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ABSTRACT

This paper aims to establish the relationship between cultural, motivational, and human
resource factors and organizational productivity using the Starbucks organization as the subject
of study. Hypothesized that workplace culture, motivational interventions, and organizations'’
HR practices influence organizational productivity in a complex way; however, research that
connects these variables within a coherent theoretical model is lacking. To establish the
determinants of productivity, the current study employs survey-based data and a linear
regression model. It reveals that career mobility factors and conflict handling mechanisms have
positive impacts in increasing productivity thus increasing organizational performance, while
recruitment integration and perceived HR support for well-being moderates both positively
and negatively. Even though a close correlation between cultural aspects such as collaboration,
diversity, and values with organizational success can be considered low statistically, they play
significant roles in encouraging creativity and group unity. Therefore, the research inspires
ideas for enhancing the organizational culture at Starbucks, motivating employees as well as
improving HR strategies. These insights help to enhance the theoretical knowledge of culture,
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motivation, and Human Resources’ impact on continued organizational success.

Introduction

There is a close relationship between organizational
productivity and business success because productivity
depends on numerous factors — internal and external. Of
these control mechanisms, cultural aspects, motivational
drivers and HR management practices are the key drivers of
people’s behavior and performance. In this challenging
world environment, it is crucial to establish a positive
company culture, choice of motivation, and compliance with
best human resource policies and practices to maintain
productivity rates and reduce high employee turnover rates.
Starbucks is a large globally recognized company in the food
and beverage industry and as an HR manager, the company
focuses on other relational aspects of HRM such as; Training
and Development, Organizing, and Staffing.

Cultural aspects in organizational settings including
teamwork, diversity, and organizational culture fit have been
probed continuously since they influence workplace
engagement and productivity. Good organizational culture
enables people to work together in teams, and cooperate
with authenticity and reality by encouraging them to
produce the best results. Promotional opportunity employee
job satisfaction and organizational commitment are also the
motivation factors that enhance the performance of the
employees. Likewise, the implementation of HR practices,

for example, recruitment strategy integration, the conflict
management system, and measures supporting employee
health impact organizational results.

Although several theories have addressed these factors, a
paucity of research has analyzed these factors about
organizational productivity in an integrating framework. This
study aims to fill this void by establishing the relationship
between cultural, motivational, and HR factors and the
productivity of Starbucks. Based on survey data regression
analysis and machine learning are applied in this research to
find out the most significant variables and recommendations
for policies and managerial strategies.

In this particular study, the examination of the organization
that is Starbucks has practical consequences regarding the
development of a powerful tradition of positive workplace
culture, and motivational approaches, as well as the best
practices in human resource management. The findings of
the present study will help organizational leaders design
specific strategies to increase EE and ES, as well as OBP.

Literature Review

The interaction between cultural and motivational
constructs as prevalent in organizations has in the recent
past been a focus of many researchers. Organizational
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culture encompasses general principles that shape
perceptions of people in an organization about beliefs,
values, course of actions, and behavior patterns on the other
hand, motivation embraces the reasons why people perform
or act in a certain way focusing on internal, externally
provided or expected incentives (Schein, 2017).
Cumulatively, these are critical components that cause
distinct organizational outcomes such as; employee
satisfaction, innovation, and organizational productivity
(Hofstede et al., 2021). While extending operations cross-
nationally and cross-culturally, comprehending how culture
and motivation work together in the heterogeneous
workforce is a major issue.

Organizational culture, which is a subject of interest
to both management and organizational scientists, was
developed from anthropology and sociology. Edgar Schein
(2017) identifies three levels of organizational culture: such
components as tangible and intangible assets, declared
values, and essential assumptions. These levels are very
effective in determining decision-making, ways of dealing
with others, and leadership. That literature has been cultural
dimensions, which Hofstede (1984) has argued include
power distance, individualism/collectivity, and uncertainty
avoidance, and has been useful in explicating how culture
influences work relations in MNCs. Contemporary research
focuses on the flexibility of the organizational culture to
changes in the market environment. For example, Chatman
and O’Reilly (2016) concluded that cultural fit helped
organizations achieve better rates of return on assets. This
serves to support the argument that organizational culture
has to be aligned with organizational goals. Alvesson and
Sveningsson (2019) also support the openness of workers
and managers, stating that organizational culture always
changes through activities.

The motivational theories have grown from the
early theories such as McClelland’s acquired needs theory
(1943) right up to theories such as the self-determination
theory by Ryan and Deci (2000). While investigating intrinsic
motivation relates to motivation that is internal and in this
case is driven by achievements in accomplishing tasks,
extrinsic motivation on the other hand; is one driven by
external features which include promotions, pay rise, and
other incentives. In the process of attaining organizational
objectives, both are critical for motivation. Cultural and
motivational factors have been explored in prior empirical
work and their relationship is evidenced. According to Gagné
and Bhave (2021), organizations that focus on self-
actualization and mastery of intrinsic methods of motivation
receive higher levels of engagement from their employees.
Furthermore, according to Deci et al. (2017, as cited by
Baard, 2018), work conditions that are supportive of
autonomy as informed by SDT improve not only the well-
being of employees but their performance as well.

Culture and motivation are work stimulation factors
that depend much on leadership in any organization. The

major dimensions of leadership include vision, inspiration,
and individualized consideration that best qualify as
transformational leadership, and these have been closely
associated with improving Both organizational culture and
motivational levels. According to Bass and Riggio (2006), it is
transformational leaders who are known to overpower the
organizational culture by encouraging trust and empowering
the staff to be innovative and committed. In addition,
current research focuses on culturally diverse workplaces
concerning inclusive leadership. Shore et al (2018) argue that
when leaders place value on diversity, and fair treatment of
subordinates, organizational cultural integration improves
and so does, the employee’s performance. This is particularly
so in multinational companies in which organizational
culture barriers may foster misunderstandings in the
organization.

Data specification

The following sub-section offers an elaborate
description of each variable used in the survey dataset. The
survey has been collected from 200 respondents online.
These variables are grouped wunder demographic
information, cultural elements, motivational factors, human
resource management practices, and organizational
performance. The following table groups all the survey
questions (Q4 to Q23) with the meaning of the variable they
are related to.

Variable  Category Description
Name
Q4 Cultural Employees in Starbucks have
Factors lots of opportunities for
collaboration in the workplace.
Q5 Cultural One of the ‘Nine
Factors Characteristics of Successful
Teams’ states that positive
outcomes arise from diversity;
in this case, this fact emanates
from the company’s support of
diversity and inclusion in team
formation.
Q6 Cultural The 'Third Place’ concept that
Factors the Starbucks company offers
is a warm place for the
employees and the clients as
well.
Q7 Cultural Hear to this; you are set free to
Factors work with the organization,
here the organizational values
suit your personal values.
Q8 Cultural Starbucks has learned how to
Factors manage its cultural practices
when it is situated in various
geographical locations.
Q9 Motivational The training that takes place at
Factors the company affords personnel

a chance to develop both,
personally and professionally.
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Q10 Motivational

Factors

Many organizations through
which Starbucks operates offer
its workers several perks
including healthcare, tuition
reimbursement, and the like
which boost the satisfaction in
your job.

Motivational
Factors

Q11

The possibility of getting a
promotion at Starbucks
encourages you to work
efficiently.

Motivational
Factors

Q12

You get motivated by
recognition and rewards from
the coffee mammoth; therefore
Starbucks is an ideal choice.

Q13 Motivational

Factors

The flexibility in decisions that
are empowered in your
position makes you act
proactively.

Q14 HR Practices

Organizations’ people strategy
section of the report identifies
how Starbucks’ recruitment
strategy of ensuring it hires
people with the right culture
impacts the organization.

HR Practices

Q15

Reviews are reasonably and
fairly done at Starbucks and
incorporate useful feedback.

Q16 HR Practices

Workplace conflicts are well
taken care of through HR
policies at Starbucks.

HR Practices

Q17

Employees’ welfare is fairly
well addressed by Starbucks’
HR department.

Q18 HR Practices

The programs supported by
this company improve
employee engagement which
in return boosts job
satisfaction.

Q19 -
dependent
variable

Organizational
Performance

The other success | find is that
there is a positive workplace
culture, this has a direct
relation to the increase in
productivity of the teams at
Starbucks.

Q20 Organizational

Performance

Promotional activities for
motivation at Starbucks
improve customer satisfaction.

Q21 Organizational

Performance

The stakeholders in Starbucks
benefit from the objective
congruence of its values with
the target of happy employees.

Q22 Organizational

Performance

If Starbucks management
exhibits cultural sensitivity
with members who work for
the company, then, the
management fosters creativity
and innovation.

Q23 Organizational

Performance

Some of the benefits of the
company’s emphasis on its
employees’ well-being include
low turnover rates.

Methodology

The hypotheses of this study are tested using a
linear regression test to analyze the relationship between
cultural, motivational, and HR practices with organizational
productivity at Starbucks. The dependent variable is Q19
(Organizational Productivity) which is the extent to which the
respondents’ organization believes that issues of culture,
motivation, and the strategic management of human
resources have impacted their team. The independent
variables are Q4 to Q18 which capture aspects of culture,
motivation, and organizational aspects of human resource
management.

The regression model can be written as follows in
equation (1)

Q19 =0+ B1Q4 + B2Q5 + B3Q6 + B4Q7 + 5Q8 +

B6QY + B7Q10 + B8Q11 + B9Q12 + f10Q13 + B11Q14 +
B12Q15 +B13Q16 + Bf14Q17 + B15Q18 + ¢ (1)

The model on the basis of which the regression was
estimated is the Ordinary Least Squares (OLS) method which
fits the regression line in such a way that the sum of the
squared residuals is as small as possible. The significance of
the coefficients was ascertained by means of the
corresponding values with the significance level set at 0.05.
In order to determine the reliability of the estimated
coefficients, standard errors have been computed.

Result

The regression analysis shows (Table 2) some important
findings concerning the factors affecting organizational
productivity (Q19). The constants having a coefficient of
5.147 and a value of 0.000 means that even with using all
independent variables values the baseline level of
productivity would be 5.147. Of all the independent
variables, Q11 (Opportunities for Career Advancement)
emerged as a strong positive determinant of productivity
(coefficient = 0.063, p-value = 0.002), thus indicating that
improvements in career advances greatly improve
organizational performance. Likewise, Q16 (HR Conflict
Resolution) with coefficient = 0.018 (p-value = 0.005)
therefore implies that the resolution of conflict within the
firm has a positive correlation to the productivity rate.

Table 2 Regression result

Variable  Coefficient P-value Standard Error

Constant 5.147 0.000 0.984
Q4 0.107 0.144 0.073
Qs 0.107 0.136 0.071
Q6 0.055 0.445 0.072
Q7 0.136 0.058 0.071
Q8 0.057 0.435 0.072
Q9 0.086 0.197 0.066
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Q1o 0.031 0.653 0.068
Qi1 0.063 0.002 0.069
Q12 0.093 0.196 0.071
Qi3 0.068 0.354 0.073
Q14 0.100 0.001 0.068
Q15 0.038 0.594 0.071
Qie 0.018 0.005 0.069
Q17 0.071 0.040 0.068
Q18 0.040 0.575 0.071

Source: SPSS output

The regression analysis shows some important findings
concerning the factors affecting organizational productivity
(Q19). The constants having a coefficient of 5.147 and a value
of 0.000 means that even with using all independent
variables values the baseline level of productivity would be
5.147. Of all the independent variables, Q11 (Opportunities
for Career Advancement) emerged as a strong positive
determinant of productivity (coefficient = 0.063, p-value =
0.002), thus indicating that improvements in career
advances greatly improve organizational performance.
Likewise, Q16 (HR Conflict Resolution) with coefficient =
0.018 (p-value = 0.005) therefore implies that the resolution
of conflict within the firm has a positive correlation to the
productivity rate.

However, negative coefficients are also observed on some
variables. For example, variable Q14 (Recruitment Process
Alignment) is n = 0.100 (p = 0.001) suggestive of hurdles or
discontent with present policies for recruitment. Similarly,
Q17 (HR Support for Wellbeing), with a coefficient of ()
0.071, p <0.05, indicates that HR’s perceived lack of support
for wellbeing may reduce productivity.

Other variables with the collected data are also
nonsignificant p-value> 0.05 and therefore include; Cultural
factors; Collaboration (Q4) and inclusion (Q5) Motivational
factors; Autonomy (Q13). Thus maybe there is little their
direct influence on productivity or maybe a better measure
is required to capture their influence. In conclusion,
promotion and workplace clashes come out as key factors
influencing productivity with little knowledge gaps about
recruitment policies and wellbeing support as variables of
concern that may have detrimental effects.

Conclusion and policy implication

The study explores how structured career development
programs should be emphasized by organizations to support
and foster motivation and productivity among employees.
Measures like a well-defined career ladder, training,
gardening, and shadowing can also play a major role in
enhancing the level of social capital that can be used to raise
levels of commitment and productivity. Furthermore, strong
conflict-solving capacities are required to create the

appropriate organizational climate. It is recommended that
organizations should concentrate on effective grievance
handling systems and adequate employee mediation
services in case of dispute which would have a positive
reflection on the general productivity of the organization.
Another point that needs improvement is recruitment
strategies since in many organizations they are still seen as
incompatible with the organizational culture and objectives.
This may encompass establishing highly standardized, to
some degree formalized, processes for interviewing,
incorporating strategies and measures for the evaluation of
organizational culture fit, and/or providing potent and
unambiguous indications and signals of organizational values
in the selection process. Also, the negative association
between self-scores on perceived HR support for well-being
is an indication that policies promoting the health and fitness
of employees should be adopted. Management should
appreciate measures that can improve the efficiency of
enhancing the program on well-being including mental
health overproduction, time flexibility at work, and work and
life balance among others to counter-check the unfavorable
efficiencies that may have been caused.

Thus, the combination of career mobility and conflict
solutions, the matching of competent recruitment strategies
with organizational needs, and the improvement of well-
being will not only increase organizational performance but
also contribute to the beneficial culture of the organization.
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