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Abstract
Main purpose of this report is to understand as well as develop an understanding of workplace culture and its context in order to evaluate the impact on workplace efficiency. Upon use of academic literature, the report will be able to demonstrate the capability to critically establish culture within the workplace as well as using SWOT and PEST to evaluate how culture effects on cooperate social and environment responsibility. Employees values, beliefs, behaviours will be explained in detail so that this report can identify barriers which impact the organization from functioning. This report seeks to provide clear evaluation of cultural and ethical behaviour of an organization by considering policies, legislation and procedures. By choosing an organization this report will relate organizational culture to the organization and conclude to what impacts the organizations efficiency.
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Introduction
Organizational culture in the last decade has recently been receiving a lot of attention due to its impacts and probable influence on companies. Deal and Kennedy (1982) encouraged researchers towards the idea organizational culture, and in what manner these values as well as attitudes guide the staff’s performance within the company to the direction of the organizational goal. Accordingly, numerous studies have been done to identify the nature and type of organizational culture in businesses. Additionally, this research was to prompt the key values, beliefs and norms within the organization that has given motivation to success and performance of a company. According to Kotter and Hesket (1992), organizational culture has a long-term effect on the way the organization performs . Furthermore, Denison (1990) said that there is specific kinds of culture that could affect organization culture, while Van der Post (1998) found substantial relations between workplace culture and performance . Workplace culture is also thought to be related to a company’s strategy, specifically when a company implements a strategy within the workplace . Workplace culture is a crucial variable that affects the organizational overall performance. The purpose of this report is to critically assess an organisations of choses context as well as culture. Moreover, evaluating the organisation within its broader environment using appropriate PEST analysis and SWOT analysis techniques. Furthermore, this report will establish the organisations cultural attitude, beliefs, values, personal ethical behaviours as well as various communication channels in order to study the effect of workplace culture on a firm’s efficiency. Therefore, the organisation this report shall be discussing is Carphone Warehouse. 
Carphone Warehouse (CPW)
Dixons Retail is a combination of many stores, such as Dixons, Currys, PC World and Carphone Warehouse who Dixons merged with in 2014. This report aims to focus its attention on Carphone Warehouse (CPW). The background of the CPW started from two individuals named Charles Dunstone and David Ross in 1989. CPW first came around with these individuals selling automobile mobiles. As the firm grew, they opened their first mobile retail store in London, and by 1996 CPW expanded into west of Europe. However, because of the merge with Dixons in 2014, Carphone Warehouse in 2015 was launched as part of a 3 in 1 store along with PC World Currys. CPW consider themselves as the largest independent telecommunications retailer in Europe, with over 1100 stores in the United Kingdom as well as Ireland. CPW is the main online mobile retailer within the United Kingdom . CPW is a mobile retailer who trade mobile and network tariffs across many providers to aid their customer in finding a personalised deal. For the purpose of this report will be discussing one of CPW stores located in Isleworth. Particularly this report will focus on 12 individuals who make up the workforce within CPW.
Workplace Culture 
Previously debated studies suggest workplace culture is a significant component in workplace performance, specifically in management; trying to understand the culture of their organisations before they could implement a suitable strategy to achieve their goals . This indicated that CPW’s workplace culture can impact the efficiency of its organisation in its mission to accomplish their overall goals and objectives. However, individual’s commitment within the workplace is also vital to make sure that an effective application of the companies polices and regulations (Figure 1). For instance, the performance of a company is the productivity or results of an organisations are measured in contrast to its proposed goal and objectives. The essential details that explains culture is the hypothesis that workplace culture could lead to a growth in the organisation’s performance . 
Figure 1: Illustration of CPW’s policies and regulations which help form workplace culture.

Source: Illustrated by the Author
Furthermore, various academics and researchers such as  and  have defined organisation culture in different ways. Nevertheless, most would come to an agreement that workplace culture is the set of values, beliefs and behaviour patterns that creates the fundamental uniqueness of CPW as well as aiding in shaping employee’s attitudes (see Figure 3) . The illustration is a survey conducted upon all employees of CPW who participated in order to critically assess CPW’s values, beliefs as well as behavioural patterns. Emphasised in figure 3, green indicators display insight to how individuals are shaped to CPW’s values, beliefs and attitude. According to Jones (1983) workplace culture acts as a cognitive map that influences the context of CPW, it offers mechanisms or norms and values to which individuals do things in CPW’s workplace . According to Pheysey (1993), CPW’s workplace culture are intertwined with behaviours such as patterns of beliefs, codes, ritual, traditions and practices as seen in figure 1 . The culture within the work environment are values that CPW imposes within workplace; ‘customer first’… ‘we believe anything is possible’… ‘we stand as one’; are values and norms that emphasize the declaration “this is the way we do things round here” . These statements can be seen in figure 3 and it demonstrates that individuals within CPW have beliefs that anything is possible along with commitment. Additionally, their values, beliefs, attitudes and behaviour can be seen to go parallel with the organisations policies such as the way recruiting is imposed. The use of a structured employment scheme to which candidates who have applied for the posting will have to go through a series of scenario questions in order for CPW to ensure they find the right candidate who would be capable of the job role as well as interviews over the telephone and face to face to ensure that the candidate will be able to fit into the companies workplace culture. Moreover, CPW impose other incentives to their employees in order to increase productivity as well as shape workplace culture.
The concept of workplace culture was introduced into management sciences during the late 1960’s. This was due to European and American organisations, becoming international companies by their expansion of their operations into additional continents. This led to revised management practices in order to gain competitive advantages in countries other than their own. Management theories are the thoughts to which surround suggested management approaches; these consist of tools, for instance, frameworks as well as guiding principles that can be applied within CPW. As seen in Figure 2, there are definitions of the six most popular management theories that are available to management in order to suit CPW’s employees as well as their culture. As individuals continue to be the most difficult existences to manage, efficiency management is vital for organisations such as CPW in order to prosper. Through the definitions in Figure 2, it is identified that CPW apply Scientific Theory concept by Fredrik W Taylor to which he defines as; the simplification of tasks; the division of work; the usage of financial incentives, such as the bonuses CPW offer when employees successfully achieve KPI’s . Taylor’s scientific management theory is seen within CPW as it helps increase and maximise productivity within CPW. CPW’s development of staff through observing their efforts aids in creating the best policies in order to enhance productivity is prime example of the use of Taylor’s scientific management theory. Therefore, by observing employees can identify changes to policies in order to synchronise colleagues with culture.
 Figure 2: illustration of definitions of the most popular management theories
Source:
Evaluating CPW’s culture
Figure 3: Illustration of CPW’s values, beliefs, attitudes and behaviours questionnaire results. 

Source: adapted from .
Van de Post (1998), helped determine CPW’s culture as personalities that employees possess, however, not visible but it is a merging force which gives meaning and direction. CPW’s workplace culture is a system of collective meanings, or systems of values and beliefs that eventually forms employee performance . Schein (1992) definition for workplace culture is a pattern of basic norms developed, discovered or created by groups within CPW. This is demonstrated when individuals learn how to cope with difficulties of external adaptation and internal integrating such as, every morning the team have a group meeting in order to resolve any staff issues or other issues like work equipment. This can be seen to be very engaging to individuals and personally feel as if we are family. However, as new employees join CPW, these set of values (refer to Figure 3) must be taught to them as the right way of thinking and feeling in relation with those difficulties. In the eyes of Schein (1999), throughout Carphone Warehouse’s history, culture is the overall sum of all the shared and assumptions of what individuals have learned with also being a deposit of achievement. CPW’s culture, can analysed to be the structure system and control system to which is in place to be able to create behavioural ethics. On the word of Scholz (1987), CPW’s culture is not like other concepts such as identity, workplace climate or global culture. Their culture is analysed as the contained, unseen, fundamental, and informal awareness to the organisation to which it directs the behaviour of those and forms itself out of the performance. 
Clegg, et al. (2015) acknowledged a technique from Schein (1997), in order to study CPW’s workplace culture to which established several components that make up the culture as well as four different aspects of culture;
Subculture – Schein (1995), stated subculture as sections of culture to which demonstrate diverse norms, values, beliefs as well as behaviour of individuals due to variance in environmental zones or departmental goal and occupation requirements inside CPW . 
Weak Culture – Deal and Kennedy (1982) state weak culture within a company is one that is insecurely merged. Team members are imposed by stern guidelines that could generate diversity amongst individuals’ objectives and CPW’s goals.
Strong Culture – This is when workplace culture within CPW ought to be strong, with the majority of team members embraces similar beliefs and values as concerned to CPW .
Counterculture – This is the shared beliefs as well as values to which is indirectly contrary to those values and beliefs of the wider workplace culture known as countercultures. These are generated mainly from a powerful manager .
Figure 4: Illustration of Schein’s levels of culture 

Source: 
Artefacts- this discusses the overall social and physically established setting of CPW. For instance, CPW’s employment policy, rules within CPW such as the dress code of jeans, trainers and a CPW polo top to which shows an appearance of a casual, fun and relaxed environment. Furthermore, the way the store is set out with no seats for employees to seat so that employees are more active to fulfil customers come first value. CPW’s systems such as the computers are there to help employees do their work as well as procedures to aid in fulfilling the ‘anything is possible’ value. 
Language- this is reference to the basic ways in which staff recognises its environment. For instance, the constant funny jokes, stories, mythologies and traditional stories to which in effect creates a laid-back environment.  
Behaviour patterns- this refers to the repetitive forms of activities which are characteristics of CPW’s life. For example, this would include CPW’s regular 8:45 am team talk to discuss the company performance along with personal issues.  
Norms of Behaviour- this is reference to the daily behaviour displayed as well as the procedures thought-out to be appropriate or inappropriate responses from employees within the work environment.  
Symbols and Symbolic- best defined as CPW’s policies (as shown in Figure 1), products, workplace appearance such as marketing balloons placed instore, logos as well as CPW’s features and the acts that are significant to team members.
Believes, values and attitudes – CPW values are cautiously attached by means of moral as well as ethical standards; they observe individuals in what they contemplate ought to be done. Alternatively, CPW’s beliefs are what is correct than what is not. Moreover, employees and CPW attitudes relay belief and values with feelings.
Basic Assumptions - They are considered as an expected solution of a recognized problem. In CPW, basic assumptions direct colleague’s feelings, emotions and perception about ‘the way we do things round here’.
History Culture – this refers to CPW’s past and how it has influence to the behaviour of CPW as well as its staff.
In summary, CPW’s workplace culture is defined as the deep, basic assumptions and beliefs to which are shared by employees. According to Deal and Kennedy (1982), CPW’s culture is a strong culture and the culture is not displayed openly; as an alternative, it is concealed and every so often unconscious . Furthermore, it signifies the ‘taken-for-granted’ way to which CPW distinguishes its settings as well as itself. Through academics’ research, shows CPW have a strong and integrated culture to which is collective by everybody within the company. This is when all individuals within CPW embraces the identical types of beliefs and values as concerned with the company itself. The strong culture suggests that managers try to decrease the gap amongst team members to grow a healthy relationship. CPW’s supervision also well thought-out that team members are more significant than guidelines within CPW. In addition, this could be best described by the Hofstede Model to which Geert Hofstede stated that national as well as local aspects contribute to culture, then ultimately influencing the behaviour of team members. He established five aspects to which influence of the organisation (refer to Figure 5). Having experienced working within CPW, it is identified that collectivism demonstrates their culture; ‘we stand together as one’ displays a family unity within the workplace. For instance, colleagues continuously help each other with their workload and display respect for one another as if their part of an extended family to which individuals feel loyal to the organisation and colleagues. What could be recommended is to emphasize more on recruitment process as this could have significant implications when a non-compatible employee is not matched according to policy because of the need to quickly employ individuals. This also has been observed to influence collectiveness to which ultimately resides to the new employee not fitting into the culture and decides to leave the company which will tend to impact the organisation’s efficiency.
Figure 5: illustration of the definitions of five dimensions to which Hofstede identified
Source:
Critical evaluation of CPW and its broader environment
This section intends to critically assess the workplace culture and its involvement towards the company’s performance. As stated by academics, workplace culture can increase of job satisfaction amongst employees as well as awareness, problem solving and performance . When the workplace culture becomes incompatible with the prospects of the internal and external stakeholders (seen in Figure 6), the organisations success will decrease as history shows . Therefore, it is paramount for CPW to have procedures in place to tackle the broader environment. Kopelman et al (1990), stated culture has a relation with the workplace performance and organisations do not exist in nothingness. In fact, every organisation particularly CPW operates in an environment that impacts everything, from skilled member of staff accessibility, to the value of raw materials needed. To be able to understand CPW’s broad external environment, an application of a SWOT as well as PEST analysis will be conducted along with considering potential impact on the organisation’s performance. Research has shown over time the relation between various cultural qualities and high performance remain not persistent . According to Selvalakshmi & Guru (2017), CPW’s workplace culture, colleague behaviour as well as performance is founded on four aspects. First, colleague’s knowledge of CPW’s workplace culture allows team members to be able to recognise history and ‘the way we do things round here’. This knowledge makes available information on how anticipated behaviours such as ‘we stand together as one’ should be. Secondly, culture increases commitment to the way of life along with values. Individuals commitment generates joint state of mind in accomplishing shared goals. This demonstrates CPW can attain greater achievement only when team members share values. Thirdly, CPW workplace culture, its norms, pact as a control mechanism to direct behaviours in the direction of anticipated behaviours and away from undesired behaviours . CPW accomplish this by employing, choosing as well as retaining team members from the local community who share the same values as CPW. According to Selvalakshmi & Guru (2017), this type of workplace culture can be associated directly to better productivity as well as performance than others. 
Figure 6: illustration of dimensions of organisational performance.
Source: 
Figure 7: SWOT analysis of CPW
Source: SWOT table adapted from Mindtools 
According to Kamal (1988), CPW workplace culture is real and can be taken for granted; it is very regulatory as well as directing of individuals behaviour. Kamal (1988) researched on workplace culture and presented a link between culture and the organisation’s performance. Furthermore, Kotter and Heskett (1992) also noticed that culture has a substantial effect on the organisation’s overall efficiency. Using SWOT and PEST analysis (refer to Figure 7/9) gives knowledge on how external factors can aid or impact performance as well as culture. CPW’s environment gives the company an upper edge towards their rivals as they have a prime location within a busy retail park in Isleworth. This benefits greatly to the local community as it creates jobs and provides services to consumers for a low price. Nevertheless, CPW weaknesses and threats can be identified in SWOT and PEST analysis such as Brexit; this knowledge can have undesirable effect to the CPW’s performance as it discourages the organisation from implementing the essential tactical or strategic changes because of uncertainty in terms of law changing, tax and exchange rates. This also has an unwelcomed influence on culture as changes could disrupt the progress of the organisation by not being able to access skilled candidates for job roles as well as culture .
Whilst CPW formulate policy decisions, the organisation considers external environmental opportunities, weaknesses, threats, current as well as future internal potential impacts and its competitive gain over competitors. The assembly of external factors are shown in the PEST analysis (refer to Figure 9). Firstly, ‘Political-legislative factors’, legal as well as policy agenda embracing CPW exists . Additionally, CPW’s legal framework goes inline with national and global law as well as legal protocols; CPW’s policy framework are interpersonal systems generated amongst commercial and political authority. For instance, Brexit may have an impact on business tax, employment law and environmental laws within the United Kingdom. From this viewpoint, CPW requires to safeguard themselves from environment of politics along with legal constancy, to which will encourage or discourage CPW’s supply and demand chains . Secondly, interest rates, price increases, exchange rates, financial policies and price variations are economic influences identified that directly help or damage CPW’s culture and performance. This is because there is a potential increase of unemployment or reasonable foreign conversion rates. Thirdly, the demographics of the residents is the composition of social area in macro environment. For instance, society which stress on well paid jobs with development opportunities cause CPW to redesign their job descriptions along with adapting their workplace culture in order to appeal to employees. Furthermore, social fondness of using mobile devices has impact on CPW as it effects which products are to be invested in as well as prompting CPW to focus on different marketing options. Lastly, artificial intelligence (AI) and systems have been also recognised to allow CPW accomplish productivity rapidly. For example, by producing innovative products to which aids in gaining an advantage on their competitors and allow a smooth supply chain. According to Voiculet et al (2010), this could be stated as there is no market which involves the exercise of pressure consequently from technological change and then produce market. 
Figure 8: Comparison chart of the differences between micro and macro environment
Source: 
Figure 9: PEST analysis of CPW
Source: Illustrated by the Author
In summary business environment as discussed, macro and micro environments are influences to which shapes CPW’s image to their consumers. Amongst those impacts, culture has a dynamic role in determining the structure of CPW’s workplace as well as the way customer service is delivered. According to Lund (2003), in previous eras, economical academics were persistent in trying to find the scope of workplace culture and its impact on marketing problems with the intention of finding ways to increase performance. Within CPW, team members work hand in hand with individuals from different departments and demographics to which are rich in culture. CPW’s values set the standards within the workplace culture. Moreover, it has been identified that the workplace has its own unique behaviours to which is very different to their competitors such as the casual business environment. Their cultural values are accustomed by their team members when working along with management as well as from motivational incentives given. Team members and CPW’s commitment will aid in the organisation successfully achieving goals as well as objectives. According to Shahzad et al (2012), intergrated culture along with broader environment of CPW has an impact on how the orginasation and team members perform. Therefore, business environment, policies and company values have a vital impact as they could force employees to implement a new culture except what is expected. According to Rashid et al (2003), workplace culture has a link to finacial performance and it can be established that CPW, adapt their business environment to their culture to which gives the company such a unique envronment. Furthermore, the organisations finacial growth is consequent not only from the management endeavours but from lower end team members who strive to ensure they give their best support to the organisation.
CPW’s Cultural and Ethical behaviour 
Cooperate ethics is the social responsibility that CPW has in the direction of the community, where it operates or have somewhat interests. Ethics is defined as undertaking the correct or moral thing when nobody is observing. Furthermore, it is defined as an individual choice and consequently, by what means ethics is administered are subject to personal ethics to those who govern the workplace as well as the individuals who work within the environment. Within the workplace, behavioural ethics are codes of practice to which results in growth of ethical principles.
Going an extra mile within demographic that CPW operates, ethics within a workplace encourage communication amongst team members. This also permits team members to respect each other as well as promoting consumer relationships to which would be founded on honesty along with integrity. Whilst CPW have core fundamentals that tend to express their code of ethics, these value expressions will differ from one branch to another. Therefore, it is said to be vital to understand ethics is made up of two aspects. Firstly, policies ought to synchronise with laws and regulations such as Equality Act 2010 and employment law. This assists CPW in order to guarantee that their ethics prevent any pressure or force towards participating in activities to which may be well thought as being unlawful. For instance, promoting discrimination within the workplace, supporting unfair dismal and recruiting, or the allowance of wages to be significantly under the national minimum wage.
Within the workplace the decisions are made by the management team to which are influenced by the company’s culture. Therefore, their choice to display ethical behaviour is a moral one; team members decide on what they think is the correct method. Ethical behaviour in the workplace along with corporate social responsibility is said to produce substantial benefits towards CPW. The benefits towards the organisation for instance may include, the attraction of products to consumers because of their ethical value. In doing so, this increases transactions as well as profits which make team members want to stay within the company. 
As a result, it will reduce staff turnover and consequently increase productivity. It will also attract candidates for employment within CPW, therefore reducing recruitment costs along with enabling the organisation to employ the right candidate. 
Present within CPW commitment is seen to be the most significant of all ethics within CPW workplace since work is a priority whilst in the workplace. For example, majority of employees are very dedicated with being up to date with products, training in order to provide best customer care. Training provides employees with knowledge of laws to abide by such as the Consumer Rights Act 2015 to which products have to be fit for purpose, good quality and as defined . Consequently, this provides employees knowledge and shape ‘the way we do things round here’ in order to act ethically and ultimately reach a goal of meeting customer needs. Additionally, it is found that CPW’s policy to which states adequate rest is needed for employees and should not exceed 39 hours a week; this ethical behaviour by the organisation, ethically ensures that employees are well rested. However, dishonesty behaviour has been experience within the workplace and a small number of employees act unethical in order for personal gains. For instance, being dishonest in their transactions for the sake of reaching targets is not only breach of CPW’s value it is also breaching the Consumer Right Act 2015. Also, this behaviour has a negative effect as in such way it degrades values of “we always put the customer first” and also impacts the organisations in the sense that that customer may never return and is left with a bad impression. Personally, because of CPW’s transparency with policies such as their manufactures should not any form of forced labour, workers not being subject to abusive, the author recognised his behaviour to be aligned with the business ethics. The author believes that it is wrong to get abused by low pay and forced labour or even getting physically abused at work; this reflects on his behaviour. Trust, can be identified as another ethical display within the workplace and team members display loyalty towards the organisation. Additionally, management are unlikely to encourage these loyal team members on their duties and responsibilities. A minority of individuals ought to at times consider CPW interests before their own interests. Unethical behaviour such as team members being dishonest in their transactions could damage the image of CPW or demonstrate to be unprofitable towards the company. As professionals within CPW, it is understood that individuals and the author always compare one success and failures with each other. Competitiveness amongst team members is thought to be acceptable but there should be a fine-line between allowing individual ambitions to overcome CPW’s interests. One cannot succeed in life by theft of other recognitions or by following unethical practices to achieve their responsibilities. Therefore, it is vital that team members within the workplace continue to demonstrate compassionate behaviour to one another along with respect and abiding by the Equality ACT 2010. Having experienced employees not being abusive to one another, considering the discrimination policies as well as strict procedures, CPW as a company are very robust to such behaviour and if found to be unethical through vigorous interviews and panel meeting, a strong disciplinary outcome is inevitable.
Conclusion
The report showed various arguments by academics and critically analysed CPW in the context of culture. Firstly, culture was defined, analysed and it was suggested CPW has a strong culture to which everyone abides by law, regulations, policies and values. Furthermore, a questionnaire was generated, and results showed how CPW have employed individuals based on their value and beliefs. The workplace culture was analysed from the internal and external environment to which various analytic tools and techniques where used to provide an insight to how the broader environment could potentially impact the organisations efficiency. It was found that external environment has a major impact on how the organisation and its employees operate. Moreover, an analytical discussion of ethical behaviour was reported on to evaluate cultural and ethical behaviours of CPW, its employees and of that of the author. Ethical behaviour in general was aligned towards the workplace culture in the sense that, majority of employees had commitment towards CPW set value principles and most employees behaved in such manner. However, like in all organisations there will be one or two members who either need training or do not fit within that culture.
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STRENGTHS
Brand: CPW established a strong brand name
amongst consumers as well as its competitors
through selling branded mobile phones as well
as mobile nefworks
Tnnovation: CPW always integrating new
concepts and products.
Wages: Pays above the national minimum wage
grade
Low Price: CPW offer low prices on handsets
as well as mobile network tariffs than their
competitors even though they are reselling
branded products such as Apple, Samsung etc.
Low staff turnover: CPW have a low staff
turnover due to their employment structure to
which assesses candidates via online
questionnaires to ensure that the individuals are
a match to CPW"s values and beliefs.

WEAKNESSES

Closing of retail stores: CPW have merged
with Dixons retail, therefore, are closing
standalone stores on high streets which can
impact the number of consumers walking into
their stores

Marketing: Heavily promoting profitable
24months contract, to which majority of
consumers do not want to be in and the lack of
promotion on 12-month sim only deals within
store makes CPW weak compared to their
competitors

Relationships: The weak relationships befween
the higher hierarchy to the lower end employees
can cause conflicts.

OPPORTUNITIES
Growing Industry: CPW started with selling
branded mobile phones and networks and now
they have its own network which is called ID.
E-commerce: This field has developed largely
in the sense consumers do not have to go instore
to purchase and they can easily purchase from
other platforms su as laptops and mobile
devices. The CPW website can take advantage
of this opportunity.

THREATS
Competitors: CPW have strong competition
within the industry such as big brand names 02
EE and Vodafone.
Financial Crisis: This has a negative impact on
CPW's sales as consumers are unlikely to spend
because of financial crisis.
Media: Through recent hacking from unknown
sources, CPW can lose their consumers trust,
which ultimately has a negative affect towards
their business.
Staff: Careless staff not following GDPR policy
and procedures through improper training
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BASIS FOR
COMPARISON

Meaning

Elements

Nature of
elements

Are these factors
controllable?

Influence

MICRO
ENVIRONMENT

Micro environment is
defined as the nearby
environment, under which
the firm operates.

COSMIC, i.e. Competitors,
Organization itself,
Suppliers, Market,
Intermediaries and
Customers.

Specific

Yes

Directly and Regularly

MACRO ENVIRONMENT

Macro environment refers to
the general environment, that
can affect the working of all
business enterprises.

PESTLE, i.e. Population &
Demographic, Economic,
Socio-Cultural, Technological,
Legal & Political and
Environmental.

General

Indirectly and Distantly




image9.png
POLITICAL
: Leaving the European Union (EU) could
involve rise in taxes as well as less skilled
European employees and consumers to which
there is a high local population of EU citizens.
Compliance: New laws and regulations when
Britain leave the EU may possibly have an
impact on the ‘way we do things round here'.
Trading laws: Trading within the EU could be
costly as new terms of trading have to be
drawn up due to Britain leaving the EU.

Brexi

ECONOMIC
Inflation - During inflation consumers have a
tendency not buy products and indivi
tend to cut down on their expenses.

uals

SOCIO-CULTURAL
Population growth rate & demographic
lifestyle: The demographic can affect CPW as
CPW relies on demand for smartphones along
with accessories. The demand for
smartphones has risen as technology has
advanced greatly. For CPW it is an opportunity
for them to increase their productivity.

TECHNOLOGICAL
Social media: Technological advances on easily
accessible social media can make news travel
quicker and for free with the use of the
internet.
Changes to technology: Artificial intelligence is
advancing and CPW use this technology to its
own advantage over their competitors. Also
new systems help the company adapt to new
changes as well as save time and money to
h improves CPW's producti
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Flexible working

Mobile phone policy

Code of practice Offering flexible working to
all members of staff in order
to give flexibility to those

with other commitments.

Can have and use personal
mobile phones within the
workplace.

Honesty, safe guarding etc.

Diversity &
equal
opportunities

Scenario tests, interviews
(telephone & face to face)




