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Analysis of the culture and structure  of the organisation – Specsavers 
Introduction :
According Mullins the structure means the work what the organisation carried out. The managers are need to understand how important the structure and how the structure can be effect on the organisation . The structure defines tasks and responsibilities ,work roles and relationship ,and communications between each others. The management responsibilities to communicate the organisation structure ,such as goals ,values, policies, and the leadership liability to follow up how the employees are use these in the workplace . Obviously very close the relationship between the organisational structure and corporate strategy. (Mullins, 2016)
I will use for analyse my organisation structure , theory of Fatehi (1996)
The organisational structure, according Fatehi (1996) based on 4 classification : (Fatehi, 1996)
· Geographic structure : the service in localized in this kind of structure
· Functional structure : This kind of structure mainly focus on the functions , what are set up for each department, such as : operations, marketing, sales etc. Group of people are focus on each functional area . the department head is the CEO
· Product structure : this kind of structure usually can be found in retails stores , they usually have different kind of products with their own departments and functions 
· Mixed /Matrix structure : The companies need a faster  and flexible structure because in hierarchical system the information get to the bottom of the hierarchy very slowly . So in the matrix system usually 2 chains of command, one linked to the functional lines,  and the another one along to customers ,products, and projects . (Stuckenbruck, 1979)
The organisation culture is a place what is usually called by workplace environment . This is very important for the company growth by relied of the employees . The culture is based on the belief from the employees who are working together ,most of the times each group has different culture . The people are get the culture from at home , at home means from the background how they grown up in the family ,can be different in different religion, languages ,values, education, political system . 
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Every person is different, everyone has different perspective ,different belief and own culture. When people are work together as a team they can share each other viewpoints and ideas , these people can have an own culture . (Marcu, 2016)
Let me show you how is the structure and culture influence on  my chosen organisation ,what is:
Specsavers is a large international profit oriental  Optical Group, founded by Doug and Mary Perkins in 1984. This organisation is the largest optical  business on the high street  with 351 franchised outlets . (McLuhan, 1999) Specsavers based in UK but it’s a well known   international company in Europe like Netherlands , Spain , Norway, Finland. . The company handle total 2.111 stores , from  which are qualified by optical and audiological stores, with 37.000+ employees. (Specsavers, 2018-2019) In Specsavers case ,Mary and Doug developed the partly joint venture partnership theology (JVP), and partly franchising . Basically it’s an agreement between 2 or more businesses. The shareholders are agree to work together  and share the costs and profit between them . (Walsh, 2012)
The “partnership” model is working very well under the Specsavers ownership programme, because the roles are very clear, and support each stores in Specsavers ,delivering world class product ,supply chain and marketing, IT system and training support . 
Based of the information above , used Fatehi’s  analysis I can identify Specsavers use product structure , because how I been mentioned before this kind of structure usually been used in retails stores .In Specsavers we can find retail director on the second side of the hierarchy . The company   also offer for the customers different kind of products , such as glasses, sun glasses , hear aids , contactless . On the another hand we can see the organisation is geographical because we can found stores in different countries in Europe.
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                                        (Source : Specsavers hierarchy ) 






Culture of the organisation based on Greet Hofstede theory :
The best way to understand the culture in the organisation for analyse them. Need to use a theories or some models to describe on the best way how the culture of the company influence on the organisation day by day . Geert Hofstede created a very well work analyse system to examine the culture in my chosen organization . I’m going to  write down in the following paragraphs this report with Hofstede’s  model of the culture .
Geert Hofstede Dutch social psychologist ,he looked the activities for 100.000 employees who are working around the word in IBM. He found 6 categories and based on this categories he analysed the organisation culture : power distance , uncertainty avoidance , individualism versus, masculinity versus. Long term or short term versus , indulgence versus . These six dimension can be used as a framework  to describe organisation cultures . Hofstede been analyse each country based on the 6 main point above . (Hofstede, 2011)
In Specsavers case we can use this analyses because the organisation is an international company in Europe , I will demonstrate how is the culture difference between each country . I have been used United Kingdom, Finland, Netherlands ,and  Spain for illustrate the distinct.[image: ]
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· Power distance : 
This dimension deals with the fact that all individuals in societies are not equal – it expresses the attitude of the culture towards these inequalities amongst us. Power Distance is defined as the extent to which the less powerful members of institutions and organisations within a country expect and accept that power is distributed unequally. Finland , UK, Netherland score for power distance very similar .
For example on UK case based on the diagram we can notice(35)the score is very low which means the people are believe the hierarchical system is made for display the disproportion in the organisation, they make power distinctions minimal as possible .According to Larry A Samovar , if we observe the low power distance businesses we can see the decisions being shared usually and bosses relying on support teams usually . (Larry A Samovar, 2009)
We can see on the diagram Spain’s score on this dimension (57) is a high score, which means that Spain has a hierarchical society. This means that people accept a hierarchical order in which everybody has a place and which needs no further justification. Hierarchy in an organisation is seen as reflecting inherent inequalities, centralisation is popular, subordinates expect to be told what to do and the ideal boss is a benevolent autocrat. (Hofstede, 2011) In Specsavers case we known already the structure is based on hierarchy . On top of the hierarchy we can find the business owners  Mary and Doug Perkins ,than under the owners Retail and Optometrist Director ,than lay down Store Managers, than Management Support Team for larger stores , and Optical assistants who are in contact with the customers and with the store staff. Spain of control is typical for the hierarchy structure . Its mean for one Store manager has 50-60 staff member who needs to report .

· Individualism :  individualism business culture doesn’t really inspire the people to work as a team and achieve the goals together in group work . If we look into the opposite side as a collectivism , it’s a more often found form in organisations .The employees are working as a team they can achieve common values and goals through group for the company . (Hofstede, 2011)
If we look up to the diagram we can see from the score 89 UK is a very high individualist country . In the early age the children are already learn they need to think about them self ,” ME “ culture is very popular . In Span the score is a bit lower 51 but if we compare with other areas its seems clearly individualism too . On the other hand, teamwork is considered as something totally natural, employees tend to work in this way with no need for strong motivation from Management.
· Masculinity : This section is not about male and female ,its more about decision making style . According Hofstede analysis in masculine society men are supposed to be very qualified , and in the feminine society the genders are more emotionally . We can see in the diagram clearly the highest score is for UK and Netherland  has got the lowest . The fundamental issues is what motivate the people, they want to be the best (masculine ) or they want to enjoy what they do day by day(feminine). (Geert, 2020)
In Specsavers case according  Paulina Best Global People and Organisation Director report ,its clear that they have obviously more men than women in leadership roles and the opposite in administrative roles (Best, 2017)
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Specsavers female, male diagram 1
· Uncertainty avoidance : cultures try to minimize the possibility of such situations by strict behavioural codes ,laws  and rules. Absolute believe in only one “ truth “. With strong uncertainty avoidance the organisation’s employees work under higher stress ,emotionally , usually they feel uncomfortable . (Hofstede, 2011) 
On my dimension we can clearly see Spain has high uncertainty avoidance .People like to follow rules ,they don’t like to change the habitual. Counter to UK has low score its mean the workers are happy with less rules ,with the changing plans . (Geert, 2020)
· Long term or short term orientation: This  dimension able to show us which country focus more on the future and which ones are dealing  more with  the past and present ,this is more based on traditional system. On the other hand the long term orientations countries analyse the past and take action in the present and  in future they can improve the organisations more in business area . (Hofstede, 2011)
On the diagram we can see Netherlands gain quiet high score 67 which mean they have pragmatic nature . Its means they dealing with things sensibly and realistically in a way, based on practical ,and changing the traditional things to improve the result . In turn Finland shows low score of this dimension (38). They more cling for the traditional thinking , they focus on achieve quick results. (Geert, 2020)
· Indulgence : Basically this dimension about how the people are feel in work environment , the organisation focus more on compliance or if the country have high score on this index  (like on my diagram all country got similar scores ) the employees are enjoying the life and having fun . They have a positive attitude and leaning on optimism. (Geert, 2020)
In addition to Hofstede, Charles Handy also made an analytical system for organisation . Charles Handy identified four type of cultures, named by : Power Culture , Role Culture ,Task Culture, and  Person Culture .
· Power Culture : According to Handy power culture usually can find in smaller organisations , this culture is more political , where the officialism and rules kept to the minimum. (Cacciattolo, 2014)
· Role Culture : Most of the time we can find in hierarchical organisations . Controlled by rules and procedures, which are showing the influence from major methods . Handy formulated like bureaucracies organisation who use this culture method . (Cacciattolo, 2014)
· Task Culture : According by Handy this role is job oriented ,where employees are work as a team. Between the teams the employees are sharing information, ideas , knowledge . In this culture the workers are more motivated to work as a team. (Cacciattolo, 2014)
· Person Culture : it is  very unusual in the organisations . This type of culture follows what the individual person want ,personal rules ,personal culture . Can’t be find in hierarchical structure . (Cacciattolo, 2014)





Conclusion:

 While I was researching and reading from Handy I have been realized the Role Culture and the Task Culture  are  most show similarity with Specsavers . Handy was describe Role Culture  type of organisation as a Greek temple . Organisation with role culture put the strength in the pillars , their roles and areas of expertise. This type of organisation usually based on hierarchical system . Every employee has a place in the system. (Handy, 2009)
On the other hand from Task Culture we learnt the employees are working as a team , according  Sarah  Hanson ,Clean vision report (Hanson, 2009) one of the founder Mary Perkins also said the business  is well set up ,but we all know  for the business move smoothly need a very strong management and leadership. Laurie J. Mullins was draw up very well in his book ,  about the perfect leadership. Mullins said the group need to watch the leader like a mirror . The form of the management and the style of the leadership are the two most important pillar what can stick together the whole company . The group leader must  earn the trust and respect from the employees , and then , show to them how need to done the work properly .Good leaders are focus on the people and leave the system for the management . Management set up the goals and the leaders are delegate them to the team . When everyone work together , information are spread properly ,the system work smoothly  . The harmony can be achieve easily if the HR system set up right policy and these policies are communicated to the workers . (Mullins, 2016) 
Specsavers should continue follow the Task Culture and work together as a team  in a partnership and then the business can blooming on the market as before , and they can open more store around the world .Based on my researches and analysis the company follow a very good structure and strategy . The main rule is “Treat people like you would want to be treated “ - (Specsavers, 2018-2019)
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Figure 1.7 Factors affecting national culture
Source: From Brooks, |. Organisational Behaviour: Indiiduals, Groups and Organisation, fourth ediion, Financial Times Prentice Hal (2009).
p. 272 Reproduced with permission from Pearson Education Lid.
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