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Why is culture everyone’s responsibility in an organisation?
According to the Chartered Institute of Personnel and Development (CIPD, no date) organisational culture is an aspect of business that has become increasingly important to managers in recent years. Organisational culture is “the feeling or atmosphere people have in an organisation, either day-to-day or more generally” (CIPD, no date). This essay aims to highlight why culture is the responsibility of everyone in every aspect of a business. Lee Yohn (2021) suggests that small things can influence organisational culture, from how employees interact and their opinions of each other, to how feedback is presented, and even why some employees sabotage their own work. These are just some of the reasons why many managers are more concerned than ever about their organisation's culture. Tipuric (2022) argues that culture within an organisation is deeply driven and affected by the behaviour of its employees towards each other and others including customers.
In the complex and uncertain business world, it is now more important than ever to have a healthy culture. According to Lee Yohn (2021), in the past organisational culture would have been delegated to Human Resources (HR), who would be tasked with spreading a mission statement and core values that senior management would have developed. These, along with other efforts made by HR, would be the only action towards the cultivation of a better organisational culture.
How employees interact and communicate with each other is important and influential on organisational culture. As mentioned by Tipuric (2022), people have had a profound impact on their own lifestyle, relationships, surroundings, and perceptions by simply existing all throughout history, through patterns which form from their interaction with the surrounding environment.
It is also true that putting all the responsibility for organisational culture on the HR department is, not only wrong and unfair to the HR department, but detrimental to the organisation’s culture as well. This is highlighted by Meier-Barthold (2023) when explaining that a wide range of employee perceptions (based on their opinions, experiences, and goals) comes with varying engagement with the culture-cultivating activities set out by the HR department. It becomes even clearer that organisational culture must be the responsibility of all. Delegating it to one person or function is simply not going to have the desired effect on the whole business, merely a limited group of individuals that engage particularly intensely.
All relationships within the organisation are important, including those between employees and management. How management communicates with and provides feedback to employees is important to the maintenance of decent work standards and a friendly and productive work environment. According to Duhigg (2016), one of the factors in teamwork, as discovered by Google’s project Aristotle, is psychological safety which is one of the key factors in creating a healthy work environment in which people can thrive. Having a positive working environment where mistakes are welcomed as a pre-requisite to improvement and not a punishable offence is important to allow employees to produce their best work. This must be considered by any form of management to allow the highest level of diversity and creativity to be expressed. According to globalization-partners.com (2022) having employees that come from various places in the world can improve the public reputation of the business and better employee enjoyment and fulfilment.
In business management there lies a particular occurrence that managers try desperately to avoid. This is known as self-sabotage, where an employee will deliberately perform badly in their work because of feeling negative by the actions or treatment from management. Cooks-Campbell (2022) provides the definition "self-sabotage is when people do (or don’t do) things that block their success”. In the extremely volatile, uncertain, complex, and ambiguous modern business climate, organisations must differentiate their services to stay afloat. Aydin, Bora and Coban (2020) state that, therefore, providing employees with a positive experience and, in turn, creating an environment where they want to treat customers well is of vital importance. This clamps down on employee sabotage and emphasises the steps towards it. According to Buffett, "It takes 20 years to build a reputation and five minutes to ruin it. If you think about that, you’ll do things differently.” (Forbes, 2014).
Organisational culture can be important to employee effectiveness. The Berlin School of Business and Innovation (2019) describes this as demonstrating such traits as critical thinking skills and being able to work in a team among other things. A clear and positive environment can help to support high effort in work. Therefore, the general cynicism of employees can impact the progression of work within an organisation. Tamer and Ozkan, (2020) explain that employee cynicism can have a negative influence on employee performance, commitment, and satisfaction within the organisation. This means that there is evidence to support the claim that employees’ attitudes can influence the culture and, by extension, the effectiveness of an organisation. 
In their analysis Tamer and Ozkan (2020) found that organisational cynicism can be seen in many instances. This is where an employee demonstrates negative opinions about the motives, effectiveness or intentions of an organisation when working. This can then lead to issues with overall culture and, of course, negatively impact the organisation. 
In their review of the factors that contribute to organisational culture, Coleman (2013) outlines six factors, starting with the vision of the organisation. “A vision should provide a clear picture of where you want to be as an organisation in three to five years” (LinkedIn, no date). An example of an organisation’s vision would be that of the supermarket chain ASDA (no date), who state that “We strive to save our customers money and to offer the best value, affordable and inspirational clothing for their family.” This enables employees to find purpose in their work and to make decisions that align with the organisation’s objectives. That helps the employees to feel more directed, secure, and positive about the work they do and how it benefits the organisation and the world.
Coleman (2013) also discusses an organisation’s values, which are rules for business that are always followed. For example, Tesco’s (no date) organisational values consist of treating customers well, treating employees fairly and being mindful of the environment and waste. According to Business Waste (no date) commercial recycling is important and necessary for large organisations.
Coleman (2013) identifies that an organisation's practices in relation to adherence to their values can influence the culture that is cultivated in terms of employee and customer opinions of the organisation. They do what they claim to whether that be treating employees well or working under the assumption that the customer is always right. In terms of employee attitude and the ways in which customers are treated, Forbes Human Resources Council (2021) claim that employees adhering to the organisation’s standards of how to treat customers is important as they are the face of the organisations in that moment and represent how the customer will view that organisation in the future. They offer some advice on how to ensure that employees not only feel they must but want to adhere to the organisational policy in those situations. Firstly, managers can use regular performance reviews, not to scold their employees, but to help them be clear about how to do a respectable job. Secondly, they can provide tools and resources which can aid employees in how to deal with a range of situations. Some examples could be providing posters around the workplace reminding employees of how to act or arranging training for them to be completely clear about how to effectively do their jobs. Another suggestion they provide is for the managers to lead by example. This means adhering to company standards in their practices to provide employees with an inspirational and effective example of good practice. These all provide more proof, from experts in Forbes, that organisational culture is influenced by all members.
The fourth component of a good organisational culture, according to Coleman (2013), is who the organisation hires and the people that surround the business. For example, Sainsbury’s (no date) uses an eight-step recruitment process to determine the suitability of its potential employees which includes multiple assessments and interviews. This helps to produce a positive organisational culture as they can partly control the types of people that end up working for them to ensure they can adhere to the organisational values.
the fifth of Coleman’s (2013) components is having a strong narrative. An organisation having a history and goals that are easy to support provides more positivity as a customer or employee of that organisation. For example, Coleman (2013) identifies that Nike frames athletes (their target demographic) as a protagonist striving every day to self-improvement. This allows customers to see themselves in the narrative and may increase profit. However, employees must also embrace this to allow the organisational culture to reflect it.
Finally, Coleman (2013) refers to the final component as the place where business is conducted. The location can have an impact on organisational culture. The Young Entrepreneur (no date) states that location can impact organisational culture in many ways. For example, it can decide your proximity to customers, local schools could determine the level of education your employees possess, and the affluence of the area can determine the types of people that will use your services daily. All these can impact the culture from if you are succeeding to the motivation of your employees. Also, Wiedmann, Lenzen, Keysser and Steinberger (2020) claim that areas of affluence have a larger environmental impact. Therefore, it is, once again, important for these organisations to be environmentally conscious.
Overall, throughout the many distinct levels of an organisation, there are situations where organisational culture is affected. Everyone in an organisation will regularly be a part of these and that is why it is everyone’s responsibility. Organisational culture, by nature, must be a result of the actions and feelings of everyone in it as they are the entities that make up the organisation.
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