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[bookmark: _Hlk23614618]Executive Summary
When Hasina met Donald two months ago at the United Nations meeting, they shared a light handshake. Customarily a Bangladeshi female does not shake hands with a non-relative. Such was the cultural effect of the United Nations, organisation, the Bangladeshi Prime Minister was obliged to exchange the greeting with the American President. The researcher is intrigued by such etiquettes and is exploring the roles and impacts of organisational culture.
Firstly, the workplace and its culture will be defined. The investigator will report into the organisational culture of a Bangladeshi restaurant, with personal experience statements. An analysis of the organisation culture, applying the Mckensy 7 S method to demonstrate the alignment of the seven components within the business. The significance of the PESTLE tool will be analysed, as certain factors are having a profound effect on the restaurant trade.
Next the focus will be on ethical stance, a subject that should be the number one priority but is overshadowed by the craving for financial gains. The need for transparency and moral practices is apparent to keep the business and environment in a healthy state.
Three key factors are providing customers with high quality goods, optimal service and maintaining excellent customer relations. How well the organisation is performing, the next report will reveal. The Hofstede theory will, help to compare the business with another organisation to determine the success ratings and where the business needs improving.
Finally, no research is complete without a fond farewell, there are a few recommendations to uphold the cultures from the vultures, maintain integrity and keep reaching for perfectionism.
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Introduction
Leadership is a set of processes that creates the organisation in the first place (Kotter, 2012). An organisation is a place where people work together to earn money for their livelihoods and secure profits for the employers (MSG, 2019). Good leaders are passionate and have an in-depth knowledge of the business. They set the mission and vision of the organisation and create the main framework for the workplace cultures.
The workplace is the location or building where employees work for their employers, (Heathfield, 2019). The workplace is viewed distinctively in different parts of the world, most accept it as a place to earn a salary, enhance their careers, embrace the cultures and make friendships, but some regard it as a place where their livelihoods depend on it and revere it second only after their place of worship.
Workplace Culture
Workplace culture is the environment created by the employers for the employees, it is acknowledged as the way things are done in the workplace, (Deal and Kennedy, 2000). The culture of the organisation has set policies, which direct the employees and provides them with a sense of direction at the workplace, of how to perform, manage relationships and deal with the external environment, (Wooten and Crane, 2003).  The culture is developed over a period of time and creates the organisation’s identity. An established organisation’s culture has the power to influence their leadership style and attitudes (Schein, 2010).  Many components, such as traditions, beliefs, attitudes, values, interactions, management methods, hierarchy and behaviours contribute to the DNA or uniqueness of the organisation, (Srinivasan, 2019).
A positive workplace culture is very important to all types of organisations. It can establish how good or unsatisfactory the environment at the workplace is. It can affect the employees’ performances, interactions, progression and job satisfaction. It can impact how the employees feel and fit into the company, how orientated they are and the productivity levels of their performances.  
In some organisations, where there are many employees from a diverse section of the society, leaders or managers are willing to make changes to enhance the organisational culture to accommodate these people. This practice substantiates the fact that organisational culture, leadership and job satisfaction are all inter-linked (Tsai, 2011).
For example, at a factory with a large number of Muslim employees, the leaders created a prayer room for them and a canteen where Halal food was served. This promotes a good relationship between employees and their leaders and maintains a reciprocal trust between both parties.
[bookmark: _Hlk22243410][bookmark: _Hlk23614642]The Author’s Workplace Experience
The researcher started full-time restaurant work at the age of seventeen. The employer firmly told him good team work, politeness, excellent service and hig quality food was the key to customers’ satisfaction. The ability to fulfil the clients’ needs is an aspect which separates the excellent from the mediocre and gives the organisation a distinctive edge (Daft and Marcic, 2010).
From the author’s experience in the restaurant trade, there is a culture of us versus them between front and kitchen staff. Working at the Sonar Bangla restaurant as a manager, the investigator observed it is not sufficient to keep both sets of employees motivated and happy. In the kitchen there is a need to appoint a head chef with leadership credentials to encourage and lead their team to the required level.

Most of the restaurant owners have an autocratic style of leadership. They believe most workers are slackers, have an unprofessional attitude to work and have punctuality problems, so need to be monitored and thus they create a tense working atmosphere.
Most employees endure not being paid a fair wage, although there is a legal national minimum wage (Gov, 2019). Most people do not challenge them in the fear they may lose their jobs. Some who dare to protest, mostly get sacked and the few the employers like are pacified.

 

[bookmark: _Hlk22243434]PESTLE Analysis of a Bangladeshi Restaurant
PESTLE is an acronym, which stands for Political, Economical, Social, Technological, Legal and Environmental. It is a tool to analyse the external factors that have an impact on the organisation. It can help to identify the threats, issues and weaknesses encountered by an organisation. By applying this method, the restaurant analysts can understand the problems and be empowered to overcome the challenges.
Political: How the decisions of the government may influence the organisation
Tax reforms. Employment laws, to protect the rights of employees and prevent child labour. (Clark, 2019).
Health and safety regulations. To maintain good hygiene practices, correct food storage and the menu provides information about ingredients to inform about food allergies (Rodrigo, 2012).
Due to the government putting in stringent laws, it is extremely difficult to acquire workers from overseas, to meet the shortage of staff in the Bangladeshi and Indian restaurants.
Economical: How the economy is performing and its impact on the company
The inflation and interest rates rising will affect the disposable income of customers. 
The price of goods going up, will mean an increment on menu prices. In most cases the restaurants’ price increase is usually less than the price of ingredients. For example, the prices of rice and prawns has increased by about thirty percent, but the restaurant owners are unable to increase it by such a big amount. This will affect the margin of profit (Rodrigo, 2012).
Social: Factors that are determined by the decisions of the society
Social trends, such as healthy eating habits.
People preferring organic foods.
More people choosing a vegetarian or vegan diet.   
  
Technological: the influence of machinery and scientific knowledge on an organisation
Technology can improve restaurant business. An online ordering system, where customers place their orders, and have it delivered to the homes. This will increase sales and profits (Greenspan, 2018). 
The Electronic Point of Sale (EPOS) system has made taking orders very simple and efficient.
CCTV cameras provide an excellent security system, it can be linked to the owner’s mobile phone and be can monitored from wherever they maybe.  


Legal: The laws that regulate the company 
The government has implemented some laws to ensure employers are recruiting people who have the legal status to work in the UK. Some organisations hire illegal workers, so they can exploit them. They will pay them reduced wages and pay no taxes. If they are found to be practising this, the law states the employers can be fined up-to £20,000 or in some cases be sent to prison.
Consumer laws have to be respected by the companies, as it empowers the customers’ rights.

Environmental: factors that affect the surroundings or the natural world 
There are many environmental issues in the restaurant sector. The outside of the premises should be clean, obstacle free, so it makes it attractive, safe and easy for customers and staff to enter. The waste should be managed properly, and the organisation has to have an agreement with a commercial waste collector to have the collection on a regular basis.



[bookmark: _Hlk22737260]McKensy’s 7-S Framework
McKinsey’s 7-S is a management model developed by Tom Peters and Robert Waterman. It is a tool implemented to examine the internal aspects of an organisation. The underlining purpose of utilising this method is the 7-S internal components of an organisation need to be in align with all the departments to achieve the aims and success (Mindtools, 2019). 
(Mindtools, 2019)












The need for the McKensy’s 7-S system is not used frequently in the restaurant business, but this investigation into its implementation will prove to be beneficial to the user.
Hard Elements: Factors that are more visible and can be influenced by the management
Strategy: This is the company’s plan to manage the business, maintain a competitive edge and achieve the envisaged goals. The restaurant owners focus is to steadily build the clientele base, that way they will be able to maintain them for the long term. From their experience, an aggressive approach of acquiring a lot of customers in quick time is a detrimental factor, as not being competent enough to retaining them is futile. Sonar Bangla’s business strategy is to operate with moderate costs, provide high quality food and excellent customer services. As entry level to the restaurant trade is low, the leaders will have a skilled workforce on board to combat the threats of competitors.
Structure: how the company is organised. This shows how the workplace is constructed, how sections and the hierarchy is formed. The restaurant has a basic structure, the front, where the customers sit, where the waiting staff work, the bar area, the kitchen where all the food is cooked and the storage areas. The front staff should report to the manager and the head chef deals with any kitchen staff concerns. If any problems do not have a satisfactory solution, then the both leaders should refer it to the employer.



The Hierarchy Structure at the Sonar Bangla Restaurant:

Employer

Manager

Head Chef

Kitchen staff

Front staff

Systems: The method of getting the work done on a daily basis and the decisions that are made to support operations. The manager spends most of his time making sure all the employees are working properly, getting the job done within the time limit and the service is of a high standard. The head chef ensures good food hygiene is always maintained and the food is cooked to an excellent level. 
Soft Elements: The intangible factors, that can be mostly shaped by the organisation’s culture
Shared Values: This is the central point of the cultures of the organisation. The shared values are absorbed by all the employees to build trust, create camaraderie and respect. This will make the restaurant staff more cohesive and create a cordial working environment. 
Style: This is nothing to do with fashion, but the style of leadership that is implemented to manage the business. It has to cater to suit the business and benefit all the people involved in the organisation. At the Sonar Bangla Restaurant, a form of autocratic leadership is applied. It is believed by the leader, with the background of most of the employees being Bangladeshi, this style will bring maximum input and optimum results. 
Staff: In all organisations the human resource, the staff are the back-bone of the business. The employers have identified by recruiting skilled workers and having faith in their managers will motivate the work force and boost the productivity. There are twenty employees at the Sonar Bangla Restaurant, arguably just enough to cope, but on a hectic Saturday night everyone is working at full speed.  There is more focus on teamwork than individualism, which is very efficient for the business. Sometimes the stronger performers protect or conceal the weakness of their underperforming colleagues. This where the employer must step in, send some feedback to the under-performers, apply a mode of training and reward the more proficient workers, which will inspire others to be more effective.
Skills: In order for an organisation run smoothly, it needs personnel with different types of skills. The right blend of skills is required to maintain the equilibrium of the workforce. At the restaurant there are the managers and head chefs, who are accomplished performers, then there are talented runners who provide good food service, efficient cooks who aptly support the chefs, the commis waiters who clean the tables and serve the drinks and the most unappreciated workers who do all the mundane tasks the kitchen porters. The latter two may not be skilled, but they are a vital part in the organisation.    
[bookmark: _Hlk22737341]An Analysis of the Organisation’s Ethical Stance
An ethical business is run on the principles of respect, fairness and concern for the people that may be impacted by the organisation. Few examples of ethical practices are, businesses that pay their employees and suppliers on time, paying the government taxes, maintaining high food health standards, use of Fairtrade goods, purchasing ingredients from local producers as much as possible and treating staff and customers with respect.
Most restaurant employers don’t display much respect and compassion to their work force. They don’t value employees’ opinions and don’t treat them equally. There is a lack of flexible working hours, training and rewards. Employees aren’t receiving all the rights they are entitled to. There is a no structure of statutory sickness pay, holidays or parental leave.  Employers needs to address these issues, as this creates an unhappy atmosphere at the workplace and some these are against the workers’ rights.
The employer allows one free meal and soft drink every shift. There is a designated area for employees to perform prayers.
There is a lack of concern for the environment. The restaurant uses a lot of a plastic products such as plastic water bottles, containers and bags. The disposal of these contribute highly to plastic pollution which is very bad for the environment.  
The restaurant pays high attention to food allergies. They respect the concerns of the consumers and do not use ingredients that may be harmful to them. It is imperative the restaurants regard food safety above financial gains. A lack of commitment can lead to food poisoning, allergic reactions or in some cases to deaths. This can destroy a business’ reputation and lead to prosecution in serious cases.
In the restaurant trade, more profit is made from selling alcohol than food. The management must ensure it does not serve alcohol to under-age people and has a duty not to over-serve alcohol for extra profits over health matters. 
[bookmark: _Hlk22737406]A Comparison of Organisation Culture
The need for an organisational culture comparison becomes imperative due to maintaining the continuous successful management of businesses. An effective comparison with competitors, allows the company to learn how they are performing, where they are lacking, where improvements can be made and how they can sustain the business effectively. This enables the organisation to ascertain insights into different cultures, their method of work, attitudes, values and achievements. No two organisation has the same work culture, even if it is in the same line of business. Thus, it is the culture which makes it distinct from another organisation (MSG, 2019).
To carry out a compelling cultural comparison, a person has to have first-hand experience of employment and absorbed the effect created by the organisational culture. One effective method is the Hofstede cultural dimensions theory, which helps to understand intercultural and organisational culture.  



[bookmark: _Hlk22737442]Hofstede’s Cultural Dimensions
A comparison between the researcher’s workplace and a McDonald’s Restaurant
	
	Sonar Bangla Restaurant
	McDonald’s Restaurant

	Individualistic/ Collective
	Bangladeshi work culture puts more focus and importance on employees working in groups, rather than as individuals. This indicates they work efficiently collectively.
	 Just before opening the restaurant, a brief team meeting to define roles and what needs to be done on that day. This restaurant puts more emphasis on individual achievements and promotions.

	Masculine/ Feminine
	 The restaurant trade has predominantly male managers and work force. The female employees tend to work as hostesses or as bar maids.
	There is a balance of male and female workers. Yet most senior positions are given to male employees.

	Uncertainty/ Avoidance
	The Bangladeshis have a high tolerance level. They endure a lot of criticisms or lesser work provisions than the regulatory. They are patient and calm and are able to handle uncomfortable situations or difficult customers.
	The employees have a moderate tolerance level.  They do not accept much unfair criticisms but will complain if the workplace does not provide the correct facilities.  They want to be involved in discussions prior to changes. Having formal training, yet most workers struggle under pressure. They avoid using different methods when managing difficult customers. 

	Power/ Distance
	Bangladesh can be classed as a high-power distance country. Leaders are more autocratic, demanding obedience and practicing strict supervision. The members of the organisation have a mindset that accepts power is distributed unequally, so they rarely challenge the superiors.
	UK restaurants can be referred to as low-power. Leaders are more democratic, decisions are made with discussions from the employees’ representatives. The power is distributed justly, and senior positions are allocated according to talent and experience.

	Time/ Perspective
	 Employees have a verbal working contract. Most employees are motivated by money and position. They don’t get attached to the organisation, stay for a short time and leave when they get a better opportunity. The Bangladeshi food industry and businesses are dominated by a culture of nepotism. Promotions are limited and most senior managerial posts are given to family members or friends, irrespective of if they are more deserving or qualified than the employees. This demotivates the employees and makes it easier for them to leave.  
	Employees are given a written work contract, known as ‘Particulars of Employment. Most employees are motivated by good job prospects and intend to stay for a long time. They are encouraged by senior managers to enhance their skills and to become leaders if they are seen as having the potential. The contribution and opinions of the employees are taken in consideration, when making important decisions. Employees are provided further training and have equal opportunities for promotions. This incentivises them to work to their maximum potential and remain for a long time.

	Indulgence/ Restraint
	 Most workplaces have a medium indulgence rating. There is some emphasis on leisure time and people are interested in participating. Employees have strong friendships within their age groups and do socialise. At some workplaces they play cards or carom board after work. Humour, joking and music plays it part in lightening the atmosphere. Strict social norms, restricts interactions and socialising between male and female colleagues. During working-hours it can be scored as high restrain. There is more control demonstrated by the management, which can create a tense atmosphere, more focus on work and less attention to employee satisfaction. Respect and a person should be addressed according to their age and not by name. for example, if Mr Akbar is fifteen years older than Abdul, he should be referred to as uncle Akbar.
	Most restaurants have a high indulgence rating. They create an ambience where work is performed efficiently and enjoyably. There is a culture of  gossiping,   banters amongst staff and as there is a balanced mix of males and females, a bit of flirtatious behaviour is the norm. everyone is on first name terms, regardless of age or position. Employees do have good friendships and there is a culture of going to the pubs for socialising. Although there are no strict social norms, most people do tend to stick to socialising with people their own ethnicity. During working times, it can be termed as high restrain. Employees are expected to behave professionally, achieve their individual targets. 




[bookmark: _Hlk23614850]Recommendations to further enhance the workplace culture in the future
At the author’s workplace, there is a lack of transparency and good communication between workers and employers. Most workers feel there is a lack of promotion, training or positive feedback from the employers. 
A policy should be incorporated into the organisation to implement these values. Firstly, it is essential the organisation leaders train new employees to adapt to the company’s functioning methods and to be on the same standards as the other employees, (Snell and Bohlander, 2007).
It is an excellent practice to provide positive feedback, (Cleveland, Murphy and Williams, 1989). This promotes a feelgood factor, it encourages and enhances self-esteem. Positive feedback motivates employees and makes them more efficient (London, 2008).
A good organisation provides a reward policy, they recognise it is one of the key factors in motivating employees and for them to endeavour to give optimal performances, (Baron and Armstrong, 2007).
Conclusion
Effective leaders or managers ensuring a positive culture is present, will create an environment where employees can perform at their optimum level (Gross, 2009). Positive workplace culture immensely influences the manner in which people and groups interact with each other, customers and stakeholders (Schrodt, 2002). This will prompt the employees to perform proficiently and stay loyal to the company’s culture and development, which are pivotal to the success of modern businesses and organisations.
In conclusion, it is fair to state leadership and organisational culture influence each other. An ethical approach needs to be implemented to tackle inequality and inefficiencies. This will empower the next generation to learn, earn and develop. In business and life honesty is the policy.


Appendix
There are many factors that contribute to so many Bangladeshis, especially males working in the restaurant sector. A lack of formal qualifications, poor command of the English language, low work skills, limited social networks, place of residence, religious-cultural factors and racial discrimination (Mason, 2003). There is a culture of low social integration and the workforce is of the same inclination.
The managers or hosts often shake hands with regular male customers, but when it comes to the ladies, they feel uneasy. The etiquettes in Bangladeshi culture has very limited handshakes between the two sexes. It is inappropriate to shake-hands with a non-relative female. In the business or work organisation it is acceptable, only if the females offer their hands first, then it is only a light exchange. A great example of this is when the prime minister of Bangladesh, Sheikh Hasina met Donald Trump at the United Nations conference, they greeted each other with a gentle handshake (BBC News, 2019).

Legal
The employers have to take into consideration the welfare of the employees, must provide a first aid kit, meet the criteria to provide a safe workplace. They must pay their employees the minimum wage rates. They must ensure supplies are delivered properly. For example, the suppliers of meat and poultry should have refrigeration facilities in their vans. The goods should be of a high quality and stored properly by the receivers. This maintains the quality of the supplies and prevents contamination and food poisoning. The local council have health inspectors, who come to check the kitchen, store-rooms, expiry dates of foods, cleanliness and staff knowledge. Afterwards they award hygiene ratings, with one star being very poor and five being outstanding. From experience it is quite easy to achieve a five rating, but very challenging to maintain the status.
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