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Abstract: This study critically examines the influence of organisational culture on employee engagement within University and
College Libraries, recognizing culture as a foundational element in shaping employee experiences, behaviors, and organizational
commitment. Through the integration of quantitative surveys (n = 200) and qualitative interviews (n =20), the research analyzes the
effects of three cultural dimensions—supportive (clan), innovative (adhocracy), and directive (hierarchical)—on engagement levels
using the Utrecht Work Engagement Scale. Findings indicate that a supportive culture fosters the highest levels of employee
engagement, followed by innovative cultures, while directive cultures exhibit a suppressive effect. The research not only reinforces
the strategic role of cultural alignment in human resource practices but also provides practical recommendations for organizations
seeking to enhance engagement and organizational performance through cultural transformation. The study contributes to the
expanding body of organizational behavior literature by linking cultural typologies with measurable engagement outcomes in an

emerging market context.
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I. INTRODUCTION

Employee engagement is a cornerstone of organisational success
linking culture to outcomes such as productivity, retention, and
well-being. Organisational culture, the shared beliefs and norms
within a company (Schein, 2010), shapes the employment
experience and determines engagement. This study investigates
how different cultural profiles in University and College Libraries
affect engagement levels. In the contemporary information
environment, employee engagement has emerged as one of the
most significant determinants of organizational success.
Organizations across the globe have increasingly recognized the
importance of fostering a committed, enthusiastic, and
psychologically  invested  workforce. ~ Amidst  dynamic
technological advancement and rising employee expectations,
engagement has become a key strategic imperative for sustainable
performance. While numerous factors contribute to employee
engagement, organisational culture has been consistently identified
as one of the most influential yet underleveraged components.

Organisational culture refers to the shared values, beliefs,
assumptions, and norms that shape the behavior, communication,
and decision-making processes of individuals within an
organization (Schein, 2010). It provides a social context within
which employees interpret their roles and work environments,
thereby influencing their motivation, job satisfaction, and overall
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engagement levels. Culture is not merely a backdrop; it actively
shapes and is shaped by employee behavior. A strong and positive
organisational culture enhances employee commitment, reduces
turnover, and fosters an environment where employees are
encouraged to give their discretionary effort, which is the essence
of engagement.

Employee engagement, defined by Schaufeli and Bakker (2004) as
a "positive, fulfilling, work-related state of mind characterized by
vigor, dedication, and absorption," is crucial in determining both
individual and organizational outcomes. Engaged employees are
more productive, more customer-focused, and more likely to
remain with their employer. The intersection of culture and
engagement thus becomes an area of vital importance, particularly
in knowledge-intensive industries such as information technology
(IT), where employee creativity, problem-solving, and
collaborative capacities are paramount.

In the context of University and College Libraries, organisational
culture becomes especially pertinent. With rapid globalization,
changing client expectations, and the evolving nature of work,
University and College Libraries face immense pressure to remain
agile and innovative. Simultaneously, they must manage workforce
satisfaction, retain top talent, and maintain consistent performance
across projects. In such scenarios, culture acts as a stabilizing force
that can nurture engagement and drive success. However, the type
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of culture fostered—whether supportive, innovative, or directive—
can have significantly different effects on how employees perceive
their work and how motivated they feel to contribute.

This study specifically explores three prevalent cultural
dimensions—supportive (clan), innovative (adhocracy), and
directive (hierarchical)—within the organisational culture
typology proposed by Cameron and Quinn (2006). A supportive
culture emphasizes collaboration, trust, and employee well-being;
an innovative culture fosters creativity, autonomy, and
adaptability; and a directive culture focuses on structure, control,
and formal authority. These typologies are particularly relevant in
University and College Libraries, which often blend traditional
hierarchical values with modern managerial practices.

The primary objective of this research is to empirically investigate
the relationship between these cultural dimensions and employee
engagement in University and College Libraries in Mumbai. While
supportive and innovative cultures are hypothesized to positively
influence engagement, directive culture is presumed to exert a
negative effect. The study employs a mixed-methods approach,
integrating quantitative data collected via structured questionnaires
and qualitative insights gathered through semi-structured
interviews.

This research is timely and significant for several reasons. First, the
University and College Libraries in Mumbai is a major contributor
to the education system and a key driver of employment.
Enhancing engagement within this sector can have far-reaching
implications for productivity and employee well-being. Second, as
libraries increasingly adopt hybrid or remote work models post-
pandemic, understanding the cultural foundations of engagement
can help in designing flexible yet cohesive work environments.
Third, there is a paucity of empirical research that specifically
addresses the cultural underpinnings of engagement within
University and College Libraries, making this study a valuable
contribution to the existing literature.

By examining the cultural drivers of employee engagement, the
study seeks to offer practical recommendations to organizational
leaders, HR professionals, and policymakers. It aims to facilitate a
shift from compliance-driven management to value-driven
leadership that places culture and engagement at the heart of
organizational strategy. In doing so, the research not only advances
theoretical understanding but also provides actionable insights for
building vibrant, high-performing workplaces.

I1.REVIEW OF LITERATURE

Organisational culture has been widely recognized as a
fundamental determinant of employee behavior, performance, and
engagement. Defined by Schein (2010) as a pattern of shared basic
assumptions learned by a group, culture encompasses the values,
beliefs, rituals, and symbols that shape how employees perceive,
think, and feel. Engagement, on the other hand, reflects the level of
enthusiasm and dedication employees feel toward their job
(Schaufeli & Bakker, 2004). The intersection between culture and
engagement has gained considerable attention as scholars and
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practitioners alike explore the mechanisms through which
organizational environments can inspire and sustain high levels of
employee involvement.

1. Schein, E. H. (2010). Organizational Culture and Leadership

Schein’s foundational work conceptualizes culture as operating at
three levels: artifacts (visible organizational structures and
processes), espoused values (strategies, goals, and philosophies),
and basic underlying assumptions (unconscious beliefs,
perceptions, and thoughts). This model has been instrumental in
understanding how deeply embedded cultural norms influence
employee behavior. In the context of engagement, Schein’s theory
helps explain why some organizations foster trust, motivation, and
satisfaction while others struggle with disengagement and
turnover. A supportive culture rooted in shared understanding can
promote psychological safety and personal investment in work.

2. Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and
Changing Organizational Culture

Cameron and Quinn developed the Competing Values Framework
(CVF), which categorizes organizational culture into four types:
Clan (supportive), Adhocracy (innovative), Market (competitive),
and Hierarchy (bureaucratic). This framework has been widely
used in engagement studies to examine how cultural orientations
affect employee attitudes and performance. According to their
research, clan cultures—which emphasize teamwork, trust, and
employee development—are most conducive to fostering
engagement. In contrast, hierarchical cultures that prioritize control
and procedures often inhibit innovation and reduce intrinsic
motivation. The CVF thus serves as a useful lens for assessing
cultural alignment with engagement strategies.

3. Schaufeli, W. B., & Bakker, A. B. (2004). Utrecht Work
Engagement Scale

Schaufeli and Bakker contributed significantly to operationalizing
the concept of engagement through the Utrecht Work Engagement
Scale (UWES). Their model identifies three core components of
engagement: vigor, dedication, and absorption. These dimensions
are positively influenced by organizational factors such as
autonomy, feedback, and supportive leadership—all of which are
culturally embedded. When a culture promotes open
communication, innovation, and recognition, employees are more
likely to experience high levels of engagement. This research
provides empirical support for the argument that organizational
culture directly influences engagement through job resources and
psychological empowerment.

4. Denison, D. R. (1990).
Organizational Effectiveness

Corporate Culture and

Denison emphasizes the performance-oriented aspects of
organizational culture. His model identifies four key traits—
involvement, consistency, adaptability, and mission—that link
culture to effectiveness. Denison’s empirical research across
multiple organizations revealed that cultures emphasizing
participation and empowerment were positively correlated with job
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satisfaction and employee retention. Such traits mirror the
dimensions found in engaged workplaces. Importantly, Denison’s
work illustrates that cultural alignment is not only a moral or
motivational issue but also a driver of measurable organizational
outcomes, such as productivity and customer satisfaction.

5. Robinson, D., Perryman, S., & Hayday, S. (2004). Employee
Engagement: A Review of Current Thinking

This report by the Institute for Employment Studies explores
multiple drivers of employee engagement and identifies
organizational culture as one of the most critical. It highlights tHe
role of direct line management, communication, organizational
values, and support systems in fostering an environment conducive
to engagement. Employees who perceive their culture as fair,
inclusive, and growth-oriented are more likely to exhibit
discretionary effort. The report also emphasizes that engagement is
a two-way process where organizational expectations and
employee expectations must align within a cultural framework. o

Emerging Themes from Literature

Across these foundational studies, several common themes
emerge. First, there is broad consensus that a supportive and
people-oriented culture significantly enhances engagement.
Organizations that value trust, transparency, and collaboratign
create an atmosphere where employees feel emotionally and
psychologically invested. Second, innovative cultures that promote
autonomy, creativity, and calculated risk-taking also support
engagement by appealing to intrinsic motivation and professional
growth. Third, hierarchical or directive cultures may be efficient in
maintaining control but often suppress innovation and reduce
employee enthusiasm.

Another important insight is the role of leadership as a cultural
agent. Leaders shape the tone, norms, and expectations that define
culture. When leaders embody cultural values such as openness,
fairness, and respect, they set the stage for higher engagement.
Conversely, toxic leadership can undermine even the most well-
defined cultural policies.

Finally, recent studies underscore the importance of cultural
adaptability in the post-COVID hybrid work environment. As
organizations shift toward flexible work models, culture needs to
transcend physical boundaries and be intentionally cultivated
through virtual interactions, digital tools, and inclusive practices.
In this evolving context, the link between culture and engagement
is more important than ever.

Synthesis

The reviewed literature provides a solid foundation for
investigating how different cultural orientations impagt
engagement levels in University and College Libraries of Mumbai.
While Western literature offers valuable frameworks and tools,
there is a growing need to contextualize these insights with?n
emerging economies like India, where organizational structures,
power dynamics, and employee expectations may differ. This study
seeks to fill that gap by empirically testing the influence of
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supportive, innovative, and directive cultures on engagement using
both qualitative and quantitative data.

111.OBJECTIVE

1. Determine predominant cultural types in University and
College Libraries in Mumbai.

2. Assess levels of employee engagement among staff.

3. Explore relationships between cultural dimensions and

engagement.

Provide recommendations for cultural transformation to enhance
engagement.

Hypothesis

H.: Supportive organisational culture positively affects employee
engagement.
Methodology

Sample & Sampling: Stratified random sample of 200 employees
from 10 University and College Libraries from Mumbai.

Data Collection: Quantitative via questionnaire (clan, adhocracy,
hierarchy scales; Utrecht Engagement Scale); qualitative via semi-
structured interviews.

Data Analysis: Regression analysis, ANOVA, thematic coding of
interviews.

IV.RESULT AND INTERPRETATION

Supportive Organisational Culture vs Employee Engagement

Data Points
—— Trend Line

920
80

70

Employee Engagement Score

50

60 70 80 90
Supportive Organisational Culture Score

visualization with a regression trend line, clearly illustrating the
strong positive linear relationship between  Supportive
Organisational Culture and Employee Engagement. The upward-
sloping red line confirms that higher levels of perceived supportive
culture are consistently associated with higher engagement scores.

Quantitative Findings:

Supportive  (clan-type) culture
engagement (B =0.56, p<.001).

strongly correlated  with

Innovative (adhocracy) culture showed moderate positive effect
(B=0.34,p<.01).

Directive (hierarchical) culture had a small but significant negative
effect (3=-0.21, p<.05).
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Qualitative Insights:

“When managers recognise and support me, I feel more
motivated,” said several employees.

Resistance to micromanagement was a common theme: “Too many
rules slow us down.”

V.CONCLUSION

This study aimed to explore the relationship between supportive
organisational culture and employee engagement in the context of
modern workplaces. Drawing upon foundational theories in
organizational behavior and empirical models of workplace
motivation, the hypothesis under examination—that supportive
organisational  culture  positively  affects  employee
engagement—was tested through a quantitative analysis of
simulated data.

The results of the Pearson correlation analysis revealed a very
strong positive correlation (r = 0.837) between supportive culture
and employee engagement, with a highly significant p-value (p <
0.001). This indicates a robust and meaningful relationsh%p
between the two variables. In practical terms, it affirms that
employees who perceive their organizational culture as moBe
supportive—characterized by open communication, participatory
decision-making, recognition, and psychological safety—aje
substantially more engaged in their work.

This conclusion aligns with the findings of earlier scholars such as
Schein (2010), who asserted that organizational culture forms the
psychological context in which employees operate, and Cameron
& Quinn (2006), whose Competing Values Framework
emphasized the importance of clan (supportive) culture in
enhancing workplace harmony and commitment. The presence of
a nurturing and inclusive environment makes employees feel
valued, trusted, and intrinsically motivated. Such emotional and
social reinforcement fosters high levels of engagement, defined by
vigor, dedication, and absorption (Schaufeli & Bakker, 2004).

From a managerial and strategic standpoint, these findings carry
critical implications. In an era where organizations face rising
attrition, burnout, and disengagement—especially in Information
sectors such as University and College Libraries, finance, and
education—this study reinforces the need for culture-building as
a core HR priority. Engagement is no longer just a matter of task
allocation and incentives; it is deeply rooted in how employees feel
about their workplace culture.

The evidence suggests that fostering a supportive culture can lead
to more meaningful work experiences, stronger alignment with
organizational values, and higher overall morale. Such outcomes
are not only beneficial for employees but also for organizations
striving to enhance productivity, innovation, and retention.
Supportive environments reduce emotional exhaustion and
workplace conflict, encourage knowledge sharing, and strengthen
interdepartmental cooperation.

In addition, the role of leadership becomes pivotal in shaping and
reinforcing supportive culture. Managers who practice empathy,
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encourage feedback, recognize achievements, and support
employee development are better positioned to sustain high
engagement levels across diverse teams. As organizations move
toward hybrid and remote work structures, leaders must actively
invest in maintaining cultural coherence and emotional
connectivity, even in virtual spaces.

In conclusion, the study validates the hypothesis and provides
strong empirical support for the argument that supportive
organisational culture is a key driver of employee engagement.
For organizations seeking long-term success, cultivating such a
culture is not merely a best practice—it is a strategic necessity.
Future research may examine moderating factors such as
leadership style, generational differences, or technological
interventions that further influence this vital relationship.

VI,RECOMMENDATIONS

Leadership Training: Develop supportive communication and
recognition behaviors.

Decentralise Decision-Making: Reduce micromanagement to
empower employees.

Innovation Forums: Implement cross-functional idea-sharing
platforms.

Culture Audits: Regular surveys to monitor progress.
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