture influences employee motivation and job satisfaction.
	The study found a significant relationship between corporate culture, employee motivation, and job satisfaction. It revealed that employees in organizations with a positive and supportive corporate culture tend to experience higher levels of motivation and job satisfaction compared to those in organizations with a negative or unsupportive culture. 
	Corporate culture emerged as a pivotal theme, encompassing the values, norms, and leadership styles within an organization. Under this theme, subthemes like organizational values and leadership approaches were scrutinized for their impact on employee perceptions and behaviours. Additionally, employee motivation surfaced as a critical theme influencing job satisfaction and organizational performance. Subthemes such as intrinsic motivation, job satisfaction, workload and work-life balance, as well as the availability of career development opportunities.

	(Dimitrios & Konstantinos, 2014)
	Literature Review
	The primary aims of this review were to investigate the correlation between organizational culture and job burnout and to identify and analyse key themes and subthemes pertinent to this relationship.
	The review findings indicate a significant relationship between organizational culture and job burnout. It was revealed that various elements of organizational culture, such as leadership styles, communication patterns, and organizational norms, play a pivotal role in influencing the level of job burnout experienced by employees. 
	The themes include the effect of leadership style on job burnout, the influence of communication patterns, the effects of organizational norms, the role of workload and time pressure, and the impact of social support.
The subthemes include comparisons between autocratic and participative leadership styles, distinctions between open and closed communication patterns, and assessments of supportive versus toxic organizational norms, considerations of workload and time pressure management strategies.

	(Radakovich, 2016)
	Systematic Review and Meta-analysis
	To examine the relationship between organizational culture, intrinsic motivation, and employee performance by synthesizing existing literature through systematic review and analysis.
	The study found a significant positive relationship between organizational culture and intrinsic motivation, as well as between intrinsic motivation and employee performance. Organizational culture indirectly affected employee performance through intrinsic motivation.
	The study explored three overarching themes: organizational culture, intrinsic motivation, and employee performance. Under the theme of organizational culture, various subthemes were investigated, including different types of organizational cultures such as clan, adhocracy, market, and hierarchy. The theme of intrinsic motivation encompassed factors influencing intrinsic motivation, such as autonomy, mastery, and purpose, which contribute to employees' drive and engagement. Lastly, within the theme of employee performance, subthemes examined measures of performance, such as productivity, job satisfaction, and absenteeism, highlighting the outcomes influenced by organizational culture and intrinsic motivation.

	(Amabile & Pratt, 2016)
	Literature Review
	The aim of this review is to offer a comprehensive framework that elucidates the intricate processes underlying creativity and innovation in organizations
	The researchers introduce the Dynamic Componential Model (DCM) as a robust framework for comprehending creativity and innovation within organizations. Through their exploration, they identify and delineate various factors and processes that significantly influence the emergence of creativity and innovation. Their findings emphasize the multifaceted nature of creativity and innovation, underscoring the interaction between individual, group, and organizational factors in driving these phenomena.
	The themes include the delineation of the components of the Dynamic Componential Model (DCM), elucidation of factors influencing creativity and innovation, exploration of processes involved in these phenomena, and discussion of implications for organizational practice and research.
The subthemes include individual-level factors such as cognitive and emotional processes, group-level dynamics such as collaboration and communication, organizational-level factors such as leadership and culture, and the intricate interactions between these different levels.

	(Lee & Liu, 2021)
	Quantitative study
	The aim of the study was to investigate the moderating effects of employee benefits and job burnout on the relationships between employee loyalty, corporate culture, and employee turnover.
	The study revealed significant moderating effects of employee benefits and job burnout on the relationships between employee loyalty, corporate culture, and employee turnover. Firstly, it was found that employee benefits moderate the relationship between employee loyalty and turnover, indicating that improved benefits can potentially mitigate turnover intentions among employees. Secondly, job burnout was identified as a moderator in the relationship between corporate culture and turnover.
	The study explored two main themes: the relationship between employee loyalty and turnover, and the relationship between corporate culture and turnover.
Subtheme of employee benefits emerged as a significant factor affecting turnover. Additionally, the subtheme of job burnout was identified as a crucial moderator.

	(Pathan, 2022)
	Quantitative  method
	The aims the study were twofold. Firstly, the study aimed to investigate the relationship between organizational culture and employee commitment. Secondly, it sought to explore the impact of organizational culture on employee turnover intentions.
	The findings revealed significant correlations between positive organizational culture and higher levels of employee commitment. Additionally, the study found that positive organizational culture was inversely related to employee turnover intentions, suggesting that a supportive and conducive organizational culture could potentially reduce turnover rates among employees.
	The study revolved around two main themes: organizational culture and employee commitment, and organizational culture and employee turnover intentions.
Subthemes including leadership style, communication practices, the work environment, and employee recognition and rewards. Additionally, leadership style, communication effectiveness, work environment factors, and the presence of recognition and rewards systems were examined for their influence on employees' intentions to leave the organization.

	(Liu, 2018)
	Mixed-methods approach
	The aim was to investigate the interplay between organizational culture, employee resilience, and performance within the international banking industry. By adopting a mixed-methods approach, the study sought to delve into the influence of organizational culture on employee resilience and to explore how employee resilience impacts various performance outcomes in the context of international banking organizations.
	The study uncovered a robust relationship between organizational culture and employee resilience, highlighting the pivotal role of cultural factors such as leadership style, organizational values, and communication patterns in shaping employee resilience levels. 
	The theme of Organizational Culture encompassed the examination of leadership style. Additionally, the theme included a focus on Organizational Values, investigating the alignment between organizational values and efforts to build employee resilience. Communication Patterns formed another subtheme. Within the theme of Employee Resilience, Coping Strategies emerged as a subtheme. Adaptability constituted another subtheme, analysing how employees adapt to changes and uncertainties inherent in the industry. 

	(Alas & Vadi, 2006)
	Qualitative research
	To explore the influence of organizational culture on organizational learning and attitudes toward change, particularly from an institutional perspective.
	The findings revealed significant relationships between organizational culture and organizational learning, as well as attitudes toward change. Specifically, institutions with a strong culture of innovation and openness demonstrated higher levels of organizational learning and more positive attitudes toward change. Conversely, institutions with rigid or resistant cultures exhibited lower levels of learning and more negative attitudes toward change.
	Firstly, it explored various types of organizational cultures such as innovative, bureaucratic, or resistant cultures. Subthemes emerged regarding the presence of innovation and openness versus bureaucracy and resistance. Secondly, a culture of learning and knowledge sharing among employees, influencing their capacity to adapt and innovate. This theme revealed subthemes related to the dynamics of knowledge sharing within the organization. Lastly, the study examined employees' perceptions and reactions to organizational change initiatives, shaped by the prevailing organizational culture. 

	(Barbeiri, et al., 2023)
	Case study analysis
	To develop a theoretical framework for classifying performance appraisal systems based on structural and process proximal variables. To explore the relationship between these variables and rating discriminability in Italian PA systems for senior civil servants.
	The findings of the reveal significant insights into the performance of performance appraisal (PA) systems within public organizations, particularly in the context of Italian senior civil servants. Through a comprehensive multiple case study analysis, the research elucidates the intricate relationship between the structural and process proximal variables of PA systems and their impact on rating discriminability, which serves as a key metric of performance effectiveness.
	The theoretical framework development represents a foundational theme, under which the classification of PA systems based on structural and process proximal variables serves as a central subtheme. Another significant theme revolves around the relationship between these variables and rating discriminability, with subthemes exploring the mechanisms through which multi-source feedback and face-to-face interactions contribute to improved performance assessment accuracy and fairness.

	 (Abonyo, 2023)
	Mixed-methods approach
	To investigate the relationships between perception of organizational culture, work-life balance, and employee engagement.
	The findings of the study revealed several significant relationships. Firstly, it was discovered that there exists a positive correlation between employees' perceptions of a supportive organizational culture and their level of engagement within the workplace. Secondly, higher levels of work-life balance were found to be associated with increased levels of employee engagement, highlighting the importance of achieving equilibrium between professional and personal life.
	The first theme pertained to the Perception of Organizational Culture, which encompassed employees' perceptions of the organizational climate, values, and norms. The second theme focused on Work-Life Balance. Finally, the third theme revolved around Employee Engagement, examining the extent to which employees feel committed, motivated, and involved in their work. Subthemes emerged, such as Supportive Organizational Culture, Employee Satisfaction with Work-Life Balance, and Factors Affecting Employee Engagement have emerged.

	(Jalal, 2017)
	Qualitative approach
	The research aimed to investigate the influence of organizational culture on leadership decision-making processes. It sought to identify the key factors within organizational culture that impact leadership decisions and to understand the implications of these influences on organizational effectiveness.
	The study found that organizational culture significantly shapes leadership decision-making processes. Among the key factors identified were trust and communication, which emerged as crucial elements of organizational culture affecting decision-making. Additionally, hierarchical structures and power dynamics within organizations were found to exert considerable influence on leadership decisions, highlighting the complex interplay between culture and decision-making.
	Firstly, the influence of organizational culture on decision-making processes. Secondly, the role of trust and communication emerged as critical components of organizational culture that significantly influence leadership decisions. Lastly, the impact of hierarchical structures and power dynamics within organizations. Subthemes included cultural values and norms, which shape the decision-making environment within organizations, and organizational climate. Additionally, leadership styles and approaches were found to be influenced by organizational culture, as were employee involvement and participation in decision-making processes.

	(Stacho, et al., 2017)
	Qualitative research approach
	To explore the role of employee adaptation in the context of implementing and maintaining desired organizational culture.
	The research identified several key findings regarding employee adaptation in the context of implementing and maintaining desired organizational culture. Firstly, it highlighted the critical role of employee adaptation as a fundamental activity in managing organizational culture effectively. Secondly, it revealed that employees engage in various adaptive behaviours to align themselves with the desired cultural norms and values within the organization. Thirdly, effective communication and supportive leadership were found to facilitate employee adaptation. 
	The themes included the importance of employee adaptation, the different types of adaptive behaviours exhibited by employees, the influence of communication and leadership support on adaptation processes.
The subthemes included discussions on the significance of employee adaptation in organizational culture management, the specific types of adaptive behaviours demonstrated by employees, the impact of effective communication and supportive leadership on adaptation processes.

	(Aboudi, et al., 2014)
	Qualitative research using semi-structured interviews
	To explore the relationship between organizational culture and employee empowerment.
	The study found that a supportive organizational culture positively correlates with employee empowerment. Employee participation in decision-making processes was identified as a key factor enhancing empowerment. Additionally, a culture characterized by trust and open communication was found to foster a greater sense of empowerment among employees.
	Themes: Organizational Culture, Employee Empowerment
Subthemes: Supportive Organizational Culture, Employee Participation in Decision Making, Trust and Open Communication

	(Pepey, et al., 2016)
	Quantitative approach
	The primary aim of the research was to investigate the relationships between happiness at work, organizational culture, job embeddedness, and continuance commitment. Specifically, the study aimed to explore how organizational culture influences employees' happiness at work, and how both job embeddedness and continuance commitment mediate this relationship.
	Firstly, it was found that organizational culture significantly impacts employees' happiness at work. Furthermore, the study revealed that job embeddedness acts as a partial mediator between organizational culture and happiness, indicating that employees who feel deeply rooted in their jobs tend to experience greater happiness. Similarly, continuance commitment also plays a partial mediating role, as employees who perceive high costs associated 
	Themes: organizational culture, job embeddedness, and continuance commitment.
Subthemes: Values and Norms: The core beliefs and behaviours promoted by the organization affecting happiness at work. 
Fit and Connection: The alignment between individual and organizational values contributing to job embeddedness.
Perceived Costs: Employees' assessment of personal sacrifices 

	(Kuye, et al., 2013)
	Qualitative research
	To investigate the relationship between organizational culture and ethical behaviour in the context of strategic management.
	The study found that organizational culture significantly influences ethical behaviour, with strong ethical values embedded in the culture leading to improved ethical conduct among employees. This highlights the crucial role of organizational culture in shaping and fostering ethical behaviour within strategic management frameworks.
	Themes:	
1.Organizational Culture
 2. Ethical Behaviour
 Subthemes:
1. Types of Organizational Culture (e.g., hierarchical, clan, adhocracy, market) 
2. Factors influencing Ethical Behaviour (e.g., leadership, norms, values, policies)

	(Habib & Zaidi, 2022)
	Quantitative research
	The research aimed to investigate the relationship between workforce diversity and employee performance while exploring the mediating role of organizational culture
	The study found a significant impact of workforce diversity on employee performance. Furthermore, it identified that organizational culture serves as a crucial mediator in this relationship. This suggests that the organizational culture plays a pivotal role in shaping how diversity affects employee performance, highlighting the importance of cultivating a supportive and inclusive culture within organizations.
	The analysis of workforce diversity encompassed various dimensions, including demographic diversity (such as age, gender, and ethnicity) and functional diversity (comprising skills, expertise, and experience). Regarding employee performance, the study considered individual metrics (such as productivity and quality of work) as well as team-related factors (including collaboration and communication).

	(Olynick & Li, 2020)
	Quantitative research
	-To investigate the relationship between organizational culture and employee stress levels. - To examine how organizational culture influences employees' enjoyment of work. - To explore the impact of organizational culture on employee productivity.
	The study found a significant negative correlation between certain aspects of organizational culture (e.g., high levels of bureaucracy, lack of autonomy) and employee stress levels. - Positive organizational culture traits (e.g., support for innovation, strong leadership) were associated with higher levels of enjoyment of work among employees. - Organizational culture was found to have a direct impact on employee productivity, with conducive cultures leading to higher levels of performance.
	Themes:
 1. Organizational Culture and Employee Stress Levels: - High bureaucracy - Lack of autonomy
Subthemes: 
2. Organizational Culture and Enjoyment of Work: - Support for innovation - Strong leadership
3. Organizational Culture and Productivity: - Direct impact of culture on performance
Subthemes:
1. High Bureaucracy: - Excessive rules and procedures leading to stress - Micromanagement affecting autonomy
2. Lack of Autonomy: - Limited decision-making authority - Feeling of being controlled
3. Support for Innovation: - Encouragement for creativity and new ideas - Openness to change

	(Mallol, et al., 2007)
	Qualitative
	To examine job embeddedness in a culturally diverse environment.
	Firstly, they identified that job embeddedness comprises three key dimensions: links, fit, and sacrifice. Secondly, the researchers found that the influence and importance of these dimensions vary depending on the cultural diversity within the organization. Thirdly, cultural differences were observed to impact the relationship between job embeddedness and turnover intentions among employees. Lastly, the study revealed that individual values, cultural values, and cultural adaptation play crucial roles in shaping job embeddedness in culturally diverse contexts.
	The themes emerging from the study on job embeddedness in culturally diverse environments encompass the complexities of organizational dynamics. One prominent theme is "Job Embeddedness," highlighting the interconnectedness of employees within their work environment through links, fit, and sacrifice.

	(Idaman, et al., 2019)
	Qualitative approach
	To investigate the implementation of health and safety systems in construction project work and their integration into corporate culture.
	The findings include insights into the effectiveness of integrating health and safety systems into corporate culture in enhancing overall performance in construction projects.
	Themes:
1.Health and Safety Systems Implementation 2. Integration into Corporate Culture 3. Performance Enhancement
Subthemes:
. Procedures and Protocols 2. Communication and Training 3. Leadership and Management Support 4. Organizational Values and Norms 5. Employee Engagement and Participation 6. Performance Metrics and Evaluation

	(Bisbey, et al., 2021)
	Literature review
	To integrate existing safety culture models and develop a comprehensive framework for understanding the development of safety culture.
	The findings may include a synthesized understanding of safety culture development, highlighting key factors and processes involved, as well as potential strategies for enhancing safety culture within organizations.
	Themes:
1. Integration of Existing Models 
2. Framework Development 
3. Understanding Safety Culture Development
Subthemes:
1. Review of Existing Models 
2. Identification of Common Elements 
3. Synthesis of Key Factors and Processes 
4. Strategies for Enhancement 
5. Organizational Context 
6. Leadership and Management Involvement

	(Cherian, et al., 2021)
	mixed-methods approach
	To investigate the relationship between corporate culture and various aspects of employee attitude, performance, productivity, and behaviour in selected organizations in the UAE.
	1. Corporate culture significantly influences employee attitude, performance, productivity, and behaviour.
2. Positive corporate culture correlates with higher levels of employee satisfaction and engagement.
3. Employees in organizations with strong cultures exhibit greater commitment and loyalty.
4. Cultural alignment between employees and the organization positively impacts job performance and effectiveness.
	Themes
1. Corporate Culture: Definition and Characteristics
2. Impact of Corporate Culture on Employee Attitude
3. Impact of Corporate Culture on Employee Performance
4. Impact of Corporate Culture on Employee Productivity
5. Impact of Corporate Culture on Employee Behaviour
Subthemes	
1. Types of Corporate Culture 
2. Employee Perception of Organizational Values and Norms
3. Influence of Leadership Style on Corporate Culture
4. Organizational Support Systems and Resources
5. Employee Motivation and Engagement

	(Ameer, 2017)
	quantitative approach
	The aim of the study was to investigate the relationship between organizational culture and two key outcomes: employee performance and Organizational Citizenship Behaviour (OCB).
	1. Organizational culture significantly impacts employee performance.
 2. Organizational culture significantly influences OCB.
	Themes
1. Impact of organizational culture on employee performance.
 2. Influence of organizational culture on OCB.
Subthemes
1. The role of leadership in shaping organizational culture.
  2. The effect of organizational values and norms on employee behaviour. 
 3. The importance of organizational support systems in fostering OCB.

	(Sugiono, et al., 2020)
	case study
	The aim of the study was to explore and analyse the influence of various factors, including employee characteristics, management practices, working conditions, and safety culture, on the occupational health and safety performance within an oil and gas company context in Indonesia.
	The study found significant correlations between employee factors, management practices, working environment, safety culture, and occupational health and safety performance. Specifically, positive employee attitudes, effective management strategies, conducive working environments, and a strong safety culture were associated with improved occupational health and safety outcomes.
	Themes
- Employee factors
 - Management practices
 - Working environment 
- Safety culture
Subthemes
- Employee attitudes and behaviours
- Leadership and supervision 
- Physical conditions and equipment
 - Safety policies and procedures
 - Communication and training
 - Safety climate and attitudes


	(Erickson, 2008)
	Qualitative research
	To investigate the influence of corporate culture on safety performance within organizations.
	1. Corporate culture significantly affects safety performance outcomes.
2. Positive corporate cultures tend to foster a safer work environment.
3. The alignment between corporate culture and safety values enhances safety practices.
4. Communication and leadership play crucial roles in shaping safety culture.
	Themes
1. Influence of Corporate Culture on Safety Performance
2. Relationship between Corporate Culture and Work Environment Safety
Subthemes	
1. Impact of Leadership on Safety Culture
2. Communication as a Driver of Safety Culture
3. Alignment of Corporate Values with Safety Practices

	(Kim & Suk, 2017)
	quantitative research
	To examine the effect of integrating international standards management systems (quality, environment, health & safety) on business performance.
	1. Integration of international standards management systems positively affects business performance.
 2. Specifically, integration positively influences quality performance, environmental performance, and health & safety performance.
	Themes
1. Integration of international standards management systems 
 2. Business performance
Subthemes	
1. Quality management system integration
 2. Environmental management system integration
 3. Health & safety management system integration
 4. Impact on quality performance 
5. Impact on environmental performance
 6. Impact on health & safety performance

	(McNamara, et al., 2016)
	mixed-method approach
	To investigate age bias in the workplace, focusing on cultural stereotypes and in-group favouritism.
	1. Cultural stereotypes related to age influenced hiring decisions and career advancement opportunities.
2. In-group favouritism towards younger employees was observed, leading to disparities in treatment.
3. Older workers reported feeling marginalized and undervalued, impacting their job satisfaction.
	Themes
1. Age-related cultural stereotypes in the workplace.
2. In-group favouritism towards younger employees.
3. Impact of age bias on older workers' job satisfaction.
Subthemes	
1. Perception of older workers as less adaptable or technologically proficient.
2. Preference for hiring and promoting younger employees.
3. Lack of opportunities for older workers for skill development and career advancement.

	(Diana, et al., 2021)
	quantitative approach
	To investigate the factors influencing employee performance with a specific focus on the role of organizational culture.
	1. Organizational culture significantly influences employee performance.
2. Specific aspects of organizational culture, such as leadership style, communication patterns, and teamwork, play crucial roles in shaping employee performance.
3. The alignment between employees' values and organizational values positively affects performance.
	Themes	
1. Organizational culture and employee performance.
2. Leadership style and employee performance.
3. Communication patterns and employee performance.
4. Teamwork and employee performance.
Subthemes
	1.1. The impact of organizational values on employee performance.
1.2. The influence of organizational norms on employee behaviour and productivity.
2.1. Transformational leadership and its effect on employee motivation and performance.
2.2. Transactional leadership and its impact on task completion and performance outcomes.
3.1. The role of effective communication channels in enhancing employee engagement and performance.
3.2. The importance of clarity and transparency in communication for improving productivity and reducing errors.
4.1. Collaboration and its positive influence on employee creativity and problem-solving abilities.
4.2. The significance of a supportive team environment in fostering a sense of belonging and commitment, leading to improved performance.

	(Kim & Jung, 2022)
	Quantitative method
	To investigate the impact of employee competency and organizational culture on employees’ perceived stress levels in the workplace.
	- Employee competency and organizational culture have significant effects on employees' perceived stress levels. - Higher levels of employee competency are associated with lower perceived stress. - Positive organizational culture is correlated with lower perceived stress among employees.
	Themes
1. Employee Competency 2. Organizational Culture 3. Perceived Stress
Subthemes	
1.1 Skills and Expertise 1.2 Training and Development 2.1 Values and Beliefs 2.2 Leadership and Communication 3.1 Psychological and Emotional Well-being 3.2 Workload and Job Demands

	(Sivakami & Samitha, 2018)
	Quantitative approach
	To investigate the influence of organizational culture on employee performance.
	1. There is a significant positive correlation between a strong organizational culture and employee performance.
2. Employees in organizations with a supportive and inclusive culture demonstrate higher levels of job satisfaction and motivation.
3. Clear communication and shared values within the organizational culture contribute to improved employee engagement and productivity.
	Themes
1. Organizational Culture
2. Employee Performance
Subthemes	
1. Cultural Values and Beliefs
2. Communication and Transparency
3. Employee Satisfaction and Motivation
4. Employee Engagement and Productivity

	(Nongo & Ikyanyon, 2012)
	Survey
	To investigate the relationship between corporate culture and employee commitment to the organization.
	Corporate culture significantly influences employee commitment to the organization.
- Employees in organizations with strong, positive cultures exhibit higher levels of commitment.
- Specific aspects of corporate culture, such as communication, leadership, and values, impact commitment.
	Themes	
1. Corporate Culture
2. Employee Commitment
Subthemes	
1.1 Definition and Components of Corporate Culture
1.2 Strength and Positivity of Corporate Culture
2.1 Definition and Measurement of Employee Commitment
2.2 Impact of Corporate Culture on Employee Commitment

	(Paais & Pattiruhu, 2020)
	quantitative approach
	The primary aim of the research was to investigate how motivation, leadership, and organizational culture influence employee satisfaction and performance in Asian organizations. The researchers aimed to identify the key factors within these domains that contribute significantly to employee satisfaction and performance outcomes.
	The study likely found significant relationships between motivation, leadership style, organizational culture, employee satisfaction, and performance. Specific findings may include identifying which motivational factors, leadership styles, and aspects of organizational culture have the most substantial impact on employee satisfaction and performance. The researchers may have also identified potential areas for improvement in organizational practices to enhance employee satisfaction and performance.
	Themes
1. Motivation 
 2. Leadership 
 3. Organizational Culture 
4. Employee Satisfaction 
 5. Employee Performance
Subthemes
1. Intrinsic motivation vs. extrinsic motivation 
 2. Transformational leadership vs. transactional leadership 
 3. Values, norms, and practices within the organization 
4. Job satisfaction, work-life balance, and recognition 
 5. Productivity, efficiency, and goal achievement

	(Yu, et al., 2022)
	Quantitative research
	To investigate the mediating effects of work–life balance (WLB) and ease of using WLB programs in the relationship between WLB organizational culture and turnover intention.
	The study found that work–life balance (WLB) and ease of using WLB programs partially mediate the relationship between WLB organizational culture and turnover intention.
	Themes
1. Work–Life Balance (WLB) Organizational Culture 
2. Ease of Using WLB Programs 
 3. Turnover Intention
Subthemes
- Policies and Practices Supporting WLB 
- Management Support for WLB 
 - Employee Perceptions of WLB
 - Accessibility and User-Friendliness of WLB Programs 
- Employee Turnover Intentions

	(Mali, et al., 2022)
	quantitative approach
	-To investigate the relationship between organizational culture and job satisfaction.
-To examine the impact of organizational culture on financial performance.
	-There was a significant positive correlation between a strong organizational culture and higher levels of job satisfaction among employees.
-Companies with a strong and positive organizational culture tended to exhibit better financial performance compared to those with weak or negative cultures.
-Job satisfaction was found to partially mediate the relationship between organizational culture and financial performance, suggesting that a positive culture indirectly influences financial outcomes through its effect on job satisfaction.
	Theme 1: Organizational Culture:
Subtheme 1.1: Definition and Measurement of Organizational Culture
Subtheme 1.2: Characteristics of Strong Organizational Culture
Theme 2: Job Satisfaction:
Subtheme 2.1: Factors Influencing Job Satisfaction
Subtheme 2.2: Measurement of Job Satisfaction
Theme 3: Financial Performance:
Subtheme 3.1: Metrics Used to Assess Financial Performance
Subtheme 3.2: Impact of Organizational Culture on Financial Performance



[bookmark: _Toc166107856]4.3. Research Objectives and Themes
1. To examine the impact of organizational culture on employee performance.
· Employee Attitude and Engagement
· Performance and Productivity Levels
· Organizational Citizenship Behaviour (OCB)
· Job Satisfaction and Commitment

· To investigate the relationship between organizational culture and occupational health and 
· Impact on Employee Morale and Productivity
2. To investigate the relationship between organizational culture and occupational health and safety.
· Safety Culture and Practices
· Working Environment and Employee Well-being
· Occupational Health and Safety Performance

3. To explore the integration of international standards management systems and its impact on business performance.
· Compliance with International Standards
· Business Process Efficiency and Effectiveness
· Impact on Organizational Performance Metrics

4. To understand the dynamics of age bias, stereotypes, and cultural influences in the workplace.
· Age Bias and Stereotyping
· Cultural Diversity and Inclusion



4.4. [bookmark: _Toc153376956][bookmark: _Toc166107857]Results
4.4.1. [bookmark: _Toc153376957][bookmark: _Toc166107858]Impact of Strong and Positive Culture on Employee Performance
The establishment and maintenance of a solid company culture is of critical importance for firms of varying sizes. Not only do organizations that develop a healthy culture create work environments that are enjoyable for employees, but they also have higher rates of employee job retention. Having a high personnel turnover rate has repercussions that go beyond the financial costs and time restrictions that are associated with it. It also serves as a visual indicator of an inadequate business culture. It is of the utmost importance to acknowledge that the established culture of the organization plays a significant influence in directing the process of employing new employees. Despite of the fact that a candidate may possess the necessary qualifications, the fact that they are not in harmony with the culture that is currently in place might result in unfavourable outcomes (Camberato, 2022). Individuals who are compatible with the culture of the firm are more likely to demonstrate improved levels of engagement, increased levels of job satisfaction, and superior levels of job performance. Employees who are content inside the organization's cultural framework are less likely to look for other alternatives. The relevance of a solid business culture becomes especially apparent during times of uncertainty, such as when there are large organizational changes or when there are economic issues. Having a resilient culture is imperative in organization (Santhosh, 2023). It enables a firm to display increased adaptability, which in turn enables the organization to manage challenges with ease. 
It is common for a deeply ingrained company culture to act as a catalyst for significant innovation, particularly within cultures that encourage experimentation and the taking of risks. According to Stock et al. (2013), corporate cultures that are geared toward innovation invariably contribute to significant improvements in business performance. Communicating to employees that failure is acceptable and recognizing the inherent uncertainty that is there in the innovation process are both critical components in the process of fostering creativity among employees. Cultures that encourage innovation also provide employees the authority to immediately act on their ideas, which helps to cultivate an atmosphere in which the discovery and implementation of ideas take precedence over simple conversation.
(Nongo & Ikyanyon, 2012) examined how corporate culture influences employee commitment to the organization, while (Paais & Pattiruhu, 2020) explored the impact of motivation, leadership, and organizational culture on satisfaction and performance. These studies emphasize the role of culture in shaping employee attitudes, behaviours, and retention within the organization.
(Yu, et al., 2022) focused on how work-life balance (WLB) organizational culture affects turnover intention via WLB programs, highlighting the importance of creating a supportive culture that promotes work-life balance to retain talent and enhance organizational performance.
According to the assertions made by Tombaugh (2005), the establishment of a robust organizational culture is grounded in the presence of positive leadership. Building a strong culture might be difficult to do when people do not have faith in the leadership of the organization. It is necessary to hold one-on-one meetings with members of the team in order to address their well-being and to give them the opportunity to express their concerns and share their ideas in order to initiate and maintain a healthy culture. As the size of a firm grows, the leader is obligated to make investments in the development of the leadership team in order to spread a healthy culture effectively. It is recommended that a culture audit be carried out in the event that the current culture of the firm does not fit with the values that are intended. It is necessary to have an awareness of the present cultural state and to solicit feedback from employees. This will allow for the development of a strategic plan to achieve the desired cultural goals.
The findings of research conducted by Seppala and Cameron (2015) highlight the effects that pleasant work cultures have on job productivity. Employees who are engaged in their work and are motivated by a positive culture demonstrate greater productivity as a result of increased job investment. Positive work cultures, which are characterized by reduced levels of competitiveness, are another factor that contributes to increased levels of productivity. In environments that encourage cooperation, the emphasis moves from individual performance to group success, which ultimately benefits the firm as a whole. This results in environments that are more successful than those that are characterized by cutthroat competition.
4.4.2. [bookmark: _Toc153376958][bookmark: _Toc166107859]Impact of Different Types of Culture and Its Influence on Employee Performance
The culture of an organization is closely connected to a variety of elements, including the sort of culture that the organization itself embraces, which may be a clan culture, an adhocracy culture, or a market culture, as well as the performance of its personnel. Research conducted by Durgadevi and Vasantha (2017) demonstrates that there is a significant connection between learning organizations and organizational cultures. The results of their research indicate that clan culture has a high correlation coefficient; however, adhocracy culture has the highest grade out of all the other sorts of cultures. It is important to highlight that the culture of an organization, which can be broken down into several categories, such as hierarchy and clan cultures, has a beneficial impact on performance. In contrast, the culture of an adhocracy setting has a negative impact. 
According to Khurosani (2013), an adhocracy culture is described as an organizational culture that provides organizations with abundant possibilities for individuals to chart their unique paths. This culture also provides alignment with the organization's objectives. Through the practice of distributing autonomy and entrusting people with decision-making responsibilities, this culture encourages the empowerment of employees and the development of their personal growth. An engaged workforce, increased employee retention rates, and increased job satisfaction are all outcomes that can be attributed to empowerment of this kind. Through mentorship programs, constant learning opportunities, and the exploration of new jobs or projects that are linked with individual interests, the culture of adhocracy fosters a learning attitude, which in turn unlocks doors for people to increase their knowledge (Digital Leadership, 2023). Through the promotion of healthy competition, this strategy inspires workers to push themselves to their limits, strive for excellence, and take risks, which ultimately results in the development of a workforce that is both dynamic and high-performing. There are a number of ways in which organizations can utilize performance-based recognition, internal competitions, and transparent performance evaluation methods in order to motivate their employees and build a culture of collaboration that encourages the sharing of knowledge and cross-functional teamwork for the purpose of achieving collective success.
The culture of the workplace plays a significant part in the sphere of employee motivation inside the organization. In order to cultivate a culture that is centred around achievement, it is necessary to create an atmosphere that motivates, drives, and gives employees the authority to exceed expectations and accomplish their goals. Employees who are not recognized for their achievements are statistically 200% more likely to seek alternative employment (HR Cloud, 2023). Therefore, it is of the utmost significance to acknowledge the accomplishments of frontline workers. The process of expressing a vision and outlining specific objectives is a fundamental component in the process of cultivating a culture in the workplace that is successful and achievement-oriented. It is beneficial for employees to have an idea of the direction the organization is headed in and to comprehend how their efforts contribute to the organization's overall goals. The implementation of SMART goal that is, specific, measurable, achievable, relevant, and time-bound, serves as a strategic framework, providing staff with a clear road to achievement.
An example of Amazon is relevant in this scenario. It is Amazon's culture of creativity and scale that drives ideas that have the potential to change the world. Additionally, it fosters an environment that is safe and welcoming, enabling employees to perform their best work. Jeff Bezos, the CEO of Amazon, is responsible for the two-pizza rule, which is widely considered to be the most notorious human resource innovation ever. This one-of-a-kind principle affects the entire culture of Amazon through the composition of its teams. It mandates that every in-house team that is working on the expansion of the company must be small enough to be sustainably fed by only two pizzas (Fox, 2020). Because of this, Amazon employees are able to maintain complete autonomy over their projects, which promotes direct communication and helps to avoid lengthy meetings. The use of small teams has also been shown to increase both production and satisfaction with the culture of the workplace. Depsite of the fact that the small team principle is pervasive throughout the organization, every division still maintains its microclimates, which can have a significant influence on the experience employees have.
4.4.3. [bookmark: _Toc153376959][bookmark: _Toc166107860]How the Culture of Unilever Impacts Employee Performance 
The employees of Unilever are considered to be a valuable asset by the company, which is a major international firm that has roughly 138,000 people working for it across the globe as of the year 2022 (Petruzzi, 2023). The organization is unwavering in its dedication to fostering a constructive environment for employees to work in, and it makes continual efforts to improve practices in order to achieve this goal. Within its organizational culture, Unilever encourages communication, fairness, teamwork, taking risks, and creativity among its employees. Through the implementation of an open-door policy, the organization actively invites feedback from all of its staff members. With the company's current focus on worldwide expansion, Unilever is aware of the necessity of aligning its strategies with the company's vision and adapting to the culture of the nations in which it will be operating.
Unilever places a significant focus on innovation as a central tenet of its business philosophy (Unilever, 2022). The culture of the firm fosters an environment that encourages innovation and is open to taking risks. Unilever recognizes the critical role that innovation plays in the success of an organization. As a result, the company places its faith in its people to come up with exciting and original ideas. The organization recognizes that a culture that is receptive to creative and innovative ideas is crucial for the development of innovation. As a result, it actively encourages its creative personnel to include innovation in their performance.
The company Unilever takes a rigorous approach while developing new goods and setting staff policies. The company places a strong emphasis on the details in order to instil a favourable culture by doing so. The organization is dedicated to promoting an equal culture, and as part of this commitment, it implements progressive policies and practices that eliminate bias and discrimination (Unilever, 2021). By avoiding the problems of both insufficient and excessive attention, Unilever is able to strike a balance in terms of its attention to detail. This is because the company recognizes that an ideal approach is so important. Without diverting resources away from the generation of new and inventive ideas, this balanced approach guarantees that processes are carried out systematically, that quality is preserved, and that productivity is maintained.
For the purpose of producing sales, Unilever gives its sales force a significant amount of autonomy, which gives it the ability to deploy a variety of different techniques. The organization places a primary emphasis on results, particularly the accomplishment of goals and the attainment of objectives. Unilever conducts a systematic evaluation of the success and performance of its employees based on the achievement of their goals. Reward systems, which hold both managers and employees accountable for the performance of the organization, are established by corporations like Unilever. Research such as that conducted by Nohria et al. (2003) highlights the importance of such recognition. It has been observed that firms that do not cultivate such a culture do worse than those that do have cultures that are performance-oriented.
Unilever has implemented a program that recognizes employees as part of the company's ongoing commitment to cultivating a constructive culture in the workplace. The company makes a concerted effort to cultivate a culture that is centred on care, one in which individuals are made to feel appreciated and which provides them with access to tools for personal development both within and outside of the workplace (Unilever, 2023). Furthermore, Unilever places a high priority on diversity and inclusivity, which helps to cultivate an atmosphere in which respect is of the utmost importance. The organization continues to uphold standards that include a zero-tolerance stance against discrimination, harassment, and abuse. The company Unilever focuses a significant emphasis on communication with its employees, with the goal of establishing a familial atmosphere within the organization. This is done in recognition of the essential role that a positive culture plays in the success of an organization. Despite its enormous size, Unilever's efforts to preserve its clan culture are not without their difficulties. Despite the fact that Unilever acknowledges the potential advantages of clan culture in terms of fostering employee engagement, the company's size makes this endeavour difficult to accomplish. Despite this, the company provides a wide variety of products, places a strong emphasis on innovation, and encourages its staff to develop original ideas. As a company that is known for taking risks, Unilever recognizes the fierce rivalry in the market and emphasizes the significance of innovation in order to differentiate itself from its competitors. The adhocracy culture that Unilever operates under allows the company to take advantage of this strategy in order to drive profitability and keep employee motivation high.
4.4.4. [bookmark: _Toc153376960][bookmark: _Toc166107861]How the Culture of Sainsbury's Influences Employee Performance
The culture of Sainsbury's is based on the company's mission to become the most trusted retailer in the world. This vision is what drives the company to cultivate an atmosphere in which both staff and customers experience a strong feeling of trust and contentment. When it comes to providing great service throughout every shopping experience, the company puts a significant amount of emphasis on utilizing the varied talents, creative abilities, and various skills of its employees. Sainsbury's is dedicated to developing a workplace environment in which employees not only experience a sense of being valued but also take pleasure in the contributions they make. This is in line with the company's goal of becoming a place where employees enjoy coming to work. In order to bring this goal to fruition, Sainsbury's makes significant investments in a variety of activities, including training and development. This investment is intended to empower its workers, ensuring that they are well equipped to provide clients with the finest possible shopping experience that they can have. These initiatives are a reflection of the firm's dedication to being a "Great Place to Work" (Sainsburys, 2023). The company acknowledges that a positive culture in the workplace contributes to the satisfaction of employees and, as a result, improves the quality of service provided to customers.
The approach that Sainsbury takes is centred on the creation of a workplace that is both engaging and inclusive in order to improve the experiences that employees have in their lives (Sainsburys, 2023). Within the firm, there are five inclusion colleague networks at Sainsbury's. These networks play an important part in the development of employees, the creation of a community, and the promotion of creativity, all of which are essential to the company's plans for expansion. They contribute to the development of an inclusive workplace environment by increasing understanding of the various communities and cultures that exist in the world. Additionally, they offer support to the company by giving intelligence and thought leadership.
4.5. [bookmark: _Toc153376961][bookmark: _Toc166107862]Analysis of Results
[bookmark: _Toc153376962][bookmark: _Toc166107863]Elements of Company Culture Enhancing Employee Performance
There is a strong correlation between a strong organizational culture and staff engagement, employee retention, creativity, and even customer service, among other things. Employees who work in outstanding environments have a higher level of credibility with their people managers and workplace leaders. Managers who are personally approachable, trustworthy, and credible have a favourable impact on the retention of their employees (Hastwell, 2022). In high-trust organizational cultures, employees have the sense that they can speak up, that they are safe to fail, and that their leaders trust them to complete their task effectively regardless of when and where they are working. When workers report that their supervisors are trustworthy and ethical, they are five times more likely to desire to be employed there for an extended period, and they are eleven times more likely to believe that the workplace is wonderful.
Fairness is something that humans place a high value on. It is a social concept (Dobrin, 2013). Great places of employment are exceptional in the area of fairness. The employees of these companies give these companies ratings that are 37 to 42 percentage points higher than the national average when it comes to equitable salary and recognition. There is a significantly lower incidence of employees at these organizations reporting problems with favouritism and political manoeuvring. There is a 38 percentage point increase in the scores that these organizations receive on employee surveys when they question their employees about these encounters. According to Kitterman (2022), businesses in the healthcare industry that have cultures that are characterized by high levels of trust and that provide fair compensation and equitable promotions outperform their competitors in the healthcare sector as well as in normal workplaces in any other industry. The aspect that has the greatest influence on employees' overall contentment with their workplace and their intention to remain there is not fair compensation. Other components of the workplace that are less obvious, such as pride and great leadership, play a much larger influence than they are merely tangible. Workers have reported that if they are paid appropriately for their labor, they are twice as likely to consider their workplace to be a positive environment. On the other hand, when workers are pleased with the work they do, they are twenty times more likely to think that their workplace is excellent (Kitterman, 2022).
Diversity has the potential to assist organizations in enhancing their financial performance, rethinking long-held ways of thinking, and increasing their level of innovation. Only until both leaders and employees feel like they are included in the organization will they be able to fully benefit from the perspectives that a diverse workforce brings to the table. According to Wormington (2023), inclusion is defined as the degree to which an individual believes that their genuine selves are accepted and appreciated at their place of employment, which enables them to make contributions that are both significant and deliberate. The experiences that individuals have with the organization as a whole, the leaders of the organization, and their peers or members of the team all have an impact on the sense of inclusion that they have acquired. There is a substantial correlation between a meritocratic workplace culture and a genuine feeling of inclusion. 
When it comes to career progression, a culture that is based on merit has been ranked among the top three factors. Employees who feel strongly involved in the culture are 1.3 times more likely to work harder than those who do not. There is a similar connection between inclusion and organizations that are working to improve the fairness of performance evaluations. According to McKinsey's research from 2020, individuals who report these initiatives are 1.4 times more likely than other individuals to feel strongly involved (Mckinsey, 2020). The likelihood that employees would believe their place of employment is a fertile ground for innovation is increased by a factor of 31 when managers establish a secure setting in which employees may freely express their thoughts and make suggestions. According to Hastwell (2022), workplaces that nurture innovative cultures inspire employee loyalty, confidence, and a willingness to go above and beyond in their work life.  
The bottom line of a firm is not the only benefit that comes from having a culture that encourages innovation. It is also something that is valued by both the leaders of the organizations and the workforce of those organizations. In light of the fact that innovation entails the discovery of uncharted territory, it should not come as a surprise that a tolerance for failure is an essential quality of cultures that foster technological innovation. In order to construct a culture of competence, it is necessary to articulate the anticipated standards of performance clearly and concisely (Pisano, 2019). In the event that such norms are not fully understood, difficult decisions about personnel can appear to be arbitrary or, even worse, can be misunderstood as a form of punishment for failure. The organization's senior executives and managers should communicate expectations clearly and consistently throughout the whole organizational structure. Even if doing so temporarily slows down the expansion of the organization, it may be necessary to raise the conditions for obtaining employment. Employees at some of the most successful companies, such as Google and Apple, are encouraged to spend time on things that are not immediately linked to their task list. It is by this method that even the most mundane employees are able to generate revolutionary ideas (Gurtu, 2021). 
[bookmark: _Toc153376963][bookmark: _Toc166107864]Culture Impacts the Performance of Employees within an Organization
The kind of candidates that an organization is able to attract, the length of time that employees remain with the organization, and their degree of engagement and performance while the organization employs them are all determined by the culture of the organization. According to Reeves (2023), culture is the single most influential factor that influences the growth of an organization. Human resource professionals, managers, and leaders are required to have a comprehensive understanding of organizational culture because it is the primary factor that determines recruiting, employee retention, brand identification, and worker engagement. Having a positive culture increases job happiness, productivity, and creativity in the workplace. For this reason, it is essential to comprehend and shape the culture in order to achieve organizational goals and maintain a healthy working environment.
The beliefs, behaviours, expectations, and communication styles that are associated with an organization make up its organizational culture. Culture affects how employees experience working for an organization. By gaining an understanding of the culture of the company, one might discover chances to improve employee retention and attract fresh talent. The manner in which members of a team handle problems, engage with one another, and carry out their responsibilities is also influenced by the culture of the organization. Therefore, in order for employees at all levels to behave in a manner that is consistent with the culture, they must be led by that culture. Executives, senior leaders, and management are obligated to demonstrate the behaviours, beliefs, and attitudes in the workplace that they want their people to exhibit (Gilbert, 2022). Support-focused and achievement-focused cultural behaviours have considerably favourable effects on retention, whereas power-focused culture have significantly negative effects on retention. This was determined by analysing the effects of different types of corporate cultures on employee retention. The transformation that occurred in the labour movement after the epidemic is causing people to leave their jobs in search of a more favourable organizational culture. 
The turnover of employees is expensive. The best way to achieve success in hiring is to do it on the basis of shared cultural beliefs and values. For the purpose of retaining exceptional people, culture compatibility is the single most critical factor, above all others, particularly in situations where the organization is going through considerable changes. People play a significant role in the culture of the Hubspot firm. Further insight can be gained from the following passage from Hubspot's mission statement, which says businesses can expand with ethics. By adhering to its well-known "no door policy," Hubspot has been working toward the achievement of this admirable objective. In a nutshell, every single member of the organization has equal access to every single other member, and every single opinion is encouraged (Austin, 2023). 
Airbnb has been successful in developing a culture that is dedicated not just to the company's mission and fundamental principles but also to a steadfast conviction in open and honest communication in both directions. According to the general rule of thumb, no one should be informed about anything from the outside until they have been informed about it from within. The greatest illustration of this is the fact that employees receive notes of everything that was discussed at leadership meetings barely twenty-four hours following each executive meeting. Being a host is an essential part of the culture at Airbnb, and this applies to both the company's employees and its customers. The secret to success at Airbnb is to create a sense of belonging for its guests (Razzetti, 2023). Airbnb is open to anybody and everyone. In the all-company meet up, updates on what is happening in the firm are provided, and every employee has the opportunity to share their thoughts. Employees are encouraged to break down barriers and integrate community members during the yearly conference that is held for the entire firm. It is essential to cultivate empathy and understanding in order to construct a culture in which everyone can feel like they belong anywhere. In the beginning, Airbnb's founders were hosts rather than guests, and they encouraged their workers to also have the opportunity to experience being a host.
(Habib & Zaidi, 2022) examine the impact of workforce diversity on employee performance, considering the mediating role of organizational culture. They suggest that a strong organizational culture facilitates the effective management of diversity, leading to enhanced performance outcomes among employees from diverse backgrounds. (Kuye, et al., 2013) focus on the strategic standpoint of organizational culture and ethical behaviour. They find that organizational culture significantly influences ethical decision-making and behaviour within organizations, emphasizing the importance of fostering a culture of integrity and accountability to promote ethical conduct among employees.
(Aboudi, et al., 2014) explore the relationship between organizational culture and employee empowerment. They highlight how a supportive and empowering culture enables employees to take ownership of their work, fostering innovation, creativity, and higher performance levels within organizations. (Stacho, et al., 2017) investigate employee adaptation as a key activity in human resource management for implementing and maintaining desired organizational culture. They emphasize the importance of aligning employees with organizational values and norms to cultivate a culture that drives performance and success.
(Jalal, 2017) examines the impacts of organizational culture on leadership's decision-making processes. He finds that organizational culture shapes leadership behaviour and decision-making, highlighting the need for leaders to align their actions with the values and norms of the organization to drive performance and achieve organizational goals. (Abonyo, 2023) suggests that a positive organizational culture that supports work-life balance fosters higher levels of employee engagement and performance.
Impact of Health and Safety System Integration:
Research  by (daman, et al., 2019) highlight the importance of integrating health and safety systems into corporate culture to enhance performance, particularly in construction projects. This integration not only ensures compliance with regulations but also fosters a culture of safety, where employees feel valued and protected, ultimately leading to improved performance and productivity.
(Mallol, et al., 2007) examine job embeddedness in culturally diverse environments. They explore how organizational culture influences the degree to which employees feel connected to their jobs and organizations, particularly in diverse settings.
Research  by (Sugiono, et al., 2020) examined how employee management, working environment, and safety culture impact occupational health and safety. This underscores the importance of integrating safety practices into the organizational culture to ensure employee well-being and performance. (Erickson, 2008) investigated the influence of corporate culture on safety performance, suggesting that a culture that prioritizes safety contributes to improved safety outcomes within the organization.
These studies shed light on the relationship between organizational culture and occupational health and safety. By promoting a culture that prioritizes safety and employee well-being, organizations can mitigate risks and enhance overall performance.
Habib and Zaidi explore the impact of workforce diversity on employee performance, considering the mediating role of organizational culture. They investigate how organizational culture moderates the relationship between workforce diversity and employee performance (Habib & Zaidi, 2022). While Olynick and Li delve into the relationship between organizational culture and employee stress, enjoyment of work, and productivity. They highlight the impact of organizational culture on employees' psychological well-being and performance (Olynick & Li, 2020).
4.6. [bookmark: _Toc153376964][bookmark: _Toc166107865]Discussion of Results
[bookmark: _Toc153376965][bookmark: _Toc166107866]Effects of a Cultural Stereotype in the Workplace
Oversimplified concepts, attitudes, or pictures that are used to characterize or represent a specific culture or group of people are examples of cultural stereotypes. In many cases, they are founded on a limited comprehension of a culture, and they are frequently employed in the process of making assumptions about individuals and collections of people. In the workplace, cultural and ethnic stereotypes can have a devastating and long-lasting influence not just on the individuals who are subjected to them but also on the workplace society as a whole. One of the consequences of stereotypes is a drop in job satisfaction, which can lead to low morale, decreased productivity, a loss of trust, and an increase in employee turnover. There is also the possibility that stereotypes will result in discrimination, unconscious prejudices, and the marginalization of particular groups of individuals (LinkedIn, 2023). Because of this, individuals may experience emotions of alienation and isolation, which can have a detrimental impact on the general morale and productivity of the company. Furthermore, it has the potential to increase hate, harassment, and conflict, which ultimately leads to a toxic environment in the workplace. Prejudices and stereotypes based on culture and ethnicity that are present in the workplace can have severe and far-reaching effects on everyone involved. Workplace discrimination can affect employees' perceptions of an organization's culture (Maese & Lloyd, 2021).
(Cherian, et al., 2021) Found that corporate culture significantly influences employee attitude, performance, productivity, and behaviour. This suggests that organizational culture plays a pivotal role in shaping various aspects of employee performance. Additionally, (Ameer, 2017) highlighted the impact of organizational culture on both employee performance and Organizational Citizenship Behaviour (OCB), indicating that a conducive culture can foster not only individual performance but also voluntary behaviours that benefit the organization. Research by (Diana, et al., 2021) further emphasized the influence of organizational culture on employee performance, reinforcing the idea that organizational culture is a critical determinant of employee effectiveness and productivity.
Despite the fact that they are founded on falsehoods and widespread misunderstandings, stereotypes are not readily eradicated from general awareness. In today's business, one example of this is the age divide that exists due to the fact that it is comprised of nearly five generations, several age-related preconceptions contribute to the maintenance of the status quo. Ageism, often known as discrimination based on a person's age, is the term used to describe this occurrence. In the world of business, younger generations frequently criticize older employees who have more experience, claiming that they are technologically challenged or out of touch with current trends (Gibson, 2022). The younger generations, on the other hand, are usually criticized for being ungrateful and self-indulgent. Employees can lose enthusiasm and interest in completing their tasks if they are subjected to persistent criticism or if they are not promoted to positions that they have earned due to stereotyping. This ultimately results in a reduction in morale, production, and the retention of employees.
(McNamara, et al., 2016) investigated the influence of age bias on cultural stereotypes and in-group favouritism. Understanding and addressing biases within organizational culture are crucial for fostering inclusivity and ensuring equitable treatment of employees.
Despite the fact that local experience is a great asset, it is also essential to encourage integration among teams in order to prevent colleagues from various countries from working in isolation and to restrict the information that may be transferred. This can be a difficult obstacle to overcome, especially if there are underlying stereotypes among cultures, which makes people less likely to collaborate. Negative cultural stereotypes can have a significant impact on both the morale of an organization and its production. For instance, the animosity that has existed between the British and the French for generations, or the animosity that exists between the Polish and the Germans, can occasionally make its way into the workplace (Reynolds, 2019). Certain preconceptions are not inherently negative, such as the idea that people from the United States are self-assured or that people from Asia are intelligent; nonetheless, all of these clichés are simplifications that can be restricting or divisive in the workplace. Prejudice and stereotyping are major issues that need to be addressed. Still, internalized and unconscious cultural biases can be an even more challenging obstacle to overcome when it comes to diversity in the workplace.
According to Lopamudra (2023), cultural stereotypes can include beliefs about a person's work ethic, capabilities in the language, or religious habits. For the purpose of combating stereotypes and establishing an inclusive workplace, it is essential to question these stereotypes and establish an atmosphere in which all employees are treated with respect and acknowledgment. It is essential to pay attention to the concerns of workers who may be subjected to discrimination or stereotyping in the workplace and to address such problems while actively listening to them. Some examples of this would include the establishment of a varied hiring process, the promotion of transparency and accountability in the workplace, and the implementation of training programs that focus on diversity and inclusion.
The establishment of a culture in the workplace that is not only healthy but also respectable and accountable ought to be one of the most important concerns for all businesses and organizations throughout the world. In order to raise awareness among employees, it is helpful to have knowledge of the many cultures and to be attentive to the distinctions that people have in their opinions, activities, religious beliefs, and socioeconomic origins. Employees who are exposed to such training are more attentive to their words, actions, and behaviour while they are at work. Additionally, they are more accepting of all other sorts of cultures and ethnic groups while they are at work, which in turn creates team partnerships and spirit (Empuls, 2023). It has been demonstrated that training in cultural sensitivity is useful in combating instances of bias, partiality, racism, sexism, and stereotyping that occur in the workplace around the world. One of the most effective strategies for dealing with stereotyped behaviour in the workplace is to recognize and appreciate the variations that exist among individuals, whether those differences pertain to religion, race, lifestyle, or personal preferences. This helps employees bond over the differences that they may have and contributes to the development of a socioeconomic culture in the workplace. Celebration of festivals and other particular holidays, such as International Labour Day, Women's Day, Father's Day, St. Patrick's Day, and other similar occasions, is the most effective method for accomplishing this goal.

	

	
[bookmark: _Toc166107867]Chapter 5. Conclusion
[bookmark: _Toc166107868]5.1. Summary of Main Findings 
Culture in the workplace is likely to have either a positive or negative impact on its workforce and the operations taking place within a diverse work field. If the organization is able to develop an effective reputation and respectful workplace culture, then it leads the firm toward a positive organizational outcome. Similarly, those firms with a negative and poor workplace culture are likely to have a negative influence on almost all of the functions and processes taking place within the firm, along with its workforce.
It is stated that organizational culture has a more significant impact on corporate operations and many other factors within a diverse workplace. For instance, it majorly impacts the performance of the firm along with a positive influence on elevating productivity, retaining talent within the existing workforce, and developing increased employee engagement. Those with strong cultures are able to build a strong brand identity and effective on-boarding within the organization.
The studies highlights the significant influence of organizational culture on corporate operations, performance, and various functions within diverse workplaces. It underscores how a positive culture can lead to increased productivity, talent retention, and employee engagement, while a negative culture can have detrimental effects on job satisfaction, well-being, and work-life balance.
By emphasizing the role of culture in fostering a healthy team environment and promoting engagement and communication with a diverse workforce, the study contributes to understanding the mechanisms through which culture influences employee behaviour and organizational effectiveness. The study underscores the importance of building shared values and investing in diversity and inclusion within the workplace environment. It highlights the need for organizations to avoid cultures that promote bullying and discrimination and instead focus on creating environments that empower and encourage all staff members.
An organization that involves its employees in sharing their ideas and thoughts and encourages them to participate in multiple aspects is more likely to grow drastically with diverse ideas and thoughts. The main findings have identified that in a strong culture, the employee feels valued and enjoy some control over their jobs instead of feeling powerless, demotivated, and burned out. Moreover, the findings have also demonstrated that employees who feel valued and respected are able to make decisions and achieve a higher level of performance within a diverse workplace.
By discussing various organizational cultures, such as adhocracy, clan, and hierarchy, the study provides insights into different approaches to organizational structure and decision-making processes. It offers valuable insights for practitioners seeking to understand and leverage different cultural models within their organizations.
The study offers practical recommendations for organizations to enhance their culture, including improving hiring and on boarding processes, distributing responsibilities based on job roles, and fostering meaningful values communication. These recommendations provide actionable insights for leaders and managers aiming to cultivate positive and effective organizational cultures.
[bookmark: _Toc166107869]5.2. Conclusion Based on the Research Questions 
The findings have identified that a strong and respectful culture in a diverse work environment has a positive impact on its work processes and many other functions. For instance, through influential culture, organizations are able to decrease turnover, increase transformational power, and encourage better performance by employees within the organizations. At the same time, a bad culture can severely affect job satisfaction and the overall well-being of the employees. It also leads organizations towards an unstable work-life balance, and employees feel burned out and end up exiting the organization.
Through the research questions, it has been identified that a robust organizational culture does not just lead an organization towards a healthy team environment but also fosters increased engagement and communication with its diverse workforce. Organizations that share cultural beliefs and values with their employees are not just likely to maintain an overall positive culture but also witness improved productivity, competitive advantage, and increased effectiveness and efficiency within workplaces.
The researcher has also discussed some of the different cultures that are promoted and implemented within workplaces. For instance, some organizations are working on an adhocracy culture, which is decentralized, and leaders and other staff members are encouraged to make decisions. On the other hand, some organizations are using clan culture. At the same time, some have implemented a hierarchical culture where all of the significant decisions are made by following the hierarchical chain, including only the higher and upper management within the workplace.
[bookmark: _Toc166107870]5.3. Recommendations
Organizations need to avoid using a falsehood culture and culture that promotes bullying and discrimination among the workforce by managers, upper management, and co-workers. Moreover, organizations needs to focus on building shared values and investing in diversity and inclusion within the workplace environment rather. The responsibilities should be distributed among individuals based on the job role and position rather than giving it all to specific people and making them feel burned out due to increased workload.
The organization should also work on great hiring and o-boarding processes to maintain a healthy work environment, which increases efficiency and effectiveness among the employees. Those organizations that create and communicate meaningful values, conduct proper employee selection, and improve and focus on orientations and on-boarding are able to develop an effective, respectful, and strong organizational culture that empowers and encourages the staff to be practical and perform with great motivation.
[bookmark: _Toc166107871]5.4. Limitations of Research
The researcher faced many different limitations. For instance, while conducting secondary research, it was challenging to explore data on a broader level. It only used information that was accessible and was present in authentic sources and databases. Moreover, the information presented online and researched by previous researchers and authors is used within the research to make clear, specific, and authentic data analysis and find information related to the research questions.
Based on evidence, secondary research rarely provides information on all of the answers needed by the research because there is a lack of relevance and lack of accuracy (Walker, 2023). The researcher has to be specific and only gather data that is related to the main research topic and can add evidence to the research study. Moreover, secondary research needs more control over data quality, which makes it challenging for the researcher to conduct the overall research study.
[bookmark: _Toc166107872]5.5. Recommendations for Future Work
The researcher should focus on involving primary research in the future so that they can involve human experiences and collect real-time data through interviews or by conducting surveys of organizations. For instance, the researcher can involve managers working in different organizations to ask them about the organizational culture implemented in the organization. Moreover, employees can also participate in the research and questions can be asked from them to determine how an organizational culture impacts their performance. 
 Qualitative research approaches, such as ethnographic studies or case analyses, could offer nuanced insights into the lived experiences of individuals within organizational cultures. Exploring narratives and personal experiences could provide rich data for understanding the complexities of culture and its effects on employee attitudes, behaviours, and performance.
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APPLICATION FOR ETHICAL APPROVAL
In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.
The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.
The individual undertaking the research activity is known as the “principal researcher”.
Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.
Please read the notes for guidance before completing ALL sections of the form.
This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  
SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Kholsuma Ahmed

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☒


	3
	Institute/Academic Discipline/Centre:
	
University of Wales Trinity Saint David 

	4
	Campus:
	Birmingham
and London Campus


	5
	E-mail address:
	


	6
	Contact Telephone Number:
	


	
	For students:

	7
	Student Number:
	Kholsuma Ahmed

	8
	Programme of Study:
	Master of Business Administration (MBA)

	9
	Director of Studies/Supervisor:
	






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☒	

	
	
	Institute Research Committee
	☒	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	

	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	How Company’s Culture Impacts On Employee’s Performance. 

	2
	Proposed start date:
	12–October–2023 
	Proposed end date:
	14–October– 2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly how Existing Research has informed the proposed activity and explain.
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
There is a wide range of research and studies available regarding the impact of culture on employee performance, considering the race, religion, and ethnicity aspects. The purpose of writing this research is to analyze an in-depth understanding of how cultural factors can include the different aspects of an individual life. Not only does culture impact employees but employers as well. The goal behind the research is to bring together different points of view, considering the facts and evidence from research, books, and studies. The primary purpose of writing this research is to get a comprehensive and profound understanding of the role that culture plays in the context of any organization. The particular focus of the research will be on the different aspects of the workplace, such as race, religion, and ethnicity of the employees. It can be seen that culture can affect the religion, race, and ethnicity of the workforce and is considered a powerful force in people's lives. It is important for researchers to have an in-depth understanding and knowledge about culture and how this can influence the professional interaction of people. Also, decisions are important for establishing a more inclusive and effective organizational environment. When the influence and impact of culture on the workforce are identified, then it would become easy to address issues by establishing strategies and approaches to have a positive influence on society. 

	4
	Research Questions
The research questions that would guide the research problem and research findings are:
· How does culture impact the performance of employees within an organization?
· What are the key elements and attributes of a strong company culture that contribute to improved employee performance?
· How do different types of company cultures, such as innovative, hierarchical, collaborative, or customer-centric, influence employee performance in unique ways?


	5
	Aims of Research Activity
This research aims to highlight the influence of culture and its role in transforming the performance and experiences of employees in diverse workplaces. The research will explore the elements and attributes of a strong company culture that can improve employee performance. 

Prior research and studies done on this topic have highlighted various topics and aspects of culture and cultural diversity in the workplace. However, this research will focus more towards understanding the role of race, religion, and ethnicity in organizational dynamics. This will offer a more comprehensive understanding of how these cultural factors impact employees and employers. 

	6
	Objectives of Research Activity
In order to achieve the research aims, there are the following research objectives:
· To determine how culture impacts the perofmrance of employees within an organization.
· To examine the positive influence of a strong and positive company culture on employee motivation and engagement and to identify the specific ways in which it leads to improved performance.
· To identify and analyze the key elements and attributes of company culture that are most closely linked to enhancing employee performance.
· To explore the impact of different types of company culture on employee performance and understand the nuances of each type.

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	This is secondary research that will encompass secondary research approaches, which will involve the review and analysis of existing literature, studies, and organizational data. In this research, a small literature review will be conducted to analyze different research and studies and get an idea about what the research says about the culture and its influence on the workforce. Secondary research is an important research method for gathering already existing and published information that has been collected and analyzed by others. The secondary research method can save time and is considered an inexpensive research method as it only includes analyzing data published by other writers and authors. Secondary research can offer various benefits over the primary research method as it allows identification of the research problem, can better define the research, develops an effective and comprehensive research design, and further allows answering certain questions and tests several hypotheses. There are various methods to conduct secondary research. In this research, the secondary research will be done through a literature review. A literature review will be conducted using already existing literature and studies considering cultural diversity and culture and its influence on workplace and workforce topics. Different keywords, phrases, and terms will be used in searching the relevant research and literature. An in-depth literature review of academic journals, books, and reports, as well as case studies, will be conducted related to the impact of culture on employee and employer performance and the role it plays in influencing the relationship between employee and employer. Conducting a comprehensive literature review will offer a great theoretical foundation for the research. Content analysis will be conducted to get the most appropriate documents, such as organizational policies, diversity training materials, and communication records, to investigate insights about how organizations address cultural diversity and cultural issues. To conduct a comprehensive literature review, a range of case studies will be analyzed, and their different cultural diversity approaches will be determined to better understand how organizations are addressing cultural diversity issues. As it will be secondary research, there will be human participants involved in the research, and no primary data will be gathered by any means, including interviews or surveys.  For data analysis, a comprehensive data analysis of the secondary data will be done. For the data analysis of the literature review, a comprehensive and in-depth thematic analysis approach will be used to determine the key themes and areas from the literature. Thematic analysis will help in analysing and summarizing the key features from the large dataset.


	

	Location of research activity
Identify all locations where the research activity will take place.

	8
	The data in this research will be collected through online sources, and no research will be conducted physically with the participant. 

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research, then please state this.

	9
	The research is secondary so it does not include any location  



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.

(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc153551361]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc153551362][bookmark: _Toc153551704][bookmark: _Toc158974396][bookmark: _Toc166107875]1
	[bookmark: _Toc153551363][bookmark: _Toc153551705][bookmark: _Toc158974397][bookmark: _Toc166107876]Full risk assessment completed and appended? 
	[bookmark: _Toc153551364][bookmark: _Toc153551706][bookmark: _Toc158974398][bookmark: _Toc166107877]Yes 
	☐

	
	
	[bookmark: _Toc153551366][bookmark: _Toc153551708][bookmark: _Toc158974400][bookmark: _Toc166107879]No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
There will be no risks to participants as it is secondary research. 
	How you will mitigate the risk to participants:
No risks because of secondary research. 

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	Not applicable because of secondary research. 

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

No risks because of secondary research.
	How you will mitigate the risk to the investigator:
No risks because of secondary research.

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

No risks because of secondary research.
	How you will mitigate the risk to the University:
No risks because of secondary research.

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

This is not applicable as this will be a secondary research 
	How you will mitigate the risk to environment:
This is not applicable as this will be a secondary research



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
No feedback, as this will be secondary research.


	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Will not apply in this secondary research.

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	It will not apply in this secondary research.



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☒

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☒

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	It will not apply in this secondary research.

	22
	List all who will have access to the data generated by the research activity:

	
	It will not apply in this secondary research.

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	It will not apply in this secondary research.

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	It will not apply in this secondary research.

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	It will not apply in this secondary research.

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.
I, Kholsuma Ahmed declare that this dissertation has been composed by myself, that the work contained herein is entirely my own except where explicitly stated otherwise in the text, and that this work has not been submitted for any other degree or qualification, in whole or in part, except as specified.
In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Kholsuma Ahmed
	Date: 10th May 2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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