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Element three – Project Findings

                   
[bookmark: _Toc224820083][bookmark: _Toc224820177][bookmark: _Toc224820682][bookmark: _Toc1117066123][bookmark: _Toc225203834]Introduction:
In this element will critically evaluate the outcomes of the project “Improving the Workplace culture at Castle Bingo.” Assessing whether the objectives and the implementation of initiatives achieved their intended outcomes. The main aim of the project was to examine and strengthen the workplace culture within the organisation. 
The project’s objectives were improving staff engagement and morale, formalise recognition practices, enhance cross-departmental teamwork and communication to address retention issue.
These objectives were structured utilizing Doran, (1981) Smart Framework to ensure clarity, measurability, and evaluative accountability within the project timeline. 
This project was undertaken within Castle Bingo. Putra (2024) emphasises that internal culture closely relates to the overall service quality, as employee attitudes and engagement are not peripheral but fundamentally influence organisational performance and customer satisfaction. 
In customer facing environments such as Castle Bingo is characterised by shift-based, unsocial hours, high demands that can pose ongoing challenges such as employee fatigue, reduced morale, increases staff retention. 
Pressures like these can create workforce instability when staff are not satisfied and can place additional strain on the organisation. (Park and Min,2020; Brien, Thomas, and Hussein 2015). Reinforcing the importance of this project. 
[bookmark: _Int_UUjK3Fvn]The findings section presents analysis of qualitative and quantitative survey data and feedback. That mainly focuses on employee engagement, communication, recognition, and teamwork that corresponds with the project objectives. 
[bookmark: _Toc224819752][bookmark: _Toc224820084][bookmark: _Toc224820178]
[bookmark: _Toc224820683][bookmark: _Toc1696038010]
[bookmark: _Toc225203835]Methodology Overview:
This project utilized a mixed method approach to assess and evaluate the impact of staff-focused initiatives at Castle Bingo. The integration of using quantitative and qualitative data strengthened analytical depth and enhanced credibility through methodological triangulation. (Harrison, Reilly, and Creswell 2020). 
The quantitative element involved a staff survey that was distributed to all departments and feedback discussions for post implementation of the initiatives. In the survey, used Likert-scale questions to assess key variables that aligned with the project objectives. 
Comparing baseline and post-intervention feedback facilitated assessment of change over the project period and supported numerical evidence to evaluate against the success criteria.
Qualitative element consisted of open-ended questions and feedback discussions. These methods allowed for employees to further elaborate on their perceptions that provided context behind scaled and scores responses, offering deeper insight into underlying dynamics of the culture. The qualitative responses identified recurring patterns and themes. Which is further explored within findings.
Participants included over 50 respondents. The survey was sent out to all staff across departments within Castle Bingo to ensure broad organisational representation. 
However, participation was voluntary to encourage honest responses. As result final sample, consisted of employees who voluntarily chose to engage with the research representing self-selected yet operationally diverse group. 
During the research process ethical considerations were important, especially given the sensitivity of organisational culture and employee perceptions of the practices of both operations and management. Survey responses were collected anonymously and reported in aggregate way to protect confidentially. Saunders, Lewis, and Thornhill (2019) highlights that maintaining anonymity is widely recognised in organisational research, given that employee's attitudes towards communication, leadership, recognition practices are being explored. 
All data was used strictly for project purposes and was not linked to disciplinary procedures or performance appraisal, reducing perceived risk and encourage honest responses that fundamentally promotes trust and integrity without being concerned for negative consequences. (Israel,2020)
During the research process, there were some data collection challenges encountered. Coordinating and completion of survey proved more time consuming than anticipated as staff availability was influenced by personal commitments, and shift patterns. 
It was more of a challenge than anticipated to access organisational data regarding retention and absenteeism. Similarly, arranging feedback discussions across different schedules required flexibility to not disrupt operations.
[bookmark: _Toc224819753][bookmark: _Toc224820085][bookmark: _Toc224820179][bookmark: _Toc224820684][bookmark: _Toc32919538][bookmark: _Toc225203836]Key findings and Analysis:
A total of 52 employees within Castle Bingo participated in the survey, that represents staff across different departments within the organisation. The diversity of respondents is prominent when analysing workplace culture, as the distribution of both customer-facing and operational support roles, captures different employee’s perspectives that enables broader view of how workplace culture is experienced across different functional departments within the organisation. 
The substantial proportion of responses came from bar and catering employees 32.7%, followed by bingo staff of 15.4% with smaller numbers from the other departments. Additionally, 57.7% identified as female and 40.4% male, which is balanced representation of employee’s views. 
[bookmark: _Toc224816803][bookmark: _Toc224819754]To elaborate, understanding the experiences of staff is particularly important as Bamidele (2022) highlights that workplace culture is not experienced through uniformly but is shaped through responsibilities, working conditions and interactions with both customers and colleagues. In which allows for more balanced interpretation of cultural dynamics in the workplace, providing more comprehensive data that strengthens the reliability and credibility of the research. (See appendix A)


Findings one: Employee Engagement and Morale:
In the survey, asked employees whether they feel proud to work at Castle Bingo and feel motivated in their role to assess the overall engagement and morale. Establishing this was important for gathering research on how staff perceive their relationship with Castle Bingo. 
The results indicate a high number of responses of neutral specifically, 65.4% of respondents. 17.3%. selected “agree” followed by, 11.5% said disagree. In addition, 55.8% of neutral responses when asked they feel motivated. (See appendix B.) 
Majority of the responses were neutral, suggests employees do not strongly expressed dissatisfaction, but do not demonstrate having strong organisational commitment either. Linking back to the project objectives, to improve staff morale the neutral responses suggest morale may not currently a strong point. 
[bookmark: _Int_XAPBl2zF]These findings indicate that the workplace at Castle bingo is operationally functional but not highly motivating workplace environment where it appears staff is satisfied to do their roles effectively, they do not report strong motivation or pride.
 One explanation for this pattern, by research many shift-based and customer facing roles, employees may prioritise completing their work duties rather than developing strong emotional and commitment to organisation (Sernag.et.al,2024). From theoretical perspective, Herzberg’s Motivation Theory (1959). Which means workplace conditions prevent dissatisfaction but do not necessarily foster motivation.
[bookmark: _Toc224816804][bookmark: _Toc224819755]Findings two: Recognition 
In the survey, asked whether employees feel recognised for their work. This question was included as recognition is a prominent driver of employee morale, motivation, and retention. (Tenney, 2024) Understanding whether staff feels acknowledged for their hard work this particularly, important in relation to project objectives as it aims to add additional recognition practices but also aimed to identify if recognition exist and how consistently it is within the organisation. (See appendix C).
Similarly, the results shown a strong concentration around midpoint. With 65.4% selecting (3) neutral, with smaller proportions said disagree 19.2% and 5.8% agreed when asked if they feel recognised for their work. This suggests that in organisation recognition is not strongly experienced by most employees that works in the company. Qualitative responses reinforced this with consistent theme of inconsistent and limited recognition practices. 
One person said:
“Honestly, not really kitchen staff work extremely hard, especially when short staffed, and it often feels unnoticed” Another respondent highlighted: “The cleaning team is overlooked, when everything is clean and running smoothly, I feel it goes unnoticed but if something is missed it gets picked up quickly”
Operational factors could influence this pattern. Dumitriu (2025) states, in fast-paced environments is frequently focused more maintaining good service quality. Under these conditions recognition become secondary to operational priorities, with feedback more on issues rather than performance, employees perceive their work as expected and not valued. 
Aligning with, Blau (1964) ‘Social Exchange theory’ refers to employees are more likely to deliver commitment and discretionary effort when they feel valued, in this case recognition is inconsistent indicating that employees feel lower emotional investment in their roles. 
From results, neutral responses and qualitative feedback suggests that there is limited recognition within the organisation. The findings implies that employees do not feel consistently recognised, with many staff efforts go unnoticed especially during busy period or less visible roles and suggests that recognition practices are not considered strong within the organisation. 


[bookmark: _Toc224816805][bookmark: _Toc224819756]Findings three: Communication and Teamwork Dynamics.
The combination of qualitative and quantitative questions include: “Teamwork between departments works well,” “Communication is clear and effective” and “what improvements would strengthen teamwork between departments?” The intention of these is to assess and evaluate how employee’s perspectives on how good the communication and collaboration functions, if it supportive or is their barriers exist across the multiple departments at Castle Bingo. In which also central to the project objectives of strengthening cross-departmental teamwork and communication. (See appendix D)
From quantitative results for both questions show around the midpoint of the Likert scale. 73.1% of respondents selected neutral while 19.4% agreed, followed by 3.8% strongly agreed that teams work well between departments. For communication 71.2% said neutral with smaller numbers specifically, 13.5% said agree.
Qualitative responses reinforce the pattern of recurring themes regarding communication, and departmental separation. 
One respondent said: “Departments don’t communicate enough, everyone gets stressed and busy” Another said, “Better communication could help, sometimes catering can feel separate from the main floor.” Other employees said the need for stronger collaboration for example, “More team-building activities so staff can interact outside of work.” 
The qualitative responses suggest that there are high pressure roles such as Catering, where employees have reported that their areas feeling expected to manage high demands independently during busy sessions. Operational pressures can also contribute to this perception, as during peak times communication tends to prioritise service demands rather than collaborative engagement, resulting in departments are feeling unsupported.
To further support this, Tuckman’s (1965) model emphasises better teamwork develops through interaction and shared working experiences, when there are limited opportunities to communicate, or understand each other roles the less likely to function cohesively. This suggests that, as departments often feel alone contributes to weaker team cohesion.
[bookmark: _Int_Mzfvgwe2]The predominance of neutral responses suggests that within the organisation teamwork and communication are perceived as operationally functional enough to complete tasks. But relational cohesion and shared understanding from teams could be significantly improved. As a result, departments operate in isolation reducing overall workplace support. These findings, directly link back to project objectives of strengthening teamwork and communication as they highlight clear gaps in how the organisation teams interact.
[bookmark: _Toc224816806][bookmark: _Toc224819757]Findings four: Work pressures and retention.
In survey, asked “How do unsocial hours impact your well-being and motivation.” This was included to examine how working conditions influence employee retention motivation and wellbeing. Understanding how hours can affect staff was relevantly important in relation to the project of addressing retention concerns. (See appendix E)
The quantitative results, 40.4% agreed and 15.4%, strongly agreed followed by 36.5% selected neutral that the unsocial hours do have negative impact. Qualitative responses reinforce this by employees frequently highlighting fatigue, hard for work-life balanced while others emphasised family responsibilities and personal commitments. For example, one said “Late finishes can be tiring, especially when shifts change week to week.” 
These findings suggest that the work hours, form a big part of employee’s experiences. While expected within leisure environments. High job demands, unsocial hours, can reduce motivation when not balanced with adequate support. 
This reflected in, the retention data supports this with 61.5% of people selected neutral when asked if they intend to stay in the organisation over the next 12 months, indicating uncertainty rather than strong commitment. 
The findings reveal that the workplace culture is operationally functional clearly, there is some areas considered as weak and presents opportunity to improve. Notably, responses to the question regarding to the biggest factor affecting the workplace culture, (See appendix F). Identified recurring themes that links back to the findings that been mentioned, reinforcing the importance of the project and objectives. 
[bookmark: _Int_vYsx56ux] This includes lack of recognition where employees feel unnoticed for their contributions, communication challenges. Others reported staffing levels and pressures of demand contributing to stress and reduce morale. Referring to survey, asked employees what suggestions they have to improve staff morale, some responses said the need for more recognition, improve communication, need for more team interactions. 
These insights directly informed initiatives that were developed to address some of issues. These initiatives were not based on assumptions but input from survey findings ensuring they reflect on the needs and perspectives.
 This included the introduction of staff suggestion board in which to strengthen communication. increased opportunities for team cohesion by implementing activities like staff quiz, and development of more recognition practices to acknowledge staff contributions. 
[bookmark: _Toc224819758][bookmark: _Toc224820086][bookmark: _Toc224820180][bookmark: _Toc224820685][bookmark: _Toc659236951][bookmark: _Toc225203837]Evaluation of Project Success:
[bookmark: _Int_ftMK5xw8]The outcome of this project achieved partial success when comparing against its original objectives and success criteria. Evidently, the most progress was seen in strengthening cross-department teamwork and improving communication with reasonable improvement observed in staff morale, and post implementation feedback reinforces, with staff highlighting greater interaction and increased openness in communication etc. Although some outcomes were constrained by factors beyond the time and scope of this project. 
The staff quiz that took place to strengthen teamwork and improve staff morale emerged to be one of the most effective initiatives during the implementation phase. Small prize was included for the winning team, participations levels was seen to be strong with staff across different departments participating, despite the activity took place was after shift (10pm). Significantly, some employees also attended outside their working hours. This indicates a strong voluntary engagement and suggests opportunities for informal interactions is valued. (See appendix H).
Feedback discussions also reinforced its effectiveness, with employees reporting that they “Really enjoyed the staff quiz.” This shows that they appreciated the opportunity to bond with colleagues they do not usually work with.
Observationally, changes in day-to-day interactions were noted following implementation for example, the communication and cooperation were seen to be lot stronger during peak times. In which suggests, there were positive change, and contributed meaningfully to strengthen teamwork and collaboration rather than a purely social activity. 
Furthermore, recognition practices also contributed to staff morale that were seen as a positive during the implementation phase. Small incentives were given out. 
For example, £20 gift voucher was awarded to a member of staff that acknowledged how hard they worked during one of the busiest shifts within the month. This was well received and reinforces the importance individual efforts. In the feedback discussion employees said even small gestures were appreciated and created more of positive working atmosphere. 
Moving on, the introduction of staff suggestion board and informal feedback discussions were effective as employees had the chance to share their thoughts, concerns, and ideas. Employees highlighted that they felt more comfortable raising their issues, this implies that there was improvement in openness and trust between employees. These outcomes indicate a positive movement towards strengthening communication across the workplace. 
Being, critically honest the objective of reducing 5% turnover was unfortunately not achieved, as two employees redesigned from their roles during the project period. This indicates that while teamwork and morale improved in some respects, retention outcomes are constrained by broader organisational factors.
Earlier findings from the survey also specify uncertainty among staff regarding long-term commitment. Validating, the complexity of improving turnover through short-term interventions alone.
 Also, findings from survey and discussions identified that workload demands, working hours etc remain ongoing problems, indicating that wider operational factors continue to influence turnover outcomes beyond the project scope.
Time constraints represented a substantial challenge during this project. Fewer team activities were delivered than initially planned, limiting opportunities to sustain engagement across departments and build on earlier improvements. 
While the staff quiz establishes some benefits in strengthening interaction and teamwork, the absence of repeated or more activities restricted the ability to implement these into everyday working practices. Potentially, more delivery may have strengthen participation across shifts, reinforce collaborative behaviours, and support wider organisational impact beyond the initial intervention phase. Additionally, factors like operational demands, and limited implementation phase hinder opportunities to determine behavioural change or assess longer-term improvements in retention and morale. 
One unexpected outcome of this project was the level of openness through the survey, suggestion board, and feedback discussions. Employees were engaged on sharing their honest thoughts and perspectives on the overall workplace culture including recognition, work demands, communication challenges and so on. This level of engagement indicated staff valued having a space to voice their perspectives and reinforces the importance of creating a safe space. Suggesting that the process of this contributed positively to more open work environment.
[bookmark: _Toc224819759][bookmark: _Toc224820087][bookmark: _Toc224820181][bookmark: _Toc224820686][bookmark: _Toc473763143][bookmark: _Toc225203838]Conclusion:
To conclude, this project aimed to assess and improve the organisational culture at Castle Bingo through the implementation on practical and staff-focused initiatives to strengthen morale, communication, and teamwork. The findings revealed the workplace culture is operationally functional however there are several areas required improvement, particularly recognition, cross-departmental communication, and collaboration. Survey data and discussions highlighted that staff often felt work hard goes unnoticed, and communication can be weak during busy periods. These findings reinforced the importance of addressing both structural and interpersonal aspects of organisational culture. 
The implementation phase shown reasonable progress in several areas. For example, initiatives like staff quiz contributed effectively for cross department interaction and staff morale, and the feedback discussions and suggestion board contributed of making supportive and open working environment. Recognition practices were also received positively. These outcomes demonstrate the value of staff focused initiatives in improving employee working experiences and strengthens relationships within the culture. 
[bookmark: _Int_TgyYht2h][bookmark: _Toc224819760][bookmark: _Toc224820088] However, not all objectives were fully achieved while the improvements that been mentioned were evident, the aim of reducing staff turnover was not met within the project period. Overall, the project demonstrated workplace culture be positively influenced through staff-informed strategies. Although, sustained organisational commitment and longer time is required to achieve long-term change. Additionally, findings and observation provided valuable insights into workplace challenges and offer strong foundation for continued cultural development within the organisation. 
[bookmark: _Toc224820182][bookmark: _Toc224820687][bookmark: _Toc789099742][bookmark: _Toc225203839]Limitations and Recommendations:
There were limitations that affected implementation and evaluation phases. One limitation was the project period. Workplace culture emerges gradually through persistent behavioural change. (Iskamto,2023) 
The brief period made it difficult to determine whether reported gains in morale, teamwork and communication were sustained over time. Although, short-term outcomes were effective through survey findings, observation, and feedback discussions for future project a longer implementation and evaluation period would have enabled a stronger assessment of long-term organisational impact. 
Moreover, Castle Bingo operates within a leisure shift-based environment not all employees participated consistently during the project for example, not all employees engaged with the survey, or participated in feedback sessions. This resulted uneven participation across departments. For instance, 32.7% of employees from the bar and catering engaged in the survey, whereas only 5.8% of book sales staff participated. This could be addressed in future projects by giving employees more time to engage and incorporating opportunities for feedback into regular working practices.
Access to organisational data was another limitation, at the planning stage of this project, this was not considered to be constraint due to initial manger support Although observable improvements were noticed during the project period. Retention and absenteeism data could not be fully accessed due confidentially of the organisation and data protection regulations. This restricted the ability to evaluate whether improvements translated into measurable organisational outcomes. 
Methodologically limitation should also be considered, as the research relied more on self-reported data, the absence of follow-up survey limited to evaluate changes. For future research could be strengthened by adopting more methods such as follow-ups survey, interviews, focus groups etc.
Based on these, there are recommendations for the organisation. Castle Bingo should continue including opportunities for departments collaboration including team-building activities. Formalising recognition practices consistently is also recommended. Additionally, improving communication through clearer operational updates, regular briefings and maintaining feedback platforms e.g. suggestion board would foster more of positive working environment.





[bookmark: _Toc224819761][bookmark: _Toc224820089][bookmark: _Toc224820183]











[bookmark: _Toc224820688][bookmark: _Toc2078430759][bookmark: _Toc225203840]Appendices:

Appendix A: Visual representation of different departments.
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Appendix B: Employee Morale and Engagement.

[image: Forms response chart. Question title: I  feel proud to work at Castle Bingo.. Number of responses: 52 responses.]

[image: Forms response chart. Question title: I feel motivated in my role at Castle Bingo. Number of responses: 52 responses.]











Appendix C:  Recognition: 
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Appendix D: Communication and Teamwork Dynamics.[image: Forms response chart. Question title: Teamwork between departments works well.. Number of responses: 52 responses.][image: Forms response chart. Question title: Communication between staff and management is clear and effective.. Number of responses: 52 responses.]
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Appendix E: Work environment and retention.
[image: Forms response chart. Question title:  I intend to remain working at Castle Bingo for the next 12 months.. Number of responses: 52 responses.][image: Forms response chart. Question title: Unsocial working hours negatively affect my work-life balance. Number of responses: 52 responses.]
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Appendix F: “Biggest factor affecting workplace culture” responses:
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Appendix G:” What suggestions do you have for improving staff morale?” Responses:[image: A screenshot of a white text
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Appendix H:  Evidence Quiz Night. 
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The staff quiz was inclusive activity, where departments competed against each other, in an informal and relaxed setting. This staff quiz encouraged interaction beyond normal working roles. Food and free drink were provided. This activity showed strong involvement and engagement across all the different departments, it created competitive but friendly atmosphere and highlighted teamwork, communication, and team cohesion. 
This activity show how simple initiatives can positively support employee morale and strengthen workplace relationships. Reinforcing evaluation that teambuilding can strengthen workplace culture by improving engagement, communication, and collaborative working.
Staff quiz results:
The catering team came 1st scoring 30/35 across all rounds. Followed by book sales came 2nd with scoring 27/35. Then Front of House coming in 3rd place scoring 24/35. 


















Appendix I - Presentation slides:
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Honestly, not really kitchen staff work extremely hard, especially when short staffed, and
it often feels unnoticed. More recognition, even small awards or simple appreciation.

Recognition is minimal. Hard work is seen as part of the job rather than something to
appreciate.

No, | don't always feel recognised. A lot of the work we do goes unnoticed, and it would
help if good effort was acknowledged more often

Yes

Sometimes, but not always. We work really hard, especially on busy nights, and it can feel
like it just goes unnoticed.

If I'm honest, not really. Cleaning just becomes expected. If everything looks good, no
one says much. it's only noticed if something’s missed.

If I'm being honest, no. After a certain point, it feels like your experience is just expected
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Do you feel recognised for your contributions working at Castle Bingo? Please
explain your answer.

51 responses

| feel that sometimes the cleaning team is overlooked because we work mostly behind
the scenes. When everything is clean and running smoothly i feel that it goes unoticed at
times but if something is missed it gets picked up quickly. Small recognitions like a thank
you or small incentives.

Not really, if I'm honest. Most of the time you just get on with it and that’s it. It would be
nice to hear “well done” a bit more, or a "thank you"

Not really. Bar and catering staff especially work flat out and it rarely gets acknowledged.

Not really, if I'm honest. It kind of feels like once you know the job, you're just expected to
get on with it. A bit more recognition for handling busy shifts.

1 do but think there could be more done, like more staff recognition awards etc
Sometimes, but not always. It depends on the shift and how busy it’s been.

| feel like I'm still proving myself, so recognition hasn't really come up yet.
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Teamwork between departments works well.
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Communication between staff and management is clear and effective.
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There needs to be less of a “that’s not my department” attitude. We all work for the same
place, and support should go both ways.

Better communication between outside staff and inside departments. Sometimes it feels
like the car park is separate from everything else, but we're the first and last point of
contact for customers. More inclusion would help.

Departments don’'t communicate enough. Everyone’s stressed and busy, so things get
missed. Better communication and a bit more teamwork,

Better communication between departments would help. Sometimes bar and catering
can feel separate from the main floor or callers, especially when it's busy. Clearer
updates and more teamwork during peak times would make things run smoother.

More communication and definitely more team-building activities. Departments can feel
separate at times. If we had more opportunities to interact outside of busy shifts, it
would improve understanding and teamwork.
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I intend to remain working at Castle Bingo for the next 12 months.
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Unsocial working hours negatively affect my work-life balance
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see that this would be very disruptive to tamily lite. Some of my colleagues with young
families do find it difficult to balance their home and work life.

The hours can be tough, especially evenings and weekends. It makes it harder to plan
things outside of work. It's part of the job, but it does affect work-life balance over time.

The long and late shifts are difficult to balance with family life. When you have children
and other responsibilities outside of work, it can be hard to plan ahead or commit to
things. The role itself is mentally demanding, and when that’s combined with long hours,
it does affect overall wellbeing over time.

Long-term unsocial hours definitely affect motivation. You adapt, but it adds up.

The long and late shifts are difficult to balance with family life, especially having children.
When you're finishing late or working back-to-back shifts, it affects routines at home.

Most of my friends have weekends free, so working most evenings and weekends affects
my social life. It can be frustrating and sometimes impacts motivation.
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Most of my friends have weekends free, so working most evenings and weekends affects
my social life. It can be frustrating and sometimes impacts motivation.

Unsocial hours can sometimes be tiring, especially when shifts change a lot. It can make
it harder to stick to a routine or plan things outside of work. | always give my best when
I'm in, but having a bit more consistency with shifts would definitely help with energy and
motivation.

Unsocial hours and working outdoors regularly can affect energy levels, especially in bad
weather.

Late shifts do affect routine outside work.

The unsocial hours have a big impact. Working evenings and weekends regularly makes
it difficult to maintain a healthy work-life balance. It can feel exhausting, especially when
shifts are back-to-back during busy weeks. Over time, this does affect motivation and
enerqy levels.
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How do shift patterns or unsocial hours impact your wellbeing or motivation?

51 responses

Late finishes can be tiring, especially when shifts change week to week.
Staff seem stretched during busy periods.
The shifts can be tiring, especially when they change week to week.

The unsocial hours can be tiring, especially with late finishes. It can affect sleep and
make it harder to plan personal time. | understand it comes with the job, but more
consistency in shifts where possible would definitely help with work-life balance.

The late nights and weekend shifts definitely affect work-life balance and it can feel
draining over time. When shifts are close together, it doesn’t leave much recovery time.

Late nights and long shifts definitely affect energy and motivation over time.

The late finishes are still taking some getting used to. It can be tiring, especially back-to-
back shifts.

1 imnarte enrial life Aanite a hit Warkina maoet weaalkende and aveninAae maane miceina
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| think communication and staffing levels have the biggest impact. When we're short
staffed, it can feel stressful and that affects morale. When communication is clear and
everyone is working together.

| say communication. When updates or changes aren't clearly explained, it can create
confusion. Clearer communication would improve morale overall.

Sickness and people not attending their shifts causes major disruption and even some
people have to work longer hours or get pulled in on their days off because of other
people’s sickness.

When it's busy, stress levels rise and that affects morale.

A lack of recognition for roles that carry high responsibility but aren’t visible on the floor.

1 think there’s a mix of people who see this as a long-term career and others who are just
here part-time. That sometimes creates different levels of motivation. Expectations aren’t
always adjusted for that.
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Workload and pressure. WWhen stafting Is tight or demand Is high, the strain Is Telt
immediately in the kitchen. The kitchen role itself is already physically demanding and
high pressure, so when that's combined with unsocial hours, it can be draining long term.

When shifts feel chaotic or under-supported, it affects how people treat each other.

1 think the biggest factor is how connected different departments feel. When everyone
feels included and informed, the culture is strong. Focusing on better communication
and teamwork would strengthen that even more.

Communication and appreciation

| think pressure during busy times impacts morale.

1 think lack of recognition and limited progression opportunities are the biggest issues. It
can feel like no matter how hard you work, there isn't much chance to move forward. That
can make people feel stuck and less motivated.

| think people feeling undervalued is a big one.
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| think communication and consistency are the biggest factors. Sometimes messages or
decisions aren't communicated clearly across all departments, which can lead to
frustration. Clearer updates and more regular feedback sessions.

Kitchen feeling overlooked
Staff feeling taken for granted.

| believe staffing levels and workload are currently the biggest factors When the team is
fully staffed and shifts are well organised, morale is higher and teamwork feels stronger.
However, during busier periods or when staffing is limited, stress levels can increase
which can be stressful, long and tiring.

Pressure from workload combined with limited recognition. When leaders are stretched,
it filters down to teams.

Staff shortages and lack of recognition.
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What improvements would strengthen teamwork between departments?

51 responses

More team-building activities would really help staff get to know each other better across
departments. As cleaners, we don't always interact much with front of house or other
teams. Even small organised events, mixed-team activities.

1t would help if the mindset changed from “that’s not my job” to “how can I help?” We all
work in the same place at the end of the day.

not sure.

Probably better communication during peak times. Sometimes bar gets hit hard and it
feels like we're just expected to deal with it without much support.

Team building exercises and activities
More team-building activities so staff get to know each other better.

The late nights are hard, especially combined with early starts sometimes.
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What suggestions do you have for improving staff morale?

51 responses

More recognition, even small awards or incentives. Staff appreciation days, vouchers, It
doesn't need to be big, just consistent.

more recognition to reward us for our hardwork
More appreciation and clearer expectations.

More acknowledgment of the pressure certain departments work under. Also more
consistent appreciation and more inclusive staff socials so it feels like one team.

We definitely need more team-building activities. Departments can feel separate at
times. Small rewards or incentives for hard work would motivate staff a lot more.
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Small incentives or rewards during busy periods. When people feel appreciated, they're
more motivated.

Better communication and more structure.

Small but consistent recognition schemes would help — things small vouchers, team
shout-outs, or incentive competitions. More feedback sessions. Team-building events
would help strengthen relationships and create a more positive atmosphere.

more staff nights out, and small rewards after tough shifts. Even simple recognition
would boost morale.

more recognition or including cleaners more in staff events would help.

1 think Improving staff morale, strengthening teamwork and creating more opportunities
for collaboration. Occasional team-building activities, staff incentives, or informal
appreciation events could help.
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building activities would help staff understand each other’s roles better. Even short
cross-department meetings could improve cooperation.

More team bonding outside of work would actually help. If people know each other
better, teamwork during shifts would improve naturally.

Clearer guidance at the start of shifts would help.

| think more organised team-building activities would really help. Different departments
can sometimes feel separate, especially between front of house, callers, kitchen and
cleaning. Having occasional mixed-team activities or meetings where everyone
contributes would improve understanding of each other’s roles and pressures.
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Small incentives like vouchers, team awards, free food on busy nights, or staff nights out.
We work hard and it would be nice to feel appreciated.

More appreciation across all departments, not just certain roles. And more effort with
staff socials — it helps people feel included.

More genuine appreciation would help. Not just during busy periods or when something
goes wrong, but consistently. Small things — saying thank you after a tough service,
recognising long-serving staff, organising proper staff nights out — would go a long way.

Morale would also improve with better staffing during peak times. When people feel
constantly stretched, it wears them down.

Staff nights out, vouchers, team competitions with rewards. We work really hard and it
can be demanding.

Consistent appreciation, small thank you's, small rewards idk.

more incentives and staff nights out
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More consistent praise, small incentives, and more effort put into staff nights out so
people feel part of something, or stuff like staff quizzes like we use to do we haven't
done this in so long

More recognition for kitchen staff during busy periods. Even small acknowledgment that
the team handled a difficult service well would make a difference. Also more consistent
staff events and appreciation across departments

Recognition small incentives for example vouchers, team meal, days out. or team
activities could another something fun for the staff to enjoy and just focus on work all
the time.

| think staff morale would improve with more appreciation for the work people do day to
day. Even small acknowledgements or a simple “well done” after a busy session can
really lift the mood. When people feel valued and supported, it shows in how they work
and how they treat customers.

More informal appreciation, more staff events.




image25.jpeg
l(_@lrilaefnguiz Night!l Saturday Eve 7th March

There will be PIZZA'S & SNACKS PROVIDED - YOU
GUYS BRING YOUR OWN BOOZE

Hope you all can attend

Please let management know if attending or not so we
can ensure enough food is arranged for the evening.

Thanks
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STAFF QUIZ:

Round one - Brain Teaser

Q1: Only using addition, how can you use three 8s to make 1000?

Q2. Whendoes 9 +5=2?

Q3: Ryan bought a pair of shoes and a shirt for £150 total.

The Shoes cost £100 more than the shirt. How much was each?

Q4: Multiply all the numbers on a phone keypad 0-9. What do you get?
Q5. What time is it when an elephant sits on your fence?

Q6. What two things can you never eat for breakfast?

Q7. Forward | am heavy, but backwards | am not. What am |?

Q8. What English word has the same pronunciation even after removing five letters?
Q9. If two’s company and three’s a crowd, what are four and five?

Q10. The alphabet goes from Ato Z, but | go fromZ to A. Whatam 1?

Round two- General Knowledge

Q1. What is the national flower of Japan?

Q2. How many stripes are on the USA flag?

Q3. How many days does it take for the Earth to orbit the Sun?

Q4. What is the smallest country in the world?

Q5. What is the slang name for New York often used by locals?

Q6. What famous music group comes from Bristol?

Q7. Which driver has won the most Formula One World Championships?
Q8. When was Netflix founded? (1997, 2001, or 2009)

Q9. What was one of the most-watched Netflix series worldwide in 20197
Q10. What was Pixar’s first animated film?

Q11. What is the name of the coffee shop in Friends?

Q12.What was Disney’s first animated film?

Q13.Which animal represents the Hufflepuff house in Harry Potter?

Q14. What three colours feature on the Italian flag?

Q15. What country is known as the “Land of the Rising Sun”?

NEXT- Dingbats one- sheet

Round 3- Music

Q1. Who sings Shape of You?

Q2. Which girl group sang Single Ladies?

Q3. Finish the lyric: “l got that sunshine in my pocket...”
Q4. Which artist is known as the “King of Pop”?

Q5. What band sang Mr Brightside?

Q6. Which UK singer released Rolling in the Deep?

Q7. What song begins with: “This hit, that ice cold...”
Q8. Who sang Valerie (Mark Ronson version)?
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Consultancy Project: Element three:

Project Findings

Improving the Workplace Culture at Castle
Bingo

Presented by Tao Jones
2302087
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Project Aim & Context

¢ To examine and improve workplace
culture at Castle Bingo.

¢ Customer facing lesiure environment

¢ Internal culture can impact service delivery

* Focusing on morale, team, and customer satisfaction.
communcation and recognition. (Putra 2024)

¢ Implement of staff-focused, low-cost

initiatives. ‘
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Background &
My Connection

¢ Work at within Castle Bingo environment
nearly been there for Syrs.

¢ Awareness of operational pressures and
staff concerns

* Observed challenges with morale and
communication.

* Motivated to explore practical
improvements
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Methodology overview:

 Staff survey (52
responses across
departments)

e Feedback
discussions and
observation.

Mixed Method Approach: Includes
Quantitative and Qualititive.

52 responses
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Communication between staff and management s clear and effective.
S2responses

10.9%) 2038%)

reamwork between departments works well.

2 responses

40

20

2(38%) 0(0%)

What improvements would strengthen teamwork between departments?

There needs to be
support should go b

of a"that's not my department” atitude. We all work forthe same place, and

o depariments. Sometimes t feels like the car park
and last point of contact for customers. More nclusion

would help.

Departments don't communic ased and busy, 50 things get missed. Better

enough. Everyone's st

commanication and a bit more teamwork,

Better communication between departments would help. Sometimes bar and catering can feel separate
rom the main flor or callers, especially when s busy. Clearer updates and more teamwork during peak
times would make things run smoother

More communication and definitely more team-buliding actvities. Departments can feel separate at times.
1f we had more opportunities to nteract outside of busy shits, it would Improve understanding and
teamwork

¢ Communication varies across departments
¢ Teams feel separate at times

¢ Strong demand for collaboration
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Findings: | feel recognised for the work that I do

52 responses

¢ Engagement scores mostly neutral

across departments

¢ Staff not disengaged but not highly

. 3(5.8%) 2(3.8%
motivated

4

Aligns with Blau (1964) ‘Social Exchange theory’

Honestly, not really kitchen staff work extremely hard, especially when short staffed, and it of

| feel motivated in my role at Castle Bingo unnoticed. More recognition, even small awards or simple appreciation.

52 responses

.
N No, | don't always feel recognised. A lot of the work we do goes unnoticed, and it would help i

was acknowledged more often
2

Recognition is minimal. Hard work is seen as part of the job rather than something to appreci

« Fast-paced environments is frequently
focused more maintaining good service
p quality. (Dumitriu 2025)
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’:eedback discussions

- Staff valued opportunity to share views
- Recognition seen as inconsistent
- Workload pressures raised frequently

- Desire for stronger communication
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g hours negatively affect my work-life balance

0(0%)

1

Long shifts and late finishes are draining, especially when it's consistently busy.

40.4% agreed. Early starts and late finishes over the years do wear you down. It's manageable, but it adds up.

H. H Unsocial hours and changing shift patterns can have impact on my wellbeing and motivation. Working late
Late finishes/ Unsocial hours e

i mpact wellbei ng 1 can feel fatigue after a shift especially when it busy which can affect energy levels both at work and

outside of work. While | understand that flexibility is part of the role.

Work loa d pressures affect Unsocial hours combined with responsibility can be draining. When you're the one staff tun to with

problems.
Long hours and late finishes affect my work-ife balance a lot It can be exhausting

unsocial hours are tiring
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Outcomes: what did
the results showed?
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%:? Self Reflection:

What I What went well

2
learned? BRe what diant? [RETalienges?
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Evidence: — e

Staff quiz results:
The catering team came 1st scoring 30/35 across all rounds. Followed by book

sales came 2nd with scoring 27/35. Then Front of House coming in 3rd place
scoring 24/35.
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Moving Forward...

RECOMENDATION
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which department do you work in?
52 responses

@ Front of House

@ Bar and catering

@ Bingo caller

@ MBC

@ Cash office cashier

@ Cook

@ AWP- Machines and drinks assistant.
@ Car Park staff

12V




