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 Exploring the Multifaceted Influence of Culture on Organizational Behaviour: An       Inductive Analysis
[bookmark: _Toc164435963]0.2 Introduction:
In organisational behaviour, understanding the impact of culture is paramount as organisations operate within diverse contexts, industries, and geographical locations. The dynamics of organisational behaviour are intricately intertwined with cultural factors, shaping communication patterns, leadership styles, decision-making processes, and employee interactions (Jundt et al., 2014). However, despite the recognised significance of culture, there is still much to uncover regarding its influence across various organisational settings. This research aims to delve into the nuanced relationship between culture and organisational behaviour through an inductive analysis, shedding light on the diverse manifestations of culture within different contexts.

Issue Identification:
The issue concerns a deeper understanding of how culture influences organisational behaviour across diverse contexts, industries, and geographical locations. Research shows that organisational cultural diversity can positively and negatively affect innovation and creativity. While diverse groups are more likely to generate innovative ideas, the ability to effectively implement these ideas may decrease with increasing heterogeneity (Özgen et al., 2014). Therefore, managing cultural diversity is essential to harness its benefits while addressing potential challenges. While existing research acknowledges the importance of culture, much of it tends to be context-specific or limited to certain industries, hindering a comprehensive understanding of the broader implications. Furthermore, the complex interplay between culture and organisational behaviour requires a nuanced approach that goes beyond simplistic generalisations. Thus, there is a pressing need for research that adopts an inductive lens to explore the multifaceted nature of cultural influences on organisational dynamics.

Value of Research:
This research holds significant value for organisational behaviour and management by offering insights that can inform practice, theory, and policy. By adopting an inductive approach, this study can potentially uncover emergent themes, patterns, and relationships that existing frameworks or theories may not capture. In industries like tourism and hospitality, projecting a diverse and inclusive image can enhance the sector's appeal to a broad range of talent, thereby boosting its competitiveness and sustainability (Suwarto, 2023). Embracing cultural diversity in these sectors can cultivate a welcoming environment for employees from diverse backgrounds, fostering creativity and innovation. Moreover, by examining the influence of culture across diverse contexts, industries, and geographical locations, this research can provide actionable insights for leaders and managers navigating cultural diversity in the workplace. Additionally, the findings may contribute to theoretical advancements in understanding the complexities of organisational behaviour within a cultural context.

Research Approach:
To address the research question, this study will employ an inductive research approach, which involves gathering empirical data and deriving insights and theories based on observed patterns and phenomena.
Inductive Reasoning:
Inductive reasoning, commonly employed in qualitative research, involves deriving general principles from specific observations. Researchers can uncover patterns, themes, and relationships within the context of culture and organisational behaviour by systematically analysing qualitative data sources like interviews, observations, and case studies. This approach enables the generation of new hypotheses and theories based on empirical evidence, contributing to a deeper understanding of the complexities inherent in these areas. Through inductive reasoning, researchers can move beyond mere description to develop nuanced insights and theoretical frameworks that capture the intricacies of cultural dynamics and organisational phenomena.
Data Collection Method:
Both primary and secondary data collection methods will be utilised to gather comprehensive data on culture and organisational behaviour.

Primary Data Collection:
Qualitative methods, including semi-structured interviews, focus groups, and participant observation, will gather rich, nuanced insights from individuals within organisations. These methods enable researchers to capture employees' and leaders' subjective experiences, perspectives, and behaviours.
The sample will be drawn from diverse organisational contexts, industries, and geographical locations to ensure the representation of various cultural backgrounds and perspectives.

 Secondary Data Collection:
Secondary data collection methods, such as literature reviews and analysis of existing research studies, scholarly articles, and industry reports, offer valuable insights into the intricate relationship between culture and organisational behaviour. By synthesising information from reputable sources like (Eskiler et al., 2016), (Reis et al., 2016), and (Stoffers et al., 2015), researchers can enrich their understanding of how organisational culture influences aspects like work engagement, authenticity, and innovative work behaviour. These secondary data sources complement primary data collection efforts and provide a broader context for interpreting research findings, enabling a more comprehensive exploration of the dynamics between culture and organisational behaviour.

Sampling Method and Sample Size:
A purposive sampling method will be employed to select participants and organisations representing diverse cultural contexts, industries, and locations. The sample size will be determined based on the principles of saturation in qualitative research, ensuring that data collection continues until no new themes or insights emerge. Additionally, efforts will be made to achieve sample diversity and representation to enhance the generalizability of the findings.

[bookmark: _Toc164435964]0.3 Conclusion:
In conclusion, this research endeavour aims to deepen our understanding of how culture influences organisational behaviour across diverse contexts, industries, and geographical locations. By adopting an inductive approach and employing primary and secondary data collection methods, this study seeks to uncover emergent themes and patterns that shed light on the complex interplay between culture and organisational dynamics. The findings of this research can potentially inform practice, theory, and policy in organisational behaviour and management, offering actionable insights for leaders and managers navigating cultural diversity in the workplace. Moreover, by contributing to theoretical advancements, this research can further enhance our understanding of the intricate relationship between culture and organisational behaviour.
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[Exploring the Multifaceted Influence of Culture on Organizational Behaviour]
[bookmark: _Toc164435966]0.5 Introduction to the poster:
Understanding the impact of culture is paramount in organisational behaviour, as organisations operate within diverse contexts, industries, and geographical locations. Our research aims to delve into the nuanced relationship between culture and organisational behaviour through an inductive analysis, shedding light on the diverse manifestations of culture within different contexts. Culture significantly influences organisational behaviour, impacting communication patterns, leadership styles, decision-making processes, and employee interactions (Valencia et al., 2011). The relationship between culture and organisational behaviour, particularly regarding cultural diversity, can positively and negatively affect organisational innovation and creativity (Valencia et al., 2011). highlight the importance of organisational culture in fostering innovation, with their meta-analysis demonstrating that frameworks like the Competing Values Framework offer a valuable structure for understanding the conceptual aspects of o
Key Findings:
Diverse Cultural Contexts and Organizational Behavior:
 Our research reveals that cultural diversity significantly influences communication patterns, leadership styles, decision-making processes, and employee interactions across various organisational settings. The interplay between culture and organisational behaviour is complex and requires a nuanced approach to understanding.
Impact on Innovation and Creativity:
 Cultural diversity can both positively and negatively affect innovation and creativity within organisations. While diverse groups are more likely to generate innovative ideas, effectively implementing these ideas may pose challenges with increasing heterogeneity. Thus, managing cultural diversity is essential to harness its benefits while addressing potential challenges.
Sector-specific Implications:
 Industries like tourism and hospitality can benefit from embracing cultural diversity to enhance competitiveness and sustainability. A diverse and inclusive workplace fosters creativity and innovation, ultimately driving organisational success.
Conclusion:
Our research contributes a deeper understanding of how culture influences organisational behaviour across diverse contexts, industries, and geographical locations. By adopting an inductive approach and employing primary and secondary data collection methods, we have uncovered emergent themes and patterns that shed light on the complex interplay between culture and organisational dynamics. These findings have practical implications for managerial practice, theory, and policy, offering actionable insights for leaders and managers navigating cultural diversity in the workplace. Moreover, by contributing to theoretical advancements, our
research enhances our understanding of the intricate relationship between culture and organisational behaviour.
Feedback and Reflection:
The poster effectively summarises the research findings and highlights key conclusions from the study. It presents a clear overview of the research objectives, methodology, and key findings, making it accessible to conference attendees. Additionally, visually engaging elements, such as the background image, enhance the poster's appeal and attract viewers' attention. However, the poster could benefit from more visual elements, such as charts or graphs, to visually represent key data points or findings. Including visual aids can help communicate complex information more effectively and engage viewers. Overall, the poster effectively communicates the significance of the research and its implications for 
organisational practice, theory, and policy.
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