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Abstract

The changing landscape of organisational culture and workplace motivation is shaped by a wide range of elements, such as industry dynamics, regional location, and specific corporate ethos. This paper explores the complex relationships that exist between workplace happiness, employee motivation, and organisational culture in the public and private domains. The research attempts to provide a thorough knowledge of how individual employee motivation and satisfaction levels ripple across an organisation's culture by synthesising academic material. 

This study uses a mixed-methods approach and combines primary and secondary research techniques. Through a thorough analysis of the body of current research, secondary research offers a basic knowledge by providing insights into accepted theories, frameworks, and empirical findings. Building on this theoretical framework, primary research is conducted using a quantitative lens and collects firsthand information from respondents in a variety of organisational situations using a short twenty question survey. 

The gathered data is carefully examined, using statistical methods to find trends, connections, and subtleties in the dataset. Through the comparison of primary research findings with secondary research insights, this study reveals interesting relationships and makes insightful deductions about the relationship between organisational culture and worker happiness. These findings have practical implications for firms looking to improve employee engagement, create a happy work environment, and build a resilient organisational culture, in addition to making a theoretical contribution to the field of organisational behaviour.
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Chapter I - Introduction

Organisational culture and employee well-being are closely related ideas that have a significant impact on the dynamics and results of organisations. These topics have been the subject of in-depth study by academics, who have contributed significant insights into their interactions and effects on organisational success. 

Scholars are interested in the topic of employee wellbeing, which includes a variety of aspects like mental, emotional, physical, and financial health (Diener et al., 2018). According to research, work-life balance initiatives, growth opportunities, supportive leadership, and availability of stress management resources are all important for employee wellness Increased engagement, productivity, and dedication to work have all been scientifically connected to higher levels of employee wellbeing, which improves organisational outcomes.

Another focus of scholarly research is organisational culture, which includes common beliefs, attitudes, norms, and behaviours that influence group dynamics inside an organisation (Schein, 1985). Scholarly study emphasises how it affects decision-making procedures, interpersonal dynamics, and general workplace attitudes. Strong organisational cultures encourage diversity, teamwork, and adherence to core values, fostering an atmosphere where workers feel appreciated and supported in both their personal and professional lives (Denison, 1990; Schneider et al., 2011).

Organisational culture and employee well-being are mutually beneficial. Prioritising employee well-being fosters a supportive workplace culture, and a positive organisational culture improves employee wellbeing (Morgeson et al., 2013). The significance of incorporating employee wellbeing with cultural activities for comprehensive organisational management is highlighted by this mutual link (Allen & Armstrong, 2020).





The importance of employee wellness has increased in today's quickly changing working environment, especially considering shifting work dynamics and the effects of occurrences like the COVID-19 pandemic (Kelloway et al., 2020; Riggio et al., 2021). To protect employee health and safety, organisations are realising increasingly how important it is to give mental and emotional wellbeing top priority. Concerns like burnout, stress, and isolation are being addressed (Johns & Alker, 2018). Additionally, the strategic significance of placing a high priority on employee wellbeing in modern organisations is highlighted by the increased knowledge of mental health issues and the changing expectations of employees (Jackson et al., 2020).

Academic research continuously shows that putting employee well-being first has positive effects on engagement, productivity, and organisational performance (Bakker & Demerouti, 2017). Additionally, companies that support flexibility and work-life balance draw and keep a committed and happy staff, which boosts organisational success even more (Allen & Armstrong, 2020). 

Conclusively, academic literature highlights the pivotal function that employee welfare and organisational culture play in moulding the efficacy and longevity of organisations. Organisations can accomplish both long-term success and social responsibility by cultivating a supportive culture and placing a high priority on the welfare of all employees. This integrated approach improves organisational resilience and competitive advantage in the marketplace in addition to benefiting individual personnel.









1.1 - Purpose of research

The purpose of this study effort is to lay a solid groundwork for a phenomenological investigation and further analysis. This research methodology is distinguished by its dedication to avoiding conjectural conclusions derived from preconceived notions, in favour of a meticulous procedure entailing extensive pre-reading and quantitative data gathering. This methodological technique directs the study's course and lays the foundation for the creation of new theoretical frameworks. Examining the complex relationship between corporate culture and employee well-being in institutional and business settings is the primary aim of this study. By means of this targeted investigation, the research aims to clarify the complex interactions that mould company culture, highlighting the critical function that worker welfare plays in these interactions.


1.2 - An overview of the study

The literature review constitutes a pivotal component of the research endeavour, serving as the bedrock that guides the direction, methodology, and interpretation of the findings. The introduction of the collected information will make the connections between these research components clear. The review of the literature will primarily focus on the definitions and theoretical foundations of organisational culture, examining its various aspects and related variables. Simultaneously, a survey will be administered as part of the primary research to employ a quantitative approach and engage a wide range of respondents. By integrating primary and secondary research, this dual approach seeks to advance our knowledge of organisational culture and its dynamics and add to a thorough examination of the research topic.





Chapter II – Literature Review

2.1 – Introduction

To critically analyse and evaluate key concepts, settings, and theories related to the study issue, it will be helpful to have a basic understanding of the body of current literature, which is what this literature review seeks to do. This review will provide a framework that clarifies the significance of the thesis and its relevance within the academic discourse by synthesising and assessing current literature. The integration of the literature review with the primary research findings will enable well-informed conclusions to be drawn, thereby augmenting the overall comprehensiveness and coherence of the study.


2.2 – Organisational culture

An organisation's common values, beliefs, presumptions, and customs shape its culture, which is a complex idea that affects how people behave and think inside it. This term is based on academic research, as shown by studies by Schein (1985) and Hofstede (1980), who have investigated the dynamics and characteristics of organisational culture in detail. 

Fundamentally, organisational culture shapes perceptions of what conduct is appropriate and inappropriate within the framework of the organisation (Schein, 1990). It functions as a collective identity. This viewpoint is consistent with studies conducted by Cameron and Quinn (1999), who highlight the significance of culture in defining an organisation's unique character and setting it apart from competitors.







Scholarly research has recorded a range of organisational culture expressions, including language used in communication, rituals, physical workspace design, and informal social networks. Researchers like Martin have examined how these components support the maintenance and dissemination of cultural values and norms (2002). 

Moreover, academic research has demonstrated the considerable influence that corporate culture has on workers' attitudes, motivation, and job satisfaction. As per Cooke and Rousseau (1988), cultures marked by mistrust and intolerance can have a negative impact on morale and performance. Conversely, cultures that foster cooperation and creativity can boost engagement and productivity.

Fostering a healthy and productive work environment requires leaders and managers to understand and manage organisational culture (Schein, 2016). It is critical to employ tactics supported by academic research, such as encouraging open communication, coordinating organisational values with strategic objectives, and proactively resolving cultural issues (Schein, 2010; Ashkanasy et al., 2000). 

To sum up, academic research emphasises how important organisational culture is in influencing employee conduct and organisational results. Using scholarly research findings, leaders may foster an adaptive and robust organisational culture that supports sustained performance over the long haul.










2.3 – Edgar H. Schein

Edgar H. Schein's key work "Organisational Culture and Leadership" examines the intricate relationship between culture and leadership in organisations. Schein explores the concept, development, upkeep, and evolution of organisational culture in depth throughout the book. Schein made the following important observations on corporate culture and how it relates to worker well-being:

1. Definition of organisational culture - Schein defines organisational culture as a set of common fundamental beliefs that a group acquires while resolving issues with internal integration and outward adaption. Members' perceptions, actions, and relationships are shaped by these deeply rooted ideas within the organisation.

2. Formation of organisational culture - Schein highlights that a variety of elements, such as the organisation's founders, early leaders, significant occurrences, and external environment, influence the formation of organisational culture. These elements have an impact on how the common values, beliefs, and customs that make up the culture evolve throughout time.

3. Leaderships role in shaping culture - Schein emphasises how important it is for leaders to create and preserve organisational culture. Leaders have an impact on culture by their actions, choices, and modes of communication. They play the role of cultural architects, establishing the parameters of what is acceptable and undesirable inside the company. 

4. Impact of culture on employee well-being - Schein agrees that an organisation's culture has a significant impact on workers' wellbeing. Enhancing psychological safety, support, and trust within the workplace can lead to a good culture that improves employee engagement, well-being, and satisfaction. On the other hand, employee morale, stress levels, and job satisfaction may all suffer under a poisonous or dysfunctional culture that is characterised by animosity, mistrust, or terror.

5. Establishing a Healthy Culture - Schein emphasises that to support employee wellbeing, corporate culture must be actively managed and nurtured. This entails resolving cultural barriers or conflicts, encouraging cooperation, developing trust, and cultivating open communication. To demonstrate desired behaviours and foster an atmosphere where staff members feel appreciated, respected, and motivated, leaders are essential.

Renowned organisational culture theorist Edgar Schein defined organisational culture as a deeply ingrained collection of common assumptions, behaviours, values, and beliefs among members of an organisation. He infamously said, "Culture is the deeper level of basic assumptions and beliefs that are shared by members of an organisation, which operate unconsciously, and that define in a basic 'taken-for-granted' fashion an organisation's view of itself and its environment."

Organisational culture, according to Schein, is not something that can be readily altered because it is often implicit and developed through socialisation processes inside the company. He wrote a great deal about the layers of organisational culture, making a distinction between the more subtle, underlying beliefs and presumptions that influence behaviour and the more overt manifestations, like the dress code and office design.

When it comes to how employee well-being affects organisational culture, Schein emphasised that there is a close relationship between employee well-being and organisational culture. According to his argument, employees are more likely to make constructive contributions to the organisational culture when they feel valued, supported, and respected. He stated, "The socialisation process in an organisation transmits the culture that will be absorbed by new members, and that culture will determine in part how employees perceive their work environment and how they interact with one another."




Additionally, Schein argued that the general culture of the company is shaped by elements like job satisfaction, commitment, and engagement, all of which are influenced by employee well-being. He thought that companies that have a strong culture supporting the well-being of their workers typically have higher morale, productivity, and retention rates.

In summary, Schein's viewpoint on organisational culture emphasises how fundamentally important it is for influencing interactions and behaviour inside a company. He highlighted the need of comprehending culture's underlying layers and acknowledged the significant role that employee well-being plays in establishing and preserving a strong workplace culture.


2.4 – Peter Drucker

Peter Drucker, an influential figure in management theory, provided insightful perspectives on organisational culture, although his direct exploration of the topic was limited. In his books, Drucker often discussed the influence of culture on leadership styles and organisational efficiency. His observations and teachings offer important insights into his view of organisational culture, even if he did not provide clear definitions or frameworks for it.

In his book "Management: Tasks, Responsibilities, Practices," Drucker stressed the role that culture plays in promoting performance and cohesiveness within an organisation. "Culture eats strategy for breakfast," he said, emphasising how crucial culture is to determine organisational results. This well-known statement emphasises Drucker's contention that an organisation's culture, with its deeply ingrained norms and values, determines whether strategic initiatives succeed or fail.





Moreover, Drucker's books consistently highlight the significance of leadership in forming organisational culture. He maintained that for organisations to be effective, executives need to foster a culture of ethical behaviour, innovation, and accountability. According to Drucker, effective leadership involves creating an environment where workers feel encouraged to take initiative, work together productively, and adjust to changing conditions.

According to Drucker, organisational culture is a dynamic force that changes over time in reaction to both internal and external circumstances rather than a static thing. He acknowledged the significance of leaders in guiding cultural transformation and revitalisation, saying, "A charismatic personality can just as easily be a glib tongue when it comes to leadership. "Making friends and influencing people" is not the goal; that is flattery. Being a leader means pushing someone's performance to new heights, expanding their vision, and developing their personality beyond their typical bounds."

Drucker's teachings on management techniques further exemplify his insights into organisational culture. He underlined how crucial it is to match corporate culture to strategic goals and client demands. According to Drucker, "the purpose of business is to create and keep a customer," innovative and customer-centric cultures are the foundation of successful organisations.

In conclusion, although not offering a thorough theory of organisational culture, Peter Drucker's publications and lectures provide insightful viewpoints on the significance of culture for leadership and organisational efficiency. Drucker emphasised the significance of cultivating cultures that are in line with organisational aims and values by focusing on the interaction between strategy, leadership, and culture. His views on organisational culture remain relevant because of his observations, which have a lasting impact on management theory and practice.




2.5 – Johnson and Scholes

Renowned for their substantial contributions to organisational theory and practice, strategic management experts Gerry Johnson and Kevan Scholes are well-known leaders in the field. Johnson, a professor of strategic management, and Scholes, an emeritus professor of the same field, have worked together on a number of foundational projects that have profoundly influenced our knowledge of how organisations function and change.

The creation of the Organisational Culture Web, a thorough framework for analysing and understanding the complex fabric of organisational culture, is among their most enduring accomplishments. According to their book "Exploring Corporate Strategy," the Cultural Web is made up of six interrelated components that work together to shape an organisation's culture and behaviour. Symbols, routines and rituals, narratives, organisational structure, control systems, and power structures are some examples of these components. Johnson and Scholes give CEOs a valuable tool to evaluate, comprehend, and maybe change the cultural environment of their companies by carefully examining these aspects.

The understanding of the critical role that employee happiness plays in forming organisational culture is at the heart of Johnson and Scholes' approach. They contend that happy workers are more inclined to act in ways consistent with the standards and values upheld by the company, which helps to foster a supportive and unified culture. In "Exploring Corporate Strategy," their groundbreaking study, they state:

"Employees who are satisfied with their work tend to be more productive and less likely to quit. This can contribute to a positive organisational culture, characterised by high morale, strong teamwork, and a sense of loyalty."






According to Johnson and Scholes, there are a number of elements that have a direct impact on employee happiness, such as how job roles are designed, how much autonomy individuals are given, how recognition mechanisms work, and how fair and effective incentive systems are. They contend that companies that put their workers' happiness and well-being first are more likely to develop an environment that encourages participation, creativity, and resilience.

The work of Johnson and Scholes has endured because it provides valuable insights into the dynamics of organisational culture and has practical applications for management practice. Today's corporate environment is changing quickly, with more rivalry, technological disruption, and changing social norms. As a result, understanding and utilising organisational culture has become increasingly important for organisational success. Johnson and Scholes provide a thorough framework for examining and modifying culture, enabling leaders to manage difficult situations, encourage teamwork, and promote long-term success. 

Finally, their focus on the critical role that employee happiness plays highlights the necessity for organisations to give human-centric approaches to management priority, which resonates with modern movements that support diversity, inclusiveness, and employee well-being. Therefore, the writings of Johnson and Scholes are still a source of inspiration for executives who want to build strong, resilient, and mission-driven companies in the contemporary day.











2.6 – Charles Handy

Irish novelist, philosopher, and management theorist Charles Handy is well-known for his significant contributions to our knowledge of organisational culture and behaviour. His observations have had a major impact on leadership and management, providing new insights into the intricacies of contemporary organisations.

One of Handy's most influential ideas is the division of organisational cultures into four categories, which he describes in his book "Understanding Organisations." The person, task, position, and power cultures are these four types of cultures. Every form of culture represents a distinct collection of rules, values, and organisational processes.

1. Power Culture - In a power culture, decision-making and authority are concentrated around a strong individual or core group. According to Handy, this arrangement resembles a spider's web, with power emanating from the centre. Power-centred organisations frequently place a high value on agility and quickness, with individuals in positions of authority making snap choices.

2. Role Culture - Clearly defined duties and responsibilities, as well as hierarchies, are characteristics of a role culture. Role-cultured organisations are like Greek temples, where each pillar stands for a certain department or function. In role cultures, people respect consistency and efficiency, and they play their assigned responsibilities in the organisational hierarchy.

3. Task Culture - Teams in task cultures are organised around certain projects or tasks and are distinguished by their adaptability and flexibility. Task cultures, according to Handy, are like a network where people are connected to one another and work together to accomplish shared goals. Task cultures value creativity and problem-solving, giving teams the freedom to decide for themselves.

4. Person Culture - In a person culture, the organisation acts as a platform for the personal development and fulfilment of its members, and people are valued above everything else. Person cultures, according to Handy, are like clusters of stars, where each person shines brightly while pursuing their own objectives and dreams. Person cultures place a strong emphasis on autonomy and personal growth, with the organisation offering tools and resources to help each member succeed.

To comprehend the various cultural dynamics that exist inside organisations and the implications for managerial practice, Handy's typology offers a useful framework. But he also stresses how important employee happiness is to create and maintaining company culture. According to Handy's book "Understanding Organisations,"

"The chief reason why employees are attracted to and remain with certain organizations is because they believe they will enjoy working there. They will find the work itself interesting, they will like the people they work with, they will find the environment congenial, and they will be satisfied with the rewards they receive."

According to Handy, a wider range of factors, such as the nature of the work, the calibre of interpersonal relationships, the organisational climate, and the congruence of personal values with those of the organisation, are all important in determining employee satisfaction, beyond just monetary compensation. To create a healthy and lively culture, he says that organisations should give top priority to establishing surroundings that help people feel fulfilled, like they belong, and have a purpose.








Because of its deep understanding of the intricacies of organisational behaviour and culture, Charles Handy's work is still truly relevant and important in today's organisational discourse. With the rapid growth of technology, globalisation, and changing demographics of the workforce, Handy's typology offers executives a prism through which to traverse the varied cultural landscapes of contemporary organisations. Furthermore, his emphasis on the value of employee satisfaction highlights the necessity for businesses to embrace human-centric management strategies that create settings in which people can flourish, be creative, and make significant contributions to the success of the company. Because of this, Handy's work is still essential reading for executives who want to create inclusive, flexible, and resilient companies in the fast-paced business world of today.


2.7 – Private and public organisations

The economy is divided into two separate sectors, each with unique traits and purposes: private and public organisations. According to academics like Stoner & Freeman (1989), a private organisation is any firm or industry that is owned and run by private, independent persons or organisations as opposed to the government. On the other hand, Rainey (2009) defines public organisations as organisations that are sponsored by taxpayer contributions, operate under governmental authority, and serve the public interest.

The development of economic systems and governance frameworks is intricately linked to the history of both public and private organisations. Private organisations have their origins in the trade and commerce of individual merchants and dealers in ancient civilisations. However, the Industrial Revolution saw the emergence of capitalist economies, corporations, and business ventures, which led to the contemporary notion of private organisations. Global market and trade expansion was made possible by technological, transportation, and communication advancements, which in turn drove the establishment of private organisations.


However, the history of public organisations is lengthier, having its roots in the time of ancient civilisations like Mesopotamia, Egypt, and Rome, where governments offered infrastructure and necessary services to their populace. But when government powers expanded and bureaucratic frameworks were put in place to manage public services like healthcare, transportation, and education, the contemporary idea of public organisations started to take shape in the 19th and 20th centuries. Social and political developments, such as the emergence of democratic administration and the call for increased government involvement in the economy and society, were major factors in the expansion of public organisations.

There are subtle variations when comparing private and public organisations. Basic traits like strategic planning, human resource management, and hierarchical systems are shared by both industries. But when it comes to ownership, goals, and financial sources, they differ greatly. While public organisations operate under governmental supervision and regulation, private organisations prioritise service delivery and the accomplishment of public mandates over profit-making. Private organisations are motivated by profit objectives and seek to maximise returns for shareholders or owners.

Both public and private organisations' treatment of their employees reflects the goals and organisational designs of each. According to Pfeffer (1998), employees in private companies are frequently seen as assets that are essential to attaining profitability, with an emphasis on individual achievement, performance-based incentives, and prospects for growth. On the other hand, workers in the public sector usually receive care that prioritises work-life balance, welfare, and job security; but, as Rainey & Bozeman (2000) point out, bureaucratic processes may stifle creativity and productivity.






Over time, historical, social, and economic forces have shaped the organisational cultures of both public and commercial organisations. As Barney (1986) discusses, the competitive market environment is often reflected in the culture of private enterprises through an emphasis on innovation, efficiency, and profitability. On the other hand, according to Denhardt & Denhardt (2000), public organisations place a higher priority on responsibility, openness, and service delivery, creating a culture that is centred on public trust and responsiveness.

In all industries, employee well-being has a significant impact on how companies are run, which affects productivity and efficiency. Academic studies highlight the favourable relationship between worker well-being, job satisfaction, and output. Private companies that invest in the well-being of their employees can increase their competitiveness and performance. Bloom et al. (2010) discovered that contented employees are 12% more productive. In a similar vein, the World Health Organisation (WHO) has shown that putting staff wellness first in public organisations improves service delivery and fosters public trust. Companies may create a culture of involvement, cooperation, and success in the public and private sectors by addressing health and wellness issues, establishing a supportive work environment, and promoting work-life balance.











2.8 – The sense of purpose and remote working

The idea that one's job contributes to a larger mission or objective beyond specific tasks or responsibilities is embodied by the workplace sense of purpose. It gives workers a purposeful link between their job and their work, which promotes motivation, engagement, and satisfaction. Since a strong sense of purpose in the workplace unites individual efforts with the larger goals and values of the organisation, it is crucial for both employee well-being and organisational success. Studies conducted by Wrzesniewski et al. (1997) have demonstrated that workers who believe their work has significance are more dedicated, effective, and content with their positions.

However, several variables are contributing to the trend of a declining feeling of purpose in the workplace, as indicated by recent studies. Concerns regarding job security and the significance of work have arisen because of the development in automation and technologically driven jobs. Beyond that, organisational transformations like outsourcing, downsizing, and restructuring have undermined employee faith in the company's goals and principles. Only 32% of American workers feel engaged in their work, according to a Gallup survey, reflecting a general lack of motivation and purpose in the workplace.

The decrease in sense of purpose and job satisfaction is caused by several variables. Employee motivation and morale can be negatively impacted by job insecurity, stagnating earnings, and little prospects for career progression. A gap between employees' goals and those of the company can also be caused by inadequate management techniques, bad leadership, and a breakdown in communication. According to a Society for Human Resource Management (SHRM) study, 48% of workers said that ineffective management was the main cause of their discontent at work.





Positive staff mission statements significantly influence company culture by influencing attitudes, actions, and output. Employee dedication, loyalty, and teamwork are more likely to be shown when they are a part of the organisation's mission and values. Organisations with a strong sense of purpose had greater levels of employee engagement, satisfaction, and retention, according to research by Rosso et al. (2010). Furthermore, an innovative, resilient, and adaptable workplace culture based on a common goal helps businesses prosper in a fast-paced, cutthroat market.

A work arrangement where employees carry out their job obligations from a location outside of the usual office setting—often from their homes or other remote locations—is referred to as remote working, also known as telecommuting or telework. Although remote work has been around for a while, lockdowns and other social distancing techniques during the COVID-19 pandemic hastened its broad acceptance. A study conducted by FlexJobs and Global Workplace Analytics found that 4.7 million American workers did at least half of their work remotely in 2017. This is a 159% growth in remote work from 2005 to 2017.

The transition to remote work carries noteworthy consequences for workers' perceptions of their own value and direction. Although working remotely gives you more freedom and flexibility, it can also make you feel disconnected, alone, and like you do not belong. According to research by Gajendran & Harrison (2007), compared to their office-based colleagues, remote workers frequently face higher levels of stress, burnout, and job dissatisfaction. Furthermore, remote workers could find it difficult to strike a healthy work-life balance, which could exacerbate their emotions of guilt, worry, and exhaustion.








The effects of remote labour on corporate culture are complex. One way that remote work can promote a culture of trust, autonomy, and accountability is by giving employees the freedom to set their own deadlines and expectations. Employee satisfaction and productivity are higher in companies that allow remote work, according to research by Golden et al. (2006). However, in companies that place a high value on in-person encounters, working remotely can also provide difficulties for team cohesion, communication, and collaboration. In remote work settings, creating a healthy organisational culture requires strong technology infrastructure, effective leadership, and clear communication.


2.9 – The gender divide

The term "gender divide" in the workplace describes how people are treated differently and given different chances depending on their gender. Women have historically encountered prejudice in the workplace and institutional barriers that have restricted their access to opportunities for job progression, education, and career advancement. Traditional gender roles and societal standards that allocated women to caregiving and household responsibilities while expecting males to be the primary breadwinners and decision-makers are the roots of the gender difference.

There have been important turning points in the fight for gender equality throughout the history of the gender gap in the workplace. Women's representation and engagement in politics were made possible by the women's suffrage movement of the late 19th and early 20th centuries. In addition to opposing gender stereotypes, the feminist movement of the 1960s and 1970s promoted equal rights and opportunities in the workplace.






The gender gap still exists in the workplace today in numerous forms, despite advancements in recent decades. Obstacles that still affect women include salary discrimination, gender bias, and a lack of representation in positions of leadership. The global gender gap in economic participation and opportunity is 58.6%, according to the World Economic Forum's Global Gender Gap Report 2021, and women are still disproportionately underrepresented in senior management and executive posts.

The gender gap in the workplace has a significant impact on workers' well-being. Research has indicated that women frequently face greater levels of stress, burnout, and job dissatisfaction because of discrimination and unfair treatment based on gender in the workplace. According to research by Puhl et al. (2013), women are more likely to express depressive and anxious symptoms if they believe that they are the victims of gender discrimination at work. Additionally, the gender wage gap affects women's general wellness and quality of life by fostering economic inequality and financial insecurity.

Moreover, the disparity in gender inside the workplace may negatively impact the culture of the organisation. Employee trust, morale, and teamwork are all weakened by gender imbalance, creating a poisonous workplace that is marked by tension, disengagement, and resentment. Organisations with inclusive policies and leadership teams that are diverse in terms of gender likely to have higher levels of employee happiness, innovation, and performance, according to research by Catalyst. To create a productive and encouraging work environment where all employees may flourish, it is imperative to embrace diversity and promote an inclusive culture.







Chapter III - Methodology

3.1 – Introduction

This chapter outlines the rationale behind the methodology that was used to investigate how employee wellbeing impacts organisational culture. By integrating many research approaches, the methodology helps to create a strong research strategy that can be used for analysis and decision-making. It also provides a well-defined, methodical structure to improve the study procedure. The methodology also describes the research techniques used to gather and analyse data, outlining the benefits and drawbacks of the selected course of action.

The literature review has placed the study in context and shown that, although only partially illuminating the field, the research has produced useful comparison data for assessing the main findings. 

The respondents chosen for this research were drawn from a diverse set of adult employment holders, in different sectors of the economy, public and private, and from places both local and international. Thus, ensuring a unique perspective from each who took part.

3.2 – Research context

The scope of my research exceeds the constraints of the available time and resources. Rather than striving for all-inclusive solutions, my methodology entails exploring the connection between worker satisfaction and company culture. I will not be able to conduct a lengthy investigation due to the time constraints, so I will create a reduced strategy and formulate educated guesses instead. My goals are to make organisational culture more understandable, relate it to pertinent theories, and show how employee happiness affects it.



3.3 – Research approach

Numerical information that can be measured and expressed in numerical form is known as quantitative data. It works with numbers and is amenable to statistical examination. Quantitative data enables researchers to measure a variety of factors, including employee satisfaction levels, productivity metrics, absence rates, and turnover rates, when examining how employee wellness affects organisational culture. Researchers can determine links between employee wellbeing and organisational culture and objectively quantify the impact of wellbeing programmes on organisational results by gathering quantitative data.

There are clear benefits to using quantitative methods rather than qualitative ones for researching the connection between organisational culture and employee well-being. First, quantitative data reduces the possibility of bias or subjective interpretations that are inherent in qualitative research by enabling objective measurement and analysis. Second, statistical analysis using quantitative approaches yields more solid and trustworthy results by determining the strength and importance of correlations between variables. bigger sample sizes are another benefit of quantitative research, which can improve the findings' generalisability to bigger groups.

One source that underscores the importance of quantitative data in studying employee wellbeing and organisational culture is: AGE Journals' article "The Impact of Employee Wellbeing on Organisational Performance" This article highlights the accuracy and dependability that quantitative data gives in understanding this relationship, emphasising the significance of employing quantitative approaches to measure and analyse the influence of employee wellbeing on various organisational outcomes. 







An additional pertinent source endorsing the quantitative approach is: "Quantitative Methods for Business" by David R. Anderson, Dennis J. Sweeney, Thomas A. Williams, and Jeffrey D. Camm. Although it does not address organisational culture and employee well-being directly, this textbook does cover the benefits of using quantitative approaches in business research. It highlights how crucial it is to use quantitative data to solve complicated issues and make well-informed decisions, demonstrating the usefulness of quantitative methods for comprehending organisational phenomena.


3.4 – Ethical considerations

Ensuring ethical considerations are addressed is crucial in all research endeavours. Prior to gathering primary data for this dissertation, an ethical approval form was diligently completed to initiate the research process. Upon receiving ethical clearance from the university, data collection commenced.

Before participating in the survey, each respondent received a clear explanation of the voluntary nature of their involvement. They were assured that they could choose to withhold any information without repercussion and were not obligated to provide personal details such as their name, workplace, or age. Additionally, they were informed of their right to discontinue the survey at any point. No incentives were offered for completing the 20-question survey, and participants did not receive compensation for their time.

The collected responses were meticulously organised in an Excel spreadsheet and stored on a password-protected computer accessible only to the researcher. This practice adheres to GDPR regulations. The data will be retained until the dissertation deadline, after which it will be appropriately disposed of.



3.5 – Limitations of the study

A popular primary research approach is the survey, which offers a structured way to gather information from a large sample size. However, there are a few disadvantages that researchers need to be aware of. First, survey results could be impacted by respondent bias. Participants may respond in a way that they feel fits the researcher's expectations or is socially acceptable, rather than offering their own thoughts or behaviours. This could skew the results and undermine the reliability of the information collected (Jones & Smith, 2016; Lee et al., 2019).

Another challenge is the issue of sample representativeness. It is necessary for the sample to be adequately representative and diversified for the survey results to be generalisable to a larger population. However, achieving this can be difficult, particularly if respondents choose not to participate in the survey or if certain demographic groups are underrepresented. Non-random sampling adds biases that may limit the applicability of the results and compromise the validity of study findings (Miller & Smith, 2017).

Furthermore, surveys might not be able to capture context or provide a depth of understanding. Often, they gather merely numerical data and may not investigate the reasons behind respondents' answers. Without contextual knowledge, researchers run the danger of losing critical insights into the factors driving attitudes or behaviours. Additionally, surveys are less suitable for exploring complex or delicate topics that require qualitative analysis and in-depth research.

In summary, surveys can be an effective and affordable method of gathering data, but researchers must also be conscious of their limitations. Issues like respondent bias, self-reporting mistakes, sample representativeness, and a lack of contextual awareness must be addressed for survey results in primary research to be accurate and reliable. These disadvantages can be mitigated, and a deeper understanding of the subject provided by combining surveys with other research methods, such as observations or interviews (Jones et al., 2018; Lee & Kim, 2020).
Chapter IV – Findings

4.1 – Quantitative data

The survey's results provided insightful information about how the public views their place in the workplace and in society. Responses from participants revealed recurrent themes that emerged during the survey procedure. 

After the survey was finished, the replies were carefully examined. Following a comparison of these results with the body of existing literature, further secondary research was conducted if needed. In total I gathered responses from two hundred participants, this ensures my data is reliable and accurate, with bias and outlying data minimised.

After compiling and documenting the highlighted themes, I added my interpretation and cross-referenced them with the secondary research. 













4.2 – Results from the survey

Question 1: What is your gender?
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)

[bookmark: _Hlk165321983]As shown in figure 1 most respondents were men, with seventy nine percent represented as the large segment, while women only represented twenty one percent, with no one answering that they preferred not to say.







Question 2: What is your age?
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[bookmark: _Hlk165321987]The survey results showed that a sizable majority of respondents were between the ages of 31 and 40, as seen in figure 2. Most of the population polled belonged to this demographic group, suggesting a substantial presence of people in the prime of their careers. Furthermore, twenty five percent of the participants were in the 18–30 age range, indicating a significant presence of younger adults in the dataset.

It is interesting to notice that most respondents in this age bracket are people who usually have a range of work experience and length of service. These people, who are primarily young to middle-aged, frequently find themselves in career development stages when they may have less seniority in their various organisations. This trend in the population is consistent with the widespread observation that people in this age group are still building their careers and may hold positions of comparatively lower authority or seniority in their workplaces.
Question 3: Do you work in a public or private organisation?
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[bookmark: _Hlk165321989]Here we can see that most respondents work in the private sector, four fifths or eighty one percent of respondents. Of course, this reflects the reality of the labour market since most workplaces are private businesses.










Question 4: How many hours a week do you work?
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[bookmark: _Hlk165321993]Represented in Figure 4 we see that most workers take on 40 hours a week, with eleven percent going over, and nine percent going just under, this reflects labour force participation statistics.










Question 5: How often do you feel stressed at work?
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[bookmark: _Hlk165321998]For most workers, work is a boiling pot where tension frequently boils over. According to the survey a startling one-third of workers bear a regular burden of stress related to their work. Nevertheless, there is something redeeming here. Surprisingly, sixty one percent of respondents manage to get through the confusing environment of work without often giving in to stress. More reassuringly, twelve percent of them have perfected the ability of completely avoiding stress and creating a calm path amidst the frequently turbulent world of work life.





Question 6: Do you feel that your organisation prioritises employee wellbeing?
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[bookmark: _Hlk165322020]In Figure 6, we note that a significant two-thirds of respondents perceive their organisation as prioritising employee wellbeing. This observation is reassuring, as it indicates that the majority are content with their organisation's efforts to safeguard their welfare.









Question 7: How supported do you feel by your manager in maintaining a healthy work-life balance?
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[bookmark: _Hlk165322023]In Figure 7, it is evident that half of the respondents seldom feel adequately supported by their managers in achieving a healthy work-life balance. This lack of support could stem from managers being overburdened, disconnected, or simply unable to address well-being concerns outside of work. Conversely, a quarter of respondents express feeling supported by their managers, with a small percentage reporting daily support.






Question 8: How often do you feel valued and appreciated for your contributions at work?
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[bookmark: _Hlk165322027]Figure 8 unveils a startling revelation: forty four percent of respondents express that they only experience a moderate sense of being valued and appreciated in their workplace. This feeling of disposability can significantly influence organiational culture for a multitude of reasons. Additionally, eleven percent admitted to seldom feeling valued, while merely twenty nine percent reported feeling valued frequently.






Question 9: To what extent does your organisation provide resources for mental health and wellness?
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[bookmark: _Hlk165322029]Here in Figure 9, we can observe that almost half of respondents believe that their organisation provide acceptable resources for mental health and wellness, however we can observe that also a quarter of respondents believe that their organisation provides no resources for their mental health.






Question 10: How frequently do you engage in activities to promote physical wellness during work hours?
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[bookmark: _Hlk165322032]As you can see from Figure 10, around the halfway point of the study, about one-third of respondents say they engage in physical wellness activities at work. These activities could include movements and exercises. During working hours, many jobs require constant mobility and activity. It is noteworthy, nevertheless, that twenty percent of respondents said they never engage in any physical wellness activities. This remark points to professions where people spend a sizeable portion of their working day seated, including those in offices or classrooms. The patterns in labour force participation statistics are also reflected in this trend.




Question 11: Do you feel comfortable discussing personal challenges or mental health issues with your coworkers?
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[bookmark: _Hlk165322038]In Figure 11 we can see that three quarters of respondents feel comfortable with discussing their personal challenges and mental health with coworkers. This is very insightful to see that people are happy with sharing their feelings and issues with their own mental wellbeing with the people they work with.







Question 12: Are you encouraged to take breaks and time off when needed?
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[bookmark: _Hlk165322043]In Figure 12, it is evident that half of the participants are supported in taking breaks and time off whenever necessary. This practice is beneficial since relaxation and unwinding are crucial for maintaining a positive mood and personal equilibrium in the workplace. Breaks are integral to the work routine. However, it is notable that a quarter of respondents are not encouraged to take breaks. This could be due to factors such as their work hours not allowing time away, like when they need to cover for absent colleagues or when they work on peak days like Fridays and Saturdays, where their presence is crucial.




Question 13: How often do you participate in team-building or social activities organised by your company?

[image: A pie chart with text overlay

Description automatically generated]
 (
[Figure 
1
3
]
)

[bookmark: _Hlk165322047]In Figure 13, we can see that none of the participants answered that they took part in team building or social activities very often or every day. Which is to be expected as these activities are seen as occasional breaks from work in most professional environments. One quarter however did answer that they take part in these activities ‘somewhat often.’








Question 14: Do you feel that your workload is manageable?
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[bookmark: _Hlk165322050]
Represented in Figure 14, we see that sixty four percent of respondents believe their workload is ‘somewhat manageable’, and we see that 22 percent of respondents believe it is manageable, and lastly fourteen percent believe that it is not manageable. Not a lot of useful information can be extracted from these responses.









Question 15: How much autonomy do you have in making decisions related to your work?
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[bookmark: _Hlk165322054]Here in Figure 15 we see a great change in responses, with fifty two percent of respondents answering that they have a lot of autonomy at work, which is positive as it ensures that workers feel independent and relied upon during their time working, with thirty two percent of respondents answering that their work allows them total freedom, with just a small fraction of sixteen percent answering that they have average to little autonomy.






Question 16: How satisfied are you with the level of collaboration and teamwork within your organisation?
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[bookmark: _Hlk165322057]Alternatively in Figure 16 the graph shows that fifty percent of those polled are satisfied with the level of collaboration and teamwork within their organisation, this is also a very optimistic data point for this research, as it means most people get along with their colleagues to produce positive results, twenty one percent stated that they were only partially satisfied, eleven percent stating they were not satisfied at all, and eighteen percent stating they were very satisfied with their current workplace arrangements. 






Question 17: How often do you receive constructive feedback on your work performance?
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[bookmark: _Hlk165322060]Moving on to Figure 17 we can observe another diverse set of results shown in the graph, we see that forty four percent of respondents believe that they receive feedback on their performance on a regular basis, however we do also see that twenty nine percent of respondents only rarely receive feedback, with eleven percent not receiving feedback at all.








Question 18: To what extent do you feel a sense of belonging within your organisation?
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[bookmark: _Hlk165322084]Another optimistic set of data in Figure 18 demonstrates that most respondents polled believe that they feel a sense of belonging, thirty seven percent believe that they always feel a sense of belonging, thirty percent believe that they often do, and nine percent believe they very often do. Only seven percent of those polled believe that they never feel a sense of belonging in their organisation.






Question 19: How well do you think your organisation manages conflicts and disagreements among employees?

[image: A pie chart with text on it

Description automatically generated]
 (
[Figure 
19
]
)

[bookmark: _Hlk165322087]Nearly concluding the survey at Figure 19 we can clearly see an exceptionally clean split between those who do believe that their organisation manages conflicts and disagreements among employees well and those who do not. With fifty one percent believing that their organisation is good at managing internal conflicts, however we do also see that forty two percent of those polled believe their organisation deals with internal conflicts very poorly.







Question 20: Do you feel as if your work gives you purpose?
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[bookmark: _Hlk165322091]Lastly at Figure 20 we see a great diversity of responses. Sixteen percent of respondents polled answered that their work gave them no sense of purpose, eleven percent answered that their work gave them a little sense of purpose, twenty one percent answered that their work gave them some purpose, twenty seven percent answered that their work gave them good sense of purpose and lastly twenty five percent answered that their work gave them a strong sense of purpose.





Chapter V – Discussion and Findings

5.1 – Discussion and analysis

With 79% of the respondents being men and 21% being women, the data points to a gender gap. Most responders are between the ages of 31 and 40, which indicates that most are in the prime of their careers and work primarily in the private sector (81%). Even while many put in 40 hours a week at work, a significant percentage of them feel stressed out by their occupations, which underscores difficulties with managing workload. 

Although there is a belief that companies value their workers' well-being, half of the respondents said that managers do not really help them achieve work-life balance. Furthermore, a substantial percentage feels only marginally appreciated at work, which suggests potential problems with company culture. There is potential for improvement in this area, even though almost half of respondents think their organisations provide adequate mental health resources.

While many participate in physical fitness activities at work, an ample portion do not, presumably because of sedentary jobs. Nonetheless, coworkers typically communicate candidly about their personal struggles and mental health. Feedback on performance varies, with some receiving it occasionally or not at all, even if the majority feel a sense of belonging. Many people still have a strong feeling of purpose in their profession despite these obstacles. On the other hand, opinions about organisational conflict management differ as well. Overall, the data points to areas for improvement, such as support for work-life balance, recognition, and mental health services, as well as good features, such autonomy and teamwork.

To conclude the discussion and analysis of this data I will now identify and explain three main emergent themes in the data.


5.2 – Workplace well-being and support

The importance of workplace well-being and the necessity of dedicated support systems within businesses are emphasised by this theme. The research shows that, in contrast to the common belief that organisations value employee well-being, there is a large disparity in managers' support for attaining work-life balance. This emphasises how crucial it is to put in place procedures and policies that give employees' mental health priority and offer practical assistance in handling stress at work. In addition, the prevalence of stress at work emphasises how important it is for businesses to provide resources like wellness centres, counselling services, and flexible work schedules to support staff members' well-being and prevent burnout.

Studies published in scholarly journals like the Journal of Applied Psychology or the Journal of Occupational Health Psychology frequently shed light on the importance of organisational support, stress management, and workplace well-being. Furthermore, credible studies from the American Psychological Association (APA) or the World Health Organisation (WHO) may provide data and recommendations on fostering mental health in the workplace.

5.3 – Organisational culture and recognition

This theme explores how employee experiences and perceptions are impacted by organisational culture. Although a considerable number of respondents report feeling just ‘somewhat appreciated’ at work, many also report feeling a sense of autonomy and belonging. This raises the possibility of organisational culture flaws, including a failure to recognise worker contributions or to create a welcoming and inclusive work atmosphere. Organisational leaders must work together to prioritise employee recognition, foster a healthy work environment, and make sure that every employee feels valued and acknowledged for their contributions to address these difficulties.

Research on employee recognition and organisational culture that are published in scholarly journals such as the Journal of Organisational Behaviour or the Harvard Business Review might provide insightful information. Data and case studies about the value of recognition in creating a positive workplace culture may also be found in reports from consulting firms like Deloitte or Gallup.


5.4 – Engagement and collaboration

This theme emphasises how crucial it is to promote participation and teamwork in the workplace. Positive interpersonal dynamics are indicated by the data, which shows that many respondents participate in physical wellness activities and feel comfortable sharing personal struggles with coworkers. Furthermore, most people are satisfied with cooperation and teamwork, which emphasises the importance of strong teams for achieving organisational success. Organisations can use tactics like team-building exercises, cross-functional initiatives, and open lines of communication to encourage employee camaraderie and collaboration to further improve engagement and collaboration. Organisations may foster a positive and productive work environment where employees feel appreciated and inspired to contribute to the organisation's objectives by placing a high priority on engagement and cooperation.

Journals like the Academy of Management Journal and the Journal of Organisational Effectiveness: People and Performance contain research on employee engagement and collaboration. Reports from groups like the Conference Board and the Society for Human Resource Management (SHRM) may provide trends and best practices for encouraging cooperation and employee engagement at work.





Chapter VI – Conclusion

In conclusion, combining primary and secondary research provides a comprehensive understanding of how employee well-being influences the culture of an organisation. Based on studies and management theories by academics such as Edgar Schein, Peter Drucker, Johnson, Scholes, and Charles Handy, my research sheds light on the complex processes influencing modern workplace cultures. 

Primary research explored the fundamentals of organisational culture and found a connection between it and worker well-being. Surveys revealed the importance of purpose, leadership philosophies, and organisational values in the workplace. My understanding was enhanced by employee narratives from a variety of industries, which demonstrated the ways in which culture influences attitudes, actions, and results.

Secondary research provided quantitative rigour to complement qualitative observations. The results of the survey indicated patterns and issues, like stress and gender inequality, which demand the immediate attention of decision-makers and lawmakers. Positive elements that have the capacity to promote employee well-being despite obstacles include autonomy and a sense of belonging. 

Stakeholders should apply evidence-based procedures and a range of scholarly perspectives to address issues and take advantage of cultural potential. Using study findings in workplace well-being, leadership development, and organisational psychology, organisations may design customised interventions that put employee health, engagement, and productivity first.

In the end, this study challenges leaders to reevaluate and modify cultures to satisfy changing demands from the workforce. Employee resilience, creativity, and sustainable growth may all be improved by embracing learning, adaptation, and continual improvement.


It is imperative to prioritise employee well-being and cultivate compassionate cultures in the twenty-first century. We can create work environments that meet the requirements of our employees, promote long-term organisational success, and have a positive social impact by working together and showing dedication.

6.1 – Recommendations
1. Prioritise Employee Well-Being: Given its considerable influence on worker engagement, output, and organisational performance, organisations should view employee well-being as a strategic objective. To do this, an environment of care and support that attends to the physical, mental, and emotional needs of staff members must be fostered. 

2. Improve Work-Life Balance: Organisations should put work-life balance-promoting policies and procedures into place to help reduce the prevalence of stress and burnout that the research findings indicate. This entails giving resources for stress management and resilience-building, encouraging boundaries between work and personal life, and offering flexible work schedules.

3. Boost Employee Appreciation and Recognition: Promoting a positive company culture requires acknowledging and thanking staff members for their accomplishments. It is recommended that organisations establish official recognition programmes, offer consistent feedback and acknowledgement of accomplishments, and foster an environment of appreciation and thankfulness throughout all organisational levels. 





.

4. Invest in Mental Health Resources: Organisations should give mental health resources and support services top priority, especially considering the high incidence of mental health issues in the workplace. This entails giving employees access to counselling and therapy services, educating managers on how to support their staff members' mental health, and encouraging candid discussions about mental health in the workplace.

5. Enhance dispute Resolution: Promoting a positive company culture requires effective dispute resolution. Businesses should spend money on training programmes that provide managers and staff the tools they need to resolve problems, set up transparent procedures for doing so in a fair and open way, and encourage productive communication and teamwork. 

6. Encourage Physical Activity: To improve employee health and well-being and considering the sedentary nature of many occupations, organisations should promote physical activity in the workplace. Offering wellness programmes, granting access to on-site fitness centres or activities, and encouraging opportunities for mobility and exercise during the workday are a few examples of how to do this.

7. Foster a Sense of Purpose: Employee engagement and motivation are impacted by the development of a sense of purpose in the workplace. Companies should create a culture that recognises and recognises the effect of workers' contributions, offer chances for meaningful employment and professional development, and clearly communicate a compelling vision and mission that align with the values and goals of their workforce. 

Organisations may foster more inclusive, supportive, and healthy cultures that put employee well-being first and promote long-term organisational success by putting these suggestions into practice.
6.2 Further Study

Further studies in the realm of organisational culture and its impact on employee well-being can explore several avenues. The ability to observe changes in employee well-being and organisational culture over time through longitudinal studies is essential for identifying trends and determining causal linkages. Furthermore, cross-cultural comparisons shed light on the features of organisational practices that are universal versus culturally particular as well as the influence these practices have on employee well-being in various cultural contexts.

Qualitative inquiry, such as interviews and observations, provides depth by exploring the lived experiences of employees within organisational cultures. This method explores subjective interpretations and meanings, providing deep insights into the subtleties of organisational dynamics. It is crucial to comprehend the function of management and leadership techniques. The effects of various managerial practices, organisational structures, and leadership philosophies on worker perceptions, engagement, and well-being can be better understood through research in this field.

It is also crucial to investigate how successful organisational interventions are. Organisational culture and employee well-being can be impacted by initiatives like wellness programmes, flexible work schedules, and leadership development programmes. Examining how digital technologies and remote work affect organisational dynamics and employee well-being is necessary given their increasing popularity. Intersectionality and diversity are important concepts as well; researching the ways in which different dimensions interact with culture and well-being can yield insightful information.

Finally, it is critical to investigate the idea of organisational resilience. It is crucial to comprehend how adaptable and resourceful cultures, or resilient cultures, support employee well-being and organisational performance in the face of adversity. By providing chances to expand our knowledge of organisational culture and the complex link it has with employee well-being, these fields of study can help us develop evidence-based practices and treatments that promote healthier and more supportive work environments.
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