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Building Cultures 
Of Purpose

A s a s e n i o r s t a k e h o l d e r i n y o u r 
organization’s performance, you’ve 
probably already heard a lot about how 
purpose at work is an increasingly 
important factor for employees. But, while 
many studies have shown that purpose is 
beneficial to an individual’s overall 
wellbeing, you may have noticed it’s 
difficult to learn more about the scientific 
research showing how purpose benefits 
organizations as a whole. 

In this ebook, we curate the growing body 
of scientific evidence proving purpose is 
not only good for individuals, it’s a 
foundational strategic element that 
drives sustainable performance for 
organizations across critical domains like  
resilience , employee engagement , 
diversity & inclusion, and shareholder 
value to name a few. 
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Purpose Creates the Following 
Outcomes for Organizations and 
their Employees:

The benefits of purpose for organizations 
is a field of study that is expanding our 
knowledge of how we work together and 
what steps an organization can take to 
optimize its overall performance. When 
organizations promote purpose in an 
authentic way, it serves as a catalyst that 
connects your organization’s goals to what 
matters most to your employees. The 
results? Purposeful organizations 
outperform their peers. Dramatically. And 
purposeful people live bigger, more 
impactful lives. Significantly.  

The following scientific studies shape how 
Kumanu helps forward-thinking 
organizations put purpose in action.

The Science of 
Purpose is Clear



Transformational Leadership 

The study followed two groups—health care workers and service 
workers—to see the effects of transformational leadership and 
meaningful work. Meaningful work was found to be positively 
correlated with psychological well-being and transformational 
leadership “was associated with finding a ‘higher purpose’ in the 
work.”

Arnold, K. A., Turner, N., Barling, J., Kelloway, E. K., & McKee, M. C. (2007). 
Transformational leadership and psychological well-being: the mediating role of 
meaningful work. Journal of Occupational Health Psychology, 12(3), 193–203.

1.
http://doi.org/10.1037/1076-8998.12.3.193

Improved Productivity 

The authors review the literature on meaningful work and purpose 
and synthesize that meaningful work emerges from “how one fits 
within the purpose … of one’s organization.” Organizational purpose 
was also found to improve morale, turnover, productivity, 
organizational citizenship, and performance.

Steger, M., & Dik, B. (2009). Work as Meaning: Individual and Organizational 
Benefits of Engaging in Meaningful Work. Oxford Handbook of Positive 
Psychology and Work, 131–142.

http://doi.org/10.1093/oxfordhb/9780195335446.013.0011

2.



Better Work Performance 

This study explores the interaction between engagement, 
meaningful work, and purpose. The authors argue that 
engagement should be reframed within the context of the 
meaning and purpose of the work one does. They found that having 
work that an employee feels is meaningful and purpose-driven 
leads to employees engaging more with their work and having 
better performance.

Shuck, B., & Rose, K. (2013). Reframing Employee Engagement Within the Context 
of Meaning and Purpose: Implications for HRD. Advances in Developing Human 
Resources, 15(4), 341–355.

http://journals.sagepub.com/doi/10.1177/1523422313503235

Organizational Alignment 

The author suggests that purpose is an underutilized way of 
aligning employees with an organization’s strategy and generating 
employee engagement. He asserts that this alignment and 
engagement are powerful ways to drive employee performance, 
and he claims that employees will “willingly engage because they 
know their efforts will affect a higher good.”

Baltzley, D. (2016). Purpose and Shared Values Are the Heart of Employee 
Engagement. The Journal for Quality and Participation, 39(3), 29–32.

https://secure.asq.org/perl/msg.pl?prvurl=http://asq.org/quality-participation/
2016/10/social-responsibility/purpose-and-shared-values-are-the-heart-in-
employee-engagement.pdf

3.

4.



Happiness and Peak Performance 

This author goes against the conventional idea that employee 
happiness and peak performance cannot both be achieved at once 
and finds that employees with a clear purpose in work and life are 
happier and perform better than their peers. They suggest that 
having a purpose relieves cognitive dissonance at work and 
“appears to provide a solution amidst the chaos” in work and 
personal environments.

Baumgarten, M. (2013). Integrating Success: Merging Individual Goals with 
Organizational Purpose to Enhance Perceived Levels of Happiness and 
Performance (Doctoral dissertation). Fielding Graduate University.

Enjoyment at Work, Happiness in Life 

Researchers uncovered correlations between various factors and a 
Purpose in Life (PIL) test. High scores on the PIL test (that is, 
employees self-reporting living more purpose-driven lives) were 
positively correlated with finding enjoyment in work and being 
more satisfied in life. People who scored higher on the PIL test also 
typically had less work-life conflict.

Bonebright, C. A., Clay, D. L., & Ankenmann, R. D. (2000). The relationship of 
workaholism with work–life conflict, life satisfaction, and purpose in life. Journal of 
Counseling Psychology, 47(4), 469–477.

https://doi.org/10.1016/j.hrmr.2010.07.001

5.

6.



Job Satisfaction 

208 employees from seven different organizations were surveyed to 
determine some causes and effects of meaningful work. Meaningful 
work was found to be positively correlated with organizational 
commitment and job satisfaction. It was also found to be negatively 
correlated with intentions to quit.

Scroggins, W. A. (2008). Antecedents and Outcomes of Experienced 
Meaningful Work: A Person-Job Fit Perspective. Journal of Business Inquiry, 
7(1), 68–78.
https://pdfs.semanticscholar.org/8da8/ccc6a2e141bd41f6dce42e588911affefd5e.pdf

Reduced Turnover 

This study looked for correlations between purposeful, meaningful 
work and several workplace outcomes. It found that meaningful 
work is positively correlated with engagement, organizational 
commitment, and job satisfaction. Having work employees perceive 
as meaningful was found to be negatively correlated with 
workplace-related exhaustion, chronic disengagement, and 
turnover intentions.

Fairlie, P. (2011). Meaningful Work, Employee Engagement, and Other Key 
Employee Outcomes: Implications for Human Resource Development. 
Advances in Developing Human Resources, 13(4), 508–525.

https://doi.org/10.1177/1523422311431679

7.
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More Motivated than Peers Without 
Purpose 

This article used a sample of state government health and human 
services managers to develop and test a model of motivation at 
work and found that fostering a sense of purpose makes employees 
more motivated and committed to their workplace. A higher sense 
of organizational purpose was also found to be correlated with 
higher job satisfaction and organizational commitment.

Moynihan, D. P., & Pandey, S. K. (2007). Finding Workable Levers Over Work 
Motivation. Administration & Society, 39(7), 803–832. 

https://doi.org/10.1177/0095399707305546

Well-Rounded Employees 

This article explores the levels of motivation in the workforce and 
discovers something a deeper level of intrinsic motivation that lies 
at the intersection of purposeful, meaningful work, commitment, 
and engagement. The authors suggest that before an employee 
“can bring the whole self to work, one has to first be aware of one’s 
own values, beliefs, and purpose in life.”

Chalofsky, N., & Krishna, V. (2009). Meaningfulness, Commitment, and 
Engagement: The Intersection of a Deeper Level of Intrinsic Motivation. 
Advances in Developing Human Resources, 11(2), 189–203.

https://doi.org/10.1177/1523422309333147

9.
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Accelerated Learning Outcomes 

This paper follows a large academic library that gives staff 
“purposeful learning opportunities” that are aligned with the 
strategic direction of the university. It found that intentionally 
purpose-driven learning and training are underpinned by 
“alignment with organisational strategy, good structure, and 
creativity.”

Leong, J. (2014). Purpose-driven learning for library staff. The Australian 
Library Journal, 63(2), 108–117.
https://doi.org/10.1080/00049670.2014.898236

Organizational Resilience 

This study asserts that “a clear sense of purpose… [contributes] to a 
capacity for resilience” and “can also contribute to developing 
organizational change strategies.” By communicating a sense of 
organizational purpose, the authors suggest that HR professionals 
can better analyze and respond to changes in environmental 
conditions.

Lengnick-Hall, C., Lengnick-Hall, M., & Beck, T. (2011). Developing a capacity 
for organizational resilience through strategic human resource 
management. Human Resource Management Review, 21(3), 243–255.

https://doi.org/10.1016/j.hrmr.2010.07.001

12.

11.



Long-term Shareholder Value 

In this journal article, the author argues that the only way to create 
long-term shareholder and social value with an organization is by 
focusing on creating a “master narrative” that sums up the 
organization’s purpose and morals. He says that it is critical to start 
with the individual employees when crafting a master narrative 
because they are the group “that will be most skeptical about a 
company’s purpose.”

Hirsch, P. (2016). Profiting on purpose: creating a master narrative. Journal of 
Business Strategy, 37(4), 47–51.

https://doi.org/10.1108/JBS-05-2016-0043

Clearer the Purpose, Stronger the 
Results 

After surveying 500,000 employees across more than 400 firms, 
these researchers discovered that just being “purpose-driven” is not 
enough to increase financial performance- this sense of purpose 
must be clearly communicated throughout the organization. The 
impacts of purpose-driven organizations are more pronounced 
when middle-level workers are purpose-driven, too, not just 
managers and C-suite executives.

Gartenberg, C., Prat, A., & Serafeim, G. (2016). Corporate Purpose and Financial 
Performance. Harvard Business School Working Papers, No. 17-023.

https://dash.harvard.edu/handle/1/30903237

14.

13.



Interested in learning more about how Kumanu can help your 
organization purpose in action? 

brian.mccormick@kumanu.com

mailto:brian.mccormick@kumanu.com

