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[bookmark: _Toc235280820]CHAPTER 1: INTRODUCTION
[bookmark: _Toc235280821]1.1 Introduction
Employee performance is widely recognised as a key driver of organisational success. In an increasingly competitive business environment, organisations depend on employees to achieve strategic objectives, maintain operational efficiency and sustain long-term growth. Across industries, employee performance influences productivity, product quality, customer satisfaction, innovation and overall business performance. Consequently, organisations seek to understand the factors that enhance employee performance and address those that reduce workforce effectiveness.
The fast-moving consumer goods (FMCG) sector is particularly reliant on employee performance due to its demanding operational environment. Organisations must respond quickly to changing consumer preferences while maintaining efficient production, consistent product quality and competitive performance. These pressures require employees to remain productive while adapting to technological developments, changing market demands and evolving customer expectations. As a result, employee performance depends not only on individual capability but also on organisational factors such as leadership, communication, motivation and workplace support.
The strategic importance of employee performance has increased as organisations recognise the value of human capital. While financial resources and technology remain important, they can only be fully utilised through a capable and engaged workforce. Employees are central to implementing organisational strategies, delivering products and maintaining customer relationships, making effective performance management essential for sustainable competitive advantage.
Proper Snacks UK operates within the competitive UK food and beverage sector and has established a strong position in the growing healthy snack market. Although continued growth creates opportunities for expansion and profitability, it also increases organisational complexity, changing employee responsibilities and performance expectations. If these challenges are not effectively managed, they may reduce employee engagement, motivation and productivity.
Understanding the organisational factors that influence employee performance at Proper Snacks UK is therefore important because workforce effectiveness directly contributes to operational efficiency, organisational success and customer satisfaction. This study investigates employee perceptions of communication, management practices, organisational support, motivation and workplace conditions to provide evidence-based recommendations for improving employee performance.
[bookmark: _Toc235280822]1.2 Background
Employee performance has long been a central topic in management and organisational research. Earlier studies primarily measured performance through productivity and efficiency, whereas contemporary research views performance as a multidimensional concept that also includes teamwork, adaptability, communication, innovation and organisational citizenship behaviours (Sonnentag and Frese, 2002).
Performance is influenced by both individual and organisational factors. Skills, knowledge, experience and motivation contribute to individual performance, while leadership, communication, organisational culture, training, recognition and workplace conditions significantly shape employee effectiveness (Armstrong, 2014). Improving performance therefore requires organisations to consider both individual capability and the wider organisational environment.
Herzberg's Two-Factor Theory remains one of the most influential explanations of employee motivation and performance. Herzberg (1959) argued that hygiene factors, including pay, supervision and working conditions, prevent dissatisfaction, whereas motivational factors such as achievement, recognition and personal growth encourage higher levels of performance.
Employee performance is particularly important in organisations experiencing growth and organisational change. Research suggests that expansion often creates communication, coordination and leadership challenges that may reduce employee engagement if organisational systems do not evolve accordingly (Cooper and Schindler, 2014).
Proper Snacks UK provides an appropriate context for examining these issues because it operates in the highly competitive healthy snack market. As consumer demand for healthier food has increased, the company has expanded its operations and workforce. Employees contribute across production, supply chain, marketing and customer engagement, making their performance central to organisational success.
Modern organisations also increasingly recognise the importance of employee voice. Employees possess direct knowledge of organisational processes and workplace challenges, providing valuable insights into the factors that support or hinder performance (Adams et al., 2007).
Although employee performance has been widely studied across industries, fewer studies examine organisation-specific challenges within growing UK FMCG businesses. Investigating employee performance at Proper Snacks UK therefore contributes both practical organisational insights and a better understanding of employee performance within this sector.
[bookmark: _Toc235280823]1.3 Problem Statement
Employee performance is a critical organisational issue because it directly affects productivity, product quality, innovation, customer satisfaction and organisational competitiveness (Armstrong and Taylor, 2023). Within the UK fast-moving consumer goods (FMCG) sector, organisations operate in a highly competitive environment characterised by changing consumer preferences, supply chain pressures and increasing demands for operational efficiency. These conditions require an engaged and adaptable workforce capable of responding to continual organisational change.
Proper Snacks UK provides an appropriate context for examining these challenges. The company describes itself as the home of PROPER and Eat Real, manufacturing products in its UK factory and distributing more than 12 million bags across Europe each month (Proper Snacks, 2026). Following the acquisition of Proper and Eat Real, the business has continued to expand under experienced FMCG leadership (Exponent, n.d.). While this growth has increased production capacity and market reach, organisational expansion can also create greater complexity, communication challenges, changing managerial responsibilities and increased pressure on employees (Cooper and Schindler, 2014). If organisational systems fail to evolve alongside growth, employee performance may be adversely affected.
Existing research demonstrates that employee performance is shaped by organisational factors including leadership, communication, organisational support, employee engagement and workplace motivation, alongside individual capability (Kim and Beehr, 2020; Lee, Idris and Tuckey, 2022). However, much of this evidence has been generated within multinational organisations or across multiple industries, providing limited insight into growing UK FMCG businesses.
A further limitation is the relative lack of employee-centred research. Previous studies have predominantly examined performance from managerial or organisational perspectives, with fewer exploring how employees perceive the organisational conditions that enable or hinder their performance. As employees directly experience organisational policies, leadership and workplace practices, their perspectives provide valuable insight into the factors influencing workplace effectiveness.
This study addresses these empirical and practical gaps by investigating employees' perceptions of the organisational factors affecting performance at Proper Snacks UK. By examining communication, leadership, organisational support, motivation and employee engagement from employees' perspectives, the research aims to generate organisation-specific evidence to support managerial decision-making and continued organisational development.
[bookmark: _Toc235280824]1.4 Research Aim
The aim of this study is to investigate the organisational factors influencing employee performance at Proper Snacks UK in order to support evidence-based managerial decision-making and contribute to long-term organisational improvement.
[bookmark: _Toc235280825]1.5 Research Objectives
The study seeks to achieve five objectives. First, it explores employees' perceptions of the factors influencing their performance at Proper Snacks UK. Second, it examines the impact of organisational communication practices on employee performance. Third, it investigates how management practices and organisational support influence employees' ability to perform effectively. Fourth, it identifies the principal organisational barriers and enablers affecting employee effectiveness. Finally, the study develops evidence-based recommendations that may contribute to improving employee performance and broader organisational outcomes.
[bookmark: _Toc235280826]1.6 Research Questions
To address the research aim, the study is guided by five research questions. It first considers how employees perceive the factors influencing their performance at Proper Snacks UK. It then examines the role of internal communication in shaping employee performance and explores how management practices influence performance outcomes. In addition, the study investigates the organisational barriers and enablers affecting employee effectiveness before considering what recommendations can be proposed to improve employee performance within Proper Snacks UK.
[bookmark: _Toc235280827]1.7 Chapter Summary
This chapter introduced the research by highlighting the importance of employee performance within contemporary organisations and explaining its relevance to the fast-moving consumer goods (FMCG) sector. It outlined the organisational and individual factors influencing employee performance, introduced Proper Snacks UK as the case organisation, and justified the study through the identified organisational and research gaps.
The chapter also presented the research aim, objectives and research questions, providing a clear framework for the investigation. Together, these establish the direction of the study and provide the foundation for Chapter Two, which critically reviews the literature relating to employee performance, motivation, communication, leadership, organisational support and employee engagement.
[bookmark: _Toc235280828]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc235280829]2.1 Introduction
This chapter critically examines the literature relating to employee performance and the organisational factors that influence employee effectiveness. As established in Chapter One, employee performance is central to organisational success because it affects productivity, operational efficiency, innovation and customer satisfaction. These issues are particularly significant within the fast-moving consumer goods (FMCG) sector, where organisations must balance operational efficiency with continual adaptation to changing consumer demands and competitive pressures.
Rather than considering employee performance as an isolated outcome, this review adopts an integrated perspective, recognising that performance is shaped by interactions between organisational systems, managerial practices and individual employee experiences. Accordingly, the chapter examines the principal themes emerging from the literature, including employee motivation, communication, leadership, organisational support and employee engagement. It evaluates the extent to which existing theories and empirical evidence explain employee performance while identifying areas of consensus, debate and limitation within contemporary research.
The chapter concludes by identifying the research gap that underpins this study and presenting the conceptual framework used to interpret employees' experiences at Proper Snacks UK. In doing so, it establishes the theoretical foundation for the methodological approach adopted in Chapter Three and the interpretation of the empirical findings presented in Chapter Four.
[bookmark: _Toc235280830]2.2 Understanding Employee Performance
Employee performance has evolved from being viewed primarily as a measure of productivity and efficiency to a broader organisational construct encompassing behavioural, contextual and adaptive contributions. Earlier management research focused largely on measurable outputs, such as target achievement and operational efficiency, whereas contemporary studies argue that these indicators alone fail to capture employees' overall contribution to organisational effectiveness. Instead, performance increasingly encompasses behaviours including teamwork, organisational citizenship, adaptability and problem-solving, all of which contribute to organisational success (Sonnentag and Frese, 2002).
This broader perspective reflects growing recognition that organisational performance depends not only on employees' technical competence but also on their ability to respond to changing organisational demands. Armstrong and Taylor (2023) similarly argue that effective performance results from the interaction between employees' knowledge, skills and the organisational environment in which they work. Consequently, employee performance is increasingly understood as a multidimensional construct influenced by both individual capability and organisational context rather than by productivity measures alone.
Despite broad agreement regarding the multidimensional nature of employee performance, debate remains over the relative importance of individual and organisational influences. Human capital perspectives emphasise employees' knowledge, experience and motivation, suggesting that improved organisational performance is primarily achieved through recruitment, training and professional development. In contrast, organisational behaviour research argues that capable employees cannot consistently perform well within environments characterised by ineffective leadership, poor communication or inadequate organisational support.
Evidence increasingly favours this latter perspective. Kim and Beehr (2020) found that empowering leadership, organisational trust and employee autonomy significantly enhanced performance by strengthening confidence and engagement, while Lee, Idris and Tuckey (2022) demonstrated that organisational support and supervisory coaching improved both learning and performance. Rather than viewing individual capability and organisational context as competing explanations, contemporary research increasingly recognises that employee performance emerges from the interaction between personal attributes and workplace conditions. Employees require appropriate knowledge, skills and motivation, but these characteristics can only be translated into sustained performance where organisational systems provide effective leadership, communication, support and development opportunities.
Although this integrated understanding has strengthened theoretical explanations of employee performance, important limitations remain within the literature. Much of the existing evidence has been generated within multinational organisations, public sector institutions and service industries, with comparatively little attention given to rapidly growing UK FMCG organisations. Furthermore, many studies examine organisational variables such as leadership, communication or motivation independently, despite increasing evidence that these factors interact to shape employee performance. This fragmented approach limits understanding of how employees experience multiple organisational influences simultaneously within a specific workplace.
These limitations provide a clear rationale for the present study. By exploring employees' perceptions within Proper Snacks UK, this research adopts an integrated organisational perspective, examining how communication, leadership, organisational support, motivation and employee engagement collectively influence employee performance. In doing so, it extends existing literature by providing organisation-specific evidence from a growing UK FMCG business while responding to calls for greater employee-centred research.
[bookmark: _Toc235280831]2.3 Employee Motivation and Performance
Employee motivation is consistently recognised as a key determinant of employee performance, although there is continuing debate regarding the mechanisms through which motivation influences workplace behaviour. While researchers generally agree that motivated employees demonstrate greater commitment, effort and productivity, there is less consensus on which organisational practices are most effective in sustaining motivation over time. This debate reflects the evolution of motivation theory from traditional reward-based approaches towards more complex explanations that recognise the importance of employees' psychological needs.
One of the most influential contributions remains Herzberg's (1959) Two-Factor Theory, which distinguishes between hygiene factors and motivational factors. Herzberg argued that hygiene factors, including salary, organisational policies and working conditions, reduce dissatisfaction but do not themselves generate motivation. Instead, sustained motivation arises from intrinsic factors such as achievement, recognition, responsibility and opportunities for personal growth. Despite its age, the theory continues to influence contemporary performance management, particularly through its emphasis on job design, recognition and employee development (Armstrong and Taylor, 2023).
However, Herzberg's framework has attracted sustained criticism. Alshmemri, Shahwan-Akl and Maude (2017) argue that the distinction between hygiene and motivational factors is often less clear in contemporary workplaces than originally proposed. Financial rewards, for example, may function simultaneously as a source of satisfaction and motivation depending on employees' personal circumstances, career stage or organisational context. Furthermore, changes in organisational structures, technological development and flexible working practices raise questions regarding the universal applicability of Herzberg's original findings.
More recent research has increasingly adopted Self-Determination Theory, which proposes that motivation is strengthened when employees experience autonomy, competence and relatedness within the workplace. Unlike Herzberg's categorisation of workplace factors, Self-Determination Theory emphasises the psychological conditions that encourage intrinsic motivation. Contemporary evidence generally supports this perspective, indicating that employees are more likely to perform effectively when they experience meaningful work, appropriate responsibility and supportive relationships with managers and colleagues.
Although these theoretical perspectives differ conceptually, they are not mutually exclusive. Both suggest that sustainable employee performance depends on more than financial reward alone and requires organisational practices that foster achievement, personal development and meaningful contribution. Consequently, contemporary researchers increasingly advocate integrated approaches that combine fair reward systems with opportunities for learning, autonomy and professional growth.
The relationship between motivation and employee engagement further extends this discussion. Kahn (1990) conceptualised engagement as the physical, cognitive and emotional investment employees make in their work roles, while Saks (2022) argues that engagement provides the mechanism through which motivation translates into improved performance. Employees who are psychologically engaged are more likely to demonstrate discretionary effort, organisational commitment and resilience during organisational change, reinforcing the close relationship between motivation, engagement and employee performance.
Despite these developments, debate continues regarding the relative influence of intrinsic and extrinsic motivation on long-term performance. Some researchers maintain that competitive reward systems remain essential within commercially driven sectors such as FMCG, whereas others argue that excessive reliance on financial incentives may weaken intrinsic motivation and reduce long-term organisational commitment. Rather than presenting these perspectives as competing explanations, contemporary literature increasingly suggests that effective motivation requires an appropriate balance between financial reward and the psychological factors that encourage sustained engagement.
A further limitation within the literature concerns organisational context. Much of the empirical evidence on employee motivation has been generated within healthcare, education, hospitality and multinational organisations, with comparatively limited research examining growing UK FMCG businesses. Consequently, there remains limited understanding of how employees within expanding food manufacturing organisations perceive the organisational practices that influence their motivation and, ultimately, their performance.
This limitation provides further justification for the present study. By examining employees' experiences within Proper Snacks UK, the research explores how communication, leadership, organisational support and workplace experiences collectively shape employee motivation. Rather than treating motivation as an isolated construct, the study considers it as part of a wider organisational system influencing employee performance within a rapidly evolving FMCG environment.
[bookmark: _Toc235280832]2.4 Communication and Employee Performance
Communication is widely recognised as a fundamental organisational process underpinning employee performance, organisational coordination and workplace relationships. Although there is broad consensus that effective communication contributes positively to organisational effectiveness, researchers continue to debate the communication structures most conducive to sustaining employee performance, particularly during periods of organisational growth and change. Consequently, communication is increasingly viewed not simply as the transmission of information but as a strategic process influencing employee engagement, organisational trust and overall performance.
Traditional organisational theory conceptualised communication as a predominantly top-down process through which managers communicated policies, objectives and performance expectations. This approach emphasised efficiency by facilitating the rapid dissemination of information while maintaining managerial control. Welch and Jackson (2007) argue that clear downward communication remains essential because employees require timely and accurate information to understand organisational priorities, coordinate their work effectively and maintain expected performance standards.
However, contemporary research increasingly challenges the sufficiency of one-way communication. Rather than viewing employees as passive recipients of organisational information, recent studies emphasise employee voice, participation and reciprocal communication as central to organisational effectiveness. Al Halbusi et al. (2022) found that organisations encouraging consultation, open dialogue and employee feedback experience higher levels of organisational commitment, work engagement and employee performance. Communication therefore extends beyond information sharing to become a mechanism through which trust, collaboration and organisational learning are developed.
These contrasting perspectives reflect an ongoing debate regarding the balance between managerial control and employee participation. Supporters of traditional communication structures argue that centralised communication promotes operational consistency, particularly within manufacturing and FMCG environments where standardisation is essential. In contrast, advocates of participative communication contend that excessive reliance on hierarchical structures may reduce employee engagement, discourage innovation and limit opportunities for organisational improvement. Employees who perceive that their views are neither sought nor valued may become less committed to organisational objectives despite receiving adequate operational information.
Rather than supporting either perspective exclusively, recent empirical evidence increasingly favours communication systems that combine clear managerial direction with meaningful opportunities for employee involvement. Employees require clear operational guidance while also expecting opportunities to contribute ideas, raise concerns and participate in organisational decision-making. Organisations achieving this balance appear better positioned to strengthen organisational trust, improve engagement and sustain performance during periods of organisational change.
The importance of communication becomes even more pronounced within expanding organisations. Cooper and Schindler (2014) argue that organisational growth frequently creates communication challenges as reporting structures become more complex and functional specialisation increases. Information can become fragmented, communication channels lengthen and employees may experience uncertainty regarding organisational priorities. Effective communication systems therefore become essential for maintaining coordination across departments and supporting organisational performance during periods of expansion.
Despite extensive research into organisational communication, important limitations remain. Many studies continue to examine communication independently of other organisational variables, despite growing evidence that it operates in close interaction with leadership, organisational support and employee engagement. Furthermore, relatively little research has explored employees' own perceptions of communication practices within rapidly growing UK FMCG organisations. As a result, existing literature provides only a limited understanding of how communication contributes to employee performance within organisations such as Proper Snacks UK.
The present study addresses this gap by examining communication alongside leadership, motivation, organisational support and employee engagement rather than treating these organisational processes as isolated variables. This integrated perspective provides a more comprehensive understanding of how employees perceive communication as influencing their performance within the context of a growing FMCG organisation.
[bookmark: _Toc235280833]2.5 Management Practices and Leadership
Leadership has long been recognised as a significant determinant of employee performance, yet there remains little consensus regarding which leadership behaviours consistently produce superior organisational outcomes. While researchers broadly agree that leadership shapes employee attitudes, motivation and performance, they differ in their explanations of how this influence is exercised and the extent to which leadership effectiveness depends on organisational context.
Transformational Leadership Theory has dominated much of the contemporary literature. Bass and Riggio (2006) argue that transformational leaders motivate employees by communicating a compelling vision, encouraging innovation and providing individualised support. Empirical research consistently associates this leadership style with higher levels of employee engagement, organisational commitment and performance, suggesting that employees are more willing to exceed formal role requirements when managers foster trust, recognition and professional development.
Despite its influence, transformational leadership has been criticised for placing considerable emphasis on the individual leader while giving less attention to the organisational conditions within which leadership operates. Yukl (2020) argues that leadership effectiveness is inherently context-dependent and that no single leadership style can be considered universally effective. Manufacturing environments, for example, often require greater procedural consistency and operational control than knowledge-intensive or creative industries, indicating that leadership behaviours should be adapted to organisational circumstances rather than applied uniformly.
Reflecting this shift, contemporary research increasingly emphasises authentic, ethical and inclusive leadership. Rather than focusing solely on managerial authority or vision, these approaches highlight transparency, fairness and employee participation as mechanisms for improving organisational performance. Breevaart and Bakker (2022) demonstrate that supportive leadership strengthens employee wellbeing and work engagement by promoting psychological safety and organisational trust, thereby creating conditions that encourage sustained performance.
Although leadership theories differ in emphasis, several common principles emerge from the literature. Employees consistently report stronger motivation, greater organisational commitment and improved performance when managers communicate openly, provide constructive feedback, recognise achievement and support professional development. Leadership therefore appears to influence performance primarily by shaping the organisational environment in which employees work rather than through direct managerial control alone. This perspective aligns with broader organisational behaviour research, which increasingly views leadership as part of an interconnected system involving communication, organisational support and employee engagement.
Nevertheless, important limitations remain within the existing literature. Much of the available evidence is drawn from multinational organisations or service-based industries, while comparatively little research has examined leadership within rapidly expanding UK FMCG organisations. Furthermore, leadership is frequently investigated in isolation despite growing evidence that its effectiveness depends on its interaction with communication, organisational support and workplace culture. This fragmented approach limits understanding of how employees experience leadership within a specific organisational setting.
The present study responds to these limitations by examining leadership through employees' own experiences at Proper Snacks UK. Rather than considering leadership as an independent determinant of performance, the study explores how managerial practices interact with communication, organisational support and employee engagement to influence employee performance within a growing FMCG organisation.


[bookmark: _Toc235280834]2.6 Organisational Support and Employee Engagement
Organisational support and employee engagement have become increasingly prominent within employee performance research because they explain how organisational practices influence employee attitudes, behaviours and performance. Although there is broad agreement that supportive organisations experience stronger employee commitment and improved organisational outcomes, debate remains over whether organisational support influences performance directly or primarily through employee engagement.
Perceived Organisational Support (POS) Theory proposes that employees develop beliefs about the extent to which their organisation values their contribution and cares for their wellbeing (Rhoades and Eisenberger, 2002). Drawing on Social Exchange Theory, the model suggests that employees who perceive higher levels of organisational support are more likely to reciprocate through increased commitment, discretionary effort and improved performance. From this perspective, organisational support is not merely a welfare initiative but a strategic resource capable of strengthening employee performance.
Empirical research provides considerable support for this relationship. Rhoades and Eisenberger (2002) identified consistent positive associations between perceived organisational support, job satisfaction and organisational commitment across a range of organisational settings. More recent studies extend these findings by demonstrating that supervisory coaching, developmental support and employee wellbeing initiatives enhance learning, engagement and performance (Lee, Idris and Tuckey, 2022; Karatepe, Saydam and Okumus, 2023). Collectively, this evidence suggests that employees are more likely to perform effectively when organisations provide both practical resources and visible managerial support.
Despite this broad consensus, the literature offers different explanations for how organisational support influences performance. Some researchers argue that support has a direct effect by providing employees with the resources necessary to perform effectively, whereas others contend that its influence is largely indirect, operating through higher levels of motivation, engagement and organisational commitment. This distinction has become increasingly significant as contemporary research positions employee engagement as the mechanism linking supportive organisational practices with improved performance.
Kahn (1990) conceptualised engagement as the physical, cognitive and emotional investment employees make in their work roles, while Saks (2022) argues that engaged employees are more likely to demonstrate organisational citizenship behaviours, discretionary effort and resilience during periods of organisational change. Engagement therefore extends beyond job satisfaction, reflecting the extent to which employees invest themselves psychologically in their work. This perspective reinforces the view that organisational support contributes to performance by creating conditions that encourage employees to become more fully engaged with their roles.
However, organisational support initiatives do not automatically generate higher engagement. Employees assess support not only by the existence of organisational policies but also by the consistency with which those policies are implemented by managers. Wellbeing programmes, recognition schemes or development opportunities may have limited impact if they are perceived as symbolic rather than genuine. Consequently, leadership behaviours play a critical role in determining whether organisational support is experienced as authentic, highlighting the close relationship between leadership, communication and organisational support discussed throughout this chapter.
A further limitation within the literature concerns organisational context. While perceived organisational support has been examined extensively within healthcare, education and hospitality, comparatively little research has explored employees' experiences within expanding FMCG organisations. Moreover, many studies continue to investigate organisational support separately from communication and leadership, despite increasing evidence that these organisational processes interact rather than operate independently.
The present study addresses these limitations by examining organisational support alongside communication, leadership and employee engagement from employees' perspectives within Proper Snacks UK. Adopting this integrated approach enables a more comprehensive understanding of the organisational conditions that influence employee performance within a rapidly growing FMCG environment.
[bookmark: _Toc235280835]2.7 Barriers and Enablers of Employee Performance
Employee performance is shaped by a combination of organisational enablers and barriers that influence employees' ability and willingness to perform effectively. While previous sections have examined motivation, communication, leadership and organisational support individually, contemporary organisational research increasingly argues that these factors operate collectively rather than independently. Consequently, employee performance is best understood as the product of an organisational environment that either facilitates or constrains effective workplace behaviour.
Among the most frequently identified enablers are supportive leadership, effective communication, employee development and opportunities for participation in organisational decision-making. Armstrong and Taylor (2023) argue that organisations are more likely to achieve sustained performance when employees receive clear objectives, constructive feedback and opportunities to develop their knowledge and skills. These practices not only improve individual capability but also strengthen organisational commitment and encourage employees to contribute beyond their formal job requirements.
Employee involvement has similarly emerged as an important organisational enabler. Research suggests that employees who feel their opinions are recognised and valued are more likely to demonstrate higher levels of engagement, innovation and discretionary effort. Participative management practices therefore contribute to performance by strengthening organisational trust and encouraging employees to take greater ownership of their work. This reflects broader organisational behaviour literature, which increasingly positions employee voice as an important contributor to both organisational learning and continuous improvement.
Conversely, organisational barriers frequently arise from deficiencies in management practices rather than limitations in employee capability. Poor communication, inconsistent leadership, limited recognition and inadequate development opportunities have all been associated with reduced motivation, lower engagement and declining performance. Employees who lack clear expectations or regular feedback may become uncertain about organisational priorities, while inconsistent managerial support can weaken organisational commitment and reduce confidence in leadership.
Organisational change represents another significant challenge. Rapid growth, restructuring and changing operational demands often increase uncertainty, alter reporting relationships and place additional pressure on employees. Although organisational change may create opportunities for innovation and development, poorly managed change can disrupt communication, reduce morale and negatively affect employee performance. The literature therefore consistently emphasises the importance of transparent communication, supportive leadership and employee involvement in reducing resistance and maintaining performance during periods of organisational transition.
Workplace wellbeing also represents an increasingly important determinant of performance. Contemporary research demonstrates that excessive workload, prolonged stress and inadequate work-life balance contribute to burnout, absenteeism and lower productivity. In contrast, organisations that prioritise employee wellbeing through supportive management, realistic workloads and appropriate organisational resources are more likely to sustain high levels of engagement and long-term performance. These findings reinforce the argument that employee performance depends not only on individual motivation but also on organisational systems that enable employees to perform effectively over time.
Despite broad agreement regarding these organisational influences, the literature continues to exhibit several limitations. Many studies investigate barriers and enablers separately, despite increasing evidence that organisational factors interact in complex ways. Furthermore, much of the available evidence has been generated within healthcare, education and multinational organisations, leaving comparatively little research focused on growing UK FMCG businesses. This limits understanding of how employees experience multiple organisational influences simultaneously within organisations operating in highly competitive consumer goods markets.
The present study addresses these limitations by examining the combined influence of communication, leadership, organisational support, motivation and engagement on employee performance within Proper Snacks UK. Rather than treating organisational barriers and enablers as isolated variables, the research adopts an integrated perspective that reflects employees' day-to-day workplace experiences. This approach provides a more comprehensive understanding of the organisational conditions that either facilitate or inhibit employee performance within a rapidly expanding FMCG organisation.
[bookmark: _Toc235280836]2.8 Research Gap and Conceptual Framework
The preceding review demonstrates that employee performance is influenced by a range of interconnected organisational factors rather than by any single determinant. Motivation, communication, leadership, organisational support and employee engagement have each been shown to contribute to employee performance, yet the literature also highlights continuing debate regarding the relative importance of these factors and the mechanisms through which they influence workplace behaviour. Although substantial progress has been made in understanding employee performance, several limitations remain within the existing body of knowledge.
First, much of the available research examines organisational variables independently. Leadership, communication, motivation and organisational support are frequently investigated as separate constructs despite increasing evidence that they interact to shape employees' workplace experiences. This fragmented approach provides valuable theoretical insight but offers only a partial understanding of how employees experience these organisational influences simultaneously within a single organisational context.
Second, a significant proportion of empirical research has been conducted within healthcare, education, hospitality and large multinational organisations. Comparatively limited attention has been given to rapidly growing organisations operating within the UK fast-moving consumer goods (FMCG) sector. As organisations expand, changes in communication structures, leadership responsibilities and employee expectations may influence performance in ways that differ from more established organisational settings. Consequently, findings from other sectors cannot be assumed to apply directly to growing FMCG organisations.
Third, although quantitative research has identified statistical relationships between organisational practices and employee performance, fewer studies have explored employees' own perceptions of how these factors influence their day-to-day experiences. Understanding these perceptions is important because organisational policies and management practices are interpreted through employees' lived experiences, which ultimately shape motivation, engagement and performance.
These limitations provide the rationale for the present research. By adopting a qualitative approach within Proper Snacks UK, this study examines how employees perceive the influence of communication, leadership, motivation, organisational support and employee engagement on their performance. Rather than considering these variables independently, the research adopts an integrated perspective that reflects the complexity of organisational life and provides organisation-specific evidence from a growing UK FMCG business.
The conceptual framework developed for this study reflects this integrated approach. It positions employee performance as the dependent outcome influenced by five interrelated organisational factors: motivation, communication, leadership, organisational support and employee engagement. The framework recognises that these variables do not operate in isolation but interact to shape employees' attitudes, behaviours and overall performance. This perspective informs the design of the interview questions, guides the thematic analysis presented in Chapter Four and provides the analytical foundation for interpreting the study's findings.
In summary, the literature establishes that employee performance is a multidimensional phenomenon shaped by organisational systems as well as individual factors. However, the identified theoretical and contextual limitations justify further investigation within Proper Snacks UK. The next chapter therefore outlines the methodological approach adopted to explore employees' experiences and address the research objectives identified in Chapter One.
[bookmark: _Toc235280837]2.9 Chapter Summary
This chapter critically reviewed the principal theoretical and empirical literature concerning employee performance and the organisational factors influencing employee effectiveness. The discussion examined employee performance as a multidimensional construct and considered the roles of motivation, communication, management and leadership, organisational support, employee engagement, and workplace barriers and enablers.
The review demonstrated that employee performance cannot be explained solely by individual capability or effort. Instead, contemporary literature increasingly recognises that performance emerges from the interaction between employees’ knowledge, skills and motivation and the organisational conditions within which they work. Clear communication, supportive leadership, appropriate recognition, development opportunities and meaningful organisational support were identified as particularly important influences on employees’ ability and willingness to perform effectively.
The chapter also identified limitations within the existing literature. Organisational factors are frequently examined independently, despite evidence that they operate as interconnected aspects of employees’ workplace experiences. In addition, relatively limited qualitative research has explored how employees perceive these combined influences within rapidly growing UK FMCG organisations. This contextual and methodological gap provides the rationale for investigating employee performance within Proper Snacks UK.
The conceptual framework presented in this chapter therefore positions motivation, communication, leadership, organisational support and employee engagement as interrelated influences on employee performance. This framework provides the theoretical foundation for the study and guides the interpretation of employees’ experiences. Chapter Three now explains and justifies the methodological approach adopted to address the research aim, objectives and questions.
[bookmark: _Toc235280838]CHAPTER 3: METHODOLOGY
[bookmark: _Toc235280839]3.1 Introduction
This chapter outlines the methodological approach adopted to investigate the organisational factors influencing employee performance at Proper Snacks UK. Building on the theoretical foundations established in the literature review, it explains and justifies the research design, philosophical position, methodological approach, data collection methods, sampling strategy, data analysis procedures, ethical considerations and measures undertaken to ensure research quality.
The methodological decisions were guided by the study's aim of exploring employees' perceptions and experiences of the organisational factors that influence their performance. As the research sought to understand how participants interpreted communication, leadership, motivation, organisational support and employee engagement within their workplace, a qualitative methodology was considered the most appropriate approach. This enabled the collection of detailed accounts of employees' experiences that would not have been captured through purely quantitative measures.
The chapter also explains the rationale for adopting an interpretivist research philosophy and a case study strategy centred on Proper Snacks UK. These methodological choices provide the foundation for generating context-specific insights into employee performance within a growing UK fast-moving consumer goods (FMCG) organisation. Finally, the chapter discusses the ethical principles observed throughout the research process and the procedures implemented to enhance the credibility, dependability and trustworthiness of the findings presented in Chapter Four.
[bookmark: _Toc235280840]3.2 Research Approach
This study adopted a qualitative research approach to investigate employees’ perceptions of the organisational factors influencing their performance at Proper Snacks UK. Qualitative research is appropriate where the purpose is to develop an in-depth understanding of participants’ attitudes, experiences and interpretations rather than quantify relationships between predetermined variables (Creswell and Creswell, 2018). As the study sought to understand how employees experienced communication, leadership, motivation, organisational support and engagement, a qualitative approach was consistent with both the research aim and the interpretivist philosophy underpinning the investigation.
The use of qualitative research enabled participants to describe their workplace experiences in their own words and explain how organisational practices affected their ability and willingness to perform effectively. Employee performance is influenced by complex organisational, interpersonal and contextual factors that cannot always be adequately represented through numerical measures. Narrative accounts therefore provided access to the meanings employees attached to their experiences and allowed the researcher to identify similarities, differences and recurring patterns across participant responses.
A quantitative approach may have enabled the measurement of associations between specific variables across a larger sample. However, it would have offered more limited insight into why employees held particular views or how organisational conditions were experienced within their everyday working environment. The purpose of this study was not to test hypotheses or produce statistically generalisable findings but to generate a detailed, context-specific understanding of employee performance within the case organisation.
The qualitative approach was therefore appropriate because it supported a close examination of employee experiences while maintaining alignment with the research questions. Although the findings are specific to Proper Snacks UK, they may also provide relevant insights for other growing organisations operating within the UK FMCG sector where employees experience similar organisational and operational conditions.

[bookmark: _Toc235280841]3.3 Research Strategy
A qualitative single-case study strategy was adopted to investigate the organisational factors influencing employee performance at Proper Snacks UK. Case study research is well suited to examining contemporary phenomena within their real-world organisational context, particularly where the boundaries between the phenomenon under investigation and its surrounding environment are not clearly defined (Yin, 2018). Given that employee performance is shaped by interactions between communication, leadership, organisational support, motivation and workplace culture, a case study provided an appropriate framework for exploring these interconnected influences.
Proper Snacks UK was selected as the case organisation because it operates within the highly competitive UK fast-moving consumer goods (FMCG) sector and has experienced continued organisational growth. Expansion within this environment presents challenges associated with maintaining effective communication, leadership and employee engagement while sustaining organisational performance. Examining a single organisation enabled the research to investigate these issues in depth within their natural organisational setting rather than separating them from the context in which they occur.
The case study strategy also complemented the interpretivist philosophy and qualitative research approach adopted for this investigation. Rather than seeking broad statistical generalisations, the research aimed to develop a detailed understanding of employees' experiences and perceptions of the organisational factors affecting their performance. Focusing on one organisation allowed the collection of rich contextual data capable of explaining not only what employees experienced but also how and why those experiences influenced workplace performance.
Although findings derived from a single case cannot be generalised statistically to all organisations, they provide valuable analytical insights into organisational processes operating within similar contexts. The depth of analysis achieved through the case study therefore contributes to a more comprehensive understanding of employee performance within a growing UK FMCG organisation while maintaining close alignment with the study's aim, objectives and research questions.
[bookmark: _Toc235280842]3.4 Data Collection Method
This study employed secondary data collection through a systematic review of existing academic literature relevant to employee performance and the organisational factors influencing workplace effectiveness. Secondary data were considered appropriate because the research aimed to develop a comprehensive understanding of current theoretical and empirical evidence rather than generate new primary data. Using published literature enabled the study to synthesise existing knowledge, identify recurring themes and establish the theoretical foundation for examining employee performance within the context of Proper Snacks UK.
Academic sources were obtained from recognised electronic databases, including Google Scholar, Emerald Insight, ScienceDirect, SpringerLink and Taylor & Francis Online. These databases were selected because they provide access to high-quality peer-reviewed journal articles, academic books and conference proceedings relating to organisational behaviour, human resource management and employee performance. Government publications and professional reports were also considered where they provided relevant contextual information.
The literature search was guided by the research aim and objectives established in Chapter One. Search terms included combinations of keywords such as employee performance, employee motivation, leadership, communication, employee engagement, organisational support, organisational behaviour and FMCG. Boolean operators, including AND, OR and NOT, were used to refine search results and improve the relevance of retrieved studies.
A systematic approach to data collection enhanced the transparency and rigour of the review by ensuring that literature was identified using clearly defined procedures rather than selective searching. Priority was given to recent peer-reviewed publications to ensure that the review reflected current developments in employee performance research, while seminal theoretical works were retained where they provided the conceptual foundation for contemporary research.
The secondary data collected through this systematic process formed the evidence base for the literature review presented in Chapter Two. The collected studies were subsequently screened, evaluated and synthesised to identify the principal themes, theoretical perspectives and research gaps that informed the conceptual framework and guided the interpretation of the study.
[bookmark: _Toc235280843]3.5 Search Strategy
A structured search strategy was developed to identify relevant, high-quality literature relating to employee performance and the organisational factors influencing workplace effectiveness. Adopting a systematic search process improved the transparency, consistency and reproducibility of the review by ensuring that studies were identified using predefined procedures rather than subjective selection (Saunders, Lewis and Thornhill, 2019).
The search strategy was guided by the research aim, objectives and questions established in Chapter One. Key concepts derived from the study included employee performance, communication, leadership, employee motivation, organisational support and employee engagement. These concepts were translated into keywords and combined using Boolean operators such as AND, OR and NOT to broaden or refine search results. This approach enabled relevant studies to be identified while reducing the retrieval of unrelated publications.
Electronic databases, including Google Scholar, Emerald Insight, ScienceDirect, SpringerLink and Taylor & Francis Online, were searched because they provide extensive collections of peer-reviewed literature in organisational behaviour, human resource management and management studies. Searches were primarily limited to peer-reviewed journal articles published in recent years to ensure the review reflected current developments in the field, although influential earlier studies were retained where they provided important theoretical foundations.
The search process was conducted systematically, with retrieved studies screened for relevance before being assessed against predefined inclusion and exclusion criteria. Applying a consistent search strategy strengthened the credibility of the literature review and ensured that the evidence synthesised in Chapter Two was directly relevant to the research objectives and the organisational context of Proper Snacks UK.
[bookmark: _Toc235280844]3.6 Inclusion and Exclusion Criteria
[bookmark: _Toc235280845]3.6.1 Inclusion Criteria
Predefined inclusion criteria were established to ensure that the literature reviewed was relevant, credible and aligned with the research objectives. Applying explicit selection criteria enhanced the transparency and consistency of the systematic review while reducing selection bias (Saunders, Lewis and Thornhill, 2019).
Studies were included if they met the following criteria:
Published in peer-reviewed academic journals or recognised academic books.
Written in English.
Focused on employee performance or related organisational factors, including communication, leadership, employee motivation, organisational support and employee engagement.
Published primarily within the last ten years to ensure the review reflected contemporary research, while permitting the inclusion of seminal studies where these provided important theoretical foundations.
Reported clear research methods and findings to enable critical evaluation of the evidence.
Relevant to organisational behaviour, human resource management or workplace performance within organisational settings.
These criteria ensured that the literature included in the review was academically robust, directly relevant to the research topic and capable of informing the conceptual framework developed in Chapter Two.
[bookmark: _Toc235280846]3.6.2 Exclusion Criteria
Exclusion criteria were applied alongside the inclusion criteria to ensure that only relevant and methodologically robust evidence informed the review. Removing studies that did not meet the required standards improved the quality and credibility of the literature synthesis.
Studies were excluded if they met any of the following criteria:
Published in languages other than English.
Duplicate publications.
Unpublished dissertations, theses or other non-peer-reviewed sources.
Not directly related to employee performance or the organisational factors influencing workplace effectiveness.
Lacked sufficient methodological transparency or empirical evidence to support critical evaluation.
Focused exclusively on technical or operational productivity measures without considering organisational or behavioural dimensions of performance.
Examined contexts unrelated to organisational behaviour, human resource management or workplace performance.
Applying these exclusion criteria ensured that the review remained focused on high-quality academic evidence directly relevant to the research objectives, thereby strengthening the validity and reliability of the systematic literature review.
[bookmark: _Toc235280847]3.7 Search Results
The systematic search initially identified approximately 520 potentially relevant publications across the selected academic databases. Following the removal of duplicate records, studies were screened using their titles and abstracts to assess their relevance to the research objectives. Publications that did not address employee performance or the organisational factors influencing workplace effectiveness were excluded at this stage.
The remaining studies were subjected to a full-text review against the predefined inclusion and exclusion criteria. This screening process resulted in the selection of 55 studies considered sufficiently relevant and methodologically robust for inclusion in the literature review.
The final body of literature represented a broad range of theoretical and empirical perspectives relating to employee performance. Critical analysis of these studies identified several recurring themes, including leadership, communication, employee motivation, organisational support, employee engagement and workplace wellbeing. These themes informed the thematic structure of Chapter Two and provided the theoretical foundation for the conceptual framework used throughout the study.
The systematic screening process ensured that the literature review was based on credible, relevant and high-quality evidence, thereby strengthening the reliability of the review and supporting the achievement of the research aim and objectives.
[bookmark: _Toc235280848]3.8 Ethical Considerations
Although this study did not involve the collection of primary data from human participants, ethical considerations remained integral to the research process. The study adhered to recognised principles of academic integrity and responsible research practice as outlined by Saunders, Lewis and Thornhill (2019).
The literature review was conducted systematically and transparently to minimise researcher bias during the identification, selection and synthesis of evidence. Clearly defined search procedures and inclusion and exclusion criteria were applied consistently throughout the review to ensure that studies were selected on the basis of their relevance and quality rather than personal preference.
All sources included in the dissertation were appropriately acknowledged using the required referencing style to avoid plagiarism and ensure that the intellectual contributions of other researchers were fully recognised. Care was also taken to interpret and report findings accurately, without misrepresenting the conclusions of the original authors or selectively presenting evidence that supported predetermined assumptions.
Only publicly available academic literature and professional publications were used during the research. Consequently, the study did not require informed consent, participant recruitment or the collection of personal data. Nevertheless, the research was undertaken in accordance with accepted standards of honesty, objectivity and transparency to ensure the credibility and integrity of the findings.

[bookmark: _Toc235280849]3.9 Trustworthiness of the Research
The trustworthiness of this study was enhanced by adopting a systematic and transparent approach to the identification, selection and synthesis of academic literature. The review was guided by the criteria proposed by Lincoln and Guba (1985), namely credibility, dependability, confirmability and transferability, to strengthen the quality of the research.
Credibility was supported through the use of a structured search strategy, clearly defined inclusion and exclusion criteria, and the selection of evidence from reputable peer-reviewed academic sources. Incorporating both contemporary studies and seminal theoretical works provided a balanced understanding of the organisational factors influencing employee performance.
Dependability was strengthened by documenting each stage of the review process, including the databases searched, keywords used, screening procedures and study selection criteria. This transparent approach enables the review process to be understood and, where appropriate, replicated by other researchers.
Confirmability was promoted by ensuring that conclusions were derived from the evidence presented within the reviewed literature rather than the researcher's personal assumptions. Findings were synthesised through critical comparison of existing studies, with differing perspectives acknowledged to minimise subjective interpretation.
Although the findings are based on literature relating to a range of organisational contexts, the discussion is applied to the context of Proper Snacks UK. Providing a clear description of the organisational setting and the review process enables readers to assess the potential transferability of the findings to other organisations operating within the FMCG sector or similar workplace environments.
[bookmark: _Toc235280850]3.10 Chapter Summary
This chapter has outlined the methodological framework adopted for the study. It explained the rationale for adopting an interpretivist research philosophy, a qualitative research approach and a systematic literature review to investigate the organisational factors influencing employee performance at Proper Snacks UK. The chapter also described the procedures used to identify, select and evaluate relevant academic literature, including the search strategy and inclusion and exclusion criteria.
In addition, the chapter discussed the ethical principles underpinning the research and the measures implemented to enhance the trustworthiness of the review through credibility, dependability, confirmability and transferability. Collectively, these methodological decisions ensured that the study was conducted systematically, transparently and in alignment with the research aim, objectives and questions.
The following chapter presents the findings and discussion by synthesising the evidence identified through the systematic literature review. The findings are organised around the principal themes emerging from the reviewed literature and interpreted in relation to the conceptual framework developed in Chapter Two.
[bookmark: _Toc235280851]CHAPTER 4: FINDINGS AND DISCUSSION
[bookmark: _Toc235280852]4.1 Introduction
This chapter presents the findings and discussion of the systematic literature review undertaken to examine the organisational factors influencing employee performance, with particular reference to the context of Proper Snacks UK. The chapter synthesises evidence from the studies selected through the systematic review process described in Chapter Three and interprets the findings in relation to the research aim, objectives and questions established in Chapter One.
Rather than presenting individual studies separately, the discussion critically integrates the available evidence to identify recurring themes, areas of consensus, contrasting perspectives and gaps within the existing literature. This approach provides a comprehensive understanding of the organisational conditions that influence employee performance and enables a balanced evaluation of the current body of knowledge.
The findings are organised according to the principal themes identified during the literature review, namely employee performance, communication, leadership, employee motivation, organisational support, employee engagement, and workplace barriers and enablers. Each theme is critically examined by comparing theoretical arguments with empirical findings, evaluating the strengths and limitations of existing research, and considering its relevance to organisations operating within the UK fast-moving consumer goods (FMCG) sector, including Proper Snacks UK.
By synthesising evidence across the reviewed studies, this chapter develops an integrated understanding of the organisational factors affecting employee performance. The discussion provides the foundation for the conclusions and recommendations presented in Chapter Five and demonstrates how the reviewed evidence addresses the research objectives and contributes to the understanding of employee performance within contemporary organisational settings.

[bookmark: _Toc235280853]4.2 Employee Perceptions of Performance
The first research objective sought to examine the organisational factors influencing employee performance through a synthesis of existing academic literature. The reviewed studies consistently demonstrate that employee performance is a multidimensional concept extending beyond the completion of assigned tasks. Rather than being determined solely by productivity or output, performance encompasses task execution, contextual behaviours and employees' ability to adapt to changing organisational demands (Sonnentag and Frese, 2002).
Across the literature, effective employee performance is associated with behaviours such as collaboration, knowledge sharing, problem-solving and organisational citizenship. Employees who contribute beyond their formal job responsibilities enhance organisational effectiveness by supporting teamwork, facilitating communication and responding constructively to organisational change. Consequently, contemporary research increasingly recognises performance as a combination of individual capability and behaviours that contribute to wider organisational objectives rather than simply the achievement of predefined targets.
Adaptability also emerges as a critical determinant of employee performance. Kim and Beehr (2020) argue that organisations operating in dynamic environments require employees who can respond effectively to changing responsibilities, technologies and organisational priorities. Within the FMCG sector, characterised by rapid market change and operational pressures, adaptability enables organisations to maintain productivity while responding to evolving customer demands and competitive conditions.
The literature further indicates that employee performance is strongly influenced by organisational conditions rather than individual characteristics alone. Communication, leadership, employee motivation, organisational support and engagement repeatedly emerge as interconnected factors that shape employees' willingness and ability to perform effectively (Armstrong and Taylor, 2023; Saks, 2022). Studies consistently suggest that supportive organisational environments promote higher levels of commitment, collaboration and discretionary effort, whereas ineffective management practices can reduce motivation and overall performance.
Although broad agreement exists regarding the multidimensional nature of employee performance, some differences remain within the literature concerning the relative importance of individual and organisational influences. Earlier research frequently emphasised personal ability and motivation as the principal determinants of performance, whereas more recent studies advocate a holistic perspective in which organisational systems, leadership practices and workplace culture interact with employee capability to influence performance outcomes. This shift reflects increasing recognition that sustainable organisational performance depends upon creating conditions that enable employees to apply their knowledge and skills effectively.
The evidence reviewed therefore supports the view that employee performance should be understood as the product of continuous interaction between individual competence and organisational context. For Proper Snacks UK, this suggests that maintaining high levels of performance requires not only recruiting capable employees but also fostering effective communication, supportive leadership, employee development and a positive organisational culture. These interrelated factors provide the foundation for the subsequent discussion of the specific organisational influences examined in the following sections.
[bookmark: _Toc235280854]4.3 Communication and Employee Performance
The literature consistently identifies effective communication as a fundamental determinant of employee performance. Communication facilitates the exchange of information, clarifies organisational expectations and supports coordination between individuals and departments. Studies indicate that employees who receive timely, accurate and transparent communication are better equipped to understand organisational objectives, perform their responsibilities effectively and respond to operational changes (Men, 2021).
Internal communication also contributes to employee engagement by strengthening trust between employees and management. When organisations encourage open communication and provide opportunities for feedback, employees are more likely to feel valued and involved in organisational decision-making. This, in turn, promotes greater commitment, collaboration and discretionary effort, all of which positively influence organisational performance (Karanges et al., 2015).
However, the literature also highlights the negative consequences of ineffective communication. Poor information sharing, inconsistent managerial messages and limited feedback mechanisms frequently result in confusion, reduced motivation and lower job satisfaction. Such communication failures can hinder collaboration, delay decision-making and ultimately reduce individual and organisational performance (Men, 2021).
Although most researchers agree that communication is essential for organisational effectiveness, there is less consensus regarding the most effective communication approaches. Some studies advocate structured top-down communication to ensure consistency and accountability, whereas others emphasise participative and two-way communication that encourages employee involvement and knowledge sharing. Contemporary research generally suggests that organisations benefit from combining clear managerial direction with opportunities for employees to contribute ideas and provide feedback.
For organisations operating within the FMCG sector, where rapid operational decisions and cross-functional collaboration are critical, effective communication becomes particularly important. Fast-moving environments require employees to receive clear information regarding organisational priorities while maintaining close coordination across departments. Consequently, communication should be viewed not merely as a mechanism for transmitting information but as a strategic process that supports employee engagement, teamwork and sustained organisational performance.
Overall, the reviewed literature demonstrates that communication influences employee performance both directly and indirectly through its effects on trust, collaboration, motivation and organisational commitment. These findings reinforce the importance of developing communication systems that facilitate information sharing while encouraging employee participation and continuous organisational learning.
[bookmark: _Toc235280855]4.4 Management Practices and Leadership
Leadership and management practices are consistently identified within the literature as key organisational factors influencing employee performance. Effective leaders not only coordinate organisational activities but also create an environment that encourages motivation, collaboration and continuous improvement. Research indicates that leadership behaviours significantly affect employee attitudes, commitment and productivity by shaping organisational culture and establishing clear performance expectations (Northouse, 2022).
Transformational leadership receives considerable attention within the reviewed studies because of its positive association with employee motivation and engagement. Leaders who communicate a clear vision, provide individual support and encourage employee development are more likely to inspire discretionary effort and strengthen organisational commitment. Employees working under transformational leaders frequently demonstrate higher job satisfaction, greater innovation and improved performance compared with those managed through more directive approaches (Bass and Riggio, 2006).
Conversely, ineffective management practices can negatively influence employee performance. Studies report that inconsistent decision-making, inadequate supervision, limited recognition and poor communication reduce employee confidence and weaken organisational commitment. Such management deficiencies often contribute to lower morale, increased turnover intentions and declining productivity, particularly where employees perceive limited managerial support (Armstrong and Taylor, 2023).
The literature also demonstrates that leadership effectiveness depends upon organisational context. While transactional leadership may support efficiency within highly structured operational environments by emphasising clear expectations and performance monitoring, transformational leadership is generally considered more effective for promoting innovation, employee engagement and long-term organisational development. Many researchers therefore advocate a balanced leadership approach that combines operational control with employee empowerment and continuous support.
Within the FMCG sector, leadership is particularly important because organisations operate in dynamic and competitive environments requiring rapid decision-making, adaptability and effective coordination across departments. Managers who communicate organisational goals clearly, recognise employee contributions and encourage collaboration are more likely to sustain high levels of performance while supporting organisational resilience during periods of change.
Overall, the reviewed literature demonstrates that leadership influences employee performance through multiple interconnected mechanisms, including motivation, communication, trust, recognition and organisational culture. These findings suggest that organisations such as Proper Snacks UK can improve employee performance by investing in leadership development, promoting supportive management practices and fostering a workplace culture that values employee involvement and continuous learning.
[bookmark: _Toc235280856]4.5 Employee Motivation and Organisational Support
The reviewed literature consistently identifies employee motivation and organisational support as closely interconnected factors influencing employee performance. Motivation determines the level of effort employees are willing to invest in their work, while organisational support shapes employees' perceptions of whether their contributions are recognised and valued. Together, these factors influence commitment, job satisfaction and overall organisational effectiveness (Saks, 2022).
Motivation is widely recognised as both an intrinsic and extrinsic process. Intrinsic motivation arises from meaningful work, autonomy and opportunities for personal growth, whereas extrinsic motivation is influenced by rewards, recognition, promotion opportunities and job security (Ryan and Deci, 2020). The literature suggests that organisations achieving sustained performance typically combine financial incentives with practices that foster employee development, empowerment and meaningful engagement.
Perceived organisational support is equally important in shaping employee attitudes and behaviours. Employees who believe their organisation values their wellbeing and professional development are more likely to demonstrate commitment, organisational citizenship behaviours and discretionary effort. Conversely, limited managerial support, inadequate recognition and restricted development opportunities can reduce motivation, increase turnover intentions and negatively affect organisational performance (Eisenberger et al., 1986).
The reviewed studies further demonstrate that motivation and organisational support reinforce one another. Supportive leadership, effective communication, fair performance management and access to learning opportunities strengthen employee motivation by creating an environment in which employees feel respected and capable of achieving organisational objectives. These practices also contribute to higher levels of engagement and resilience, particularly during periods of organisational change.
Within the FMCG sector, maintaining employee motivation is particularly important because organisations operate under demanding production schedules, changing customer expectations and intense market competition. The literature indicates that organisations investing in employee recognition, continuous learning and supportive management practices are better positioned to retain skilled employees, enhance productivity and sustain competitive advantage.
Overall, the evidence demonstrates that employee motivation cannot be considered independently of organisational support. Sustainable employee performance is achieved when organisations create environments that encourage development, recognise employee contributions and foster long-term commitment. For Proper Snacks UK, these findings suggest that strengthening organisational support mechanisms alongside motivational practices would contribute to improved employee performance and organisational effectiveness.
[bookmark: _Toc235280857]4.6 Employee Engagement
Employee engagement is consistently recognised within the literature as a critical factor influencing organisational performance. Engaged employees demonstrate higher levels of commitment, enthusiasm and discretionary effort, enabling organisations to improve productivity, service quality and long-term performance. Rather than representing simple job satisfaction, engagement reflects employees' emotional, cognitive and behavioural investment in their work and organisational objectives (Kahn, 1990; Saks, 2022).
The reviewed studies indicate that engagement develops when employees perceive meaningful work, supportive leadership, effective communication and opportunities for professional development. Organisations that encourage employee participation in decision-making and recognise individual contributions are more likely to foster trust and strengthen organisational commitment. These conditions not only improve individual performance but also promote teamwork, innovation and organisational resilience.
Conversely, the literature demonstrates that disengagement negatively affects both employees and organisations. Limited communication, inadequate managerial support, excessive workloads and restricted career development opportunities reduce employees' willingness to contribute beyond minimum job requirements. Such conditions frequently result in lower productivity, absenteeism, reduced organisational commitment and increased employee turnover, ultimately affecting organisational performance.
Although researchers broadly agree that engagement contributes positively to employee performance, there is continuing debate regarding its principal drivers. Some studies emphasise individual psychological factors, whereas others argue that organisational practices, including leadership, communication, recognition and organisational culture, exert a greater influence. The majority of contemporary evidence supports an integrated perspective in which engagement emerges through the interaction of individual motivation and supportive organisational environments.
Within the FMCG sector, employee engagement is particularly significant because organisations depend upon consistent operational performance, collaboration and adaptability. High levels of engagement enable employees to respond effectively to operational pressures while maintaining productivity and product quality. Consequently, organisations that invest in employee wellbeing, communication and leadership development are more likely to achieve sustained organisational success.
Overall, the reviewed literature identifies employee engagement as both an outcome of effective organisational practices and a mechanism through which leadership, communication and organisational support improve employee performance. These findings reinforce the importance of creating workplace environments that encourage participation, recognition and continuous employee development.
[bookmark: _Toc235280858]4.7 Workplace Barriers and Enablers
The systematic review demonstrates that employee performance is influenced by a combination of organisational barriers and enabling factors. Rather than operating independently, these factors interact to shape employees' ability, motivation and opportunity to perform effectively. The literature consistently identifies leadership quality, communication, organisational support, employee development and workplace culture as the principal enablers of sustained performance.
Supportive organisational cultures encourage collaboration, trust and knowledge sharing, enabling employees to contribute more effectively to organisational objectives. Access to training, constructive feedback, recognition and career development further strengthens employee capability and motivation. These practices improve organisational commitment while enhancing employees' confidence in adapting to changing organisational demands.
In contrast, the reviewed studies identify several barriers that restrict employee performance. Poor communication, ineffective leadership, limited recognition, excessive workloads, inadequate resources and resistance to organisational change frequently reduce motivation and job satisfaction. These barriers also contribute to stress, absenteeism and employee turnover, ultimately affecting organisational productivity and long-term competitiveness.
The literature suggests that these organisational challenges rarely occur in isolation. Weak leadership often contributes to ineffective communication, while limited organisational support reduces engagement and motivation. Consequently, improving a single organisational practice without addressing related structural and cultural issues is unlikely to produce sustainable improvements in performance.
Evidence from the reviewed studies therefore supports a holistic approach to performance management. Organisations that align leadership, communication, employee development and organisational support within a positive workplace culture achieve stronger employee engagement and more consistent organisational performance than organisations relying solely on financial incentives or performance monitoring.
For Proper Snacks UK, these findings suggest that improving employee performance requires an integrated organisational strategy rather than isolated interventions. Addressing workplace barriers while strengthening the principal organisational enablers identified within the literature would provide a stronger foundation for sustained employee performance and organisational effectiveness.
[bookmark: _Toc235280859]4.8 Barriers and Enablers of Employee Performance
The literature consistently demonstrates that employee performance is shaped by the interaction between organisational barriers and enablers rather than by individual capability alone. Across the reviewed studies, supportive leadership, effective communication, organisational support and collaborative working emerge as the principal enablers of sustained employee performance, while inconsistent management, poor communication and operational pressures are identified as recurring barriers (Armstrong and Taylor, 2023).
Collaborative teamwork is frequently recognised as a key enabler because it facilitates knowledge sharing, problem-solving and coordinated decision-making. Organisations that encourage cooperation across departments improve organisational learning and enable employees to respond more effectively to operational challenges (Lee, Idris and Tuckey, 2022). Within FMCG organisations, where production, logistics and commercial activities are closely interconnected, collaboration contributes to operational efficiency and consistent product quality.
Supportive leadership also plays a central role in enabling performance. The reviewed evidence indicates that managers who provide guidance, recognise employee contributions and maintain open communication create organisational environments that strengthen employee confidence, engagement and commitment. These findings reinforce previous sections by demonstrating that leadership influences performance primarily through the workplace climate established by managers rather than through direct supervision alone (Breevaart and Bakker, 2022).
Conversely, the literature identifies ineffective communication and inconsistent management practices as significant organisational barriers. Communication failures, unclear expectations and inconsistent leadership reduce employee confidence, weaken organisational commitment and hinder effective collaboration. These challenges are particularly evident in growing organisations, where increasing organisational complexity often places greater demands on communication systems and managerial coordination (Cooper and Schindler, 2014).
Operational pressures associated with the FMCG sector represent an additional barrier to sustained performance. High workloads, changing priorities and demanding production schedules may reduce employee wellbeing and long-term productivity if they are not supported by appropriate organisational resources. Contemporary evidence therefore emphasises the importance of balancing operational efficiency with employee wellbeing, recognising that organisations investing in supportive working environments experience stronger engagement and lower absenteeism (CIPD, 2024).
The reviewed literature further suggests that organisational barriers and enablers rarely operate independently. Leadership influences communication, communication shapes organisational support, and supportive organisational practices strengthen employee motivation and engagement. Consequently, improving one organisational process while neglecting related factors is unlikely to produce sustainable improvements in employee performance.
Overall, the literature demonstrates that employee performance depends upon organisations creating integrated systems that strengthen leadership, communication, collaboration and employee support while reducing organisational barriers. For Proper Snacks UK, maintaining these organisational enablers will be essential to sustaining employee performance as the organisation continues to grow within the competitive FMCG sector.
[bookmark: _Toc235280860]4.9 Enablers of Employee Performance
The literature consistently identifies several organisational practices that enable employee performance by creating conditions that support motivation, engagement and effective workplace behaviour. Rather than operating independently, supportive leadership, effective communication, employee development, recognition and positive workplace relationships reinforce one another to strengthen organisational performance (Armstrong and Taylor, 2023). This integrated perspective suggests that sustained performance is achieved through the interaction of multiple organisational processes rather than through isolated management initiatives.
Supportive leadership emerges as one of the strongest enablers of employee performance. Studies consistently demonstrate that leaders who provide guidance, constructive feedback and recognition foster greater employee confidence, organisational commitment and discretionary effort. Transformational leadership is particularly associated with improved performance because it encourages trust, professional development and employee involvement in organisational objectives (Bass and Riggio, 2006). Within the FMCG sector, where employees operate in fast-paced and demanding environments, supportive leadership also promotes adaptability and resilience.
Effective communication similarly enables employee performance by ensuring that employees understand organisational priorities, coordinate activities and respond efficiently to operational changes. Welch and Jackson (2007) argue that clear internal communication strengthens alignment between individual responsibilities and organisational objectives, while reducing uncertainty and improving collaboration. For organisations operating across multiple functional areas, effective communication supports coordination and minimises operational disruption.
Employee development is also recognised as a significant organisational enabler. Training and continuous learning improve employees' knowledge, skills and confidence while signalling organisational investment in long-term employee development. Lee, Idris and Tuckey (2022) demonstrate that learning opportunities enhance both employee capability and organisational commitment, enabling employees to adapt to evolving technologies, changing responsibilities and organisational growth. Continuous development is particularly valuable within expanding FMCG organisations where operational requirements continue to evolve.
Recognition further contributes to sustained employee performance. Herzberg (1959) identifies recognition as an important motivational factor that strengthens satisfaction and encourages higher levels of performance. Contemporary research similarly indicates that both formal and informal recognition reinforce positive workplace behaviours, increase employee motivation and encourage discretionary effort beyond minimum role requirements. Consequently, recognition contributes not only to improved performance but also to stronger organisational commitment.
Positive workplace relationships represent another important performance enabler. Collaborative working environments facilitate knowledge sharing, problem-solving and mutual support, enabling employees to respond effectively to operational challenges. Kahn (1990) argues that supportive interpersonal relationships strengthen psychological engagement by fostering trust, involvement and a sense of belonging. These relationships become particularly valuable during periods of organisational change, where teamwork enhances organisational resilience and adaptability.
Collectively, the reviewed evidence demonstrates that organisational support underpins these enabling factors. Leadership, communication, employee development, recognition and workplace relationships each contribute to employees' perceptions that the organisation values their contribution and provides appropriate resources for effective performance. Rather than relying on individual interventions, organisations are more likely to sustain employee performance when these organisational practices operate as an integrated system.
Overall, the literature indicates that employee performance is enabled through a supportive organisational environment characterised by effective leadership, clear communication, continuous development, meaningful recognition and collaborative workplace relationships. For Proper Snacks UK, maintaining these interconnected organisational practices will support employee performance while strengthening organisational resilience as the business continues to expand within the UK FMCG sector.
[bookmark: _Toc235280861]4.10 Integrated Discussion of Findings
The literature reviewed throughout this study demonstrates that employee performance is influenced by the interaction of multiple organisational factors rather than by individual capability alone. Communication, leadership, organisational support, motivation and employee engagement collectively shape workplace behaviour and organisational effectiveness. This synthesis supports the conceptual framework presented in Chapter Two, which positions employee performance as the outcome of interconnected organisational processes rather than isolated management practices.
Communication provides the foundation for effective organisational performance by establishing clear expectations, facilitating coordination and supporting organisational alignment. However, the literature consistently indicates that communication cannot be considered independently of leadership. Leadership influences how information is communicated, interpreted and implemented, while effective communication strengthens employees' trust in management and improves organisational commitment. These findings demonstrate the reciprocal relationship between communication and leadership in creating supportive workplace environments.
Leadership further shapes employee performance by influencing motivation, confidence and organisational commitment. Rather than relying solely on supervision and control, contemporary research highlights the importance of leadership behaviours that encourage participation, recognition and professional development (Northouse, 2022). Employees are more likely to demonstrate commitment and discretionary effort when leadership fosters trust, fairness and psychological safety.
The literature also demonstrates that organisational support strengthens employee performance by providing employees with appropriate resources, learning opportunities and managerial assistance. Supportive organisational practices contribute directly to employee capability while simultaneously enhancing motivation and engagement. Contemporary evidence therefore suggests that organisational support operates as an enabling condition through which leadership and communication influence workplace behaviour (Rhoades and Eisenberger, 2002).
Motivation and employee engagement emerge as the principal psychological mechanisms linking organisational practices with performance outcomes. Employees who experience supportive leadership, effective communication, recognition and development opportunities demonstrate greater commitment, resilience and willingness to contribute beyond formal role requirements. Saks (2022) argues that engagement represents the process through which positive organisational experiences are translated into improved employee performance, reinforcing the interconnected nature of these organisational factors.
The literature also highlights that organisational factors may function as either barriers or enablers depending on their quality and consistency. Effective communication promotes collaboration, whereas poor communication creates uncertainty. Supportive leadership strengthens motivation, whereas inconsistent management reduces organisational commitment. Similarly, employee development enhances capability only when accompanied by sufficient organisational support and opportunities to apply newly acquired knowledge. These findings demonstrate that sustainable performance depends not only on the presence of organisational practices but also on their effective implementation.
This integrated perspective has important implications for organisations operating within the FMCG sector. As organisational growth increases operational complexity and interdependence between departments, communication, leadership and organisational support become increasingly important for maintaining coordination and sustaining employee performance. Organisations should therefore avoid implementing isolated interventions and instead adopt coordinated approaches that align leadership, communication, development, recognition and employee support.
Overall, the reviewed evidence demonstrates that employee performance is best understood as the product of an integrated organisational system. Improvements in communication, leadership, organisational support, motivation and engagement reinforce one another to create organisational environments that encourage sustained employee performance. For Proper Snacks UK, maintaining this integrated approach will be essential for supporting continued organisational growth and long-term competitive performance.
[bookmark: _Toc235280862]4.11 Implications for Proper Snacks UK
The reviewed literature provides several practical implications for Proper Snacks UK. Collectively, the evidence indicates that employee performance is influenced by the interaction of communication, leadership, organisational support, motivation and employee engagement. Consequently, organisational initiatives should adopt an integrated approach that strengthens these interconnected organisational processes rather than addressing them individually.
The first implication concerns organisational communication. As organisations expand, communication systems must evolve to maintain clarity, coordination and employee involvement. Developing effective two-way communication channels can improve organisational transparency, strengthen employee voice and reduce uncertainty associated with organisational change. Within the FMCG sector, where operational activities depend upon close coordination across multiple functions, effective communication also supports productivity and operational efficiency.
Leadership development represents a second priority. Contemporary research consistently demonstrates that supportive leadership strengthens employee motivation, trust, engagement and organisational commitment. Investment in leadership development, coaching and communication skills can therefore improve management consistency while strengthening organisational culture. These initiatives become increasingly important as organisations grow and managerial responsibilities expand across departments.
The literature also highlights the importance of continuous employee development. Providing structured learning opportunities, mentoring and professional development enables employees to adapt to changing technologies, evolving organisational requirements and new responsibilities. Beyond improving technical competence, development opportunities also enhance employee commitment by demonstrating organisational investment in long-term career progression.
Recognition should similarly form an integral component of organisational performance management. Both formal recognition programmes and informal managerial appreciation reinforce positive workplace behaviours, strengthen motivation and encourage sustained employee effort. Organisations that consistently recognise employee contributions are more likely to promote engagement, organisational commitment and retention.
Employee wellbeing and organisational support also require continued attention. Research increasingly demonstrates that supportive working environments contribute to lower stress, improved resilience and stronger organisational performance. Providing appropriate workplace resources, accessible managerial support and wellbeing initiatives therefore benefits both employees and organisational productivity, particularly during periods of organisational growth.
Finally, the literature reinforces the importance of viewing organisational practices as an interconnected system. Communication influences leadership effectiveness, leadership shapes perceptions of organisational support, and organisational support contributes to motivation and engagement. Coordinated organisational development initiatives are therefore more likely to generate sustainable improvements in employee performance than isolated interventions addressing individual organisational issues.
Overall, the evidence suggests that Proper Snacks UK is well positioned to strengthen employee performance by continuing to invest in communication, leadership development, employee learning, recognition and organisational support. Maintaining these interconnected organisational practices will support workforce engagement, operational effectiveness and sustainable organisational growth within the competitive UK FMCG sector.
[bookmark: _Toc235280863]4.12 Chapter Summary
This chapter synthesised the findings of the systematic literature review concerning the organisational factors influencing employee performance, with particular reference to Proper Snacks UK. The discussion examined the principal themes identified throughout the reviewed literature, including employee performance, communication, leadership, motivation, organisational support, employee engagement, and the organisational barriers and enablers affecting workplace effectiveness.
The synthesis demonstrates that employee performance is shaped by the interaction of organisational systems rather than individual capability alone. Across the literature, supportive leadership, effective communication, employee development, recognition and organisational support consistently emerge as factors that strengthen employee motivation, engagement and performance. Conversely, ineffective communication, inconsistent management and inadequate organisational support are associated with reduced commitment and lower organisational effectiveness.
The chapter also demonstrated that these organisational influences operate as an integrated system. Communication strengthens leadership effectiveness, leadership influences perceptions of organisational support, and supportive organisational practices encourage higher levels of motivation and engagement. Consequently, sustainable improvements in employee performance require coordinated organisational strategies rather than isolated management interventions.
The review further identified several implications for Proper Snacks UK. Continued investment in leadership development, communication systems, employee development, recognition and organisational support is likely to strengthen organisational resilience while supporting workforce performance during continued organisational growth. These recommendations align with the conceptual framework presented in Chapter Two and provide practical guidance for improving organisational effectiveness within the UK FMCG sector.
Overall, the evidence reviewed in this chapter addresses the research objectives by demonstrating that employee performance is influenced by multiple interconnected organisational factors. The chapter therefore provides the analytical foundation for Chapter Five, which presents the overall conclusions of the study, evaluates the research objectives, discusses the study's limitations and offers recommendations for future research and organisational practice.
[bookmark: _Toc235280864]CHAPTER 5: RECOMMENDATIONS, CONCLUSION AND LIMITATIONS OF THE RESEARCH
[bookmark: _Toc235280865]5.1 Introduction
This chapter presents the recommendations, conclusions and limitations arising from the systematic literature review examining the organisational factors influencing employee performance, with particular reference to Proper Snacks UK. The recommendations are derived from the critical synthesis of the literature presented in Chapter Four and provide evidence-based guidance for strengthening organisational performance through improved people management practices.
The review demonstrated that employee performance is influenced by the interaction of communication, leadership, motivation, organisational support, employee engagement and wider organisational conditions. Rather than operating independently, these organisational factors collectively shape employees' ability, willingness and opportunity to perform effectively. Consequently, sustainable improvements in employee performance require coordinated organisational strategies that integrate these interrelated practices.
The chapter first presents practical recommendations for Proper Snacks UK based on the reviewed evidence. It then evaluates the extent to which the research aim and objectives have been achieved before discussing the limitations of the systematic literature review and identifying opportunities for future research.
[bookmark: _Toc235280866]5.2 Recommendations
[bookmark: _Toc235280867]5.2.1 Strengthen Internal Communication Systems
The reviewed literature consistently identifies communication as a fundamental organisational process influencing employee performance, engagement and operational effectiveness. Proper Snacks UK should therefore continue strengthening internal communication systems by maintaining clear, timely and consistent communication across all organisational levels.
Developing structured communication processes, including regular departmental briefings, cross-functional meetings and digital communication platforms, would improve information sharing and organisational coordination. In addition, strengthening two-way communication through employee feedback mechanisms, suggestion schemes and consultation forums would encourage employee voice, enhance organisational trust and support continuous improvement. Such practices are associated with higher levels of engagement, collaboration and organisational performance within contemporary organisations.
[bookmark: _Toc235280868]5.2.2 Invest in Leadership Development
The literature consistently identifies leadership as a critical organisational factor influencing employee performance, engagement and organisational commitment. Proper Snacks UK should therefore continue investing in leadership development to ensure managers possess the communication, interpersonal and coaching skills required to support employee performance.
Leadership development programmes should focus on strengthening communication, constructive feedback, emotional intelligence, coaching and employee development. Equipping managers with these competencies can promote greater consistency in leadership practices across departments while strengthening trust and organisational culture. As the organisation continues to grow, consistent leadership behaviours will become increasingly important for maintaining employee engagement and supporting operational performance.
[bookmark: _Toc235280869]5.2.3 Enhance Employee Training and Development
The evidence reviewed demonstrates that continuous learning contributes to employee capability, confidence and organisational commitment. Proper Snacks UK should therefore continue investing in structured learning opportunities that enable employees to develop both technical and interpersonal skills.
Formal training programmes, mentoring initiatives and clear career development pathways would support employees in adapting to evolving technologies, changing organisational requirements and increasing operational complexity. Beyond improving individual competence, investment in employee development is also likely to strengthen motivation, retention and long-term organisational performance.
[bookmark: _Toc235280870]5.2.4 Improve Employee Recognition Practices
Recognition is consistently associated with higher levels of employee motivation, engagement and organisational commitment. Proper Snacks UK should therefore develop a more structured approach to recognising employee contributions through both formal and informal mechanisms.
Formal recognition programmes may acknowledge exceptional performance and continuous improvement, while regular positive feedback from managers reinforces desirable workplace behaviours during everyday operations. Establishing a consistent recognition culture can encourage discretionary effort, improve morale and strengthen employee commitment to organisational objectives.
[bookmark: _Toc235280871]5.2.5 Prioritise Employee Wellbeing
The reviewed literature increasingly recognises employee wellbeing as an important contributor to sustainable organisational performance. Proper Snacks UK should continue supporting employee wellbeing by ensuring employees have access to appropriate managerial support, workplace resources and initiatives that promote work-life balance.
Investment in employee wellbeing is likely to reduce stress, improve resilience and support long-term engagement, particularly as organisational growth introduces additional operational demands. Supporting employee wellbeing should therefore be viewed not only as a welfare initiative but also as a strategic investment in organisational performance.
[bookmark: _Toc235280872]5.2.6 Encourage Greater Employee Participation
The literature demonstrates that organisations encouraging employee participation benefit from improved communication, stronger organisational commitment and greater innovation. Proper Snacks UK should therefore continue creating opportunities for employees to contribute ideas, provide feedback and participate in organisational decision-making.
Mechanisms such as employee consultation forums, suggestion schemes and regular feedback sessions can strengthen employee voice while improving organisational learning and continuous improvement. Encouraging meaningful participation is also likely to reinforce trust between employees and management, contributing to higher engagement and improved organisational effectiveness.
[bookmark: _Toc235280873]5.3 Conclusion
The aim of this study was to investigate the organisational factors influencing employee performance at Proper Snacks UK through a systematic review of the existing literature in order to support evidence-based managerial decision-making and organisational improvement. The review demonstrates that employee performance is influenced by the interaction of organisational practices rather than individual capability alone. Communication, leadership, organisational support, motivation and employee engagement collectively shape employees' ability to perform effectively and contribute to organisational success.
The first research objective examined the organisational factors influencing employee performance. The literature consistently identifies performance as a multidimensional concept encompassing task performance, adaptability, collaboration and organisational citizenship behaviours, reinforcing contemporary perspectives that extend beyond productivity alone (Sonnentag and Frese, 2002).
The second objective explored the influence of organisational communication. The reviewed evidence demonstrates that effective communication strengthens role clarity, coordination, employee engagement and organisational alignment, while ineffective communication contributes to uncertainty and reduced organisational effectiveness.
The third objective considered the influence of leadership and organisational support. Across the literature, supportive leadership, constructive feedback, employee development and organisational support are consistently associated with higher levels of motivation, trust and employee engagement. These organisational practices create conditions that enable sustained employee performance.
The fourth objective examined the barriers and enablers affecting employee performance. The review identified ineffective communication, inconsistent leadership and organisational uncertainty as common barriers, while supportive leadership, recognition, employee development, effective communication and collaborative workplace relationships emerged as significant performance enablers.
The final objective developed evidence-based recommendations for Proper Snacks UK. The recommendations emphasise strengthening communication, leadership development, employee learning, recognition, wellbeing and employee participation through an integrated organisational approach. Collectively, these recommendations provide a practical framework for supporting employee performance and organisational effectiveness.
Overall, the study reinforces contemporary organisational theory by demonstrating that sustainable employee performance depends upon the interaction of multiple organisational factors operating as an integrated organisational system. The systematic literature review therefore provides a robust evidence base to support future organisational development within Proper Snacks UK and similar organisations operating within the UK FMCG sector.
[bookmark: _Toc235280874]5.4 Limitations of the Research
Although the systematic literature review achieved the research aim and objectives, several limitations should be acknowledged.
First, the study relied exclusively on secondary data obtained from published academic literature. Consequently, the findings are dependent upon the quality, scope and methodological approaches of the reviewed studies. Any limitations within the original research may therefore influence the conclusions drawn in this dissertation.
Second, although a systematic search strategy and predefined inclusion and exclusion criteria were applied, relevant studies may have been omitted because of database coverage, publication restrictions or language limitations. The review was also limited to English-language publications, potentially excluding relevant international evidence.
A further limitation relates to the organisational context. While the literature was interpreted with reference to Proper Snacks UK, the review did not include primary organisational data from employees or managers. Consequently, the recommendations are informed by existing evidence rather than direct organisational experience.
In addition, the review primarily examined studies published within organisational behaviour and human resource management literature. Although this ensured consistency with the research objectives, relevant evidence from related disciplines may not have been included.
Finally, the rapidly evolving nature of organisational practices means that new evidence concerning employee performance, leadership and employee engagement continues to emerge. As such, the findings represent the current state of knowledge available at the time of the review and should be interpreted within this context.
[bookmark: _Toc235280875]5.5 Recommendations for Future Research
Several opportunities exist to extend the current study.
Future research could undertake systematic literature reviews focusing specifically on employee performance within the UK FMCG sector. A more sector-specific synthesis would improve understanding of the organisational practices most relevant to rapidly growing manufacturing and consumer goods organisations.
Comparative studies examining organisations of different sizes, industries or geographical contexts would also provide valuable insight into how organisational factors influence employee performance across different settings. Such research would strengthen the transferability of existing evidence while identifying sector-specific differences.
Future researchers may also explore emerging organisational issues, including hybrid working, digital transformation, artificial intelligence and employee wellbeing, all of which are becoming increasingly important influences on employee performance. Examining these contemporary developments would extend existing knowledge and support organisations in responding to changing workplace environments.
Finally, future systematic reviews could incorporate a broader range of international evidence and more recent empirical studies as the literature continues to develop. Updating the evidence base periodically would ensure that recommendations remain aligned with evolving organisational practices and contemporary management research.
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