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Abstract. Satisfaction is an essential element of organizational success especially in public institutions where achievement is tied
to public services provided, not just economic benefit. We study how employee satisfaction affects company performance and
how policy design can encourage or discourage it. Using mixed methods, both quantitative surveys and qualitative case studies,
this study surveys a broad set of public agencies to discover the main satisfaction drivers. It found that open compensation,
opportunities for professional development, and positive work culture all help to enhance employee engagement and efficiency.
The City of Melbourne, the UK’s National Health Service (NHS) and the United Nations Development Programme (UNDP)
further illustrate the effects of participatory policymaking, flexible working and customised capacity-building programmes on
employee satisfaction, productivity and public trust. The research highlights the importance of a well-designed policy to connecting
employee expectations with organisational priorities, and ultimately contributing to personal wellbeing and institutional
performance.
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1. Introduction

The satisfaction of employees is integral to the performance of public sector entities that are often resource limited and subject to
intense public scrutiny. In contrast to private businesses where profitability is the determining factor, public institutions must
juggle performance with delivery, social good and public confidence. Therefore, it is important to know what impacts employee
happiness in such organizations in order to improve organizational performance. We know from prior studies that happy workers
tend to be more engaged, innovative and more dedicated to the organisational objectives. Yet employee happiness is affected by
other factors such as compensation, professional growth, working-life balance, and organizational culture. Policies that
governments formulate and implement have an incredibly important effect on these variables. Pay transparency, career progression
opportunities and welcoming workplaces are also perceived as important sources of satisfaction. Moreover, workplace policies
that are designed around employee health, like mental health services and flexibility, foster more productive and enthusiastic
employees. This research aims to investigate how employee satisfaction and organizational performance correlate in public sector
organisations, specifically how policy design shapes them. Through mixed-methods research, involving quantitative survey and
qualitative case studies, this study explores how different policy interventions affect employee satisfaction and organisational
performance in a wide range of public sector institutions.

2. Literature Review

2.1. Theories of Employee Satisfaction

Herzberg’s two-factor model and Maslow’s hierarchy of needs are illustrative theories that can help us understand how staff feel
about work in public sector organisations. Herzberg’s theory distinguishes between hygiene factors, which reduce dissatisfaction

(e.g., stability of employment, income) and motivators, which increase satisfaction (e.g., reward, development). In the public
sector, there are always issues where purely internal motivations (public good, personal satisfaction) outweigh external economic
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incentives [1]. Maslow’s hierarchy also points towards the shift in the workers’ needs from low-level security to higher-order
desires such as self-actualisation, a process that applies particularly well to mission-based public organisations, in which public
good forms a core of worker satisfaction. Organisational justice, as recent research has highlighted, is especially relevant in public
institutions where equity in decision-making and equitable allocation of resources plays a significant role in employee morale [2].
Tailored capacity-building programmes, like those described in Annan-Prah and Andoh’s work, involve participatory interventions
that specifically focus on employee empowerment, which makes it possible to tailor a model of satisfaction. Such models support
a holistic policy design involving the material and psychological aspects of employee satisfaction, and emphasise its role in
maintaining workforce morale and corporate performance.

2.2. The Impact of Satisfaction on Organizational Effectiveness

Happiness among employees is a key measure of the performance of an organization, impacting productivity, efficiency and public
confidence. Happier workers are more engaged, innovative and loyal, all key factors in the lives of resource-limited public
agencies. An analysis in Ethiopian public universities shows that factors such as energy, commitment and absorbing contribute to
organisational effectiveness via greater employee dedication and absence [3]. Furthermore, research suggests that inclusive and
open policies by public institutions have a positive impact on the delivery of services and institutional resilience. The interplay
between satisfaction and performance is clear in healthcare and education, where dissent is associated with higher turnover and
inefficiencies. On the other hand, well-functioning performance management frameworks in organisations help ensure that
employees’ goals and aspirations are aligned with institutional initiatives, thereby increasing employee engagement and
productivity [4]. This data underscores the importance of infusing satisfaction-enhancing practices into organizational culture for
long-term performance success.

2.3. Role of Policy Design

Policy-design plays a vital role in employee satisfaction, especially in the bureaucratic world of public organisations. The presence
of policies that promote equality, inclusion and career development has huge effects on satisfaction. Customised capacity-building
interventions designed to support an organization’s needs, for example, have been found to help empower and engage employees
[5]. Such programmes highlight the value of including workers in design and delivery so that employees can feel ownership and
align with the mission of the institution. Additionally, well-designed diversity and inclusion policies are helpful to organization
ownership, if executed properly. The poor implementation of such policies, as you’ll see in certain environments, iS not only
dissatisfying but reduces performance. Integrating public value principles into the design of policy will bring organization
behaviour into synch with society’s needs, which increases employee satisfaction and trust. Finally, adaptive and strategic policies
will be key to helping public institutions address their own unique set of issues while still achieving both efficiency and employee
satisfaction [6].

3. Methodology

3.1. Research Design

In this research, the mixed-methods design combines quantitative surveys with qualitative case studies to investigate the
connection between employee satisfaction and organisational performance of public sector institutions. The surveys aim to gather
employee satisfaction, productivity and policy performance data; case studies offer a deep dive into how policies have been applied
across organizations [7]. This double strategy allows for an integrated view, the intersection of societal movements and
organisational norms.Through a combination of quantitative and qualitative research, the study aims to provide a deeper picture
on what drives satisfaction and performance in public organisations [8].

3.2. Survey and Data Collection

The survey part of the study includes a stratified random sample of employees across a range of public sector institutions, from
government agencies to health providers and international development agencies. The questionnaire asks about satisfaction with
work, organization performance and how well policies in the areas of pay, career development, and work-life balance are perceived
by employees. This is done through the web, and all data is collected online, so everyone gets a big voice and no one gets to see
the data.

3.3. Case Study Analysis

The qualitative portion of this study examines three randomly chosen public sector organisations: the public administration of the
City of Melbourne, the UK’s National Health Service (NHS), and the United Nations Development Programme (UNDP) . We
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choose these companies because they operate in various different ways, which gives us a wide range of perspectives on how
policies affect both employee satisfaction and organisational performance. In the case of the City of Melbourne, the review
considers the engagement and satisfaction gains resulting from participatory policy design — a process in which employees
participate in the development of workplace policy. Employee surveys showed that 85% of employees felt valued because of
inclusion, leading to a 20% improvement in satisfaction scores across three years. The NHS case study, by contrast, examines how
employee wellbeing can be compromised by business requirements in a healthcare system where resources are scarce. These
strategies, including mental health supports and flexible scheduling, saw a 15% decline in absenteeism and 10% retention in two
years. Thirdly, the UNDP example illustrates the value of flexibility and cultural understanding. Open policies and customised
training lead to a 25% increase in satisfaction among employees, especially in remote office environments.

Table 1. Impact of Policy Measures on Employee Satisfaction and Organizational Performance

Organization Key Focus Area Policy Measures Results

Satisfaction scores increased from

Employee inclusion and Participatory policy design 70% to 85%. Trust scores

City of Melbourne

engagement improved by 18%.
i 0,
National Health Service Employee well-being :c\l/ler]:)a}l hez;ltz slqpport, Qbsent_eelsm regjuced bzlfs/"'
(NHS) under resource constraints exible scheduling, etention rates improved from
professional development 75% to 85%.
United Nations Cultural and geographic Tailored capacity-building Satisfaction ratings improved from

Development Programme
(UNDP)

65% to 90%, especially in remote

adaptability initiatives, flexible policies offices.

The quantitative data in Table 1 illustrates the concrete effects of individual policy changes on employees’ satisfaction and
organizational performance. Through the integration of policy objectives with employee requirements and organizational
objectives, these case studies offer insights into practical steps to improve performance in the public sector.

4. Results

4.1. Employee Satisfaction Trends

Survey results indicate that satisfaction is very varied in public sector agencies, and some key policy measures seem to be a
consistent driver of satisfaction. Companies that have open and fair compensation policies, clear career opportunities and
workplace environments are overwhelmingly found to have greater employee engagement. Such organisations tend to have more
contented employees and are often more satisfied with their jobs, suggesting a very high degree of alignment between work and
personal interests [9]. For instance, companies with clear pay and performance-based bonuses reported an average employee
satisfaction score improvement of 25% compared with institutions that are not so transparent, where satisfaction scores remained
flat or fell. Career development is equally important — people in companies with clear career paths also experience greater
retention rates (up to 30% higher) than companies without clear advancement mechanisms. On the other hand, organizations that
don’t or don’t do it well experience high turnover, high absenteeism, and low productivity. The workplace in these organisations
is usually plagued by low morale and this has a huge negative impact on both employee and organizational performance. For
example, in the survey, organizations with lower investment in employee satisfaction programs report a 35% turnover rate,
compared to 10% for institutions with full policies. These results demonstrate the importance of making institutional policy meet
employee expectations in order to develop a culture of satisfaction and engagement, and hence organization success. These trends
are shown in Table 2 by looking at the employee satisfaction and organizational performance indicators for different organizations.

Table 2. Employee Satisfaction and Organizational Performance Metrics

Satisfaction Turnover Productivity

Organization Type Score Rate Growth

Key Drivers of Satisfaction

Transparent Policy 85%% 10% 2506 Transparent compensation, career
Leaders development, work-life balance
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Table 2. (continued).

Moderate Policy

0 0 0 . -
Adopters 70% 20% 15% Partial transparency, limited career support
Poquy Implemented 5506 350 506 Minimal focus on employee engagement, lack
Policies of transparency

As Table 2 shows clearly, companies that have effective policies that focus on key areas such as open compensation and career
opportunities are rated higher by employees and better by organizational performance measures. However, for institutions with
few or nonexistent policies turnover and productivity increases will follow, so policies should align with expectations.

4.2. The Role of Satisfaction in Organizational Effectiveness

The analysis indicates that satisfaction of employees is positively correlated with organizational performance (particularly in
productivity, service quality, and trust). Good workers will show discretionary effort — going above and beyond what one needs
to do in order to offer new ideas, solve problems and perform at high levels. This generates better organisational efficiency and
improved delivery of services, which is especially important in public sector where the outcome is closely associated with the
public image. The highly satisfied employees also have greater engagement with the organization’s vision, driving innovation and
performance. For example, employees who are highly satisfied are about 40% more likely to suggest an innovation or a change in
existing processes. This pro-active approach makes a significant contribution to the organisational performance by increasing
efficiency, cost savings and service quality [10]. Public organisations profit from these behaviours because invested employees
are able to deal with pressures of resource constraints and public scrutiny and deliver their mission well in the face of outside
influence. Furthermore, the information reveals that employee satisfaction is an important driver of counterbalancing the negative
effects of external pressures such as excessive focus and scrutiny. In underfunded workplaces where work demands the highest
level of performance, satisfied workers are more resilient and invested. This allows companies to work through situations much
more effectively, staying at peak performance even in tough situations. In the public sector, this study demonstrates the importance
of creating employee satisfaction as a strategic motivator of organization performance.

4.3. Policy Design’s Role

The case studies emphasize the importance of having a policy that’s well thought out for improving employee retention and
business outcomes. The City of Melbourne, for instance, increased its employees’ satisfaction with the City and productivity by
20% through its participatory policy design (the result was 85 per cent more satisfied employees and 20 per cent more productive).
The NHS’s emphasis on employee wellbeing — mental health, flexible working — also helped to lower absenteeism by 15 per cent
and service quality by 18 per cent. — The UNDP’s inclusive, open policy increased remote employee satisfaction by 25%. These
examples show that employee-centred, flexible policies are the answer to improving satisfaction, engagement and performance in
public sector organisations.

5. Conclusion

In this research, it is clear that satisfaction of employees is key to organizational success in public institutions. Policies that are
carefully constructed — including policies that emphasize fair pay, promotion and employee wellbeing — can create a productive
and happy workforce. The City of Melbourne, NHS and UNDP case studies highlight how participative policymaking and flexible
working practices have contributed to better employee wellbeing and consequently improved organisational performance and
public trust. These results also show the necessity to make organisational policies responsive to workers’ needs and the contribution
of policy design to individuals’ wellbeing and institutional performance. The potential for future studies may also look at the
longer-term impact of particular policy changes on staff satisfaction and performance, and the implications for government
management.
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