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ABSTRACT
Organizational culture (OC) encompasses the underlying be-
liefs, values, and practices that are unique to organizations.
However, OC is inherently subjective and a coarse construct,
and therefore challenging to quantify. Alternatively, self-
initiated workplace reviews on online platforms like Glassdoor
provide the opportunity to leverage the richness of language
to understand OC. In as much, first, we use multiple job de-
scriptors to operationalize OC as a word vector representation.
We validate this construct with language used in 650k differ-
ent Glassdoor reviews. Next, we propose a methodology to
apply our construct on Glassdoor reviews to quantify the OC
of employees by sector. We validate our measure of OC on a
dataset of 341 employees by providing empirical evidence that
it helps explain job performance. We discuss the implications
of our work in guiding tailored interventions and designing
tools for improving employee functioning.
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CCS Concepts
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INTRODUCTION
How does your company’s leadership measure success? Sales? ROI?
That’s pretty typical. I don’t want to pick on Uber, but its issues should
have leadership everywhere asking another question: “How healthy is
our culture?” — Taro Fukuyama1

Culture is an ether that binds human civilization through its
evolution. Culture encapsulates a society’s practices, beliefs,
attitudes, values, perceptions, rituals, art, philosophy, and even
technology [23]. In an organizational context, certain norms
and principles that are believed to optimize the workforce and
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maximize efficiency are referred to as organizational culture
(OC) [11, 90]. This embodies a core value system which af-
fects the development and execution of new ideas, and the
management of unexpected events like crises [25, 89]. While
metrics such as revenue and profit are standard methods to
gauge the effectiveness of an organization, the culture of an
organization is both an indicator and a factor to influence its
effectiveness [123]. From the employee’s perspective, com-
prehending OC can help foretell their loyalty and commitment
[89] because community can affect human behavior [22, 33].

Organizational studies have employed a variety of survey in-
struments to quantify OC, but these come with their own chal-
lenges [29, 31, 50, 62, 97]. These instruments are limited in
scalability and temporal granularity. Besides, conducting such
studies in organizational settings leads to unique problems
because of employee anxieties regarding the confidentiality of
their opinions [7, 81]. Therefore, the workplace context can
invite multiple biases, such as response (or non-response) bias,
study demand characteristics, and social desirability bias [13].

In contrast, workplace review platforms contain self-initiated
and anonymous reports [129] that stand to mitigate many of
the biases introduced by survey studies [57]. Glassdoor is
one such platform with publicly posted reviews of workplace
experiences. Not only do these reviews contain objective in-
formation like pay, hours and benefits but also the free-form
text that encapsulates various nuances of OC [11, 58]. Take for
instance a review that states, [Company] work was horrible,
and upper management is poor at recognizing achievement,
but the opportunity to work with my colleagues kept me com-
ing in daily. The language in this shared experience reflects an
organizational culture where recognition is not prioritized but
concern for others and cooperation is upheld. In fact, through
the affordance of descriptive text, platforms like Glassdoor
provide an accessible, scalable and flexible medium to express
cultural and ecological differences [51]. Our work leverages
the language used in publicly visible employee reviews to
computationally model OC and augment our understanding of
it. Specifically, this paper has the following research aims:

Aim 1. To operationalize OC as a multi-dimensional construct
and validate it with language on Glassdoor.

Aim 2. To computationally model OC of an organizational
sector, and evaluate if it explains employee job performance.

Our first research aim strives to build a usable construct of
OC, based on Glassdoor data, that captures various aspects like
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interpersonal relationships, work values, and structural job
characteristics. Towards this, we use established frameworks
from the domain of organizational psychology [29,31,50,62,
97] to identify job descriptors related toOCand represent them
as word-vectors. We ground our approach in the literature,
to model organizational culture in the lexico-semantic space
of word embeddings [94], and validate this word embedding
based construct ofOC. This produces a codebook of lexical
phrases that closely align with different dimensions ofOC.

Next, given a reliable representation ofOCwe seek to examine
if it explains individual performance [89,90]. We apply ourOC
construct on Glassdoor reviews and quantify theOCof com-
panies by sector (e.g., management, production, or computer).
On a ground truth dataset from the Tesserae project [77,101]
with 341 employees from three companies we �nd that incor-
porating a measure ofOCimproves on intrinsic traits (such as
demographics and personality) to explain an employee's task
performance and citizenship behavior. This renders empirical
evidence thatOCexplains human functioning and exhibits an
application of our construct. Finally, we discuss the implica-
tions of this measure ofOCfor employees and organizations.

Privacy and Ethics. This work is committed to secure the pri-
vacy of the Glassdoor reviewers, the company names, and
the individuals whose (groundtruth) survey data on individual
difference attributes were used. These individuals signed in-
formed consent to provide the survey responses as a part of
the Tesserae study, which was approved by the relevant Institu-
tional Review Boards at researcher institutions. Also, despite
working with public and anonymized data from Glassdoor,
this paper reports paraphrased excerpts of the posts to balance
the sensitivity of privacy, traceability, and identi�ability, as
well as provide the context in readership.

BACKGROUND AND RELATED WORK

Organizational Culture
While “culture” has been interpreted in several ways through
unique perspectives across multiple disciplines,organizational
culture(OC) speci�cally refers to a socio-cognitive model of
emergent standards and norms that help individuals to make
sense of their surroundings [16,114]. Entities, like upper man-
agement, often propagate a set of expectations to guide em-
ployees in novel and familiar situations [89]. This includes
certain assumptions regarding daily interactions at the work-
place [114]. Thus, organizational culture emerges from the
interplay of top-down expectations and bottom-up norms [29].

Organizational culture can in�uence innovation, implemen-
tation, cooperation, and con�ict management within an or-
ganization [89]. Apart from organizational outcomes, it can
also affect individual functioning. For example, employees
in an organizational culture that values them tend to outper-
form employees in cultures where they feel replaceable [25].
If an organization is founded on toxic or unethical attitudes,
it can impact employee morale [123] and in turn, contribute
to low employee performance, low retention rate, and low job
attractiveness [61]. O'Reilly further states, “culture is critical
in developing and maintaining the intensity and dedication
among employees” [89]. When employees are empowered and
trained to augment their abilities, they exhibit greater job sat-
isfaction [142]. Similarly, organizations that encourage effort

and include formal reward structures have fewer instances of
workplace misconduct [134]. Research postulates that orga-
nizational culture can explain employees' performance and
productivity over and above intrinsic traits and abilities [11].

Prior work has used many frameworks to operationalize or-
ganizational culture. Some measure it in terms of factors
like innovation, competitiveness, decisiveness, and growth-
orientation [90]. Others describe it with bidirectional scales
like power distance (large/small), uncertainty avoidance
(strong/weak), individualism vs. collectivism, or masculin-
ity vs. femininity [62]. Typically these frameworks use survey
instruments to measure organizational culture. However, sur-
vey measurements are not holistic because of situations where
employees are not comfortable to share their opinion, or prefer
to have no opinion regarding the organization [7,81]. More-
over, even when surveys are administered, since it is often
within the purview of the organizations, they can be subject to
social-desirability biases [13]. Even well-conducted surveys
can at times be biased due to lack of candor in responses [13].
Overall, conventional assessments of organizational culture
have been reported to lack nuance, context, and applicability
in diverse organizational settings [96].

Aim 1. Our approach of operationalizingOCusing language
circumvents the limitations of conventional evaluations as it
harnesses the potential of crowd-contributed, anonymized, and
publicly available Glassdoor data. This is grounded in fourOC
instruments — 1)Organization Cultural Inventory(assesses
OCwith 12 task and interpersonal styles [30]), 2)Organization
Culture Pro�le (assessesOCwith 54 value statements [90]),
3) Hofstede's Organization Culture Questionnaire(assesses
OCon 6 independent dimensions) [62], and 4)Organization
Culture Survey(assessesOCon 6 components [50]).

Aim 2. We draw motivation from Chamberlain's report that
employee perceptions on workplace culture (from Glassdoor)
share a positive association with a company's �nancial perfor-
mance [25]. We examine how quantifyingOChelps to explain
individual job performance. We measure this on two met-
rics — 1) IRB scale[137] measures In-Role Behavior that
characterizes the pro�ciency at performing appointed activ-
ities and tasks, and 2)OCB scale[47] measures Organiza-
tional Citizenship Behavior which characterizes participation
in extra-role activities that are not typically rewarded by the
management [17,82,91,110]).

Language and Perspectives on Culture
Language provides a medium to consciously verbalize beliefs
and values [11]. Language can re�ect differences of personal
and situational traits [51]. Therefore, investigating language
can identify manifestations of organizational culture [58]. For
example, the variations in word use in work emails have been
noted to be distinct for individuals who have internalized the
culture of a workplace [41]. Similarly, linguistic cues found
in internal communications of organizations explain cultural
integration between employees [52, 120]. While these stud-
ies investigate the acculturation process, they are limited in
explaining what culture actually is, or how it affects other
outcomes. Moreover, since these approaches harness language
used in within-organization communication channels (e.g.,



Pros Cons

1) Great teams 2) Talented co-
workers 3) Not stressful 4) Good
work-life balance

Most departments offer no �exibil-
ity in work schedule. My manager
doesn't allow me breaks for doctor
appointments, child's school activities

Good work environment, nice people.
Lots of fun working on cool technol-
ogy. Location is also superb.

No communication from upper man-
agement, Pay is not nearly as com-
petitive as market salaries.

Friendly, outgoing coworkers. Very
health-conscious environment. Activi-
ties are encouraged and supported.

Little recognition for overtime hours,
no WFH alternatives even with bad
weather, poor work-life balance

Table 1. Example paraphrased excerpts in Pros and Cons .

work email, internal social media), they are likely to dampen
candid perspectives of the workplace experiences [13].

Advances in the computational social science has shown the
potential of social media and other publicly accessible on-
line data to characterize organizational culture. For instance,
textual analysis of annual reports has been used to classify
the construct and in turn, explain a �rm's risk-taking behav-
ior [85]. Recent work has used Glassdoor to infer individual
aspects of organizational culture, such as “goal-setting” [80],
or “risk-taking behavior” [85]. Notably, Pasch characterized
six dimensions of organizational culture through language,
and found a relationship between perceptions of culture and
performance of an organization [93]. Similarly, a bag-of-words
analysis of reviews for corporate values has been associated
with organizational effectiveness [75]. While research reveals
the potential of Glassdoor reviews to quantify organizational
culture, these works inspect a limited set of dimensions and
the implications are primarily organization-centric. In contrast,
our work operationalizes this measure based on several di-
mensions collated in a domain-driven way, and examines its
in�uence on employee-centric outcomes like job performance.

Online Technologies and Workplace Experiences
Online platforms are becoming a powerful resource to study
employee activities and interpret their behaviors – a line of
research that is extensive in the CSCW and HCI �elds [6,35,
76,111,112,115,140]. Microblogging at work has been used
to build a “common ground” among employees where they
can interact with each other's opinions [144]. A case study at
IBM found that employees not only share content for a sense
of collective identity, but also predominantly express work
practices through this stream [127]. Prabhakaran et al. studied
power relations in email interactions of employees [95]. Em-
ployee engagement on such mediums motivate the exploration
of the free-form text they harbor as these the descriptions often
explain work based rituals, ideas and beliefs.

Employees use social media for a variety of purposes such as
information seeking, knowledge discovery and management,
expert �nding, internal and external networking, and potential
collaborations [6, 143]. Moreover, many organizations even
have internal social media platforms [38,48]. Shami et al. pro-
posed a tool,Employee Social Pulse— that analyzed streams
of internal and external social media data to understand opin-
ions and sentiment of employees [112]. Similarly, dictionary-
based linguistic analysis of such streams has been successfully
employed to gauge employee engagement [53, 111]. On the
interpersonal side, Muller et al. found that social in�uence
from peers can help shape an employee's engagement [84],
and engaged peers seem to be more helpful, enthusiastic, or

exude a contagious positive affect [79]. Analyzing employees'
social behavior on social media, content endorsement through
“likes” is found to represent certain facets of organizational
culture [59]. Although such social media has bene�ts, scholars
argue that candid social media use within organizations can
be affected by privacy-related concerns such as the breach of
boundary regulations and employer surveillance [49,64,115].

On the contrary, anonymized platforms like Glassdoor provide
“safe spaces” for employees to share and assess their work-
place experience [18,69]. Glassdoor data was used to model
brand personalities based onemployee imageryfactors such as
working conditions, company culture, and management style
[141]. Lee and Kang used Glassdoor data to study job satis-
faction and found “Culture and Values” has one of the highest
in�uences in employee retention [72]. Besides, we note that
anonymity eliminates the desireto appear competent and lik-
able, thereby minimizing deceptive tendencies and enhancing
candid and self-motivated / self-initiated posting behavior [45].
Motivated by these �ndings, we study organizational culture
by leveraging a large-scale data source, Glassdoor, which is
public-facing and anonymous, but well-moderated.

GLASSDOOR AS EMPLOYEE EXPERIENCE PLATFORM
For our study, crowd-contributed workplace experiences from
Glassdoor serve to validate the operationalizedOC(Aim 1),
and to quantify theOCin an employee sector (Aim 2).

Sharing Employee Experiences
Glassdoor is an online platform (launched in 2008), for current
and former employees to write reviews about their workplace
experience. As of 2018, there are 57M individual accounts on
this platform, and there are 35M reviews posted for 770K com-
panies [121]. Glassdoor reviews require ratings and free-form
text. Employees can rate their overall experience on a scale of
1 to 5, and optionally add ratings for �elds like career opportu-
nities, compensation, and senior management. The free-form
text �eld requires employees to submit descriptons of their
workplace experience, in separate sections forProsandCons
(Table 1). This text describes many salient workplace themes,
such as work-life balance, management, pay, bene�ts, growth
opportunities, facilities, and interpersonal relationships.

Quality of the Content
In Glassdoor's published community guidelines and norms for
content submission, they state that theystrive to be the most
trusted and transparent place for today's candidate to search
for jobs and research companies[57]. Both contributing con-
tent and consuming content necessitates an individual login. It
only allows individual accounts withpermanent, active email
address, or a valid social networking accountto submit con-
tent, with a maximum allowance ofone review, per employee,
per year, per review type[99]. Glassdoor moderation involves
proprietary content-analysis technology as well as human mod-
erators. Any reviews deemed to be incentivized or coerced, are
either not allowed or removed from the platform. In addition,
Glassdoor offers the option to �ag content, which is evaluated
on a case-by-case basis. To ensure a non-polarized distribu-
tion of reviews, Glassdoor implements a key incentive policy
known as, “give to get” [129]. In this model to get full access
to all reviews, viewers must contribute their own review. This



Category Organizational Culture Dimensions

Interests Conventional, Enterprising, Social
Work Values Relationships, Support, Achievement, Independence,

Recognition, Working Conditions
Wk. Activities Assisting & Caring for Others, Establishing & Maintaining

Relationships, Guiding & Motivating Subordinates, Moni-
toring & Controlling Resources, Training & Teaching Oth-
ers, Coaching & Developing Others, Developing & Building
Teams, Resolving Con�icts & Negotiating

Social Skills Instructing, Service Orientation
Struct. Job
Characteristics*

Consequence of Error, Importance of Being Exact, Level
of Competition, Work Schedules, Frequency of Decision
Making, Freedom to Make Decisions, Structured versus
Unstructured Work

Work Styles Concern for Others, Leadership, Social Orientation, Inde-
pendence, Integrity, Stress Tolerance, Self Control, Adapt-
ability, Cooperation, Initiative, Achievement

Interpersonal
Relationships*

Frequency of Con�ict Situations, Face-to-Face Discus-
sions, Responsibility for Outcomes & Results, Work w.
Group or Team

Table 2. 41 Org. descriptors from O*Net to represent the dimensions
of OC. The category column indicates the O*Net category of the de-
scriptors. Categories with `*' are subcategories within the “Work
Context” cateogry. The table in supplementary material provides a
detailed description of job descriptors with the validation source.

paradigm encourages more neutral opinions to be recorded and
diminishes the biases of self-selected users [26]. The content
posted on Glassdoor remains anonymous, and the modera-
tion strategies ensure that no sort of individual-identi�able
detail is disclosed in the content. However, each review comes
tagged with the reviewer's role, employment status (current or
former), and location of employment.

AIM 1: OPERATIONALIZING ORGANIZATIONAL CULTURE
In order to measureOCthrough language on Glassdoor re-
views, we need to �rst operationalize it based on language.
We adopt a three-step approach to achieve this: 1) Identify
descriptions of multiple dimensions ofOC. 2) Transform the
descriptions into word-vectors to capture their linguistic and
semantic context, so as to representOCas a collection of these
vectors. and 3) Compare the word-vector basedOCconstruct to
�lter Glassdoor posts related toOCand qualitatively investigate
the posts' keywords to establish face-validity.

Identifying Descriptors of Organizational Culture
Language used by a community (or organization) provides a
unique lens to interpret its culture [11,51]. To understand the
extent to which a text expressesOC, we �rst need an estab-
lished ontology of job aspects that are indicative of different
OCdimensions. For this, we obtain job aspect descriptors from
the Occupational Information Network (O*Net). O*Net (one-
tonline.org) is an online database of occupational information
developed under the sponsorship of the U.S. Department of La-
bor/Employment and Training Administration (USDOL/ETA).
These descriptors are motivated by organizational research lit-
erature [54,60,124], and are regularly updated with changes in
socio-economical and workforce dynamics. O*Net describes
189 different job descriptors, categorized in 17 sub-categories,
which are further grouped into 8 primary categories. Each of
the 189 job descriptors, likeStress Tolerance, Level of Compe-
tition andIndependence, is accompanied by a description.

However, not all descriptors necessarily explainOC. For exam-
ple, descriptors likeStaf�ng Organizational UnitsandPace

Measure Total Mean Stdev.

Reviews 616,605 6,702 8312

Pros Sntncs. 1,386,787 15,073.77 18,408.64
Pros Words 10,747,265 17.42 20.91

Cons Sntncs. 1,715,875 18,650.82 22,786.10
Cons Words 17,150,342 27.81 47.24

Table 3. Descriptive stats. of Glassdoor
dataset of 92 companies (sourced from
top 100 of Fortune 500). Aggregated val-
ues are per company.

Figure 1. Dist. of no. of
words per review in the
Glassdoor dataset of For-
tune 100 companies.

Determined by Speed of Equipmentsimply describe charac-
teristics of the job role, not the underlying concept ofOC.
Therefore we �rst verify which descriptors align with estab-
lished frameworks ofOCthat are widely used in organization
research. Two coauthors familiar with organizational studies
independently inspected each of the 189 descriptors in O*Net
on the basis of fourOCinstruments,Organization Cultural
Inventory[30]), Organization Culture Pro�le[90]), Hofstede's
Organization Culture Questionnaire[62], andOrganization
Culture Survey[50]). Any discrepancies (n = 23) with respect
to the validity of a job descriptor was resolved by both authors
on agreeable themes and concepts. Overall this procedure had
a Cohen'sk (inter-rater reliability) score of 0.89 This process
retains 41 descriptors, each of which describes an aspect ofOC
(see Table 2). Also note that these dimensions are not neces-
sarily mutually exclusive or disjoint [90,100], and we expect
a signi�cant overlap in our ensuing analysis. Our domain-
driven approach validates the O*Net descriptors on the basis
of multiple different frameworks because no single conceptual
framework describesOCexhaustively [29,100].

Transforming Descriptors into an OC Construct
While O*Net provides explanations of the 41 descriptors ofOC,
simply tokenizing the keywords in these descriptions would
not adequately capture the concept ofOC. Therefore to ad-
dress this challenge, we encapsulate the linguistic and se-
mantic context of these descriptions by using the concept of
word embeddings [44,106]. This approach represents words
as a vector in a higher dimensional space, where contextually
similar words tend to have vectors that are closer. In partic-
ular, we use pre-trained word embeddings in 50-dimensions
(GloVe: trained on word–word co-occurrences in a Wikipedia
corpus of 6B tokens [94]). Building on prior work of repre-
senting job aspects in lexico-semantic dimensions [104], we
transform the explanations for each of the 41 descriptors (Ta-
ble 2) into a 50-dimensional word-embedding vector. These
41 word-embedding vectors essentially characterize multiple
dimensions ofOCin a latent semantic space. Collectively, they
constitute our operationalized construct ofOC.

Validating our Operationalization of OC
While our operationalization ofOCcaptures the information
contained in 41 descriptors (obtained from O*Net and vali-
dated from domain assessments ofOC), we need to establish
its validity for practical use. We qualitatively inspect the top
keywords in text from our Glassdoor dataset that is relevant to
OC. We elaborate on this procedure in the following segments.



Example Text OC Dimension

Great training, really genuine and supportive colleagues,
great ways to get involved with interest groups—
Proposal writing, research for new industry areas,
volunteer activities

Social

In many instances rank was invoked just to prove a point,
rather that using data for the same.

Importance of
Being Exact

The drive to succeed is key, however, it's not a cut throat
competition - people are humble and people at all levels
are interested and willing to develop those at the lower
career levels.

Level of Compe-
tition

If you have a goal and willing to work on it, senior
management will have a genuine interest in helping you
succeed.

Coaching and
Developing
Others

A lot of emphasis is on �rm activities making it dif�cult to
build relationships as you can only meet coworkers on
Fridays, if they do come.

Establishing
and Maintaining
Interpersonal
Relationships

New recruits are immediately given responsibility, and
can take complete charge of their career development.

Initiative

Lot of group work makes the work easier and more fun. Independence

Table 4. The word-vector representation of these sentences that
show a cosine similarity of 0.90 or greater for the corresponding
OCdimension. Note that the same sentence can re�ect multiple di-
mensions, but we only list one for brevity.

Compiling the Glassdoor Dataset
To obtain a diverse but voluminous dataset on Glassdoor, we
�rst consult theFortune 500list (ranked by revenue) [1] and
obtain the top 100 ranked companies. Since only 8 of these
companies appear in the list ofFortune 100 Best Companies
to Work For[28] we believe our sample is not dominated by
companies with positively-skewed employee experiences.

We obtain the public reviews of these organizations using web
scraping. For each review, we collect the textual components
(segregated intoProsandCons) and the reviewer's employ-
ment information (role and location). Table 1 shows three
example excerpts inProsandConscomponents. In sum, we
obtain 616,605 reviews from 92 companies (at the time of
writing 8 companies did not have pro�les on the platform)
that were posted on Glassdoor between February 20, 2008
and March 22, 2019, amounting to 10,747,265 words in the
Prossegment and 17,150,342 words in theConssegment (ref:
Table 3 and Figure 1). We note that the content distribution
is skewed towards theCons, but this observation aligns with
activity on other review platforms [63]. Despite the possibility
that some of these reviews could be capricious and circumstan-
tial, this work intends to leverage the ample volume of data
and capture themes at an aggregated level. Additionally, all
our computation normalizes data by volume.
Filtering Posts about Organizational Culture
First, we derive a word-vector representation of every sentence
in the 616,605 posts (� 3M) from the Glassdoor dataset. Next,
we use cosine similarity to measure the similarity between
each sentence's word-embedding representation and each of
the 41 dimensions ofOC[10, 105]. Higher cosine similarity
indicates that the sentence is semantically similar, or “talks
about” that particular dimension ofOC. We retain any sentence
that exhibits a similarity of more than 0.90 with any of theOC
dimensions [102]. Note that the same sentence may express
an opinion about multiple classes; for example, a post reading
“Some staff is able to negotiate to avail work from home at least
one day per week” relates toWork Styles: Social Orientation,
Work Values: Relationships, andWork Values: Independence.
Table 4 enlists a few paraphrased examples.

Establishing Face and Construct Validity
Since the sentences that clear the threshold only relate toOC
through the latent semantic space of word-embeddings we
now want to investigate the actual language used in the con-
tent. We obtain the top 100 keywords (n-grams,n=2,3,4) in all
sentences (above the similarity threshold of 0.90). Then, we
compute the TF-IDF score for these keywords across each of
the 41OCdimensions (similar to [106]). Essentially, this helps
us uncover the importance of each keyword in the sentences
that refer to an aspect ofOC. Figure 2 visualizes the relative
importance of these keywords (the supplementary document
provides a heatmap with all top 100n-grams). We draw upon
the validity theory [87], to establish face and construct validity
of contextualizingOCin Glassdoor data by qualitatively exam-
ining the importance of the keywords in theOCdimensions.

The most dominant keyword across several dimensions is
work life balance, and its lexical variants like “life balance”,
“work life”. This recurrence could be because notions of work–
life balance has many facets (beyond work-family con�ict)
such as personal needs, social needs and team work [92]. For
instance, thisn-gram is important to theSocialdimension
of OCbecause it characterizes altruistic behaviors and aid
of colleagues [61]. Similarly, dimensions likeAssisting and
Caring for Others, Coaching and Developing Others, and
Training and Teaching others, inherently overlap with the team
based aspect of “work life” [50,97]. Socially supportive and
inclusive workplaces tend to foster better work–life balance,
these key-words co-occur with language referencing social
and interpersonal dimensions, for example“[Company] tries
to ensure work life balance, whether it works is another story
as everyone seems too dedicated.”and“[Company] offers the
best work life balance and true diversity among big �rms”.

Certain keywords are relatively more discriminatory between
OCdimensions. For instance, the keyword“good bene�ts” is
most important in reviews about dimensions likeSupportand
Recognition. For employees, reward systems within companies
garner reciprocal loyalty and increase the perceived organiza-
tional support [43]. For example in this post, “There is effective
communication from senior management along with a good
bene�ts package, cutting-edge technology, and a culture of
integrity and innovation that provides a very satisfying envi-
ronment.”. Another such keyword is“job security” , which
is most relevant to experiences that refer to theFrequency
of Con�ict Situationsdimension. This draws from the fact
that employees in workplaces that have high disagreements
require more security and stability of employment [62]. Other
examples of identi�ablen-grams are“�exible hours” or “�ex-
ible work” . These keywords gain maximum importance in
text associated with theFace-to-Face Discussionsdimension.
Prior research found that teams with �uid hours accommo-
date more interactions [20]. Similarly, the terms“long hours”
and“long time” are important in texts related to theStress
Tolerance. Longer working hours not only causes fatigue but
also increases an employee's exposure to work-related stres-
sors [21,66,119], such as that expressed in,“Client projects
can requirelong hourson short notice, and the general envi-
ronment can be very demanding and not forgiving.”

Apart from those discussed above, some of then-grams corre-
spond to the dimensions ofOCmore intuitively. For example,
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