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Abstract 

Nowadays determining the job performances and the employee’s well-being plays a critical 

role in the organization. The employees work in different cross-functional team projects within 

the corporate culture. The use of cross-functional help enables the employees to improve their 

performance and the standard relationship with the organization. Although a lot of research 

background work is done on the cross-functional team project which helps in developing the 

new products which are undertaken by the organization. Also noticed the challenges and the 

required essential knowledge for managing the relationship between the performance and well-

being of employees within the business. Along with providing the information related to past 

experiences of the different employees when they are executing their business performance 

without any challenges. During the work, it is observed that the technology feasible, 

organizations are changing their infrastructure and working process more innovatively, which 

also provides interest to employees for doing their job well. The positive impacts and the effect 

are also addressed when the employee is well-being in the cross-functional team management. 

Job satisfaction is linked to employees' working accuracy, which must be improved for a 

company to acquire better quality work from its employees. To make a business sustainable, 

these employees' well-being must be prioritized.  

A quick review of solutions for addressing problems to employee well-being and job 

performance has been conducted. On this basis, various points of view and possible approaches 

have been proposed. Following then, the study's gaps were explored in detail. Based on the 

previous research work it is observed that the strategies that are implemented for improving 

employee job satisfaction are somewhat are not up to the mark of the employees. So, in this 

proposed work a brief analysis is done on the approach, philosophy, and design of the 

implementation methods that need to be carried out. In addition to this, the study is extended 

by applying the various strategies, the data collection, and the tools are used for clearly 

analyzing the data. Now performing the thematic analysis on the collected data, however by 

using thematic analysis different requirements of controlling well-being of employees, 

motivation factors and employee’s job performance can be identified. Through thematic 

analysis, challenges and strategies have been identified through which organizations can easily 

make their choices to deal with any kind of situation. Finally adapting the Maslows hierarchy 

need for analyzing the employee’s needs to improve their working princess based on self-

actualizations. 
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1 Introduction 

1.1 Overview 

There is a significant role of employee well-being towards job performance (Bakker and 

Demerouti, 2018). The performance of an employee depends on various factors such as 

individual skill, subject knowledge, self-confidence, awareness of environments, and 

interpersonal relationships with other employees in the organization (Meissner et al. 2020). 

Apart from these most of the employee’s performance at the workplace depends on the balance 

between work-life and family-life (Oludayo et al. 2018). Having a stressful life at any of these 

places (i.e., at work or home), may impact the overall performance and behavior of the 

employees at work and home as well (Trougakos et al, 2020). Therefore, in recent times, some 

organizations are considering the well-being of their employee families.  

Apart from the rapid growth of innovation and technology in various sectors created a serious 

challenging work atmosphere to sustain in the market from the heavy competition (Prasanna et 

al. 2019). Adapting to new technologies and managing with the latest innovation is a great deal 

for an ordinary employee because the roles and responsibilities are dynamic (Priyono et al. 

2020). They tend to change with market trends, supply vs. demand factors, and geopolitical 

reasons too. Therefore, it is quite difficult to maintain a balance with work-life and its impact 

seems to be more critical to assess the well-being of an employee.  

On the other hand, when the corporate culture is leading the world with massive infrastructure 

and technological aspects at the workplace across the globe it is quite challenging to deal with 

people from different places in an organization (Cichosz et al. 2020). To improve the business 

prospects and growth most of these companies are adopting the cross-functional project teams 

into their organizations where people with massive expertise and innovative ideas gather at one 

place join their hands to build a new project/business prospect for the success story of an 

organization (Bendig et al. 2018). In such environments, there is a scope for being under stress 

and painful working hours to meet the objectives of innovative works.   

Therefore, the purpose of this study is to analyze cross-functional team performance by 

managing job performance and the well-being of employees according to specifications. This 

study highlighted effective innovation and changing the business environment in terms of 

performance development according to requirements. Apart from that managing, the cross-

functional teams seem to be one of the challenging tasks for the organizations and the parenting 

companies when dealing with external team members in the work area (Sangeetha and 
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Kumaran, 2018; Laurent and Leicht, 2019). In this context, the possibility of workers getting 

into serious problems is more and due to their behavior, beliefs, values, and lifestyle. Therefore, 

in this work author tries to understand various impacting factors that are influencing the well-

being of the employees along with their job performance while working with cross-functional 

project teams. Here, the author tries to explore the various reason for the failures of a normal 

employee to accommodate the cross-functional projects in corporate culture.  

1.2 Problem Statement 

Job performance and wellbeing of employees are the crucial and effective areas that are 

required to be followed in systematic processes within organizations to improve performance 

and manage innovation. Project managers and team leaders of an organization can take 

accountability in understanding all sorts of risks employees may face and that would directly 

affect the growth and opportunities. Sometimes, employees fail to give their best performance 

to meet the actual expectations and requirements that would directly affect the situation of 

controlling innovation and growth opportunities. It would slow the process of handling 

performance sequences and fail to control the balancing nature of operational events according 

to requirements.  

On the other hand, due to cross-functional teams in the work environment, there will be a clash 

due to cultural differences and that may be the main issues due to which the reduction in 

performance, quality, and clarity that would directly affect the growth and sequences of 

performance structure (Abu-Jarad et al. 2010). Lack of communication and collaboration in a 

cross-functional team, performance can directly affect sequential operations and reduce the 

performance (Laurent and Leicht, 2019). It would negatively impact the sequence and 

opportunities that would create issues and challenges in terms of performance and 

development. Due to this challenge, effectiveness and quality processes cannot be organized 

successfully which would decline the way of controlling effective operations according to 

requirements. Now in this research, the author critically analyses various impacts of cross-

functional teams on the job performance and wellbeing of the employees in a critical manner. 

This work is considered in the context of different types of MNCs and their work  

1.3 Research Rationale 

This study mainly focused on the responsibility of cross-functional team members in handling 

development and accuracy in job performance with creative and innovative skills and 
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knowledge. Through supportive nature, production and sales rate can be developed that can 

create influencing activities for employees that they can handle all tasks and specifications 

(Ikramov et al. 2019). From the support of creativity and skill management operations, 

employees can easily develop their performance settings and control the validation level and 

improve quality results for organizations. However, sometimes, due to complexities in team 

management operations, employees have failed to execute cross-functional team operations 

and improve collaborative operations (Daspit et al. 2013). In this context, Suryanto et al. (2018) 

opined that it would directly affect the condition of creating a sustainable environment for 

managing the way of controlling all tasks and specifications. For this reason, employees and 

higher authorities are expected to take accountability in following a structure for managing the 

way of executing operational events. It would lead to success for businesses with the help of 

technological innovation and job performance.  

Businesses can also incorporate strategic decisions and control valid results by achieving 

targets and controlling development positions without any issues (Lopez-Cabrales and Valle-

Cabrera, 2020). Through the assistance of cross-functional teams, employees can easily 

develop a way of managing all systematic approaches and improving business performance 

(Gabrow, 2021). In this way, quality and innovation can be developed according to 

requirements that can avoid complications in business cultural activities and create 

opportunities in incorporating strategic changes and developing performance. The author feels 

that it would be the way of executing different tasks and performance management operations 

without any issues in terms of performance development within organizations. Strategic 

changes and performance development can create different choices and maintain valid 

performance settings according to requirements in terms of performance evaluation and the 

wrong strategies can affect the performance (Hieu and Nwachukwu, 2019).  

1.4 Research Aim and Objectives 

A. Aim 

The foremost aim of this study is to determine the job performance and the well-being of 

employees in the cross-functional project teams within the corporate culture.  

B. Research Objectives 

● To understand the concept of employee well-being in terms of cross-functional team 

performance within organizations. 
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● To determine the relationship between job performance and employee wellbeing in a 

cross-functional team within organizations.  

● To address key challenges that affect the performance structure and reduce 

effectiveness in business innovation.  

● To recommend effective strategies to enhance performance capacity and develop 

innovative results according to requirements. 

1.5 Research Questions 

● What are the parameters/factors that impact the performance of the Jobseeker?  

● What are the impacts of job performance and employee well-being in the presence of 

cross-functional project teams? 

● How does Maslow’s hierarchy impact the employee’s needs? 

● What are the key factors that influence the overall performance of the organizations due 

to the failures of cross-functional project teams? 

1.6 Research Significance 

This research analyses the steps required for handling the connection between job performance 

and the well-being of employees within organizations. Through the assistance of this 

information, businesses can take accountability in synchronizing all systematic approaches that 

can create a balance between collaboration and communication processes. From this study, the 

effectiveness and requirements of different task management processes can be identified that 

can develop the position of handling all tasks and requirements. This study also focused on the 

performance sequences and created opportunities in handling all situations related to different 

business cultures and performance structures. It would also bring knowledge development for 

employees that they can make their choices in arranging sustainable development without any 

issues.  

On the other hand, this research revealed information about cross-functional teams' ability to 

perform business operational activities methodically to meet goals. Employees can use this data 

to make judgments on how to handle all sequencing findings in a way that promotes growth 

without causing problems. As a result, quality innovation and performance can be produced by 

criteria, resulting in fewer difficulties and improved outcomes. In this way, businesses may 

easily make decisions and develop long-term opportunities based on expectations. It would 
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regulate corporate potential and growth in terms of performance development and employee 

well-being. 

1.7 Research Scope 

The scope of this research is to understand the way of handling or managing job satisfaction 

and performance evaluation processes for employees within organizations. Through the 

assistance of required specifications, employees can make their individual choices and develop 

the position of controlling all tasks and business performance. This research also provides 

effective information related to the wellbeing and job performance of employees with the help 

of cross-functional teams within businesses. It can guide leaders or managers to develop the 

opportunity in synchronizing all systematic processes that can create beneficial outcomes 

according to expectations. It would bring development and control the way of arranging the 

sequence in achieving all tasks and requirements without any challenges. Through this study, 

challenges and strategies for improving innovation through structured job performance can be 

identified properly that can reduce issues in business performance. This study also highlighted 

key expectations and developed a performance structure according to specifications depending 

on current situations without any challenges.  

1.8 Structure of Dissertation 

 

Figure 1.1 Structure of Dissertation 

(Source: created by the author) 
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1.9 Summary 

From the above study, it has been identified that research aims and objectives help in defining 

the way of controlling all events of performance structure for employees. Through innovation 

and strategic changes, employees can understand their responsibilities and perform tasks 

accordingly by meeting all requirements and specifications. It would create a sequence and 

control the valid assumption that can create a plan for organizations to develop all key aspects 

and requirements that can avoid complexities. This study also provided information about all 

key specifications and requirements that can manage the relationship between job performance 

and the staying well-being of employees. From this study, challenges of employees’ 

performance and job satisfaction rate can be identified that can improve quality processes 

accordingly. Strategies of these challenges have also been identified properly that can develop 

the area of controlling all tasks related to employees’ performance management for businesses.  
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2 Literature Review 

2.1 Introduction 

Employees' wellbeing is an important part of corporate culture to improve an organization’s 

performance to develop sustainability and growth more in their operating market especially, in 

the cooperative environment as said by Eccles et al. (2012). Due to advanced technology, there 

will be dynamic changes and innovations which are observed in the organization where the 

employees stay flexible concerning the technology changes (Davidescu et al. 2020). In this 

context, it can be observed that with technology feasible, organizations are changing their 

infrastructure and working process more innovatively, which also provides interest to 

employees for doing their job well. This innovation is also connected to the well-being of 

employees that are also needed to be considered for developing the organization’s performance 

(Mishna et al. 2021). There can be observed the impact of this cross-functional well-being that 

provides an effect on employees’ wellbeing and in their performance. Some issues are needed 

to be analyzed as well as a need to be mitigated with appropriate strategies to improve business 

performance with the cross-function culture efficiently. The organization is updating its 

technology and working infrastructure for developing its employees' well-being which also 

provides an impact positively.   

2.2 Research Background 

The cross-functional teams in the corporate cultures demand keen attention and value-added 

involvement of the employees and management of the organization, due to the investments 

made on bringing the experts from different sectors to one platform (Ossenbrink et al. 2019). 

A normal employee needs to perform in an efficient way to meet the expectations of the experts 

from various technologies and in some cases, they have to work hard to survive with the job 

role. The inclusion of cross-functional teams makes the workplace more toxic when things do 

not suit their requirements (Rasool et al. 2021). Such a working atmosphere makes the life of 

an employee more stressful and affects their personal life in a bad way (Soomro et al. 2018). 

Apart from that, the parent organization is keen to gain more outputs by investing its employee 

hours. With such conditions, the employees get into a serious stressful life and the well-being 

of the employee is a puzzle. Therefore, the author feels that the job performance of the 

employee impacts the well-being, and to maintain that awareness of job roles, desired 

knowledge, and responsibilities is a must. 
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Generally, the impact of employee satisfaction and wellbeing supports the work environment 

to gain more control over the work efficiency and business gains. According to Jones (2013), 

employee wellbeing helps to control the activities and improves the effectiveness of the 

organization. This, in turn, helps to achieve the organization’s goals in a specified timeline by 

fulfilling all the requirements to reach customer satisfaction. Some of these positive attributes 

help the employees to develop self-confidence and allow them to take a lead in making certain 

decisions at the time of project execution (Ugoani, 2020). On the other hand, Highsmith (2019) 

considers that innovation and job performance are going to play a vital role in achieving the 

targets within the timeline and allows to control of the balance between productivity and 

sequential development process. Such initiations help to manage the success rate of an 

organization by systematically synchronizing all types of processes to ensure the requirement 

of cross-functional team members is fulfilled. This cross-functional strategy manages business 

environment and cultural activities by enhancing performance rates (Gölgeci et al. 2019). 

Through the assistance of this cross-functional strategy, employees can perform collaborative 

performance to maintain the way of controlling all change management operations within 

organizations (Windsor, 2021). It can create opportunities in developing the way of executing 

different task management processes that can reduce complexities in handling sequential 

movements. In this way, quality management and performance evaluation can be developed 

according to requirements without any challenges.  

2.3 Conceptual Framework 

In this conceptual framework, as shown in Fig.2.1, the framework is designed in such a way 

that all the research aspects can be observed in short that help to provide a mapping about 

research discussion. All issues related and major factors are present in this framework that help 

to improve the analysis based on the importance of the wellbeing of employees in an 

organization. It can be observed that this well-being helps to improve business productivity as 

cross-functional project teams get better emotional engagement with that business. This 

provides results to increase the production system that provides more deserved performance 

achievement towards business to increase business growth and sustainability effectively. The 

performance can be analyzed based on Campbell’s job performance theory and Maslow’s 

hierarchy of needs theory. This improves the well-being of the job performance. From this 

framework, the relation between job performance and well-being can also be analyzed. This 

conceptual discussion summary can also be observed that help to provide in-depth knowledge 

to learners about the study.  
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Figure 2.1 Conceptual Framework 

(Source: Created by author) 
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2.4 Concept 

A. Employee wellbeing 

Employees' well-being is related to their working life of them in an organization, including the 

working environment that they need to face. This employee's wellbeing is also involved in the 

climate of the workplace as well as the feeling of an organization about the working of their 

workers. According to Stoianova et al. (2020), well-being is a key folder to find a business's 

long-term success as well as effectiveness that provides better sustainability and stakeholders 

towards business. Employee well-being, on the other hand, is concerned with whether or not 

employees can feel happy and healthy. It contributes to an employee's physical, social, and 

mental happiness while doing their job duties in an organization as suggested by Hsu et al. 

2019. It is possible to understand their enjoyment in their work for the well-being of an 

organization based on their philosophical thinking. Klindžić and Vlahov (2019) discuss that 

there are three dimensions of well-being including psychological, social, and physical health 

that support understanding the present situation of a worker in a business. The physiological 

dimension includes specific demands for mobility, clothing, shelter, and others. The social 

dimension is relevant to participation in their community. Another way the psychological 

dimension is based on autonomy, self-respect, purpose, and growth in life (Hsu et al. 2019).  

 

Figure 2.2 Employee’s well-being concept 

(Source:  Zhou and Velamuri, 2018) 
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In this study, this well-being is relevant to the organization’s cross-functional initiatives. In 

some situations, it can be observed that the well-being of employees is ignored and that needs 

to be changed for maintaining business ethics towards employees positively (Leo et al. 2019). 

As discussed by Zhou and Velamuri (2018) describes the job satisfaction level is related to 

employees' psychological well-being that needs to be considered in an organization to improve 

their business performance positively. It can be seen that job satisfaction is related to 

employees' working accuracy that needs to be developed in a business to get better quality work 

from their workers (Charalampous et al. 2019). These employees' well-being is needed to be 

concerned to improve job performance as well as job satisfaction of employees to make a 

business sustainable as shown in Fig. 2.2.  

B. Relationship between Employee Wellbeing and Job Performance in Cross-

Functional Project Teams 

It can be seen that job performance is directly related to employees’ wellbeing that provides an 

impact on overall business performance (Charalampous et al. 2019; Leo et al. 2019; Zhou and 

Velamuri, 2018). The well-being of workers can influence them to provide better performances 

as they find a better way of working to increase productivity in a business. Implementing 

innovation in business provides help to employees to do their work easily and in less time that 

provides interest to employees to do that work with more accuracy. Kaufmann and Wagner 

(2017) state that the analysis can be possible to identify a strong relationship between 

employees' wellbeing and job performance. Voluntary performance can be increased by 

developing the well-being of an individual efficiently (Cooper et al.  2019; Hsu et al. 2019). 

Therefore, by improving well-being, it can be possible to get higher morale including positive 

emotions, higher job satisfaction, and less distress.  

Employees' well-being provides a higher level of productivity in the market that helps to get 

more customer base effectively. This well-being development can be used in a business to 

develop that business effectively that provide a better-quality management process to grow 

business growth more (Krekel et al. 2019).  

Krekel et al. (2019) explore the rewards, recognition, and other factors that are also needed to 

be developed that help to increase employees’ satisfaction as well as interest to provide better 

productively in an organization. In recent times, technology is updating and that provides more 

opportunities in an organization to develop business working processes that provide an impact 

on employees’ minds (Cimini et al. 2020). These developments help to improve the emotional 

context of employees in a positive way that generates more interest in the business working 
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process. Sakka and Ahammad (2020) explain that in an organization, the main requirements of 

leaders from their employees are being productive and taking the initiative to develop that 

business more as shown in Fig. 2.3. This development is possible by adopting some strategies 

based on employees’ well-being efficiently to motivate their work.  

 

Figure 2.3 Relationship between Employee Satisfaction and Firm Performance 

(Source: Sakka and Ahammad, 2020) 

C. Positive Effects of Employee Wellbeing in Cross-Functional Team Management 

In cross-functional team management, it is required to have some proper strategic approaches 

that help to increase the motivation level of employees (Silalahi et al. 2021). Higher motivation 

provides better productivity in a job that can help to provide better performances in a business 

(Charalampous et al. 2019; Leo et al. 2019; Zhou and Velamuri, 2018). There can be observed 

many positive impacts on both the social, psychological, and physiological aspects of 

employees that are needed to be improved for getting better results in business. As inspired by 

Rasool et al. (2021) Employees' well-being necessitates that an organization provides support 

tailored to their needs to increase emotional engagement with their workplaces. In this aspect, 

the development of well-being is essential to develop a business working process to get a 

competitive advantage from the market. A cross-functional team is an important part to 

improve an organization’s ability and meet all the demands related to production and new 

approaches can function as discussed by Bochum et al. (2022). These teams help to improve 

the productivity of a business with their working process development if they use their 
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maximum potential to perform a task. However, to perform their task with this potential, it is 

required to have motivation and job satisfaction eventually. As discussed by Guidetti et al. 

(2018) this job satisfaction can be provided by initiating some strategies based on employees' 

well-being which provides a positive impact on cross-functional teamwork. 

The cross-functional team in business helps to improve productivity with the basis of employee 

well-being development that provides an important role for influencing staff members for the 

job satisfaction improvements. Inceoglu et al. (2018) this significant effect of employees’ well-

being in an organization improves productivity and job performance efficiently. Hence, 

Employees that show an interest in this cross-functional team management receive assistance 

from a company that provides a favorable impact in terms of emotional involvement to meet 

their psychological, social, and physical demands. Lwakatare et al. (2019) state that well-being 

is also supported by each of the team members for additional task execution that is also 

provided with the opportunity. Therefore, for strong well-being, every staff member can get 

better insight into the establishment of better-quality coordination with these cross-functional 

teams in a business (Gabrow, 2021).  

From the analysis of business effectively, it can be said that the well-being of employees is one 

of the important parts to motivate employees' working performance significantly Rahimi 

(2017). In this part, it is required to analyze employees' demand efficiently and needs to take 

some initiative that helps to mitigate all the requirements of workers in a business. As inspired 

by Rahimi (2017) in this aspect, cross-functional teams are considered in terms of business 

development to get better values in business that provide impact on customer base, sales, and 

revenues earnings efficiently. Therefore, the employee's well-being can be observed positively 

as it helps to manage the working cross-functional team to develop their working procedure to 

increase business sustainability and revenues more.  

 

Figure 2.4 Employees’ well-being in work engagement 

(Source: Inceoglu et al. 2018) 
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Johari et al.  (2018) based on these employees' well-being, it is required to develop a flexible 

working climate in workplaces that influences the team to provide their possible best 

performances to archive the organization’s success. The work engagement of the employee’s 

well-being is shown in Fig. 2.4 where the work is engaged within the employees by adopting 

the career work. In addition to this Guanxi is a term that connects the individual ability network 

for obtaining the productive business purpose (Bian, 2019). 

E. Challenges associated with Employee Wellbeing and Job Performance in 

Cross-Functional Project Teams 

In a business, wellbeing can help to improve the performance of employees positively. In the 

time of adopting this wellbeing in business, some major challenges are being observed that 

need to be analyzed and resolved to continue business prices and innovation with more 

accuracy (Gabrow, 2021). Hence, there are some issues including employees’ behavior and 

knowledge, policies to maintain wellbeing and others that provide a risk to continue the 

business process with enhancing business performance which is also suggested and agreed by 

(Gabrow, 2021; Lwakatare et al. (2019); Inceoglu et al. (2018)). Considering these it is 

important that individual growth and teamwork will help in the improvement of work and 

teams.  

F. Issues in policy and regulation 

Sometimes organizational issues related to the wellbeing of employees can be observed for 

their policies inconstancy that provides risk to manage employees’ emotional engagement with 

that business. A global cost report based on mental-ill health through lost absence, productivity 

and staff turnover is estimated to be around $2.5 trillion annually (Weforum, 2021). In this 

aspect, the policies and regulations are needed to be controlled to help improve employees' 

well-being. In the time of the Covid-19 pandemic, the issues of employees' physical and mental 

health were issues as at that time many people had lost their jobs and were affected in Covid-

19. Kowalski et al. (2017) discuss that organization has failed to improve their employee's 

well-being properly, which provides issues of low engagement in business that reduces 

business performances also. During the Covid-19 outbreak, all businesses have faced a problem 

in the business economy or sector as discussed by Beraha and Đuričin, (2020) and hence, this 

might affect the Morales of the employee due to the downfall of many small-size businesses 

this might also affect the employees' needs. This might also be considered as an issue that might 

affect the employee wellbeing along with the studies suggested by (Weforum, 2021). 
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G. Human resources issues 

It can be noticed that an organization has provided more prodigy to their customer rather than 

employees in general that provides issues sometimes to manage wellbeing properly which can 

also be affected by Covid scenarios as discussed by Beraha and Đuričin, (2020). As discussed 

by Guillaume et al. (2017), in an organization, for managing some situations the well-being of 

employees is neglected provides an impact in business negatively. For this reason, employees 

are getting emotional engagement with that business as their needs have not been fulfilled 

which affects their psychological aspect negatively especially in the situation of Covid as 

discussed by Trougakos et al. (2020). In this aspect, the issues can be observed based on 

experiences of employees’ working process and others that needed to be developed. As 

discussed by Meyer and Hünefeld (2018), in recent times, technology is continuously updating 

that provides opportunities to the employees for improving their performances as well as can 

help to reduce the issues related to employees’ satisfaction.  

HI. Communication issues with employees 

Considering working online in the Covid scenario, issues related to a communication provide 

a major impact on business as well as on employees’ well-being negatively. To develop a 

business performance communication with employees is essential and, in such cases, 

Conceptual frameworks can be adopted from Fig. 2.3. However, some organizations have not 

provided a proper environment for their employees which gives issues to get proper work 

productivity as it opposes employees’ well-being strongly. Hakanen et al. (2018), 

communication is a separate dimension that appears sub factual in virtually all others. It reflects 

the proficiency with which one conveys data that is clear, compelling, understandable, and well 

organized. In this aspect, it is required to improve the organizational well-being approach as 

well as improve communication towards employees to get better productivity in business.  

H. Infrastructure related issues 

In recent times, technology is updating continuously with a time that needs to be adopted in an 

organization to provide better well-being towards employees to get better productivity. In this 

aspect, the issues or risks in business can be noticed for not implanting these indications in 

business. In some organizations, there is no proper infrastructure that helps their employees to 

improve their working performances or engagement with a business. Guest (2017) discusses 

that infrastructure issues provide lower motivation levels to employees that provide 

comparatively low performances and decreased results. This decrease is affecting the business 
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sales in the operating market which needs to be reduced. These can be reduced through 

adopting theoretical aspects of the business through models.    

2.5 Theoretical consideration 

A. Maslow’s hierarchy of needs 

The theory of Maslow's hierarchy of needs is based on the motivational theory that helps to 

focus on the motivation of an individual which can be utilized to focus on the needs of the 

employees. According to this theory, five different categories of human requirements dictate 

an individual's behavior that includes Physiological Needs, Safety and Security needs, Esteem 

Needs, Love, and Belonging needs, and Self-Actualization needs. According to Poirier and 

Devraj (2019), the five factors help to improve the motivation level of an individual that 

provides an impact on their behaviors that can be developed by fulfilling that individual's needs. 

The selected theory helps to improve an individual behavioral aspect effectively with the help 

of mitigating these five needs as per their requirements. Hence, the physiological needs are 

focused on clothing, food, warmth, shelter which are basic requirements of an individual. The 

security needs are based on the safety, security, asset, and employment status of an individual. 

Abbas (2020) social needs are focused on friendship, family, belonging, and intimacy that are 

required to improve the social engagement of an individual. Esteemed needs are based on self-

confidence, accomplishment, and self-worth that help to improve psychological aspects 

efficiently. The last needs of Maslow's hierarchy are based on self-actualization that helps to 

get inner fulfilments of a people Abbas (2020). Based on theory an organization can develop 

their employee's well-being by fulfilling their demands that help to get better productivity in 

business.  

 

Figure 2.5 Maslow’s hierarchy of needs model 

(Source: Poirier and Devraj, 2019) 
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Maslow states that “… The hierarchy needs can help a business or managers to analyze their 

employees need so that they can fulfill their needs to improve the well-being of employees 

effectively”. For this development, employees can get influences that provide an impact on their 

working performance effectively. By implementing this theory, it is possible to improve an 

organization’s employees' performances as it can provide better job satisfaction to employees. 

The author Nguyen et al. (2018) discuss for developing this theoretical aspect in business, it 

can be possible to improve overall business productivity with employees' better productivity. 

Self-actualization of an employee helps an organization to get better quality working results 

which produce more effective products towards customers to improve the customer base 

eventually. Five different needs help to understand employees' requirements in more depth 

results in business performance positively. It can be said that the present theory helps to 

understand employees' needs in a better way in a business that results in better engagement of 

cross-functional teams in a business to evaluate business performance more significantly in the 

operating market.  

B. Campbell’s theory of job performance 

Campbell's model is based on the development of communication channels within a business 

with employees and leaders that help to achieve better job performance (Tubré et al. 2014).  

The author Darvishmotevali and Ali (2020) defined that the total expected value in an 

organization tries to discrete behavioral episodes which an individual carries out over the 

appropriate period. This work performance model is based on some performance dimensions 

including job-specific task proficiency, written/ oral communications, non–job-specific task 

proficiency, maintaining personal discipline, demonstrating effort, facilitating peer team 

performance, and supervision. These factors are helped to analyze job performance effectively 

that provide results based on the job satisfaction of employees in a business. Park and Park 

(2019) discuss Campbell’s model that it is possible to gather the knowledge about an individual 

based on their motivation, PSK (procedural knowledge and skills), and DK (declarative 

knowledge). From this theory, it is possible to improve an organization’s overall performance 

mapping by analyzing their employee's job performances based on various dimensions in a 

business.  
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Figure 2.6 Campbell’s theory of job performance 

(Source: Park and Park, 2019) 

This theoretical framework can help an organization to analyze their employee's job 

performances by analyzing the aspect of their job performance. These factors help to improve 

employees' well-being more effectively as they can help to provide knowledge about 

employees' working accuracy as well as engagement in an organization. As discussed by Bhat 

et al. (2019) active participation of efficient staff members in this cross-functional team helps 

to handle any challenges in business by providing proper solutions to mitigate those issues. For 

managing a cross-functional team working princess. It is required to improve the well-being of 

employees significantly that provinces a positive impact on business in terms of business 

development through Markov’s and Campbell’s models. It can be said that with this 

development it is possible to increase job performances in a business that help to get more sales 

from the market.  

C. Strategies to overcome challenges in terms of employee wellbeing and job 

performance 

Employee wellbeing and collective job performance in cross-functional project teams are 

sought as two faces of the same coin. The individual sense of belongingness to a company or 

project shall cater to enhanced job performances of employees. Therefore, it has always been 

stated that the well-being of employees must be ensured to attract productive performances 

from them in a particular project (Truss et al. 2013). Manzoor et al. (2019) amidst such 

references, some situations become challenging to maintain sanity in this respect. Thus, every 

organization strategizes its sole measures for mitigating differences in a team. It will assist 
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them in establishing their objectives and goals within the time frame allotted. The following 

are a few tactics used by businesses to overcome obstacles in various areas. 

Recognition of Good Work 

Every organization or project team must identify contributions made by employees while 

conducting their roles. According to Yuen et al. (2018) establishing appraisals to recognize 

their achievements is a critical task. This is a potential method of enhancing their sense of 

wellbeing in such a job.  

Offer Flexible Working and Other Benefits 

Employees are constantly serving their designated job roles with utmost accuracy and intent of 

commitment. Therefore, it is very important to allow them a sound culture for continuing their 

respective roles. This can be done by providing them with intervals amidst their busy schedules 

and offering them additional incentives for unique contributions made by them which are also 

suggested by Carnevale and Hatak, (2020). 

Boost Team Relationships 

Team performances can be enhanced by building personal relationships between all team 

members. Persechino et al. (2019) supposed to aggravate their sense of belongingness and 

develop contributory attitudes amongst workers. This could be proposed as a sound plan for 

establishing a personal connection between employees to increase their productivity as well. 

Enabling Employees to Establish Their Views 

Employees should be allowed to express their views about particular operations in this 

business. This will develop a unique feel for belongingness to a particular company. 

Enthusiasm and productivity could be raised through this drive. It is also supposed to ensure 

employee wellbeing in the particular venture of commercial activity. 

Raising Profile for Mental Satisfaction 

Mental stability is a very important determinant in recent times. Wijayanti et al. (2020) explain 

that the employees are asked to provide honest feedback on their assigned tasks. This 

information can be used to make justifiable changes to their job functions to maintain worker 

sanity. This can help a company's employees feel more at ease. 

Setting of Milestones 

Setting milestones is an important determinant of business culture. These are supposed to 

determine what shall be achieved by mentioning the targets of a particular venture. 

Accordingly, employees are expected to modify their work processes to meet such targets 

within the designated time. It is supposed to enhance their performances and scale up their 
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contributions in such projects. This becomes effective when people are working online through 

the Covid situations (Giorgi et al. 2020) 

 

Determination of Project Goals and Objectives 

The goals and objectives of the project must be well determined before planning a particular 

job schedule. As opinionated by Gordon et al. (2018), this is supposed to complement an 

employee with an appropriate plan for committing to a job. Clear determination of these helps 

an employee to know their specific targets to contemplate their activities thereby enhancing 

their performance levels. 

Activities must be Planned, Organised, and Prioritised 

There are various activities in a specific project or venture. Every activity cannot be conducted 

on a simultaneous basis to give effect to a project. Thus, it is very important on part of an 

employee to identify which secures most priority. Therefore, such employees can plan a 

schedule of their different jobs by appropriately organizing them. 

The utilization of Appropriate Technology 

Technology has grown and is growing at a substantial rate. According to Lu et al. (2019) 

discuss many such platforms have been developed which can pool human effort and increase 

productivity by quickening different job processes. Therefore, it is important to adopt such 

technology into the business process to ease employees of their massive schedules. Effortless 

productivity shall increase their intent of delivering thereby updating their performance in a 

specific project. 

2.6 Literature Gap 

In this scope of research, it has been realized that every relevant information sought for the 

display of justified facts has been derived from facts and theories mentioned in this aspect. 

There has been a thorough discussion of previously elated matters by different researchers to 

establish genuine concepts about this subject of study. It must be noted that the primary 

collection of data would help to observe more conclusive information about this topic. It could 

provide real-time optimism and challenges that are faced by the commerce industry in the 

application of cross-functional project teams. Moreover, there has been a dearth of information 

on how project management could be enhanced with the dire involvement of job performance 

enhancement techniques (Carnevale and Hatak, 2020). Different opinions about this topic have 

been deducted in personal purview which creates scope for discounted analysis in several parts 

of this discussion. Furthermore, when working on this project, time was a major barrier. The 
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internet has made a vast amount of information available, necessitating a significant amount of 

time for reading and analysis. Due to the pressure of completing this research in the allotted 

period, there has been little time to cultivate additional ideas. Similarly, a lack of professional 

approach and superior understanding of how to nurture such a job has created some gaps while 

constructing this study. 

2.7 Summary 

This part of the research study has been constructed to appropriate relevant information on this 

topic. There has been a thorough excavation of information from previous research based on 

this topic. Justified information has been extracted to form useful articles about such facts and 

theories. A conceptual framework has been provided as a virtual guide for this entire part of 

the discussion. In light of this context, there has been an effective discussion on employee 

wellbeing and their respective job performance. Employee wellbeing has been discussed as 

part of cross-functional project teams. Similarly, positive and negative aspects of this subject 

have been shared to present a justified overview of this concern. Thereafter, there has been an 

in-depth analysis of job performances both individual and group for understanding how 

effective its role is in contribution to the cross-functional project team. The confluence of both 

concepts has been seen as a scope of enhancement for such a project or venture. Both these 

concepts have been discussed to understand how productivity is being enhanced through them. 

Further, theories on the hierarchy of needs and job performance have been scrutinized for 

providing relevant facts. Lastly, there has been a brief analysis of how companies or other 

commercial concerns are planning to mitigate challenges in terms of both these concepts. 
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3 Research Methodology 

3.1 Introduction 

In this chapter, the author intends to select a suitable method to conduct this research in a 

scientific and meaningful way. To start with this a brief introduction of primary and secondary 

data is explained in Section 3.2 and also includes the concept of research onion that explains 

how research is carried out in the real-time environment. Overall conceptions and beliefs 

considered to carry out this research are discussed in research philosophy Section 3.3. The 

research approach and design to conduct this research has been discussed in Section 3.4. The 

overall strategy for conducting this research was explained in Section 3.5. Finally, the chapter 

is summarized in Section 3.7 with the overall observations throughout the chapter. 

3.2 Data Collection Method 

Data collection could be explained as a gathering of useful data for compiling them in a 

particular research study. According to Ahmed et al. (2018), such data is available both in 

physical and virtual form in recent times. This is usually classified into two branches, namely, 

primary and secondary collection of data. The research can be carried out using the data 

collected from various resources from the existing data which is known to be secondary (John 

et al. 2020). This data is considered and collected for various other purposes and it is in the 

form of raw material and needs a lot of filtering process to use for the fresh research objectives. 

Whereas in the case of primary data the research is being carried out based on the data collected 

for the same research objectives with a fixed purpose and aim to achieve (Ruggieri et al. 2018). 

However, in the case of secondary data objectives for collecting data will be different and it 

may deliver weak results. Each project defines what method is applicable for securing such 

information. In this case, it has been specified that relevant information is supposed to be 

acquired in secondary form. As appropriated by Bai et al. (2018), this implies that previous 

facts determined by early researchers must be evaluated and concentrated as per relevant 

themes of this particular research. It is supposed to discuss different facts based on self-

generated perceptions. Therefore, it has evaluated those articles and peer-reviewed journals in 

a subjective manner. The primary collection of data would require a lot of individual 

approaches based on personal consent regarding this topic work. It has been an inherent 

problem to reach out to such people to obtain such material. In general, inheritance is a process 

where the data can be obtained from parental resources such as journals, official websites, etc. 
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Hence data can be available through different articles, news which is expected to be sufficient 

for generating the required information. 

On the other hand, the researcher depends on the two types of research approaches, i.e., 

qualitative and quantitative research (Ragab and Arisha, 2018). In the qualitative approaches, 

most of the authors collect the information by conducting interviews and they are carried out 

among the subject experts within the same area. Whereas in the case of quantitative research 

the researchers collect the data by conducting the surveys and the quantity of data collected 

will be huge (Basias and Pollalis, 2018). However, in this method, the data collected may not 

be accurate and depends on the sample size and the role of participants and their awareness of 

the subject matter impacts the outcome of the overall results. Most of the researchers use the 

research onion graphical representation as shown in Fig. 3.1 to understand the proceedings of 

research from acquiring the information to analyzing the information (Melnikovas, 2018). It is 

supposed to mention different layers which should be considered for delivering a project 

(Saunders et al. 2003). 

 

Figure 3.1 Research Onion 

(Source: Saunders et al. 2003, pp.83) 

A. Data Collection Tools and Techniques 

In the construction of this study, secondary information has been sought from authentic and 

relevant websites, articles provided in this aspect, and peer-reviewed journals. The Internet 
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has been a prime source for cultivating these pieces of information about this particular study. 

Ziakopoulos et al. (2020) provide effective and justified information that could be gathered by 

combining all such information from these relevant sources. Thereafter, each information was 

cultivated in an appropriate theme of discussion to elaborate on specific matters. 

B. Sampling Methods 

A large amount of information is available about this particular topic of research. Sampling is 

done to concentrate on typical relevant information that can provide genuine facts for display. 

Yan et al. (2020) is a method for grouping justified information on a specific topic. Extensive 

collection of data is a potential source of confusion that can degrade the assimilation of relevant 

information. Thus, such a wide variety of information is randomly selected for justified 

accumulation of data. While approaching this particular research, 5 to 8 articles have been 

reviewed with context to keywords of this topic. Keywords such as cross-functional project 

teams, employee wellbeing, and job performance have been searched for acquiring relevant 

information. These words led to relevant websites that have provided appropriate information 

on this topic of research. This information has been filtered from 2018 to 2021, which could 

provide the most recent developments on this topic. Journals and articles from this time range 

have been considered valid sources of information. Before the random selection process, the 

collected data need to be analyzed by assessing every feature. Random selection has been made 

to choose information from these websites. Such a combined approach of sampling has enabled 

the construction of this particular research. 

C. Data Analysis 

Acquired data from authentic sources have been compiled with this particular subject of 

research by inducting thematic discussion of different variables. Sufficient information has 

been gathered from relevant sources regarding this topic. Such information was then molded 

into different themes to explain the objectives of this project. Each concept and theory which 

had been learned through studying various websites and articles were utilized in this research 

by proposing themes that are relevant to this study. Therefore, it can be cited as reviewing such 

information based on the objectives and goals of this research study. Each information read has 

been critically analyzed and then utilized to form useful discussion on every concept. The data 

collected has been thoroughly described and interpreted as per the proposed construction of 

this project. As classified by Chenneville and Schwartz-Mette (2020), this type of data analysis 

could be regarded as a qualitative discussion of previously established articles and journals 
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prepared by other researchers. In this case, such pieces of information are organized and re-

written with the intent of discussing and reviewing what has been previously established. A 

personal point of view could be established through this concept of data analysis. It is supposed 

to elaborate about a topic which has been done in this case. 

3.3 Research Philosophy 

This is going to represent the strong belief or conception of the author while conducting the 

research. It helps to define the idea of collecting the data and research scientifically.  

This is supposed to guide a researcher towards the fulfillment of objectives ascertained in 

particular research (Malik et al. 2022). Therefore, intent can be displayed by knowingly 

interpreting such information into rational thoughts when approaching a particular study with 

such a philosophy. As this term suggests, philosophy is an idea based on which whole research 

is based. Therefore, it could be cited as assumptions against a particular subject of research. 

Dougherty et al. (2019) explore that there are 4 types of research philosophy. Realism, 

pragmatism, interpretivism, and positivism. In the case of this research, interpretivism 

philosophy has been followed with an intent to construct perceptions against information dealt 

for this project. It shall provide scope for independent research through interpreting facts 

disclosed by previous researchers. In this research, the author tends to mitigate all possible 

methods of job performance in the cross-sectional project teams while they are working in 

collaboration with the organizations.  

3.4 Research Approach and Design 

A. Research Approach 

The research approach could be considered as a proposed plan or procedure for detailing 

various components of a project. Mazzola et al. (2008) explain an effective tool for planning 

composition and preparation of research. It has been known that research approaches can be 

classified in terms of what information has been sought and what information is available for 

exploration purposes. Therefore, it can be classified as inductive, deductive, and abductive 

(Mitchell and Education, 2018). In the case of this particular research, the deductive approach 

has been selected to provide a justified interpretation of data available from relevant sources. 

It is the best possible option because it has allowed thorough discussion of data based on 

provided facts and other information. 
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B. Research Design 

Designing research is crucial to define every aspect of the research carefully. It is solely a 

contributing factor to how information collected can be logically discussed and interpreted to 

construct useful information. Boaz et al. (2018) discuss that the research explains how 

information has been managed and dealt with about the objectives of this study. Therefore, it 

is very important to understand those mentioned research questions which must be answered 

through this study. Similarly, objectives are supposed to guide to strategize an effective plan 

for compiling this project. Thus, strategic planning and implementation of project goals could 

be termed as research design. 4 types of research design could be availed. Such designs could 

be identified as explanatory, descriptive, exploratory, and confirmatory (Sovacool et al. 2018). 

By the proposed subject of this study, it has been sought that exploratory design shall be most 

appropriate. Each component of this topic has been duly acknowledged with substantial 

exploration and logical interpretation. This has helped to construct relevant information as 

required and demanded by mentioned quests of this research. Due to the qualitative context, 

exploratory design is a proposed option for research. This type of approach provides and helps 

for this proposed work with scope for perceiving concepts that are introduced by previous 

researchers. 

3.5 Research Strategy 

Strategy for compilation of a project is necessary for determining how a research study is 

supposed to be constructed. There is various information available around us that can be used 

to formulate relevant facts about this project. Widdersheim (2018) that Qualitative and 

quantitative research strategies are the two sorts of research strategies. Since it has been 

mentioned that secondary analysis shall be carried out in respect of this study, qualitative 

strategy is the potential option. It shall include studying various information collected and then 

interpreting own perceptions about such facts and figures. Rong et al. (2020) supposed to 

disclose different viewpoints upon certain scopes provided in those researches. This type of 

analysis strategy shall help the researcher to evaluate those collected readable to form typical 

knowledge about such facts by establishing a sound perception. This is one of those important 

determinants of research as it is going to explain what data collection technique should be 

applied for acquiring relevant information. There are multiple ways to secure information about 

a given subject. According to Hermes and Riedl (2021), physical data and virtual data are 

possible classifications of collecting rational knowledge about a topic. Here the physical and 

the virtual data can be gathered and the collected data can be separated based on the 
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performance of the employees. In this particular research study, there has been an urge to 

qualify information from secondary sources. Thus, information was sought only from articles, 

journals, and authentic websites. Data was searched for qualitative review of previously drafted 

information. There are 3 research choices proposed, namely, mono, mixed and multiple (Al-

Ababneh, 2020). In this case, the mono method was opted for acquiring optimum facts and 

theories upon suggested data. 

A. Ethical Considerations 

Ethical considerations of research are supposed to elaborate specific guidelines and principles 

that must be followed in the composition of such a study. Sloman et al. (2019) provide some 

certain issues which must be taken into consideration while planning and conducting this 

research. It includes participation from different participants in this particular study. These are 

aimed to improve ethical aspects while discussing a particular topic. In the case of this research, 

clarity has been maintained by properly acknowledging every source of information that had 

been cultivated. They have been adequately referenced for providing due recognition to the 

work of other scholars who have provided valuable information about this topic. Their works 

have been interpreted in personal opinion without being biased to their sense of approach. 

Similarly, every sensitive data obtained while constructing this research has been dealt with 

utmost privacy to avoid exploitation of the same. It could be cited that an adequate level of 

privacy and secrecy of information collected has been maintained. Most importantly, this 

project has been prepared with no intent of devaluing others’ opinions and emotions. 

3.6 Summary 

In this scope of the study, there was fair scrutiny of available information which has been 

classified for considering them in this project. It can be concluded from this part, that secondary 

analysis of available information has been done. Further, it has been appropriately designed to 

shed light on required notables asked for in this research. Previous studies have been scoped 

for deriving relevant themes and theories have been discussed in this context. Thereafter, 

thorough approaches have been applied to understand the viewpoints of previous researchers 

to establish justified information. Appropriate sampling methods have been applied to 

segregate relevant information. Alongside, ethical consideration has been met by following 

generous principles and values. 
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4 Data Analysis and Findings 

4.1 Introduction 

The significance of data analysis helps in understanding different information of job 

performance and wellbeing of employee’s job performance. The purpose of this chapter is to 

understand the way of managing the connection between the well-being of employees and job 

performance with the help of cross-functional teams and considering the challenges which are 

posed and solutions that are passed. Through this information, adequate measures can be taken 

to develop the way of handling different task management processes without any challenges. 

With this informative result, employees can easily make their choices and develop the way of 

handling different types of task management processes related to employee satisfaction 

processes.  

4.2 Data Analysis 

The data analysis section helps in finding the method of collecting different types of datasets 

through which the effectiveness and quality of different data managerial activities can be 

identified properly. Data analysis is the application of statistical or logical methodologies to 

create a concise description of data to show and analyze it (Filzmoser et al. 2018). As it was 

critical to comprehend employees' performance and welfare nature picked for research 

purposes in this research, analysis of data included every bit of information to analyze the data 

without omitting any data. This also involves analyzing data to detect patterns in a large data 

collection; this important research technique aids in providing a summary of the subject matter 

to pose a thematic analysis. Data analysis aids in the discovery of trends as well as patterns, 

which simplifies data analysis and eliminates errors. Thematic data and statistical data 

processing are the two types of data analysis. For developing the proposed project study work 

here four different themes are collected and a study is carried out on the four themes which are 

gathered from the journals. Here the thematic data analysis is chosen for analyzing the data. 

The author explains that thematic data analysis is a form of qualitative analysis which involves 

identifying, analyzing, and interpreting trends in information. This data analysis strategy, 

which was employed in this study, has been used in other studies with comparable goals.  

However, this strategy analysis makes the grouping of the data which have similar data 

categories together such as clustering of the data, and aids in the discovery of regular patterns 

in data (Lowe et al. 2018). 
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This thematic data analysis helps in finding the way of collecting different datasets and creates 

opportunities in comparing different perspectives of different authors. It can help in introducing 

different and authentic informative results depending on requirements. Peel (2020) stated an 

opinion that this information, reliability, and validity of different datasets can be reorganized 

successfully which can create opportunities in handling all tasks and specifications. It will 

facilitate the development and control of methods for gathering various datasets from various 

types of journals about employee well-being and performance. It can also help to build the 

concept and expertise of various quality management techniques. It can allow employees to 

incorporate strategic decisions and choices to develop their quality and operational functions 

with the help of cross-functional team members without any challenges.  

4.3  Thematic analysis 

Theme 1: Factors affecting employee performance through an empirical approach 

Employee performance is one of the crucial and effective operations that manage operational 

conditions and fulfill all personnel requirements. Interrelation between employee-related 

factors, environment-related factors, and job-related factors can allow businesses to develop 

organizational culture according to requirements Diamantidis and Chatzoglou, (2019). These 

requirements develop all the criteria that can allow businesses to arrange all systematic tasks 

adequately. Diamantidis and Chatzoglou (2019) describe employee performance and 

organizations can easily modify their performance settings and improve their empirical 

approach by controlling all valid requirements without any challenges. Employee performance 

mainly depends on three crucial and effective factors including environmental factors, job-

related factors, and employment factors, and also the authors Diamantidis and Chatzoglou 

(2019) aggress with it. Through these factors, the higher authority of organizations can easily 

modify their performance settings by controlling external and internal environments. Through 

flexibility and skillsets, employees can easily make their decisions and improve the quality of 

their firm’s performance to achieve targets and goals as suggested by (Gabrow, (2021); Silalahi 

et al. (2021)).   

Some factors mostly affect the employee performance where this parameter affects the 

workplace.  The organization’s mission, vision, and environment need to be good so that the 

employees can easily sustain and complete the work easily. The employees’ attitude and skills 

also play a critical impact in the performance of the employees. The working process and 

segregation of the work also affect the employees. The factors that are influencing employee 

performance are shown in Fig. 4.1.  
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Figure 4.1 Factors affecting Employee’s Performance  

Effective decision-making processes and job satisfaction processes develop the opportunity in 

handling the job environment, job autonomy, and job communication. Through these 

processes, employees of an organization can easily set the target of their organizations by 

managing proactivity and commitment (Riyanto and Panggabean, (2020); Diamantidis and 

Chatzoglou (2019)). Employee performance and productivity can guide employees to 

implement a structured plan to handle all key aspects of their association by avoiding 

complications related to motivation and the level of firm performance. Atatsi et al. (2019) 

formulate that valuable assets can create opportunities in implementing direct communication 

and increasing strengths within the skill level of employee performance settings. Measuring 

the behavior of organizations, employees and higher authorities can take accountability in 

rearranging all tasks and specifications is also suggested (Riyanto and Panggabean, (2020); 
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Cimini et al. (2020)). It would bring development and control of the validation outputs in terms 

of performance evaluation without any issues that can lead to success for organizations. 

Constant improvement and skill level development allow employees to rearrange skill 

development processes that can improve the way of handling all complicated tasks within 

organizations and the evidence can be seen from the study conducted by (Silalahi et al. 2021). 

Skill-level development and constant improvement strategies can also manage the sequence of 

several processes including cross-functional teams and job rotation. It can allow employees to 

create a proper plan in executing these tasks and avoid challenges by demonstrating higher 

performance with more flexibility and skill-level execution processes. It can also help 

employees to manage their structure and control the validation outputs according to the 

requirements of organizational performance.   

For example, considering the secondary data where the researcher tried to analyze the empirical 

results by considering the primary data. The changes in the work flexibility characteristics are 

detailly analyzed based on the employee’s approach towards the jobs. Here the author 

Davidescu et al. (2020) explains the work flexibility timings at the present job and the elements 

that are affecting the working time flexibility. Appendix 1 deals with the well-being of the 

employee job and the different types of shifts they are working for different regions of 

employees. This table shows in detailed information about the employee’s job type, 

performance, salary, whether they are flexible at the rotational shift timings, amount of time 

they are allocated to complete the given task, benefits that are offered by the organization. Here 

the author also analyzed the factors and the measures that need to be considered for increasing 

the flexibility of the employees in the workforce place. Along with this, the new ways/ method 

approaches that need to be considered in the working area are analyzed. 

Other recent evidence is addressed by Chenoweth (2011), where the author discusses that 

amount of percentage where the annual workload of the organization lost due to some risk 

conditions that are observed in the employees. The risk condition that affected the employees 

is illness at the workplace. Some employee faces a lot of health issues due to many reasons 

here the author provided good evidence that due to some risk health issues that are mostly seen 

in the employees are Diabetes, depression, abuse of alcohol, being overweight, underweight, 

blood pressure related problems. According to Appendix 2, it is observed that most of the 

employees are facing diabetes which leads to huge factors for the organization at their 

workplace. This factor affects more on the employee’s performance and the organization needs 

to take some measures for taking care of the employees’ health conditions. 
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Theme 2: Organisational culture performs as a moderator between job satisfaction and 

affective commitment 

Organizational culture is one of the key aspects for organizations by managing the connection 

between commitment and job satisfaction processes through entrepreneurial orientation. 

Inspired by Soomro and Shah (2019), Effective performance and profitable outcomes can 

create an awareness program for all the employees to understand the quality of the workforce. 

This can be done by maintaining the skill development process for employees. As proposed by 

Soomro and Shah (2019), it can also allow employees to control high-performance work 

systems that can handle conductive culture according to specifications in terms of performance 

development. Hence, quality management methods and increased competitiveness can help 

employees organize collective values and manage basic expectations when evaluating various 

performance structures in this way. Cross-functional project teams can be guided by an 

appropriate organizational culture to fulfill all goals and expectations, which can reduce 

performance structure problems (Bochum et al. 2022). It can also create a sequenced plan to 

achieve its objectives and goals according to specifications and requirements in terms of 

performance development within organizations (Díez et al. 2020).  

Apart from these, multinational organizations and SMEs can easily modify their performance 

structure according to global performance, employee satisfaction, and commitment of 

organizations. It can help in influencing culture and entrepreneurial orientation according to 

requirements that can lead to success for this business. Decision-making processes and 

employee performance can create opportunities in controlling the significant impact of risk-

taking and relationship management processes (Silalahi et al. 2021). Cross-national and 

cultural activities, on the other hand, are not always suitable for employees' well-being, which 

can have a direct impact on the state of change management processes in organizations. In the 

words of Usman et al. (2021) addressing the violation of work management operations, 

employees have failed to incorporate strong relationships between professional and 

organizational commitment activities. Through cultural changes and behavioral changes, 

employees cannot understand their roles and responsibilities according to requirements that 

would negatively affect the stability of cultural changes. In this way, quality innovation and 

sequential movements cannot be rearranged successfully which would reduce operational 

tasks.  

Job satisfaction and affective commitment can allow employees to make proper decisions and 

develop the area of controlling sustainability and modify the sequence development processes. 

It can guide employees to make different choices and create a strong and effective relationship 
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by controlling technological transformations and handling marketing orientation. Through the 

assistance of sustainability-oriented culture and employee-oriented culture, employees can 

easily rearrange their task management processes to achieve their targets according to 

specifications without any issues. It would develop the sustainable factors by controlling 

different choices and rearranging the level of skill management processes according to 

requirements to achieve organizational goals (Kuei and Lu, 2013).  

According to the author, Saha and Kumar (2018) discuss there is strong research evidence 

proving that the organization can be successful when the employees start adapting to the 

workplace. Balancing the innovation and the supportive culture of the well-being of employees 

together increases the performance of the employees well efficiently. The workplace should be 

dynamic a comfortable which makes the employees feel free and it ensures good satisfaction 

to the employees. Due to this, the employees can actively effectively work and also provides 

good efficient commitment towards the organization. Another recent piece of evidence is 

discussed by the author where the researchers try to analyze the relationship between the 

commitment and the job satisfaction with supportive culture as moderates are analyzed. Where 

these affective commitments have the more impact on the employee’s job satisfaction by 

analyzing the culture and environment that is maintained in the organization where the obtained 

and analyzed results explores the disapprove for the proposed hypothesis.  Another graph 

discusses the relationship between the affective commitment on job satisfaction with the 

innovative culture is analyzed. Where these two graphs provide the information about the low-

high values of the moderating variables along with the data points where the datapoints are 

highly standardized scaled. Here the orange dotted line represents the low supportive job 

satisfaction and innovative moderate culture. Similarly, another indicates the high supportive 

job satisfaction and innovative moderate culture. From these graphs, the author concludes that 

commitment of employees at different stages towards the organization is observed. For clear 

information refer to Appendix 3.   

Theme 3: Strategies to improve organizational performance and employee well-being 

Organizational performance and employee well-being are the keys to achieving organizational 

outcomes that can create innovation and develop creativity within organizations as there are 

impacts related to that of leadership and job satisfaction as suggested by Riyanto and 

Panggabean, (2022). Talent-driven and innovative results are the keys to exploring different 

work systems for fundamental changes within organizations. As opinion by Miao and Cao 

(2019) the assistance of innovation strategy, employees can easily incorporate strategic 

changes and develop the criteria of controlling multi-level programs and higher performance-
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based operations. Handling the technique of a high-performance work system, employee work 

well-being, and transformational leadership, can help this company construct a sequenced 

strategy. Direct and indirect chances for workflow operations can be generated through these 

techniques, which can manage the practical and theoretical implications of various 

organizational duties (Park and Park (2019)). It can also create opportunities in managing 

employee creativity and avoid innovation-based performance that can reduce complications in 

employees’ motivation and knowledgeable tasks. In this way, structured quality, proactive 

personality, and organizational culture can reorganize creativity and different variables of 

organizational tasks according to specifications.  

Different innovative requirements related to performance and well-being culture of 

performance capacity can be facilitated by strategic choices and high-performance evaluation 

strategies. It would handle essential requirements and control well-being experiences, allowing 

for successful work-progression synchronization. As influenced by Shanafelt et al. (2019), 

through organizational performance and employee well-being culture, employees can easily 

incorporate strategic changes and modify the performance settings according to specifications. 

It can avoid complexities and develop the sequence of achieving targeted goals of their 

association in terms of performance development. Through the promotional activities, 

employees can easily make different decisions and create high-performance work systems 

depending on specifications (Shanafelt et al. 2019; Park and Park, 2019). It would be helpful 

while handling the social exchange theory to govern the present and existence of extrinsic 

motivation for employees. The human resource system can be guided by opportunity, 

motivation, and capacity to arrange the influence of creative and operational tasks. Through 

employees’ motivation, operational features and constructing a high-performance work system 

can manage the connection between practical and theoretical activities.  

Employee creativity and a high-performance work system can easily merge the overall segment 

of strategic human resource management processes. It can define all organizational 

performance structures and incorporate strategic choices that can develop training and 

performance settings without any issues. As inspired by Adil et al. (2018), it can also create a 

proper plan in managing commitment-based practices and career development processes that 

can avoid traditional changes depending on requirements. Through this opportunity, cross-level 

functional operations can make their decisions in handling the way of organizational practices 

in terms of implementation and formulation practices without any issues. It can bring 

development and manage creativity through innovation and thinking skill development 

processes for employees within organizations.  
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Davidescu et al. (2020) explore that to reduce the factors which are affecting the employee’s 

performance through empirical approaches by considering some measures which need to be 

improved in the organization. Appendix 4 discusses the main measures that need to be 

considered to improve employee performance more in the organization. According to the 

research, the authors suggested that increasing the wages/salaries of the employee makes them 

work more and also some training sessions need to be done to improve the employee’s skills 

for updating themselves for the latest technologies. Due to this, the employee starts to stay 

within the organization because of the learning techniques. The employees need to be 

appreciated based on the work which they do and providing some bonus or some other gifts for 

the work. 

Theme 4: Improvement in firm performance through organizational culture and employee 

diversity with the help of cross-functional project teams 

By synchronizing all systematic techniques through cross-functional project teams, an 

organization's culture and employee diversity are crucial factors. Employees can easily grasp 

their options and opportunities for bringing new ideas connected to business success are made 

possible by organizational culture. In a similar context, it can develop the way of handling all 

tasks and specifications of organizational activities that can manage the way of controlling 

different task management processes Ogbeibu et al. (2018). It would create opportunities and 

allow employees to incorporate strategic decisions by encouraging employees’ commitment 

services. Organizational performance and HRM practices can guide employees to incorporate 

strategic changes that can handle the conditions and improve the quality of different task 

management processes as suggested by (Bochum et al. 2022; Gabrrow, 2021). Through the 

evaluation of organizational performance and employee commitment operations, organizations 

can introduce fundamental service patterns to all members. It can guide them to understand 

their task management processes and control the type of behavioral changes in terms of 

performance development.  

By managing performance and diversity according to criteria, improvement is the key to 

achieving organizational goals and controlling organizational elements according to 

specifications. With the support of necessary productive activities, it can develop a solid plan 

for managing diversity and controlling corporate performance (Younis, 2019). Cognitive 

diversity theory helps in guiding employees to analyze the current situation of their business 

success and create interpret opportunities that can lead to success for businesses. According to 

Younis’s (2019) this theory, employees can understand the participation and employee 

development processes that can allow in implementing and designing different task 
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management processes. Social exchange practices and cognitive actions can aid employees to 

analyze the current situations and incorporate strategic changes that can lead to meeting all 

requirements of their consumers and enhance the structure of group performance according to 

specifications. It can enhance decision-making processes and key improvements can also 

maintain social exchange theoretical activities depending on interaction management 

processes. It can control group decision processes due to which quality innovation and 

performance sequences can be developed without any issues.  

Apart from these, employees have occasionally struggled to communicate effectively due to a 

lack of well-being and diverse cultures. It has the potential to have a direct impact on the 

condition of developing a correct sequence for enhancing business performance by their 

promises. HR regulations and HRM practices alone will not be able to improve various practice 

performance management operations (Hsu et al. 2019). It can also reduce the capabilities of 

incorporating sequenced performance management and innovative strategies. It can slow the 

development rates and decrease professionalism according to specifications and requirements 

in terms of performance development.  

4.4  Findings and Discussions 

According to the findings of the study, employee performance and well-being aid in the 

development of organizational norms and regulations. It can help individuals understand their 

duties and provide prospective performance to meet requirements. Through the assistance of 

the well-being of employees and performance structure, organizations can easily modify their 

performance settings to achieve their targets according to needs. Employees can reorganize 

diverse organizational cultures by establishing values and requirements in terms of 

performance evaluation methods by considering their employment, job, and environmental 

elements. It can enable the creation of a good sequence for handling all jobs and specifications 

with no problems. It would create a proper plan in executing all types of organizational tasks 

and requirements that can bring different characteristics of different organizations to achieve 

organizational targets. It would also assist in modifying different tasks and improving the level 

of organizational practices and cultural changes in terms of performance development.  

The responsibility for generating a sequential opportunity for addressing affective commitment 

and work performance structure lies with the organization's culture. It can aid in the 

maintenance of many options and the rearrangement of task management procedures, allowing 

for the development of quality innovation and organized modification without difficulty. 

Through the assistance of effective organizational culture, employees can easily make their 
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decisions in creating task and performance management activities. It can assist in arranging the 

team’s loyalty and develop the level of pro-social behaviours according to requirements that 

can avoid complications in high collective operations. In this method, efficacy and cultural 

benefits can be tweaked according to specifications, resulting in the successful implementation 

of cooperative techniques. Maintaining organizational processes and development ratios, 

organizational practices and cultural activities can be synchronized according to specifications 

in terms of performance development. It would reduce challenges regarding job satisfaction 

and job commitment activities in terms of performance development.  

Service providers can follow the existing situation and approach that can govern the practice-

performance relationship according to requirements with strategies for developing 

organizational practices and employee engagement activities. Organizations may simply make 

decisions and acquire the capacity to reorganize all duties and special requirements with the 

help of creativity, employee well-being, and the work system also suggested by Nayal et al. 

2021. 

 It would lead to success for organizations that they can manage their task specification 

processes according to requirements in terms of performance development. Through creative 

knowledge and employee engagement processes, higher authorities of different business 

associations can easily make their choices in developing sequences according to requirements. 

It would bring opportunities and improve the quality of decision-making processes according 

to specifications that can avoid complexities in business progression activities (Bochum et al. 

2022; Gabrrow, 2021). In this way, organizations can easily rearrange all tasks regarding firm 

culture and sustainable businesses that can maintain the validation criteria without any issues.  

Development of firm performance through employee diversity and organizational culture, 

employees can make their choices and develop the commitment of employee engagement 

processes. It can bring loyalty and manage behavioral intentions within organizational 

sequences that can maintain harmonious relationships depending on requirements. It would 

arrange cooperative approaches that can arrange HR practices and employee diversity activities 

in terms of performance evaluation processes (Bochum et al. 2022; Gabrrow, 2021). Cultural 

dimension and employee diversity can allow businesses to create a proper plan to execute 

organizational performance and HRM practices according to needs. Grouped and individual 

level programs can measure the satisfaction level and control all performance variables 

depending on critical foundations in terms of performance development operations. The 

categorization of various operational events, as well as the evaluation of task management 

procedures, can be produced by the requirements for managing reliability and validity 
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operations. In terms of quality management processes, it would set the intensity level through 

regulating variations and distinct standard operating activities. 

Discussion: Employees’ well-being is an important factor in an organization to improve 

business performances and sustainability in the operating market. Wellbeing maintenance helps 

an organization to improve their employee’s motivation level which helps to improve 

employees’ work accuracy towards organizations that help to improve business growth (Cimini 

et al. 2020). For changing technology, the opportunity to provide a better working environment 

and infrastructure is possible to help a business to get better work productivity for their 

business. Business turnover is another significant component that must be enhanced to promote 

employee well-being in a cross-functional project team that assists in completing all tasks with 

more efficiency (Silalahi et al. 2021). Hence, the goal of this study is to evaluate cross-

functional teamwork by controlling job performance and employee well-being by 

specifications that aid in business success. 

In this world, development and innovation are required to improve key performance on job 

performance as well as handle cross-functional team members. For developing team 

performances in working, it is required to improve technology innovation effectively. It helps 

to develop performance structure and also assists to achieve business goals according to 

requirements and specifications for performance development. It is necessary to improve 

technology feasibility as well as the atmosphere for improving staff innovation to improve 

corporate innovation. By synchronizing all systematic operations with the support of a cross-

functional team, it leads to managing the business's success rate. It can be observed that 

organizations follow cross-functional strategies for managing business cultural activities and 

environment by enhancing performance rates. From this study, the well-being of employees' 

importance in business is being observed, which provides an impact in their mind to provide 

their possible best services for the business.  

An in-depth concept about the employee’s well-being impact has been observed in this study 

that provides help towards organizations to improve wellbeing for their cross-functional team 

to complete projects. There are observed the roles of this well-being to influence employees to 

improve their working performances that help to increase overall business performance 

effectively. The concept of employee wellbeing can be observed that helps to improve 

employees’ behavior as well as their emotional attachment with a business that provides 

effective results in terms of their performance. The climate of working is also providing an 

impact on employees’ well-being that is needed to be improved effectively. Well-being is an 

effective tool that helps to improve a business’s long-term success that provides better 
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stakeholder relations in a business which drives better business sustainability. The well-being 

of employees concentrates on the feelings of employees that help to analyze employees' 

happiness or satisfaction level in their working. It provides help in the social, physical, and 

mental health satisfaction of employees during the performance of their tasks in a business.  

Physical, psychological, and social health are all factors that must be considered to fully 

comprehend the current status of workers who assist a company in improving its bottom line. 

The social context is related to community participation as well as psychological dimension 

based on autonomy, purpose, growth in life, and self-respect. In this context, the main 

challenges are being observed related to policies and regulation, human resources issues, 

communication issues, and others which are needed to reduce in an organization to improve 

business achievements and effectiveness. Maslow’s hierarchy of needs and Campbell’s theory 

of job performance, these two models help to improve business performance by analyzing 

requirements of employees so it can improve employee’s enhancement in business effectively  

(Park and Park, 2019). There some strategies include Recognition of Good Work; boosting 

team performances and others are being noticed that help to improve business sustainability by 

providing better performances of employees.  

Researchers gathered secondary data for this study from a variety of publications, peer-

reviewed articles, and other relevant resources. In this study, data on how employees' well-

being affects their performance is needed to improve a cross-functional team's working process. 

For the selected data collection method, it is possible to get different facts based on the self-

generated perceptions that provide better results from this analysis. In the research method, 

interpretivism research philosophy has been adopted with an intent to construct business 

perception against data dealt in any project. It provides scope to independent research through 

interpreting facts disclosed that help to improve research results effectively. Thematic analysis 

has been adopted to find results with themes to get results in more depth that help to find the 

relevance of research.  

In finding, researchers use some themes based on the effectiveness of well-being of employees 

in a business to improve cross-functional team working in a project within the corporate 

culture. This thematic data analysis helps to collect different datasets as well as create 

opportunities to compare various perspectives of various authors. These themes are based on 

the effectiveness or impact of well-being on a cross-functional team that is needed to be 

developed effectively. It helps to create opportunities for improving knowledge and ideas of 

different types of quality management processes that help to improve products or services’ 

quality effectively.  
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Data analysis aids in gathering information regarding the impact of employees' job 

performance on their overall well-being in the workplace. The development of wellbeing offers 

both mental and physical attachment and engagement of employees with a company, which 

has an impact on the company's long-term viability. In this aspect, it is required to develop a 

business performance and cultural context that help to develop business sustainability 

efficiently. Therefore, it can be said that well-being is necessary for businesses to improve 

employees' motivation level that provides an impact on overall business growth and 

performances. For improving employee satisfaction, the working process and accuracy can be 

improved which provides a positive growth of the business. The sales of business also can be 

developed as for these engagements the product or service quality is being improved that 

provides impact in business.  

4.5 Summary 

According to the findings of the study, secondary data analysis aids in the identification of 

many themes for analyzing the relationship between employee well-being and job performance 

activities. Employees can quickly make decisions based on data analysis after knowing the 

current state of performance evaluation processes by requirements. It can create a proper plan 

in handling the sequence of executing different plans of performance evaluation processes that 

can avoid complications in performance management within organizations. Through creativity 

and innovation, employees can make their choices and modify performance settings depending 

on required essentials to achieve targets and goals 

Through innovation and creativity, employees can easily make their choices and control valid 

assumptions in terms of performance needs. The well-being of employees and job performance 

can create a sequenced plan to manage cultural changes and develop the way of handling 

different choices to achieve actual targets of their businesses. It can allow businesses to 

understand different information or data according to specifications in terms of performance 

development. It would also create a proper plan in engaging problem-solving skills that can 

assist employees to incorporate strategic changes accordingly. The higher authority of 

organizations can provide essential support to their employees to achieve their business targets 

according to requirements.   
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5 Conclusions and Recommendations 

5.1 Conclusion 

From the above study, it has been acknowledged that employee performance and job 

satisfaction provide a way of handling organizational opportunities in developing operational 

results according to specifications. Through cross-functional project teams, organizations can 

easily make different choices and control valid assumptions in terms of performance 

development processes. It can create opportunities in managing the way of executing different 

task management processes by reducing complications in a collaborative performance. 

Through proper assumptions and measurements, organizations can easily develop a way of 

handling different tasks and performance management operations. In this way, the quality and 

sequences of different task management processes within organizations can allow businesses 

to incorporate strategic changes. In this way, effectiveness and quality measurement processes 

can also develop the sequence of achieving business targets and goals without any issues.  

Maslow's hierarchy of needs and Campbell's theory of job performance can allow higher 

authorities to understand the requirements of employees according to requirements. It can guide 

them to incorporate strategic changes and develop the criteria of job performance management 

depending on requirements. It would create proper sequences and modify all performance 

structures according to requirements that can lead to success for businesses. It can help in 

fulfilling all demands and needs of employees with the help of effective resource management 

processes. In this way, quality innovation and structured modification can incorporate strategic 

changes by arranging a systematic approach to deal with any kind of situation according to 

requirements. It can also rearrange all types of operational performance and create a proper 

plan to execute different task management processes according to the situation. Through 

innovation and performance evaluation processes, employees can make decisions depending 

on current situations and develop the position of achieving a better job performance structure.  

Performance evaluation and task proficiency can guide employees to incorporate strategic 

change and rearrange all types of operational events. Through creativity and innovation, cross-

functional project teams can implement an organizational plan to synchronize all systematic 

tasks in a development manner to meet all goals. It would also reduce challenges in terms of 

performance development by understanding competitive environmental changes. Through 

creativity and job performance sequences, cross-functional operations and project teams can 

recognize the way of executing different task management processes. It would create a 

sequenced plan to reorganize the way of handling different task management processes 
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according to requirements. It would also maintain the balance between performance evaluation 

and well-being atmosphere depending on the current situation without any issues. Through 

these opportunities, employees can also develop their systematic processes according to the 

requirements within organizations.  

5.2  Linking with Objectives 

Objective 1 From the literature review portion, understanding the role of employee well-being 

during participation in organizational performance inside the organization was analyzed. 

Employees can recognize their task definition procedures and generate cross-functional activity 

criteria based on requirements as a result of this goal. Completing all different task management 

operations without any complications, will bring development and adjust performance settings.  

In the data analysis segment, objective 2 was met by finding the link between well-being and 

cross-functional project team members in the development of organizational performance. 

Employees can improve their abilities and performance management operations by 

synchronizing all systematic ways to meet business goals through this relationship. It can also 

aid in the implementation of a method for managing various task management processes that 

can contribute to a company's success. Hence, employees can readily collaborate to complete 

their jobs to meet their companies' goals if performance evaluation processes are successful.  

In the literature study part similar to that of objective 2, objective 3 was achieved by analyzing 

several obstacles or issues that impacted the area of sustainability and performance evaluation 

within business performance management. The area of handling business performance was 

immediately affected by the identification of issues, and the quality of effective requirements 

in terms of performance development was reduced. Hence, it can assist employees in 

generating appropriate ideas and plans for improving quality and performance sequences by 

the standards.  

In the data analysis segment similar to that of objective 2, goal 4 was met by introducing 

several strategies based on the specifications of the performance structure of employee well-

being. It can also help staff manage systematic approaches by establishing criteria for meeting 

corporate objectives and ensuring that all demands and requirements are met without difficulty. 

Employees can simply develop their performance stability and control processes by using 

creativity and innovation in their job performance. In this approach, quality and structured 

possibilities can be successfully reorganized to fulfill the expectations and requirements of 

employees.  
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5.3 Recommendations 

In this study, it is observed that the well-being of employees is to improve organizational 

performances by developing their cross-functional team performance significantly. In this 

aspect, the recommendations can help to improve this cross-functional teamwork effectively 

that provides more impact on business developments. As discussed by Nguyen et al. (2018), 

human resources or maintaining manpower are the major issues that can be observed in 

business to develop working environments that can be reduced with proper strategic uses in 

business.  

A. Development of Employees’ Working Process 

It is necessary to strengthen an organization's training and development program for personnel 

to improve work accuracy. Stoianova et al. (2020) state that proper training and development 

program is required to improve the employee’s working accuracy in a business. For providing 

this training and opportunity towards employees their emotional engagement will be developed 

more that provides help to influence their working more. Sensuse et al. (2021) the development 

of motivation helps to improve employees’ working accuracy that helps to improve corporate 

cross-functional project teams with better quality results. These developments can provide a 

positive impact on business effectively with better stability.  

B. Working infrastructure and technological innovation enhancement 

It is required to improve organization infrastructure as per the employee's requirements that 

help them to concentrate on their work more. In this aspect, technology enhancement is an 

important part to provide a more developed and flexible working environment for employees. 

An appropriate environment can help to improve business working processes that are needed 

to be analyzed by the organization to improve employees’ wellbeing factors in business. As 

discussed by Zhou and Velamuri (2018), technology update helps to improve innovation in 

business that helps employees to improve their interest to snake their work more accurately 

that can be used by an organization to improve their employees' well-being. The update of 

infrastructures also helps to improve the emotional attachment that is required to develop 

business performances in the operating market as well as to improve business expansion in 

foreign markets.  
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C. Development of Security 

The security and privacy of a business are important to improve employees’ trust and 

satisfaction towards an organization. For updating technology, it contains the risk of hacking 

that is needed to mitigate the updating of security systems in business. The development of 

security helps to improve business transparency with employees that help to develop 

employees’ trust and engagement with business. As uninspired by Costa et al. (2018), the 

development of security also helps to improve an organization’s working process and provides 

a positive impact on employees' well-being. These are the basic requirements of cross-

functional employees to improve their working quality. The privacy development also helps 

improve customer motivation that helps to get a better customer base which is the reason for 

sales performance development. This sales development helps to increase business growth and 

also helps to improve overall business turnover.  

D. Improve Communication to Analyze Employees’ Requirements 

A better communication strategy helps to improve a business development process as it can 

help to understand employees’ needs and requirements from their services. In this context, the 

business leaders are needed to be polite in communication so that employees can speak about 

their requirements that help to improve engagement with the organization. These emotional 

attachment helps to increase business more to develop an organization’s business performance 

in their operating market. Klindžić and Vlahov (2019) explain the procedure can be used to 

improve organization sales. The development of well-being helps to improve workers' working 

influences and motivation that are needed to be followed by an organization to improve their 

business more in the future. The sustainability is also improved with the development of 

communication that is required to focus by the organization to motivate their employees to 

continue their working princess significantly.  

5.4 Research Limitations 

In this research, the major limitation faced by the scholar is related to the time to complete this 

study. For a limited time, scholars faced barriers to analyzing and collecting more data that 

might have provided deeper knowledge about the impact of worker well-being in a business to 

improve cross-functional team projects effectively. The time of this research was limited, 

which provides issues to collect more data that might be provided to help to improve the 

research quality more. Collecting more data is also helped to get more relevant information 

that might be helped to develop research relevance significantly. For time issues, all the 



 

45 

collected data has not been properly analyzed by scholars which provide limitations to improve 

research quality effectively.  

The other limitation, research has faced is based on monetary issues or financial issues that 

provide a major limitation in this study. The researcher has not used any paid resources for low 

financing for this project that might have provided better results to determine the cross-

functional project team influence for implementing well-being in a business in corporate 

culture effectively. For this limitation, researchers have faced many barriers to completing the 

research and adding more value to this study. For monetary issues, researchers have not 

selected any paid websites to get authentic journals that might help to improve research 

authenticity effectively. For these limitations of time, the researcher has not got time to develop 

research data that provides a major limitation to improve research quality effectively. Both the 

issues provide limitations to develop the research more that provides help to get more 

authenticated and quality analysis.  

5.5 Future Work 

In this study, the researcher has carried out the influences of well-being on employees that help 

to improve working prices of cross-functional teams in corporate culture to complete a project. 

The surveyor has provided concentration on various situations as well as getting the journals 

and articles from relevant resources. From this study, It can be noticed that the data that the 

scholar has collected helps to analyze the effectiveness of well-being in a business as it provides 

an impact on employees' minds in a positive way. In this study analysis, the results can be 

obtained that help to get success over the research based on cross-functional project team 

effectiveness development by improving well-being with an organization. The upcoming 

scholar can develop their research findings further by contributing this research by taking both 

the method of data collection including primary and secondary to improve research relevance 

and authentication.  

In the present study, the investigator also explains the facts of using both the offline and online 

mediums to collect data for continuing the research process in all types of situations. The future 

researcher can continue their studies with the development of the knowledge and understanding 

based on the effectiveness of the wellbeing of employees in an organization or in corporate 

culture to improve the working procedure of employees. The scholar has highlighted several 

factors to improve employees’ well-being that helps to develop their overall work accuracy 

significantly in a business to improve overall business performance. In this aspect, future 

researchers should focus on the research gap and explore the issues related to the development 
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of the well-being of employees that help to improve these perspectives of study in the future. 

The future researcher has scope to improve research quality by analyzing the strategies that 

organization is used to improve business quality as well as the overall performances of the 

business.  
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