IA RJ SET ISSN (O) 2393-8021, ISSN (P) 2394-1588

(@ International Advanced Research Journal in Science, Engineering and Technology
Impact Factor 8.066 :: Peer-reviewed & Refereed journal 2 Vol. 12, Issue 5, May 2025
DOI: 10.17148/IARJSET.2025.12555

ARTICLE ON A STUDY ON FACTORS
INFLUENCING ORGANIZATIONAL
PERFORMANCE

Ms. Abirami M!, Dr. Sudha.S?

11 nd MBA- Business analytics, Department of Management Studies, VISTAS!

Professor and Program Co-ordinator, MBA Business Analytics, Department of Management Studies, VISTAS?

Abstract: This study explores the key factors that influence organizational performances with regard to the interaction
between organizational culture, work environment, and employee retention. Using a descriptive research design, the data
were collected from 50 employees with the help of structured questionnaires and analyzed through SPSS, Excel, and
Tableau. Results showed a moderately strong correlation (r = 0.6058) between communication openness and cultural
success, which indicates that the transparent communication is of essence to building a nurturant organizational culture.
However, regression analysis exhibited weak predictive ability (R?>=0.0283) and no statistically significant relationship
(p=0.248) between the independent variables chosen and organizational performance, suggesting that other variables
have influenced organizational performance in ways that are not assessed in this study. A majority of the sample were
young professionals (76% between the ages of 19 and 24) having less work experience (68% having less than a year),
with a few gender imbalances (64% being female) that might affect the generalizability of these results. The study
recommends that organizational policies foster open communication, mentorship programs, gender diversity, and HR
philosophy that meet employees' expectations for engagement and retention. Such insights would support organizations
in launching performance-enhancing initiatives grounded on hard data.

Keywords: Organizational Performance, Human Resource Strategies, Work Environment, Employee Retention,
Organizational Behaviour.

LINTRODUCTION

In the current knowledge economy, the Information Services industry is in a prime position by assisting in the conversion
of crude data into useful knowledge across various areas, including business, government, education, and healthcare.
Historically, it could have been said to lie in the realm of information practitioners such as libraries and news media;
nowadays, however, significant changes have come under the disruptive influence of digital technologies, and especially
post the computer revolution, cutting through to the very roots of information. During those early years, firms such as
Bloomberg, Thomson Reuters, and LexisNexis acted as the catalyst of this transformation by setting up digital
repositories and real-time delivery systems of information that have helped to change practices in the way information is
consumed.

Currently, the industry is marked by scale, diversity, and technology. Although North America and Europe still retain a
leadership position in the industry, emerging markets, especially in the Asia-Pacific region, are fast developing their
information services infrastructure, fuelled by the build-up of digital infrastructure and growing demand for data-based
decision-making. The industry is divided into several subfields, such as financial and legal information services, scientific
research databases, media aggregators, and public sector information systems, each of which is backed up at the backend
by fairly complex processes such as metadata management, localization, and verification.

Statement of the problem

Organizational performance is a critical determinant of an enterprise’s long-term survival, competitiveness, and success.
Despite ongoing efforts to improve performance, many organizations struggle to achieve consistent results due to a
complex interplay of internal and external factors. Key elements such as organizational culture, leadership style, work
environment, employee motivation, and retention strategies significantly influence how effectively an organization meets
its objectives. Additionally, external pressures like market competition, technological advancement, and changing
workforce dynamics further complicate performance outcomes.
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However, there is often a lack of clarity on which specific factors have the most profound impact and how they interrelate.
Many organizations invest in isolated strategies without a holistic understanding of how various elements contribute
collectively to overall performance. This gap in knowledge creates uncertainty in decision-making, leading to
inefficiencies and suboptimal results.

Therefore, this study seeks to investigate and analyze the major factors that influence organizational performance,
examine their interrelationships, and provide insights that can help leaders make data-driven, strategic decisions to
improve performance sustainably.

RESEARCH BACKGROUND

Organizational performance results from multiple factors where organizational culture stands as the basic component that
determines employee behavior and innovation and strategic alignment (Shahzad et al., 2012; Azeem et al., 2021).
Research demonstrates that leadership posture holds vital importance for creating innovation together with employee
engagement while producing performance effects (Khan et al., 2020; Paais & Pattiruhu, 2020). Talented workforce
retention requires focus because job satisfaction levels together with development chances and organizational culture
determine the workforce's stability (Al Kurdi & Alshurideh, 2020; Ghani et al., 2022). The combination of strategic
agility with knowledge management systems increases adaptive capabilities and competitive positioning especially for
establishments operating in ever-evolving business markets (AlTaweel & Al-Hawary, 2021; Lam et al., 2021). These
research results demonstrate that organizational success depends on complete strategic approaches which integrate
cultural aspects together with leadership approaches and human resource management methods for achieving lasting
accomplishments.

ILRESEARCH METHODOLOGY

Research design

The study is set in a descriptive research design with a view to looking at internal factors affecting organizational
performance, with special emphasis on interrelationships among organizational culture, work environment, and employee
retention. The goal is to offer a wider data-based perspective of how these constructs jointly affect the performance of
organizations in the Information Services industry

Sample size and sampling technique
A total of 50 employees were selected through simple random sampling to ensure a fair chance of being chosen by
everyone in the target population. This eliminates selection bias and augments the ability to generalize study findings.

Data collection method

This was done by interviewing the respondents with the help of a structured questionnaire with close-ended questions.
The distribution was done through official communication channels such as email and the internal platform. These
questionnaires were to assess the three core constructs: organisational culture, work environment, and employee retention
and their mutual effect on organisational performance.

The questions were set on a Likert scale so that each person's perception and experiences could be quantified in a
standardized way. The instrument was subjected to a pilot test to support clarity, reliability, and validity before full
application.

Tools and Techniques for Data Analysis
Data analysis was done through a combination of tools:
o SPSS was used for frequency distribution tables to test inferential statistics, such as correlations, regressions,
and single-factor ANOVA.
e Analysis was done through Microsoft Excel for descriptive purposes including percentage analysis, average,
and crosstabs.
e Tableau was then used to create interactive visual dashboards and charts to communicate findings and bring out
hidden patterns.

Methods of Analysis:
e Correlation analysis: To measure the strength and direction of relationships between variables such as
organisational culture and employee retention.
e  Multiple regression analysis: To determine the predictability of leadership, training, and motivation on
organisational performance.
e  One-way ANOVA: Tested whether there are statistically significant differences in performance outcomes
among various levels of work environment quality.
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Ethical Considerations

All participants in the study were informed of the study's intent and were promised anonymity and confidentiality.
Participation was voluntary, with informed consent sought prior to the collection of data. The data were used for academic
and analytical purposes only.

IIL.FINDINGS

Based on the analysis of data from a primary source- 50 employees- primary hints are recognised about the organisational
culture and work environment, employee retention, and their individual impacts on organizational performances. The
following details were obtained after applying descriptive and inferential statistical techniques:

High Reliability of the Research Instrument

The Cronbach's alpha measure of 0.892 implied great internal consistency amongst the statements on the questionnaire,
thereby confirming the reliability of the instrument in accurately measuring the respective constructs.

Demographic Composition-Youth-Dominated Workforce

Close to 76% of the respondents fall within the 19-24 category. This may be indicative of an early-career stage for most
and a younger workforce in general. Such a prevailing demographic may have implications for workplace expectations
and the methods of engagement and retention.

Gender Imbalance within the Sample

The study found out that 64% of the respondents were female, thus finding a gender skew. This phenomenon might be
reflective of general workforce trends within the particular organisation or industry segment and thus indicates areas to
look for gender comparisons.

Departmental Representation Imbalanced

Most respondents reportedly came from positions within the Product Expert, Finance, and HR divisions, but irregularities
in the department labelling were found, which would have limited the extent of department-specific insight. The next
research could take care of standardising the categories.

Limited Work Experience Among Respondents

Around 68% of respondents had work experience of a year or less, which further points out that the findings primarily
refer to new entries into the labour market. This limited exposure may deter their perceptions on organisational practices
and policies.

High Educational Attainment

Even with little work experience, educational attainment was very high among the respondents, indicating that these
potential workers are very well learned, with a strong theoretical knowledge base but little exposure to working
conditions.

No Significant Relationship Found Between Personal Accomplishment and Work-Life Balance

The results of the statistical tests showed a p-value of 0.3888, which is signifying that no significant relationship exists
between relationships of perceived work-life balance and personal accomplishment. It might, therefore, hypothesise that
employee fulfilment is probably influenced more by other factors of the organisation.

Positive Link Between Open Communication and Cultural Success

There was a moderately strong and positive correlation (r = 0.6058) between open communication and success of
organisational culture, underlining how essential transparent communication is to nurture a conducive and aligned
culture.

Low Predictive Power of the Regression Model

An R square value of 0.0283 suggested that only 2.83% of the variance exhibited by the dependent variable
(organisational performance) was being explained by the model. This suggested that additional predictor variables should
be included in future models.

Regression Model Not Statistically Significant

The p-value from the regression analysis was 0.248, implying the relationship between the independent variables chosen
and organisational performance is not significant on a statistical level. Other factors may thus exert a stronger influence
and ought to be inspected in subsequent research.

IV.SUGGESTION

In order to improve the organization's overall capacity and employee well-being, open communication along with a
culture of transparency and inclusiveness should be promoted. Organizations must therefore establish some well-
organized mentorship programs as well as career development programs for early-career employees so that they can grow
there instead of absconding from the organization. Gender diversity should be promoted along with flexible work policies
and work-life balance programs to ensure an inclusive and supportive work environment. Developing leadership skills
along with team-building and technical tools would help drive collaboration and autonomy. Periodic checking of
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employee satisfaction and job role classifications and providing distraction-free zones within open workstations will be
essential. This way, all organizational HR policies will be in tune with its employee needs, and the results-based culture
will hit an all-time high in engagement and retention, thereby leading to organizational success.

V.CONCLUSION

This study has successfully examined the key factors influencing organizational performance by focusing on
organizational culture, work environment, and employee retention. The findings indicate that open communication
significantly contributes to cultural success, while factors such as age, gender, department, and experience shape
employee perspectives. However, the relationship between some variables and performance outcomes was weak,
highlighting the complexity of organizational dynamics.

The research underlines the importance of integrating communication, leadership, work environment quality, and tailored
HR practices to enhance performance. For organizations, especially those with young and evolving workforces, adopting
data-driven strategies that emphasize employee well-being and cultural alignment will be crucial in building high-
performing and sustainable environments.
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