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Abstract

This study identifies th‘ Qrganizational belonging
management in medi&l equipmagt companies, addressing the decline
of employee Io‘ and its consequences, including
increased costs er satisfaction. The research

from reputab (Science Direct and Emerald) and analyzed
using open, axia elective coding. This stage yielded 310 initial
codes, refined to 65)0pen codes, 15 axial codes, and three main
categories: antecedents, strategies, and outcomes of organizational
belonging.

In the second stage, semi-structured interviews were conducted with
experts and managers in medical equipment companies, selected
through purposive and snowball sampling. Data were analyzed using
thematic analysis, and validity was ensured via intercoder reliability
checks.
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Results indicated that antecedents of organizational belonging include
individual and psychological factors, organizational justice and
support, leadership and interpersonal relations, culture and
organizational structure, and work environment conditions. Strategies
for promoting belonging encompass development and learning
strategies, communication strategies, diversity and inclusion policies,
identity and authenticity management, reward and motivation
systems, and the creation of a safe and empowering environment.
Outcomes of belonging were categorized\,into organizational
commitment and emotional attachment, positiVie, work behaviors,

psychological  well-being,  organizational per and
sustainability outcomes.

Findings suggest that effective belongi enhances
employees’ personal development, self-estee ell-being while
improving organizational cohesion, innovati and performance.

Sustainability in dynamic t only on structural
and financial resourcesWhut ting a deep sense of
belonging. By int ing rent communication, inclusive

culture, recogn‘d‘o indivi identities, and fair reward systems,

guidance for m the medical equipment sector. It emphasizes
that belonging is aystrategic resource that strengthens employee
retention, engagem and long-term organizational survival.
Organizational belonging thus emerges as a multidimensional
construct linking | idual needs, organizational practices, and
systemic sustainability.

Keywords: organizational belonging, organizational commitment,
positive work behaviors, medical equipment companies



1.Introduction

Organizational belonging has become a critical factor influencing
employee commitment, motivation, and organizational performance.
Previous studies highlighted dimensions such as emotional
attachment, identity alignment, and communication transparency.
This research explores antecedents, strategies, and consequences of
organizational belonging in medical equipment companies, a sector
exposed to dynamic environmental and competitive pressures.

Research Questions

1. What are the antecedents of o izati ingin
medical equipment companies?

2. What strategies can be applied t
belonging?

3. What are the org

izational and individ outcomes of

The literatu i ed global studies from 2013 to 2025.
), Davila et al. (2013), Blau et al. (2023),
emphasized variables including fairness,
inclusion, psychological safety, and diversity.
ing was shown to enhance innovation,
performance, citizenship behaviors, and resilience. Global events such
as COVID-19 furth ighlighted the importance of belonging for
remote work, technology adoption, and employee well-being.

culture, leadershi
Organizational belo

3.Methodology

A qualitative—exploratory approach was employed:
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¢ Phase One (Meta-synthesis): Analysis of scholarly articles from
2013-2025 using open, axial, and selective coding, resulting in
three main categories: antecedents, strategies, and outcomes.

e Phase Two (Field Study): Semi-structured interviews with
experts and managers in medical equipment companies.
Purposive and snowball sampling ensured knowledgeable
participants. Data were analyzed through thematic analysis,
and intercoder reliability was applied to ensure rigor.

N

The final set of factors was categorizedgintoz13 co ups across
three dimensions:
e Antecedents: individual n ological  factors,
and

4.Results

organizational Ylsti ort, leadership and

interpersona‘relati culture  and structure, work

environflent condij
o Strategies®\ develo and learning  strategies,
diversity and inclusion policies,
management, reward and motivation
powering environments
. : nizational belonging and commitment,
positive k behaviors, psychological and well-being
outcomes, and performance outcomes,
sustainability

5.Discussion

The findings confirm that belonging is a multidimensional construct
rooted in both individual psychology and organizational systems.
Management of belonging goes beyond fostering positive emotions,
serving as a strategic mechanism for sustainability. Aligning



organizational policies with employee identity, ensuring fairness, and
establishing inclusive structures enhances commitment and reduces
turnover. This study contributes to literature by localizing belonging
management to the medical equipment sector and demonstrating the
integration of cultural, structural, and psychological factors.

6.Conclusion

This research presents a comprehensive set of factoks that influence
organizational belonging managem equipment
companies. Fostering belonging strengthe ommitment
and motivation while enhancing innovation,
productivity, and long-term survival. The factors offer
actionable insights for \managers to cultivatghinclusive, fair, and
engaging environments.

The authors dge the participation of experts and
managers in medi ent companies whose insights enriched
this research.

Notes

1. This study was €onducted as part of an exploratory research
project in organizational behavior.

2. Future research is encouraged to test the proposed model
guantitatively through structural equation modeling.
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y . Organizational Loyalty and Commitment
v . Organizational Culture and Structure

v . Corporate Belonging

f . Employee Commitment

o . Justice and Leadership Style
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