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[bookmark: _Toc214467710]ABSTRACT 
The research study focuses on assessing impact of organisational culture and policies on employee performance and motivation, under which specific emphasis is laid on Morrison. Study integrates secondary research and present viewpoint of authors in the form of critical literature review. Under this, literature is divided into key themes that addresses research objective based on evaluating direct and indirect impacts of organisational culture and policies on employees performance, productivity, and motivation, along with analysing challenges and proposing strategies for fostering an organisational culture that helps in promoting superior employee performance, productivity and motivation. Additionally, research integrate qualitative type, interpretivism philosophy and inductive research design to integrate and generate new theories. It also uses case study approach to gather insights regarding direct and indirect impact of policy and culture of organisation. Further, secondary data collection is used, along with thematic analysis to identify meanings attached to datasets. Whereas, methods for secondary data collection includes assessment of government documents, existing case studies, scholarly articles, industry reports and statistical databases.
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[bookmark: _Toc214467711]ELEMENT 1: DISSERTATION DOCUMENT
[bookmark: _Toc214467712]CHAPTER 1: INTRODUCTION
[bookmark: _Toc214467713]1.1 Introduction
The chapter will present the background of the study, regarding the effects of organisational culture on employee performance, with the overview of the organisation Morrisons. Further, it will also outline the problem statement of the research regarding the challenges faced by the organisations. The aim, objectives and questions of the research will also be outlined, setting the foundation of the entire dissertation. The research gap will aim to highlight the limitations of the existing studies, and research rationale will present the justification of the study. Lastly, the introduction will also present the significance of the research. Lastly, a detailed structure of the entire dissertation will also be presented. 
[bookmark: _Toc214467714]1.2 Research Background 
The retail sector are intensity competitive nature and are driven by the some shifts among the consumer habits and having a rise of the discount rivals. The places help in impending pressure on the employee performance and productivity. In the environment the organisations internal culture along with different policies are showing critical differences and shaping the workforce’s experiences along with extension business outcomes (Korma, 2022). The research study will focus on the Morrisons, which is a legacy UK retailer that have navigated the significant shifts industry changes. They include the major acquisitions and shifts among the leadership and evolving the HR strategies. For example, the company had already implemented some digital enhancements for their human resource and patrol system for the improvement of colleagues’ experiences. While the Morrisons promote the culture, which enabled on the teamwork, employee training, and employee well belongs the company had undergone some significant structural changes that include management redundancies. 
Overview of the organisation: Wm Morrisons Supermarkets commonly known as the Morrisons among the United Kingdom’s fifth largest supermarket chain. They have headquarter in the Bradford England. William Morrison established the organisation in year 1899. The company begins with the egg and butter stall and then evolved among the prominent integrated retailers in the UK. They are currently operating nearly 500 supermarkets across the UK along with having expansion markets of over 1600 convenience stores and they are even offering grocery delivery services (Morrison, 2025). Morrison is among the period of some significant changes and challenges, which are directly influencing the research objectives on the organisation culture, their policy and complete performance. Since being taken in the private 2021, the company had faced intense pressure for the improvement of their financial performance of company which amid highly competitive retail landscapes which are dominated by competitors such as Tesco, Sainsbury’s and the other Lidl and Aldi (Morrison, 2025). 
The research study create some compelling need or the investigations of whether Morrisons stated the cultural values and polices which aligns with some employee perceptions and their experiences. As they resulted in perceiving some misalignment which can lead to the disengagements and reducing the productivity among the employees. By the analysis of the current dynamics within prominent and the historically significant retail company. The research aims for providing some valuable insights among the compile relations among the organisational strategy, Culture and employee outcomes. 
[bookmark: _Toc214467715]1.3 Research Problem 
Following the current news of their acquisition in year 2021 and amid some intense market competitions, the Morrison are facing some significant challenges among the alignment of the long standing cooperate culture and some new policies with expectation of the employees. Some recent changes, which include having focus on the efficiency and the restructuring of management, digital innovations are creating the risk of disconnecting among the leadership’s strategic goals and the on ground experience of the employee (Hu, 2025). The core problem was having the potential misalignment, which can lead to the decreased employee motivations, resulting in lower employee productivity, and increasing the turnover. They are targeting the Morrison’s ability for the navigations of the highly competitive retail landscape and for achieving the strategic objectives. The research study will be investigations whether the perceived mismatch between the corporate policy and the employee sentiments are undermining performance and employee engagement. 
[bookmark: _Toc214467716]1.4 Research Aim 
· To assess the impact of organisational culture and policies on employees' performance and motivation - A case study on Morrison.
[bookmark: _Toc214467717]1.5 Research Objectives 
· To evaluate the direct and indirect impacts of organisational culture and policies on key employees performance, productivity, and motivation
· To analyse the challenges organisations face in aligning their organisational culture and policies employee's perceptions.
· To propose effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation.
[bookmark: _Toc214467718]1.6 Research Question 
· What are the direct and indirect impacts of organisational culture and policies on key employees’ performance, productivity, and motivation? 
· What are the challenges organisations face in aligning their organisational culture and policies employee's perceptions? 
· What can be effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation? 
[bookmark: _Toc214467719]1.7 Research Gap 
While the past research had explored the retail culture more generally, few of the studies specifically had examined the employee experiences at the Morrisons during the 2021 acquisitions and subsequent restructuring. The research gap is in the understanding of how the top to down corporate changes such as Morrison perceived and being absorbed to some frontline staff (Couser, 2022). Analysing how they are affecting the employee morale and their productivity among the practices. The research will work as the bridge for the existing gap by having a focus on disconnect between the corporate policy and perception of employees. 
[bookmark: _Toc214467720]1.8 Research Rationale
Following the acquisition of the company in 2021, the Morrisons are facing some aligning culture along with employees’ perceptions amid the cost pressures. The research will be addressing the gaps for understanding how the top to down strategic changes are effecting frontline motivations and employee performance among the retail (Machova, 2022). It will be providing deeper insights for fostering the more resilient and productive workforce. 
[bookmark: _Toc214467721]1.9 Significance of Research 
The research study are significant, as they will be providing timely and in-depth analysis of the prominent retailer during the pivotal period of change. The research findings will be offering some valuable insights among the how the strategic shifts and cultural values are affecting employee motivations and their performance among the company. By examining the Morrisons, the research study will contribute some real world case study to the existing literature in the human resources management and the organisational behaviour among the highly competitive retail sector (Savio, 2021). The recommendations could be assisting the Morrisons and the other similar companies among fostering the more resilient and productive workforce.
[bookmark: _Toc214467722]1.10 Research Structure 
The research will introduce three research aim and objectives. The literature review on the organisational culture, the human resource management and motivation of employee is in the retail sector of UK. It will be then presenting the research methodology for the Morrisons case study. The research finding will be organised for addressing the each objectives and even evaluation of direct and indirect impacts for proposing strategic recommendations. 
[bookmark: _Toc214467723]1.11 Chapter Summary
The chapter summarised the background of the study, regarding the effects of organisational culture on employee performance, with the overview of the organisation Morrisons. Further, it also outlined the problem statement of the research regarding the challenges faced by the organisations. The aim, objectives and questions of the research are also outlined which will act as the foundation of the entire dissertation. The research gap highlighted the limitations of the existing studies, research rationale outlined the justification if the study and the chapter also outlined why this research is significant, with a detailed structure of the entire dissertation. 
[bookmark: _Toc214467724]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc214467725]2.1 Chapter Introduction
The chapter will present a comprehensive literature review surrounding the key themes of direct and indirect impacts of organisational culture and policies on employees’ performance, productivity, and motivation. Further, the literature will also present the challenges organisations face in aligning organisational culture and policies with employee's perceptions. Lastly, also presenting the effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation. The literature review will also present a detailed theoretical and conceptual framework aligning with these key themes and lastly, a literature gap in the existing studies and how this research will fill those gaps will also be effectively highlighted.
[bookmark: _Toc214467726]2.2 Direct and indirect impacts of organisational culture and policies on employees’ performance, productivity, and motivation
The organisational culture and policies has significant direct and indirect impacts on the employees’ performance, productivity and innovation, pertaining both positive and negative impacts. According to Ababneh (2021), the culture and policies implemented by a business directly impacts the employees’ performance by improving their engagement and increasing their efficiency as a result of a positive and open workplace culture. This also leads to maximised work quality while fostering innovation through collaboration, continuous learning and open communication. Moreover, the employees’ productivity is also directly impacted through a supportive culture which fosters higher outputs, leading to a sense of purpose and accomplishment in them. The employees are further driven to achieve the shared business goals, thus establishing effective teamwork and efficiency for the long-term. The employees’ motivation is also directly impacted as a positive organisational culture and policies maximises job satisfaction by making them feel valued and heard, leading to their loyalty and minimising their turnover as well. The rewards and recognition also enhances their motivation as they feel their efforts are acknowledged.
Moreover, as stated by Shayrine, and Venugopal (2025), the indirect impacts of positive organisational culture and policies includes effective results in the hiring and retention of an efficient and talented workforce. Further, this culture also leads to high levels of autonomy and involves the workers in the decision making processes, thus, habitually resulting in improved employees’ performance over the long-term. The employees’ productivity is further indirectly impacted by the reduced supervision and monitoring, which allows the employees to engage in problem solving themselves. This helps in reducing the scope of manual errors over time, with integration of a strong ethical culture leading to a sense of responsibility and integrity, thus maximising the quality of the work outputs. Also, employees’ motivation is also maximised as a positive culture and flexible policies leads to a better work-life balance, which habitually motivates the employees in their work, leading to their professional development as well as their well-being by minimising stress and burnout. 
However, as critically presented through the views of Nzuva, and Mwende Kimanzi (2022), it is further gathered that the organisational culture and polices can also have several negative impacts on the employees’ performance, productivity and motivation. It is stated that unclear policies and misaligned culture with the organisation’s goals can often lead to confusion amongst the workforce, minimising performance efficiency as well as the motivation. Further, a culture that is highly authoritative often hinders productivity as it leads to the inability of the employees’ to be creative or innovative in their approach due to extensive supervision and micromanagement. Moreover, a negative and toxic work culture often leads to disengaged and unproductive employees due to their increased stress and burnout, thus leading to their high turnover as well. The overall effectiveness, collaboration and communication of a team is also hindered by policies and cultures that lack autonomy and trust, harming the cohesion and simultaneously the performance efficiency and results. 
[image: Employee Motivation Statistics and Trends in 2025]
(Figure: Employee Motivation Statistics and Trends, 2025)
(Source: HIGH5 Strengths Test, 2025)
Interpretation: The graph reveals that 60% of UK employees feel motivated at work which is 11% lower than the global average of 71%. It is also revealed that the direct and indirect impacts of organisational culture on the employees’ performance, productivity and motivation also depends on their demographics. Thus, it gathered that Gen Z at 42% and Millennials at 40% prioritise purpose-driven work, meanwhile, Gen X at 34% and Baby Boomers at 32% often seek financial stability and career security rather than a shared goals or purpose. 
[bookmark: _Toc214467727]2.3 Challenges organisations face in aligning organisational culture and policies with employee's perceptions
There are various challenges organisations face in aligning the organisational culture and policies with the employees’ perceptions. As per the literature of Tyagi (2021), one of the major challenge is leadership inconsistency and misalignment. While the management positions its culture as transparent and collaborative, and the leaders do not involve the employees in the decision making or punishes them, it can lead to their negative perception while reducing their performance and motivation. Moreover, poor communication is another challenge as it leads to confusion and sceptical perceptions of the employees if they do not receive enough clarity regarding the policy implantation, the reason, process as well as its benefits, resulting in negative assumptions and eroding productivity. The organisations also faces employee resistance as a key challenge in aligning the culture and polices with their perceptions as the workers might often believe that the change might disrupt their routines. This majorly stems from the lack of employee involvement and inclusivity, thus, leading to their lack of engagement and reduced motivation. Another significant challenge also includes navigating through the diverse expectations of the employees due to the difference in individual demographics, background, job roles and cultures. Thus, aligning each employees through a “one-size fit” approach often results in failures in the cultural alignment and also exacerbates the negative perceptions. 
However, it is contrasted by Babatunde, and et al. (2021), which the major challenges includes struggles in measuring the progress as this alignment is continuous and requires consistent reinforcement and measurements. The organisations often lack behind in tracking the progress and monitoring the employees’ responses and emotions towards the culture and policies. The organisational siloes is another challenge as there are several different departments in a company that operates differently from each other. These departments have often developed their own sub-cultures and perceptions of polices, leading to inconsistencies and a highly complex misalignment to be tackled. The majority of the employees often hold onto the perception that the rewards and recognition provided by the   organisation based on personal bias rather than the performance. This leads to resentment which makes it harder for the companies to align the culture and polices with a positive employee perception. 
[image: 38 Statistics On Employee Recognition & Motivation (2025) - EFX]
(Figure: Statistics on Employee Recognition & Motivation, 2025)
(Source: EFX, 2025)
Interpretation: It is revealed that 40% of UK workers are lacking motivation to work above and beyond their roles. Further, 38% of UK employees felt more stressed in 2024, reporting higher levels of stress. Also, employee engagement, productivity and performance are 14% higher in organisations with a recognition programme. The previous and long-term ongoing norms and habits might also act as a major challenge, with conflicts arising between an employees’ personal beliefs and values with that of the organisation, thus, minimising employees’ morale, motivation and performance, and also unavoidably leading to their turnover and absence.
[bookmark: _Toc214467728]2.4 Effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation
The need to formulate effective strategies is significant for addressing the identified challenges and for fostering an organisational culture that promotes high employee performance, productivity and motivation. As per Mubintaj, Bangera and Ravi (2024), the organisations should ensure that the leadership is effectively consistent and visible, showcasing themselves as a role model by communicating the desired values and behaviours, aligning with the organisational culture. The employees should also be involved in the decision making processes, which can further help in building trust and credibility with the employees. The companies should also make continuous investments in leadership development to enhance their emotional intelligence, conflict resolution and problem solving. The leaders should also be encouraged to be empathetic towards the employees to make them feel heard, and enhanced their motivation. It is further proposed that open and transparent communication should be the major priority, thus, open forums, surveys and one on one meetings should be regularly conducted to align their perceptions positively with the organisational culture and policies. The clarity regarding the reasons, processes and benefits of the policies should also be clearly communicated through a multi-channel approach. Also, it should be ensured that the employees feel empowered by providing them with adequate levels of autonomy to improve productivity and performance. Their freedom and inclusivity in the decision making should also be ensured to integrate a sense of accountability and responsibility towards the company’s culture and each employees’ individual needs and attributed should also be effectively catered to by personalising the support, communication, reward and opportunities.
In contrast, Marin (2021) further proposes that the rewards and recognition should go beyond personalisation by ensuring fair implementation and linking the rewards to the organisation’s values and cultures. The rewards should also be ensured to be based solely on the performance of the employee, including both internal rewards like personal development and growth, as well as external rewards like bonuses and incentives. This can effectively help the organisation in eliminating the employees’ negative perceptions and views of bias. The organisations should also ensure that the continuous growth, well-being and professional development of the employees is facilitated by offering effective training programs, mentorship and career growth opportunities, with flexible work settings. The growth should also be measured by implementing clear goals and metrics, with clear feedback mechanism, as well as breaking down the silos by encouraging cross-functional collaboration. This can help in fostering a positive, unified and also long-term culture of growth and innovation maximising productivity, performance and motivation significantly. 
[bookmark: _Toc214467729]2.5 Theoretical Framework
Herzberg’s Two Factor Theory: The theory provides an effective framework to understand the factors that majorly impacts and stimulates the motivation of the employees. It outlines that hygiene factors are the extrinsic factors that impacts performance, productivity and motivation including organisational culture and polices. Further, motivators are the intrinsic factors that leads to their ultimate job satisfaction such as rewards and recognition, autonomy and growth opportunities (Peramatzis, and Galanakis, 2022). This theory effectively helps in the understanding of the various direct and indirect impacts of organisational culture and policies on employees’ overall work outputs. 
Social Exchange Theory: This theory helps in understanding the give-and-take relationships between an organisation and its workforce. The employees’ perceptions significantly shapes the relationships as positive if the organisational culture and policies is viewed as fair. However, it might lead to negative implications if perceptions of bias arises, affecting the employees’ work commitment ad responsibility significantly (Ahmad, and et al. 2023). This theory effectively supports the understanding of the challenges organisations face in aligning their organisational culture and policies with employee's perceptions.
Expectancy Theory: This theory defines the relationships between the organisations and employees based on the expectations of the employees and how effectively they are fulfilled. The performance is often positive when the workers believe that they will be fairly rewarded for their work (Ogundare, and Omotosho, 2022).  Thus, effective strategies such as clear communication and leadership development is essential, highlighting a strong relationship between efforts, performance and expected results to maximise employees’ performance, motivation and productivity in the long-term.
[bookmark: _Toc214467730]2.6 Conceptual Framework

(Figure: Conceptual Framework)
(Source: Self-Developed)
[bookmark: _Toc214467731]2.7 Literature Gap
The existing studies coherently captures the relationship of organisational culture and polices with employees’ performance, motivation and productivity, very few studies covers the details of the relationship, lacking theoretical as well as contextual insights. The studies also lacks empirical insights and data and is also not effectively structured into comprehensive themes, leading to generalised findings. The studies are also lacks in analysing the direct and indirect impacts of the organisational culture and polices, its challenges or scalable strategies (Yamoah, Forson, and Osei-Gyekyi, 2024).
Thus, this study will effectively fulfil these gaps by providing a highly detailed, in-depth and comprehensive research regarding the impact of organisational culture and policies on employees' performance and motivation, along with a contextualised case study on Morrisons. Further, the study will also provide effective empirical insights with relevant real-time data. This study will also be theoretically and practically relevant with the underpinning of the Herzberg’s Two Factor Theory, Social Exchange Theory and Expectancy Theory, thus contributing both relevancy and credibility to the decision making of the policymakers, organisations, as well as informing the findings of the future researchers effectively. 
[bookmark: _Toc214467732]2.8 Chapter Summary 
The chapter summarises through a comprehensive literature review, the key themes including direct and indirect impacts of organisational culture and policies on employees’ performance, productivity, and motivation. Further, the literature also summarises the challenges organisations face in aligning organisational culture and policies with employee's perceptions, with the effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation. The chapter further summarised detailed theoretical and conceptual framework underpinning the theories of Herzberg’s Two Factor Theory, Social Exchange Theory and Expectancy Theory, aligning with these key themes. Lastly, it the chapter also highlighted gaps in the existing studies and the contributions of this research in fulfilling the gaps and informing future findings. 
[bookmark: _Toc214467733]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc214467734]3.1 Introduction 
This chapter will conduct comprehensive research methodology on the given research topic that is to assess the organisational culture and policies on employees' performance and motivation, focusing on Morrison. The chapter will include research type, research design, research approach, research philosophy, data collection and analysis, inclusion and exclusion criteria along with ethical consideration. 
[bookmark: _Toc214467735]3.2 Research type
The research will be accompanied by qualitative research type as it will help researcher in gaining contextual, deep and human focused understanding that might not be captured by quantitative method. Organisational culture is complicated and socially constructed phenomenon with many nuances (Tisdell, Merriam, and Stuckey-Peyrot, 2025). Qualitative methods will permit researcher to discover the particular emotions, context and individual perception that transforms experience of the employees while preventing oversimplification of difficult realities.  
[bookmark: _Toc214467736]3.3 Research design
The research will comprise of inductive research design as it will permit researcher to ascertain complicated social dynamics in detailed and generate new theories from real world directly while uncovering unexpected insights that might get missed with predefined or rigid theoretical framework (Haque, 2022). Employee motivation and organisational culture are subjective and complicated human phenomena impacted by unique social landscape. Inductive research design will mostly depend on qualitative data and will permit researcher to dive deep into nuanced attitudes, experiences and beliefs of employees in particular organisation like Morrison.      
[bookmark: _Toc214467737]3.4 Research approach
The research will consist of case study research approach as it will permit researcher to gain contextual and detailed understanding regarding complicated interactions. The case study will go beyond surface-level data to intensely discover certain dynamics between policies, culture and employee performance of the organisation within real world landscape (Hancock, Algozzine, and Lim, 2021). This will further allow for nuanced understanding of the ways these components interact and impact each other. This approach will further bridge the identified gap between practice and theory by developing practical recommendations applicable directly to the firm being studied. The research findings will also become helpful for the organisation to enhance its procedures while responding to the challenges and improving performance on the basis of real world evidence.  
[bookmark: _Toc214467738]3.5 Research philosophy
During this research, researcher will employ interpretivism research philosophy as it will permit researcher to have detailed and rich understanding of the subjective experiences and meanings employees attach to the culture and policies of the organisation that further impacts motivation and performance directly (Nickerson, 2022). It will be best suited for discovering multifaceted and complicated concerns such as organisational culture that has many hidden factors. This philosophy will permit researcher to explore social and subtle realities experienced by employees that might be complex or ignored while measuring data. This philosophy will focus on understanding the way individual observe and interpret their work culture as it will be vital for study on performance and motivation.    
[bookmark: _Toc214467739]3.6 Data collection
The researcher will utilise secondary data collection method as it will save time while being cost-effective and permitting researcher to have wider analysis. Secondary data on employee performance metrics like absenteeism, efficiency or turnover rates will help researcher in developing a foundation for analysis and comparison against cultural aspects. It will also offer baseline understanding of the research topic while helpful in recognising knowledge gaps and improving the findings (Johnson and Sylvia, 2023).It will offer base for the research by providing information about historical background and overview while helping researcher to avoid duplicating efforts and possibly accessing large scale and reliable data gathered by experts.    
[bookmark: _Toc214467740]3.7 Data analysis
The researcher will use thematic analysis because it will help researcher in recognising meaningful patterns within qualitative data. It will be helpful for researcher in recognising recurring themes throughout diverse employee experience like the impact of supportive social environment or lack of opportunities related to career advancements (Squires, 2023). Thematic analysis will be beneficial in revealing the way particular elements of the organisation such as recognition or fair policies are aligned with certain results like enhanced performance and higher motivation. Also, by outlining which policy and cultural factors are most influential, this research will be able to offer actionable and clear recommendations for enhancing strategies to improve employee outcomes. 
[bookmark: _Toc214467741]3.8 Inclusion and exclusion criteria
Inclusion criteria- the researcher will include resources like scholarly articles, industry reports, books, government documents, existing case studies and statistical databases that will only use secondary data. Also, the researcher will select the secondary data based on its relevance to the topic and must explicitly address relationship between employee performance and motivation along with organisational culture and policies (Martinsuo, and Huemann, 2021). The researcher will include resources that present findings on the basis of analysis of existing data or purely theoretical or conceptual framework. The researcher will include secondary data that has been published recently like in 2-3 years.  
Exclusion criteria- the researcher will exclude studies that depends on primary data collection methods like interviews and survey of present employees of the company, considering it as the main source of evidence. Researcher will exclude resources that does not discuss organisational policies, culture, employee motivation and performance in relation to each other. The researcher will not include non-peer-reviewed articles to maintain academic objectivity. 
[bookmark: _Toc214467742]3.9 Ethical consideration
While using existing secondary data, researcher will make sure that the original data was gathered with consent for future research or gain explicit permission from the data controller or owner. The researcher will use robust measures for securing the data along with anonymising data meticulously and eliminating every recognised information. Researcher will present findings in generalised and aggregated manner to further avoid selecting out certain individual or teams while contextualising outcomes carefully and avoiding overgeneralisation. The researcher will document sources of data, collection methods and analytical processes clearly while acknowledging any limitations of the data (Åkerfeldt, and Boistrup, 2021).   
[bookmark: _Toc214467743]3.10 Chapter summary 
This chapter summarises that researcher used qualitative research type, inductive research design, case study research approach, interpretivism research philosophy, secondary data collection method and thematic analysis along with ethical consideration while conducting a research on assessing the impact of organisational culture and policies on employees' performance and motivation. The chapter concluded that researcher used scholarly articles, books, government documents, existing case studies and statistical databases and excluded surveys and interviews. 
[bookmark: _Toc214467744]CHAPTER 4: RESULTS AND DISCUSSION 
On the basis of detailed scrutiny of secondary sources and empirical evidence present in literature review, it can be ascertained that organisational culture and policies within an organisation impacts motivation and employee performance. This can be seen as assessment of existing data sets revealed that organisational culture lays direct and indirect impact on performance, motivational aspect and productivity of employees. Under this, literature was divided into key themes, that highlighted insights regarding challenges and effective strategies and considering this results and discussion are as follows;
Direct and indirect impacts of organisational culture and policies
With the help of insights drawn from literature it can be revealed that Ababneh (2021), stated that culture of organisation lays significant impact on employee performance, which can be classified in the form of direct and indirect impact. Under this, it was found that policy implementation results in positive and open workplace culture that increases collaboration and fosters innovation through transparent communication, feedback loop and continuous learning. Under this, data insights indicate that cultural integration and supportive workforce policies, within Morrison leads to improved employee performance, as company focuses on providing performance based rewards (in the form of bonus, monetary rewards and financial gain) which in turn increased motivational aspect of employees and contributes to wider organisational objectives. Additionally, it can be scrutinised that culture that integrates training and development programs and provide support to employees regarding upskilling, results in improved productivity, efficiency and employee motivation. Direct impact can be assessed as hierarchical structure within organisation helps in defining roles and responsibilities of employees in clear stated terms, which minimises conflict and enhance role clarity, leading to improved employee performance. Secondary data also found that organisational policies regarding health and safety aspect results in creation of secure workplace environment that helps employees to work in cohesion without mental stress and fatigue and this leads to increased productivity for both employees and organisation.
In this case, it is identified by, Shayrine, and Venugopal (2025) that diverse viewpoint of authors highlighted information regarding indirect impact of organisational culture and policies on motivation and performance of employees. This can be elaborated as literature revealed that policies and culture helps in attracting and retaining talent, ensuring employee well-being and work life balance and employee empowerment. As workplace policies helps in promoting resilience among employees through flexible working, this in turn motivate employees to perform as per potential and as a result voluntary turnover is reduced. Positive workplace culture also leads to inclusive and diverse practices, where employees are included in decision making process that increases their performance within long term. On the other hand, results from secondary assessment of data indicate that policies regarding monitoring and supervision helps in increasing productivity, as existence of feedback loops and performance metrics results in minimum error and improved quality of work.
However, as stated by Nzuva, and Mwende Kimanzi (2022), authors had contrasting perspective regarding direct and indirect impacts of organisational culture and policies, criticality of literature can be found as, there are several negative impact of cultural integration and policies. For example; misaligned culture and lack of clear policy framework leads to unclear goals, which creates role conflict among employees and as a result their productivity and performance reduces. Whereas, it is found that authoritative culture hampers employee motivational aspect as excessive micromanagement and supervision causes negative workplace culture that increases fatigue among employees and reduces motivation to accomplish task. In addition, collaborative practices of organisation is hampered by lack of autonomy and trust, that impact efficiency of performance and cohesion. In a wider context, it can be depicted that irrespective of positive impact of organisational culture and values, challenges can be faced regarding failure to respond quickly to changes made in external environment, along with integrating cost cutting measures. For example; Morrison faces challenged concerned with high power distance and critical employee viewpoint regarding favourable managerial practices, which in turn creates dissatisfied employees, leading to reduced motivation among individual to participate in decision making process and share innovative inputs. 
In this case, insights attained through graphical presentation by HIGH5 Strengths Test, 2025, it can be ascertained that organisational culture and policies lays significant impact on motivation, performance and productivity aspect of employees. This can be seen as, graph revealed that nearly 60% of employees in UK, feel motivated while carrying out tasks, which is lower as compared to global average of 71%. Along with this, insights revealed that direct and indirect impacts of organisational culture relies majorly on employee demographic, indicating that 40% millennials and 42% gen Z attains motivation while carrying out purpose based work. On the basis of assessment of graphical data, it can be scrutinised that direct impact of policy and culture of organisation can be understood through factors based on communication, rewards and recognition, clear organisational structure and expectations and flexibility and autonomy. This can be elaborated as effective communication strategies helps in promoting transparency and open dialogue that foster problem solving approach and collaboration among employees, which in turn directly influence innovation and efficiency of work performed. In specific case of employee motivation, open communication dialogue increases employee engagement through which wider contribution to idea sharing and decision making process is made. 
On the other hand, as stated by, Ngozi, and Edwinah, (2022), factors based on talent retention, employee well-being and engagement, impacts performance, motivation and productivity of employees, as clan culture within an organisation results in positive work life balance, which indirectly minimises burnout and absenteeism and ensures that individuals are recognised for their contribution. It also impacts motivation level as employee well-being creates loyalty and sense of belonging, which drives intrinsic motivation. Therefore, it can be identified that organisational policies and culture lays direct and indirect impact on motivation, performance and productivity aspect of employees. For example; positive cultural integration plays major role in stabilising organisational processes, as incline in retention minimises additional cost incurred in hiring new candidate. This in turn drive motivation within existing employees to perform according to their potential. 
Challenges faced by organisation in aligning their organisational culture and policies
The comprehensive assessment of wider academic and literature source found that, organisation faces several challenges in aligning their culture and polices with employee perception and this in turn impacts performance, motivation and productivity of employees. This can be seen as, Tyagi (2021), stated that organisation faces challenges due to inconsistent leadership approach which creates misalignment of values. Therefore, it can be analysed that inconsistent procedure and lack of collaborative practices can lead to negative perception of employees and in turn reduces motivation and performance. Additionally, it is found that ineffective communication creates sceptical perception and confusion among employees, such that it becomes rather challenging to align policies and culture with overall perception of employees. This can be elaborated as secondary research revealed that organisation faces challenges due to disconnect between actions and words, which eventually minimises efforts and trust. Empirical evidence in the form of wider academic literature also found that employee resistance to change makes it difficult to leverage positive perception. This can be analysed as insights revealed that while operating with similar functions and structure, employees becomes accustom to practices and in case cultural shift and new policy is introduced within organisation, they showcase resistance and scepticism. For example; resistance to change is due to uncertainty regarding new procedures and policies, which impacts employee perception. 
Further, results and discussion based on comprehensive literature review, can be classified as, it is stated by, Rice, and Searle, R2022) that inconsistent communication and lack of hierarchy within organisation results in challenging situation as distinct communication approach from different managers can lead to misinterpretation of policy aspect, which created variation among employee experience and hampers their perception. As policies and culture is rather abstract concept, challenges exists in the form of variation in employee viewpoint, for example; secondary research found that employees working in diverse organisational workspace can have different viewpoint regarding communication style, professional etiquette, recognition, hierarchy and so on. This can be depicted as policy based on flexible approach can be perceived variedly, as some employees might view it as lack of structure alignment, which differs from hierarchical culture and positive perception of employees. Whereas, it can be revealed that organisation also faces challenges regarding valuing short term results above long term change, which can be seen as secondary data indicate that cultural change requires significant effort, patience and time and therefore issues concerned with task prioritisation and weighing immediate results exists, which in turn impacts employee perception. 
On a critical note, results can be analysed as, Babatunde, and et al. (2021), stated that major challenge faced by organisation includes deviation in measuring performance, as it follows continuous procedure and reinforcement. Literature also found that wider organisations faces issue concerned with difficulty in tracking progress and monitoring emotional and cognitive responses of employees towards policy implementation and cultural integration. Additionally, secondary research highlighted that organisation faces hurdle regarding siloes as employee perception differs from department to department, which in turn increases chances of inconsistent procedure. Whereas, employees believe that recognition and reward are provided on the basis of contribution made to organisational productivity, however it is provided on the basis of personal influence, which often involve biasness and this in turn leads to negative employee perception. 
In this case, insights attained through graphical presentation of employee motivation and recognition, acquired from EFX, 2025, it can be analysed that 40% of employees in UK lacks motivation (intrinsic and extrinsic) to carry task above their potential and this is due to skeptical view regarding policies and cultural practices. Further, insights from graphical presentation reveals that nearly 38% of employees in UK are stressed and reported issue of mental fatigue in 2024. Whereas, contrasting insights revealed that factors like performance and productivity and motivation is greater in organisation that curates rewarding system for employees and recognises their efforts. Additionally, issues exists due to ongoing norms which are integrated within organisation and impact belief and value system of employees from diverse background. Whereas, informational insights from literature and viewpoint of, Mohudi, S. (2022), can be discussed as Morrison faced challenges regarding policy misalignment, cultural imposition, divergent managerial approach and fluctuating morale and perception of employees. This can be elaborated as, organisation was perceived as carrying cultural imposition on tradition and this non collaborative alignment resulted in resistance among employees. It was also found that, Morrison also faces challenges concerned with policy misalignment between accounting and IT system and this in turn resulted in increased voluntary turnover and negative perception of employees regarding policy and culture. The insights from secondary research also revealed that leadership style of Morrison was centralised that clashed with autonomous approach followed by Safeway and this difference in managerial approach within decision making leads to role conflict and loss of identity. 
Results and discussion can be presented as, Piccoli, Reisel, and De Witte, (2021), identified that organisation faces challenges associated with ineffective integration of organisational policies, which in turn deteriorates employee performance and create job insecurity, along with reduced morale. Along with this, impact of negative perception causes disconnect between perceived behaviour and actual behaviour, which in turn impacts customer centric aspect of organisation. Whereas, it becomes rather challenging to align employees with one size fit approach, as it can exacerbates negative perceptions. In this data attained through secondary assessment of sources reveals that nearly 35% of employees highlighted inconsistency in integrating diverse and inclusive practices as major challenge, whereas majority of workforces focused on issue of misalignment that causes perception gap among employees and hampers their productivity and motivational aspects (PubMed Central, 2021). In a wider context, it can be ascertained that organisations like Morrison faces major challenge regarding increased gap between how leaders view culture and how it is actually experienced by employees on routine basis. Considering this, it was found that approximately 18% of employees felt that organisational value aligns with current cultural integration, however other felt that majorly organisation faces issue regarding lack of trust and misalignment of leadership approach. 
On the basis of assessment of secondary source and viewpoint of Yamoah, Forson, and Osei-Gyekyi, (2024), it has been revealed that literature carried gap in the form of lack of longitudinal insights and limited focus on contextual information. This can be depicted as existing data failed to captures information regarding specific impact of organisational values and culture, which hampers strategy formulation. This highlighted need to carry out research that presents holistic and balanced insights regarding cultural integration and policies that enhances individual productivity and morale. For this purpose study emphasised on integrating expectancy theory, social exchange theory and two factor theory of Herzberg, through which credibility of information has been highlighted.
In order to demonstrate clear understanding of impact of organisational culture and policies on productivity, motivation and performance of employees, literature integrated theoretical underpinnings based on expectancy theory, social exchange theory and Herzberg’s two factor theory. Therefore, results and discussion can be presented as, Peramatzis, and Galanakis (2022), stated that, organisation can focus on integrating motivators that enhances job satisfaction and provides rewards and monetary benefit to employees, along with opportunity to grow and provide valuable outputs in decision making process. This can be elaborated as, Herzberg’s two factor theory highlighted that extrinsic factors does not directly motivate employee, however its absence can lead to dissatisfied and demotivated workforce, for example; policies and cultural practices formulates part of hygiene factors, as well managed and clearly integrated policies helps employees in understanding their roles and responsibilities, which in turn prevents dissatisfaction, whereas motivators comprises of factors that leads to increased job satisfaction, including autonomy, recognition, achievement and so on, which directly influences productivity and motivational aspects of employees.
Insights from secondary research and as per the views of Ahmad, and et al. (2023), it has been revealed that social exchange theory can be used by organisations like Morrison to demonstrate give and take relationship among employees and organisation and this aligned with research objective based on analysing challenges faced by organisation in aligning culture and policies with diverse employee perception. This can be seen as, results highlights that in case employee perceive ongoing policies and cultural practices as supportive and equitable, in such case they are more likely to contribute to wider organisational productivity by leveraging commitment. On the other hand, negative employee perception regarding lack of managerial support, bias and unfairness can cause reduced performance and commitment towards wider organisational practices. Further, Ogundare, and Omotosho, (2022) highlighted need for strategic integration within organisational culture, in order to enhance productivity and motivational aspect of employees. For this, author provided expectancy theory which emphasises on curating link between performance, rewards and efforts of employees, by stating that employee motivation relies on their belief towards viability of outcome and considering outcome as result of skills and resource optimisation. Therefore, it can be scrutinise that by integrating theoretical insights, organisations operating within dynamic business landscape can ensure positive employee motivation by addressing challenges and integrating strategic interventions, based on effective leadership and transparent communication. 
Effective strategies for promoting high employee performance
From the above secondary research, the literature reviewed by Mubintaj, Bangera and Ravi (2024), it offered a comprehensive framework for cultivating organisational culture with high performance. It has been resulted that the synthesis of the perception yields clear outcomes and practical strategies for the research. From the secondary data, it has been analysed that the author suggested multi-faceted approach to improve employee productivity, performance and motivation while focusing that these components are fundamentally aligned with well-defined and supportive culture of the organisation. The visibility and consistency of leadership are paramount as leaders acting as a role models and indicating empathy becomes vital for developing trust while linking behaviour of the employees with values of the organisation. Also, as analysed above, the author proposed that open and transparent communication should be the major priority, thus, open forums, surveys and one on one meetings must be conducted regularly to support their perceptions positively in relation to organisational culture and policies. 
Moreover, it has been found that including workforce in process of making decision and granting them relevant autonomy are considered to be as the direct approach for leading a sense of responsibility and ownership, fostering to enhanced performance and credibility with employees. Consistent investment in leadership skills like conflict resolution and emotional intelligence and entire growth of employee such as training and mentorship both becomes vital. This further gets strengthened by robust commitment to transparent, open and multi-channel communication to make sure of having alignment and clarity of the overall purpose. Through the secondary analysis, it has been observed that the leaders must also be stimulated to become empathetic towards the employees to make them feel heard, and improve their motivation. 
It has been perceived from the secondary data that even though customisation is valuable, rewards must be observed as performance based and fair while linking it with main values of the organisation to further overcome bias and improve motivation. The clarity related to procedures, purposes and advantages of the policies can also be clearly and openly communicated and shred with the help of multi-channel approach. It has been identified that, the company must make sure that the workforce feel empowered by offering them with necessary autonomy levels to further refine their performance and productivity. Also, freedom and inclusivity of the employee in decision making must be integrate a sense of responsibility and accountability towards culture of the firm and needs of every individual worker along with the attributes that can be beneficial in catering personalised support, opportunities and rewards effectively. 
Furthermore, concentrating on well-being of employee along with their professional growth, flexible work setting as well as cross-functional collaboration becomes helpful in breaking down silos and fostering innovative and unified culture of the organisation. On the contrary, as proposed by Marin (2021), the recognition and rewards must go further than customisation by making sure of having fair implementation and aligning rewards to the values and culture of the organisation. It has been found that, the rewards must be entirely on the basis of performance of the employees, encompassing internal rewards such as personal growth and development as well as external rewards such as incentives and bonuses both. From the secondary data analysis, it has been observed that no single strategy is enough in isolation as customised rewards lose their effectiveness without a base of fair implementation and transparent communication.  
Besides this, holistic approach that employs empowerment, visible leadership, clear communication and fair rewards becomes essential for success on long term basis. It has been found through the analysis that the literature points to a shift from control and command leadership towards an empathetic, visible and supportive styles of leadership. The leaders within the firm must proactively develop their soft skills such as problem solving and emotional intelligence to further develop a work environment or culture where employee feel heard, valued and respected. The focus on clear metrics, goals, opportunities related to professional development as well as feedback mechanism suggest the requirement for a culture that create balance between accountability with support for consistent growth and learning. From the above secondary findings, it further challenges the organisation to design reward systems that are observed as equitable while aligning internal motivation with external incentives purely on the basis of performance as this transparency might be beneficial and helpful in eliminating the negative influence of apparent bias.
Apart from this, it has been found that, flexible work setting and emphasis on well-being of employee demonstrates the significance of adaptability to modern requirements of the workforce. Leading to a supportive environment outside of traditional structures is the key to increasing efficiency and productivity along with motivation in rapid changing work environment. Breaking down of silos into smaller pieces along with inspiring cross-functional collaboration can be helpful in driving unified and positive as well as long term culture of innovation and growth while increasing, motivation, productivity and performance significantly. From the secondary research, it has been identified that Morrison develops clear set of key beliefs and values that give guidance to the organisation and moreover managers are responsible for making sure that these values are reflected, shared and communicated continuously in routine work and interactions with the workforce.    
In addition, the company emphasises on hiring candidates that not only have the accurate skills but also links with values and culture of the organisation to further develop motivated and cohesive team. It has been identified that, the firm offers mentoring opportunities and developing avenues for professional development as it becomes significant for employee engagement and motivation. Morrison maintain open lines of communication as it is vital for transparency and keeping employee informed, including creation of dialogue between employee and management and being open to feedback. As the main motivational tool, the firm considers rewarding and recognising employee achievement through personal and visible recognition while driving a culture where every contribution is respected, values, heard and celebrated. The brand further establishes psychologically safe and positive environment where every employee feel they belong as it is fundamental. This encompasses providing support, motivating collaboration and making sure of having a sense of connection amongst the team members.                     
[bookmark: _Toc214467745]CHAPTER 5: RECOMMENDATIONS, CONCLUSION AND LIMITATIONS OF THE RESEARCH
[bookmark: _Toc214467746] 5.1 Conclusion
In conclusion, the dissertation summarised research topic as assessing the impact of organisational culture and policies on employees' performance and motivation, considering Morrison as the case study. The dissertation reflected on three key research objectives based on the research aim. Through key research objectives, it critically conducted literature review. The main three theme were evaluating the direct and indirect impacts of organisational culture and policies on key employee performance, productivity, and motivation, analysing the challenges organisations face in aligning their organisational culture and policies employee's perceptions and proposing effective strategies for fostering an organisational culture that promotes high employee performance, productivity and motivation. It analysed research gap that lies in understanding of how the top to down corporate changes such as Morrison perceived and being absorbed to some frontline staff. 
Moreover, the dissertation provided research rationale as addressing the gaps for understanding how the top to down strategic changes are effecting frontline motivations and employee performance among the retail. It provided review on significance of the research that it offered valuable insights among the how the strategic shifts and cultural values are affecting employee motivations and their performance among the company. The dissertation presented a comprehensive literature review surrounding the key themes of direct and indirect impacts of organisational culture and policies on employees’ performance, productivity, and motivation. It identified that the culture of the organisation along with its policies has significant direct and indirect impacts on the employees’ performance, productivity and innovation, pertaining both positive and negative impacts. It also reflected that one of the major challenge faced by the organisation in aligning the organisational culture and policies with perception of the employee is leadership inconsistency and misalignment.
Further, the dissertation shed some light on strategies like companies could also make continuous investments in leadership development to enhance their emotional intelligence, conflict resolution and problem solving and rewards and recognition must go beyond personalisation by ensuring fair implementation and linking the rewards to the organisation’s values and cultures to foster organisational culture. The dissertation highlighted theories such as Herzberg’s two factor theory, Social exchange theory and expectancy theory used by the researcher to gaining comprehensive understanding about the research topic and themes. It identified literature gap in existing studies lying in lack of empirical insights and data and not effectively structured into comprehensive themes, leading to generalised findings. It reflected on research methodology including qualitative research type, inductive research design, case study research approach, interpretivism research philosophy, secondary data collection method and thematic analysis along with inclusion and exclusion criteria as well as ethical consideration.  
[bookmark: _Toc214467747]5.2 Recommendations
Based on the above identified challenges such as poor communication, leadership inconsistency and misalignment, employee resistance and complexity in measuring progress. To further address these challenges, Morrison could concentrate on multi-faceted approach revolving around effective communication, transparent leadership, employee involvement and human-focused culture that can be beneficial in developing trust and recognition. The leaders within the company must constantly model the behaviour and values they expect and look out for in their employees (Baran, 2025). Also, if the presented organisational culture is collaborative and transparent along with actions of the management like including staff in process of making decision and avoiding punitive measures, must link with these claims to further create trust and credibility. Morrison can offer ongoing training for every executives and managers on effective communication, emotional intelligence as well as conflict resolution as this can make sure that leaders at every level leads to inclusive and supportive environment and are further well-equipped to handle different teams (Cahyono, 2024).  
Apart from this, the firm could inspire and motivate employees to be approachable while proactively listening to concerns or issues raised by the employees and understand their challenges as this could be helpful in humanising management and developing robust connection and sense of psychological safety in teams (Ng, Hsu, and Parker, 2021). The brand could also move further than top-down announcements while utilising mix of channels such as surveys, town hall meetings, anonymous suggestion boxes and digital platforms to simplify an open dialogue, this can permit employee to raise their issues and ask questions without having any fear of retaliation. While employing or executing new changes or policies, the company must clearly explain the reason of the change along with the benefits for the organisation and employees both and the procedure involved. Morrison could also delegate and distribute responsibilities while offering autonomy and giving workers the freedom to make their own decisions and ownership of their work as this can make sure they have the required resources, tools as well as support to get success that also boosts confidence and motivation. At last, the company could utilise collected data to make informed decisions and adjustments to strategies and policies (Hilal, Sumbal and Imad, 2025).      
[bookmark: _Toc214467748]5.3 Limitation of the research
Based on the above analysis, the key limitation is considered to be as the inherent conflict between the stated research goals and the selected data collection method. The researcher aimed to utilise interpretivism philosophy to obtain rich and valuable insights of the subjective experience and meanings aligned to the culture and policies, however, this philosophy demands direct engagement and interaction with participants through primary data that has not been included in the research (Taherdoost, 2021). Depending solely on secondary data presents various limitation related to the data itself. Through secondary data, researcher cannot personalise data collection instruments such as survey or interview to the particular dynamics or emerging questions in target organisation like Morrison. In addition, the relevant information or data required to fully discover the interplay between policies, culture, motivation and performance that might not be available in existing records. Apart from this, initially secondary data might be collected for different purpose, so it might not link directly with particular research questions related to the targeted organisation and its unique policies or culture. As the researcher used multiple secondary sources for collecting the data, there might be conflicting or discrepancies information or data throughout them while making it hard to design cohesive scenario (Cheong, and et al. 2023). 
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