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[bookmark: _Toc131273538]Marks and Spencer PLC
This report is based on the workplace culture of Marks and Spencer’s PLC (M and S) or (Marks and Sparks as it has also come to be known as), and the cultural impact in their environment. In Leeds, Yorkshire, an open market was where Marks & Spencer initiated their origins in 1884. Michael Marks, the Jewish immigrant from Poland, operated the shop, which was then known as Marks' Penny Bazaar, selling toys, home items, haberdashery, and sheet music. “Don't ask the price— it's a penny”, carried his sign. He appointed Thomas Spencer as more than just a strategic partner in 1894 (Britannica, 2022). 
The Marks & Spencer company's competitive environment and the variables influencing its industry are both covered by Porter's Five Forces study. The analysis centres on assessing the company's situation in light of variables like the potential risks of new competitors, the potential threat of product substitution, the bargaining power of customers, the bargaining power of manufacturers, and competition in the market (Mba skool, 2022).
Marks & Spencer's five forces analysis provides insight into the company's present competitive position through consideration of a variety of internal and external variables, including rivals, consumers, providers (vendors along with partnerships), its financial condition, the potential for the future, and alternative strategies (Mba skool, 2022).
With a view to determining the extent to which Marks and Spencer's culture facilitates the adoption of ethical conduct among its workforce and to identify any impediments that may hinder the culture's efficient operation, the intention of this report is to analyse the significance of environmental influences regarding the corporate culture of the organization.
The report is divided into seven sections: Marks and Spencer’s Culture, Marks and Spencer’s Inclusion and Awareness, Marks and Spencer’s Diversity Initiatives, Marks and Spencer’s Inclusivity and Training Program, including Marks and Spencer’s Marks and start and RISE Initiative, followed by Marks and Spencer’s Equality and Diversity Policy. Concluding with recommendations that may possibly enhance Marks and Spencer's working atmosphere throughout future years, thereby potentially improving the effectiveness of the entirety of the corporation. 
[bookmark: _Toc131273539]Marks and Spencer’s Culture
Marks and Spencer’s business revolves around people. Between their retail locations, support facilities, logistics divisions, and foreign teams, Marks and Sparks employs about 65,000 people. Marks and Sparks are devoted to advancing an environmentally sound, socially just, and economically viable future. A safe and healthy work environment, together with an organisational culture that values diversity, inclusivity, personal growth, and respect, are just some of the things they do for their employees both in the UK and abroad (Marks and spencer, 2023).  Marks and Spencer make a deliberate effort to ensure that everyone who works for and does business with the company feels valued and included because they recognise how vital it is that people are respected, valued, and to celebrate their individual differences (Mark and spencer, 2023).
As greater business opportunities opened up, managing diversity became increasingly complex. As a consequence, one of the major difficulties facing organisations currently is integrating workplace diversity (Tsui and Gutek,1999). Human resource (HR) experts must effectively address issues like communication, flexibility, and development to enable a workforce as diverse as this to successfully operate together in a company. Large corporations comprehend the critical nature of the issue and are prepared to invest resources in maintaining diversity initiatives (Gupta, 2020). 
[bookmark: _Toc131273540]Marks and Spencer’s Inclusion and Awareness
[bookmark: _Hlk130202765]The goal of Marks and Spencer is to foster a culture in which employees are free to bring as many aspects of oneself as they feel at ease bringing to work. Marks and Sparks recognizes that when individuals have a sense of belonging, they perform at a higher level (Marks and spencer, 2023). Marks and Sparks established an inclusion education course for every one of their employees and managers to engage in since they recognise that awareness-raising and education are essential in assisting them accomplishing this. Furthermore, they are reminded that all year long, there are a variety of cultural, awareness, and celebratory events which provide perfect chances to engage with and discover more regarding the events and topics of significance to everybody (Mark and spencer, 2023).
[bookmark: _Hlk130569205]In conjunction with 10 interns that were scheduled to start in 2022 alongside their seven colleague interns, Marks and Sparks is committed to the 10,000 Black Interns project to reduce employment obstacles and foster inclusiveness within their workplace. Programs to promote awareness for occasions notably such as Black History Month and the International Day of Persons with Disabilities being led by engagement groups in 2021 (Machin, 2022). 
The ability of the organisation to succeed can be hampered by problems and impediments brought about by neglect or poor management. Hence, the point is not whether society must manage diversity but rather, how can society do it in a way that will allow everyone to gain from it in the long run (Gardenswartz and Rowe, 2008).
With the introduction of new economic opportunities, companies now have a greater knowledge of society and can strive to bridge social gaps and promote diversity through a more inclusive company culture. With the support of this knowledge, organisations began exchanging formal and informal cultural, and social customs, which contributed to the growth of an intriguingly named "Glocal Culture"—a greater knowledge of culture (Shi, 2013). Glocal is the result of the terms globalisation and localization merging together. To obtain improved company results, it is increasingly essential that companies incorporate and absorb the local and international workforce (Gupta, 2020). 
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Marks and Spencer became the initial major retailer to promote the 10,000 Black Interns programme, that seeks to address the under-representation in Black potential, as one of the most recent policies which has assisted the business to become more diverse. Through their unique Early Careers programmes, which concentrate on discovering and nurturing varied potentials at an early stage in their working life, they have capitalised on the effectiveness of all this (Mark and spencer, 2023). 
In the process of decreasing the potential of prolonged unemployment rates, the Kickstart initiative is designed to increase the overall proportion of young adults possessing their full potential. The appropriate National Minimum Salary including additional corresponding contributions from employers are accounted for through government assistance for 25 hours weekly as part of the Kickstart scheme. the retailer Marks and Spencer additionally takes steps to guarantee that those who participate wages are on equal to the wages of training customer assistants (Machin, 2022).
Marks and Spencer are dedicated to achieving a minimum of 50% female representation as well as 15% ethnic minority presence in senior management by 2025, and they are confident that their current strategies will enable them to accomplish this. Outside of these two different groups, Marks and Sparks maintain a special importance on guaranteeing that applicants and employees who have a disability or who are living with one are included, moreover, they feel emboldened to succeed and advance alongside them (Mark and spencer, 2023). 
Employing individuals with disabilities provides an organization with access to a significant group of people who, while perhaps not entirely typical in every way, nevertheless demonstrate equal skill for the task at hand. In actuality, previous researchers (Thompson, 2017; Greening and Turban, 2000) clearly demonstrated that, granted equal chances, individuals who have disabilities often operate as equivalent with individuals without disabilities. Enough that, any corporation ought to employ an appropriate amount when hiring disabled people (Acharya, 2020). 
The secret to success in current economy is diversity. A diverse workforce guarantees that companies have accessibility to a competent group of staff members who can execute duties of any degree or complexity at whatever given moment. Furthermore, disabled employees bring a unique aptitude including both physical and psychological aspects to a company, representing an entirely different kind of diversity. Notwithstanding any limitations, the majority of mentally competent disabled workers make up their deficiencies through strong psychological qualities that other people can only imagine (Acharya, 2020).
Disabled workers may still experience discrimination, despite the Rights of People with Disability Bill-2016 and other legislations having made it easier to obtain work and many companies are working to adhere. Work colleagues could be opposed to having a disabled person among their company, for example, if the disability in question decreases the rate and the deliverable. Professionals from the Human resources must step in to adjudicate problems in such instances, and thus the employer might be required to dedicate resources and time into educating all members of staff about the adverse impact caused by discrimination (Acharya, 2020).
A crucial element of their strategies to increase the experiences, diversity, and calibre of potential leaders is the 30% Club. In order to involve all marginalised groups throughout the programme, Marks and Sparks embraced the newly launched "Mission Include" initiative in 2021–2022. Having acquired an unprecedented influx of applications, in addition to the year 2022 initiative has 60% of ethnic minorities included and 30% of participants with an impairment or medical condition. The RISE (Recognising in-Store Experience) scheme at Mark and Spencer helps foster the growth of internal multicultural capacity by enabling employees from marginalized communities to consider potential opportunities and take these up should they be a perfect match (Mark and spencer, 2023).
Additionally, Marks and Sparks initiated a drive to eliminate discriminatory terminology from their job postings and registered with three recruitment platforms for new Black professionals, applicants with impairments, together with LGBTQ+ applicants. Furthermore, Marks and Sparks have introduced ‘Respect Matters’, a campaign to emphasize that racism has no place in the retail industry (Machin, 2022).
[bookmark: _Toc131273542]Marks and Spences Inclusivity and Training Program  
In an attempt to achieve the maximum varied backgrounds, breadth, and calibre of the next generation of leaders Marks and Spencer's inclusion and diversity policy includes the 30% Club. By signing up for the 30% Club's newest "Mission Include" initiative, in which they pledge that they will include every underrepresented community within the scheme throughout their 2021/22 improvements. Submissions from ladies, individuals who belong to ethnic or racial minority groups, LGBTQ+ co-workers, along with individuals who have impairments, visible together with non-visible were especially encouraged (Machin, 2022).
[bookmark: _Hlk130334670]Companies that seek to develop, thrive, and improve efficiency should indeed understand the importance of addressing LGBTQ+ concerns through emphasising LGBTQ+ diversity and inclusion in workforce settings. When a company can attract individuals from different backgrounds and provide them with an atmosphere which allows them to feel as their authentic selves, it might emerge as the top choice of employer among employees and acquire that said company a market advantage (Sengar et al. 2020). 
Marks & Sparks received an unprecedented number of applicants almost 150, for 30 mentorship positions, from a spectrum of under-represented communities this past year; every one of the participants was women in particular, 60% were from backgrounds that are ethnically diverse, whereas 30% are living with some form of impairment or medical condition (Machin, 2022).
Contrarily, if companies fail to keep up with diversity regulations and show greater inclusivity for LGBTQ+ employees, they will lose out on their LGBTQ+ talent (Sengar et al. 2020). Research consistently demonstrates that individuals who define themselves as lesbian, gay, bisexual, transgender, queer, and other minorities (LGBTQ+) have been disproportionately impacted by colloquial types of job discriminatory treatment, marginalisation, including harassment. This seems to be true even within nations in which employment-related equity and diversity legislation has been implemented, including countries like the United States, the UK, and Australia (Perales, 2022; Galupo and Resnick, 2016).
Consequently, LGBTQ+ workers experience worse overall employment prospects versus cisgender, heterosexual professionals. These consequences involve greater rates of unemployment and turnover, lower salaries, lower ratings for job fulfilment and occupational satisfaction, along with shoddier professional advancement (Badgett, Lau, Sears, et al., 2007). 
According to the Equality Act of 2010, an individual person cannot be subjected to discrimination given that they are individuals who are heterosexual lesbian, or bisexual or due to the fact someone believes one is inclined toward a specific sexual preference. (Which is identified as discrimination through perception) an individual sharing a heritage with someone with a specific sexual preference (which is distinguished as discrimination via association) The Equality Act defines gender identification in addition to the means by which one decides to demonstrate it, for example by means of an individual's physical attributes or simply the locations where individuals pay visits to (Equality and human rights commission, 2010).
Training serves to educate employees on the diversity of gender as well as sexual orientation amongst individuals. Moreover, training exposes important ideas including heterosexist, homophobia, along with implicit bias. It also aids in identifying obstacles which minorities encounter at work and everywhere else, in addition to exhibiting inclusive language (Madera, 2013; Gedro, 2010).
The participants in the group also widely recognized as "allies" may be cisgender, heterosexual along with LGBTQ+ people. Employees are expected to exhibit appropriate behaviours, such as employing the appropriate pronouns or participating in Pride parades, effectively mitigate as well as confront workforce microaggressions, such as "calling out" homophobic or transphobic wisecracks or remarks, and help to foster the development of supportive environments through creating their dedication to inclusion recognisable through various means, such as badges and pins, printed artwork and posters, or even email signatures. (Madera, 2013; Brooks and Edwards, 2009). Diversity training is frequently implemented by ally networks, and this training is essential sine qua non for the staff members to be accepted as network members (Pride in Diversity, 2012; Gremillion and Powell, 2019). 
The results and welfare of LGBTQ+ individuals within the workforce are expected to improve as a consequence of regularly scheduled together with being filled with attendees at occupational diversity workshops along with stronger ally networks. The purpose is believed to be achieved through implementing diversity at work educational programs, which will improve awareness of and familiarity regarding diversity in sexuality and gender throughout the employee body, consequently eliminating prejudice and discrimination and contributing to the significantly more accepting attitudes towards LGBTQ+ personnel. In addition to this, ally networks could encourage cultural acceptance of favourable ally activities, eliminating the daily minority stressors that members of the LGBTQ+ workforce have to contend with (Gremillion and Powell, 2019; Israel et al., 2014; Poteat et al., 2017; Anderson et al., 2020).
Marks and Spencer appreciate the importance of hearing co-worker's perspectives whenever establishing dependable collaborations between each other. One fifth of all of their UK co-worker's (21%) participated in the first dedicated inclusivity research study in 2021. Despite the fact that a large majority of the 12,000 participants were women, the study revealed that employees feel satisfied with the way they engage with respective communities and customers, and several employees particularly expressed a strong sense of "belonging" within Marks and Sparks. The results of this poll, which was the introductory one of this nature to ever be conducted by Marks and Spencer, to solicit direct opinions from a multitude of the company’s workforce, have actually resulted in immediate action (Machin, 2022). 
Although such surveys are unable to delve deeply inside situations, they certainly detect errors while offering the distinct benefit of giving all employees a voice. Experts suggest that study findings contain comparisons based on all significant demographic and organisational factors, comprising of level, functional group, and department, including by means of age, gender, ethnicity, nationality, and in conjunction with other diversity groups (Hyter and Turnock, 2009). 
[bookmark: _Toc131273543]Marks and Spencer’s Marks and Start and RISE Initiative
With its long-running employability program, Marks & Start, Marks & Spencer's establishments are extremely enthusiastic pertaining to supporting applicants irrespective of adverse external conditions. The Prince’s Trust delivered Marks & Start project is merely one of the various employability initiatives they have launched in addition to upholding their more extensive dedication to economic inclusiveness (Machin, 2022).  
Young adults that are currently without employment are often labelled as "not in employment, education, or training" (NEET) in current times throughout policy discussions and academic discourse. In contrast to the phrase "unemployed," this particular expression is intended to encompass an additional spectrum of demographics since it is not limited solely to individuals who have employment, in pursuit of a job, or acquiring assistance from the government as a result of a lack of employment (Ainley and Allen, 2018). 
NEET categorization can frequently be transient, especially since the youth whom transition out of it are generally quite distinct. (Eurofound, 2016). In actuality, the description characterizes younger individuals as something these individuals are not, it indicates no substance regarding their distinctive qualities. (Yates and Payne, 2006). 
Employability is the process of assisting individuals seeking employment who could potentially be facing a distinct disadvantage. Since 2004, Marks and Spencer have provided assistance to over 28,000 individuals by conducting training and professional experience within its offices and retail outlets, primarily throughout the UK and additionally through foreign initiatives in Sri Lanka and India (Machin, 2022).
Their circumstances are diverse and might be experiencing challenges which are more pressing than being unemployed. Spielhofer et al. (2010) identify numerous types of significant impediments to engaging in training and educational programs, consisting of an insufficient amount of financial support, insufficient means of transportation, in addition to lack of awareness of chances for advancement. Whereas a specific demographic might derive an advantage from taking a break from being employed or at educational institutions, the NEET designation is correlated to socioeconomic adversity (Duckworth and Schoon, 2012; Russell, 2016; Thompson, 2011).
Through the process of active involvement in a four-week job training program within one of their establishments such as shops, offices space or fulfilment centres, Marks & Start assists individuals searching for job opportunities who additionally are considered to be at a competitive disadvantage through providing an introduction directly into a profession in the retail industry in addition to an evident, readily available route directly into being employed (Machin, 2022). 
Top talent is often directly at one’s fingertips, and Marks and Spencer’s desires to provide greater opportunities to enable their employees to advance internally. For example, throughout stores as well as their support centre functions, in order to maintain and improve it. All of which is accomplished by that of their RISE (Recognising In-Store Experience) initiative, which guarantees that Marks and Spark's recruiting, selecting, and advertising strategies include employees representing marginalized communities, for instance LGBTQ+, disabled, ethnically diverse, and economically challenged (Machin, 2022).
The objective is to facilitate the transition between roles for Marks and Spencer’s employees and to expedite delegates' promotions into other positions, the majority among which benefited through previous workplace expertise, which itself is greatly valued. 64% of 11 such delegates representing the year of 2021 whom had taken part in the initiative thus far have been female, while 45% are participants of an ethnic minority (Machin, 2022). 
[bookmark: _Toc131273544]Marks and Spencer’s Equality and Diversity Policies
Every employee has a legal entitlement to equitable and impartial pay that at the very least complies with the law's stipulated minimum wage, standards set by the industry, or even agreed rates while encompassing all statutorily required entitlements (medical coverage, insurance for social welfare, and pension). All additional labour is expected to be paid at an additional fee in accordance with the law. Salary deductions are prohibited from being implemented as an alternative method of punishment. Supplier companies are obligated to take measures to make sure that when hired for the equivalent type of employment men and women obtain equitable wages and working circumstances (Machin, 2023). 
The manufacturer partners are prohibited from demonstrating prejudice in recruitment, salary, accessibility to educational programs, advancement, dismissal, or retirement on the grounds of their ages, social class, nationality, religious beliefs, disabilities, sexuality, being pregnant, parental circumstance, gender identity or orientation, or affiliation in unions that represent workers. The partners additionally are required to treat every staff member with dignity and reverence. Provider partners are forbidden to exhibit prejudice against expectant employees or request women to undergo pregnancy testing unless executing accordingly is mandated by relevant regulations or legislation or is advisable for the protection of employees (Machin, 2023). 
Since the Equality Act of 2010 consolidated several laws against discrimination into a single statute, any illegal conduct (discrimination, exploitation, or victimization) pertaining to any of the Equality Act's traits that are protected has been deemed a subject to the aforementioned sector of employment legislation since the year 2010. Prejudice may occur either directly or indirectly, which is the reason why caution must be employed when, for instance, amending or revising work policies, and procedures, along with specifications implemented in the working environment. The Equality Act of 2010 safeguards the following traits: The infirmity alongside age Matrimony alongside civil union immediately following transgender transformation (in employment only) The issue of race, religious belief, in addition, sexual preference is equally important including pregnancy, motherhood and age. The legislation additionally safeguards individuals from being subjected to prejudice due to a close friend or family member exhibiting a protected trait, which is known as protection against discrimination by association (Equality and human rights commission, 2010)
Provider partners must possess equitable employment opportunity policies which advocate equality between men and women regarding recruitment processes, establishes maternity and paternity leave provisions, in addition to wherever required, provides assistance with day-care facilities or assistance. Supplier partnerships must recognize gender-related liabilities in addition to future possibilities within their company's operations and methodologies, and they must additionally incorporate gender-related elements throughout their organizational structures and procedures (Machin, 2023). 
Addressing every individual in an equitable manner, irrespective of their chronological age, gender, transition into or out of gender, racial origin ethnicity or racial or ethnic background, physical or mental impairment, the total number of hours performed, homeland, convictions or beliefs regarding religion marital status or status with respect to a civil partnership, abnormalities, opinions regarding politics, or even gender identity or expression. Marks and Spencer embrace everyone in the workforce with regard and decency and they require all employees to conduct themselves toward one another together with customers they serve in a similarly courteous manner (Marks and spencer, 2019)
Inclusion and exclusion are at the heart of diversity. Diversity must first be defined broadly in order to be used successfully. Companies that characterize it extensively, encompassing all the commonalities and distinctions which have inclusiveness and exclusions which have a significant impact on the business, discover the existence of a higher level of buy-in as well as strategic relevance. Once all members of the organisation can recognise themselves with in definition and thus can recognise inclusions and exclusions which manifest themselves inside the company daily by means of us-versus-them mentalities, prejudices, assumptions, preconceived expectations, as well as discrepancies through treatment, the result is a greater business case and therefore less resistance (Gardenswartz and Rowe, 2008). 
[bookmark: _Toc131273545]Recommendation

The best course of action for Marks and Spencer, is to use the equal rights act to ensure inclusion and diversity is always maintained throughout the corporation as a whole. The equal rights act has several protected characteristics, such as religion and pregnancy to ensure discrimination does not take place. Having a diverse workplace ensures the company is catering for people from all walks of life. Its diversities the products they make or sell, therefore making them connect with new markets, along with serving them as a favourable company to pursue for employment.
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