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1.0 Introduction


The purpose of this study research is to address in an academic elaborate manner the external environmental factors under the circumstances of the COVID-19 pandemic; the way that organisational efficiency is impacted by certain ethical dilemmas that usually occurs, the company chosen as main case study in this research is Compass Group Plc. Safe 4 U ltd the company the author of this report is currently working with, is only hired by the FM(Facilities Management) respective ‘14forty’ a division of the main company that contracted the whole services for the Jewish Free High School the present working point; moreover security industry evolution to be observed all the same

The author of this report selected this company on the grounds that is offering more diverse opportunity in order to develop a solid professional carrier. All things considered this paperwork will endeavour to cover aspects in relation with background of the Compass Group Plc company mentioned above, industry analysis of the company using Porter’s five forces model, applying ‘Web’ company’s cultural model theory, external environment analysis of the company, PESTEL framework. Following, in line with the proposed report structure from the assignment guidance will include:

· An executive summary of the study report assignment.
· The Company's background, relevant information emphasizing company’s culture
· Business Environmental Analysis Tools. PESTEL, Porter’s Five Forces Model, Cultural Web to elaborate.
· External Environmental Analysis of the company. PESTEL framework.
· [bookmark: _Hlk81251452]Industry Analysis of the company. Porter’s five forces model.
· Organisational Culture WEB model in relation with the company’s culture.
· Conclusion.




2.0 Main Body




2.1 Company's background


The Compass Group Plc, a global catering conglomerate with over 400,000 people, has a long history in the United Kingdom, dating back to 1941. Jake Bateman established a factory canteen that year to feed British workers throughout the war (Compass Group Corporate Website, 2021). Grand Metropolitan bought the company in 1967, and the catering division was renamed Compass Services in 1984.  After the Grand Metropolitan contract services division underwent a management buy-out in 1987, Compass Group was founded. A year after its Initial Public Offering (IPO), Compass Group began trading on the stock market. The group was placed in the FTSE 100 index in 1998 . The multitude of enterprises that have pledged allegiance to Compass has contributed to the company's rich legacy and therefore developed the firm today's ethos. Compass Group operates the following well-known brands and companies: Kimco, as well as several of their subsidiary groups such as Best Vendors Management, own massive buying power and provides an extensive selection of solutions, including chefs, catering, vending, security, waste removal, merchandising, transport, and facility management services






[bookmark: _Hlk81765211]    2.2 Company’s Culture: Concepts, Models, Change Strategies. Organizational health

The analysis of corporate culture employs several different methodologies. The Competing Values Framework (2005) and the Denison Model (1995) are the main methods.  
Competing Values Framework -  (CVF) is a widely used assessment technique for corporate culture. Instrumented research has discovered how to increase performance and organizational effectiveness. The model contains four aspects that describe how employees believe that the most valuable corporate performance values operate. A significant distinction is made between more control and flexibility. The model has four different types of cultures: clan, hierarchical, market, and adhocracy cultures. 
The competing values framework provides a practical way for Compass Group company managers to understand, measure, and change organizational culture. The clan culture places a premium on internal maintenance and flexibility. This framework allows Compass Group to focus on the employees, customers, and the workplace.


[bookmark: _Hlk81765499]2.2.3 Denison Organizational Culture Model

Denison Model is a theoretical framework. Many studies have used field theory to describe organizational behaviors, while it may also be applied to group and individual behavior. The Denison model helps firms improve their performance by using four qualities. Adaptability, mission, participation, and consistency are essential characteristics. The model possesses specific dynamics that relate to organizational performance. These dynamics are ordered into a structure and correspond to recent theories.
[image: ]
Figure 1. Denison organizational culture model adapted from Denison, Haaland, & Goelzer (2004)
	The Denison Model gives the Compass Group organization an understandable and credible method for improving their business operations based on the latest research. The model helps the organization engage and empower their employees, synchronize different behaviors, and reward long-term commitment to their critical corporate principles. It also helps Compass company respond to changing business environments by presenting staff with a strong vision for the future.

Involvement Culture - In businesses with a high involvement culture, employees are encouraged to become more active in their job and with one another hence that they assigned at times with greater responsibility to increase the feeling of self-worth; organizations with these kinds of employees tend to be less formal, and there is less paperwork to complete. Additionally, these workers tend to perform more than required because they do not believe in doing less than the bare minimum. An involvement culture will display three specific aspects as illustrated below: 
[image: ]
Figure 2. Involvement culture attributes
	Compass Group's firm executives involves employees into day-to-day operations by building an environment of trust and openness and cultivating a risk-taking culture. The executives are highly trained to realize the need to cultivate individual involvement in the organizations under their leadership and have taken positive, effective actions to enable staff/employees’ dedicated participation; in that respect a feeling of belonging is created. To increase employee’s happiness, productivity, and loyalty, the companies investing in making their employees feel like they own their place of work is a must.
Empowerment - When employees are entrusted with the responsibility of leadership positions fairly acknowledging their capabilities; they tend to become forward-thinking innovators and that inspires a sense of loyalty and responsibility towards the organization. That will impact in the most positive way endorsing the organization as whole 
Organizational culture involves team orientation and capability building. Employee employees believe that they and their coworkers are mutually liable for assignments that call for collective effort (Denison et al., 2014). Teams are the accepted method of working for organizations with engagement cultures. When it comes to employee skills development, organizations are concentrating on skills shortages. We want to help workers be more productive so they can reach their goals.
Consistency Culture - Companies with solid cultures typically have this quality. When employees are in general agreement, the companies are shown to be reliable.  Employees who operate in that culture tend to be very devoted to their work because they are given instructions on how to do their job, firm role guidance, and strong direction on acceptable behaviors. High internal promotions tend to build a consistent culture within firms 
Due to shared principles, Compass Group company is focused on employee engagement. Therefore, when confronted with new scenarios, employees respond in expected ways. As a result, Compass company has stability and in-house decision-making. 


[bookmark: _Hlk81792318]2.2.4 The Cultural Web 

Cultural Web is a conceptual framework for discussing and shaping an organization’s culture that was first published in 1992 by Gerry Johnson and Kevan Scholes. It can expose organizational aspects, thereby giving an organization the tools to align the various elements of the business with the company's goal (Johnson et al., 2017). The Cultural Web is made up of six interrelated aspects that comprise the work environment's paradigm. They include.
1. Stories - Inside and outside the organization, the past is constantly referenced by colleagues, employees, and associates. The people and things a company honour reveal a lot about the values it holds and what it considers to be positive actions (Johnson et al., 2017).
2. Rituals and Routines - These are social norms or etiquette as shown by an individual's habitual behavior. When specific scenarios come up, how the upper management values things will impact how they play out (Johnson et al., 2017).
3. Symbols - These include anything visually depicting the organization, like logos, how comfortable their offices are, and dress codes (professional or relaxed).
4. Organizational structure - Encompasses the formal structure that is charted and the unwritten lines of power and influence that demonstrate whose contributions are favored more (Johnson et al., 2017).
5. Control systems - Are mechanisms to keep the company under tight supervision: finance systems, quality systems, and rewards (Johnson et al., 2017).
6. Power structures - This is where true power lies within the company. Perhaps it will require an executive of some stature, an entire team, or even an entire department (Johnson et al., 2017). 

When there are organizational changes in Compass Group Plc, culture is often the target of attention. When conflicting cultural views are caused by merging, cultural development, or strategic shift, the original culture must be modified or completely rebuilt (Compass Group Corporate Website, 2021). Cultural difficulties in more stationary environments may include absenteeism, personnel turnover, and decreased productivity due to low morale and reduced productivity. The Web Culture assists Compass Plc in determining which components of the culture need to be strengthened, ‘removed,' modified, or introduced for the organization to evolve.
[image: Cultural Web Diagram]

[bookmark: _Hlk81782943]Figure 3. The WEB Culture
https://www.mindtools.com/community/pages/article/newSTR_90.php


[bookmark: _Hlk81782972]2.2.5 Porter’s Five Forces Model
Establishing how a company relates to its surroundings is a critical aspect of establishing a competitive strategy. Competitiveness in an industry begins with its financial underpinnings and involves more than only present-day understanding competitors. Competition in an industry is determined by five fundamental competing factors shown in Figure 4 below.
[image: Diagram

Description automatically generated]
Figure 4. Porter’s Five Forces Model
[bookmark: _Hlk81852320]From: https://www.scribd.com/read/224277989/Competitive-Strategy-Techniques-for-Analyzing-Industries-and-Competitors


Threat Of Entry
New entrants in a market tend to bring with them the new capacity, a goal of gaining market share, and plenty of capital. Incumbents' cost-based prices are lowered, decreasing profit margins. Diversifying through acquisition, such as Philip Morris did when it purchased Miller beer, is a common strategy for firms to do things like induce shake-ups. When a new company threatens to enter a sector, how likely they are to make it relies on the existing competitors' hurdles and reactions (Porter, 2016). If the newcomer is faced with difficult hurdles and potential stiff reprisal from established competitors, the entry risk is negligible.
Compass Group Plc should work on innovations. Adding new items provides the group with two key benefits: it brings in new clients and gives its current clientele another reason to purchase Compass Group Plc's products. Additionally, establishing economies of scale and lowering the per-unit fixed cost will decrease the risk of new enterprises' entry by increasing capacities and spending money on research and development.
Barriers to Entry
Competition is a challenge in Compass Group because scale efficiencies in production, product differentiation, and switching costs exist. A bigger size that can help businesses save money and avoid competing with other significant businesses encourages smaller businesses to avoid going head-to-head with more prominent firms favoring increased cost-efficiency (Porter, 2016).  The new competition has to spend a lot of money to overcome how dedicated people are to the brands they already use. Completing this project is full of unexpected difficulties and takes a long time.  If the entry fails, investing in developing a brand name is unprofitable because that investment cannot be recouped (Porter, 2016).  When switching costs, or one-time expenditure made by the buyer as they switch from one supplier's goods to another, is present, it will make it difficult for newcomers to compete.
Compass Group Plc should focus on creating many vendors for its supply chain to be more efficient. Shaping an extended community of suppliers whose companies hinge on the company's prosperity.
Bargaining Power of Suppliers
Suppliers can influence industry players by raising prices or cutting quality to increase their leverage. If a supplier group is more concentrated than the industry it serves and comprises

a few businesses that lead the way, it dominates (Porter, 2016). Suppliers who deal with a large number of customers are usually in a better position to negotiate price, quality, and terms. A component of the buyer's business is the critical product that comes from the supplier. The supplier will benefit from this. Supplier power can fluctuate rapidly and lies primarily outside of the firm's ability to regulate.
Compass Plc should concentrate on establishing a productive supply chain with multiple vendors. Creating loyal suppliers who rely on the company for their livelihood.
Bargaining Power of Buyers
Competition with the industry comes at the expense of profitability, where buyers can compete through various means, including lowering prices, increasing quality, and competing. The strength of the relevant markets' most significant consumer segments relies on the number of market dynamics they control and how crucial their purchases from the industry are to their business in general (Porter, 2016). When a buyer group is strong, it must be centralized and purchase high numbers compared to sellers. If a significant number of sales is from a particular customer, it boosts the results' value. It is vital if the items it buys from the industry make up a large percentage of its overall spending (Porter, 2016). Additionally, when the buyer has complete information about market prices, demand, and supplier costs, the buyer typically has more leverage in negotiations than in cases where information is limited.
Compass Group Plc should significantly increase its consumer base. It will make it easier for the corporation to streamline its production and sales. Compass Group Plc's customers regularly seek deep discounts on recognizable goods (Compass Group Corporate Website, 2021). Therefore, introducing new products will weaken customers' purchasing power.
Rivalry Among Existing Competitors
In business, competing means comparing and trying to outdo each other through lowering prices, introducing new products, introducing new advertisement campaigns, improving customer service, and offering more robust guarantees (Porter, 2016). Rivalry determinants include; Industry growth, fixed (or storage) costs/value-added, Intermittent overcapacity, Product differences, Brand identity, switching costs, Diversity of competitors, corporate stakes, and Exit barriers. 
To deal with the extreme competition in the Travel & Leisure market, Compass Group Plc needs to invest in remaining differentiated and scalable. They also help raise the size of the market by working with competitors instead of just fighting for smaller shares.
Threat of Substitution
The provision of alternate choices encourages buyers to replace the goods in their original order. Buyers use price and service to guide their decisions when the option looks like a replacement (Porter, 2016). Governments can have a massive impact on industries by implementing laws, subsidies, or any other method.
Compass Group Plc should use service-based delivery rather than product-only services to better combat the threat of substitutes. The corporation should prioritize understanding customers' fundamental requirements rather than simply offering them products.




[bookmark: _Hlk81792538][bookmark: _Hlk81766214]2.2.6 Lewin’s Three-Step Management Model.

[image: untitled image]
Figure 6. Lewin’s Three-Step Management Model.
https://www.mbanotes.org/post/approaches-to-managing-organizational-change-a-lewin-s-three-step-model-motivation-theory


Unfreezing
Change begins with first changing the status quo and then transitioning to a new way of doing things. It is vital to start by disrupting the current operational model, as that way, employees will be more likely to accept that a change is necessary (Mindtools, 2021). The key is establishing a solid message, highlighting why the current method is not acceptable. It will be the easiest to describe when the firm can highlight deteriorating sales numbers, poor financial outcomes, concerning customer feedback, or other relevant evidence (Mindtools, 2021). These exhibits indicate that things have to be reworked so that everyone can comprehend them.
Movement
People begin to address their doubts and seek new methods of doing things during the movement stage. People start to think and act in ways that support the new course (Mindtools, 2021). People must comprehend how they will benefit from the change to accept it and contribute to its success.
Refreeze
When the company's initiatives are implemented, and workers have accepted the new working methods. Refreeze needs to assist individuals and the business in internalizing the new processes. The key to making sure the adjustments are helpful every day is to make certain they are applied each time relevant (Mindtools, 2021). Employees feel secure and comfortable with the new ways of working since they have developed a unique feeling of stability.
Compass Group Plc uses Lewin's Three-Step Management Model to pinpoint the locations of possible objections and enact tactics to diminish or quash the opposition before it can materialize throughout the change process. A Lewin's Three-Step Management Model, with a helpful alignment, facilitates effective communication strategy.

[bookmark: _Hlk81792623]2.2.7 Kotter’s Eight-Step Plan Model
Kotter’s Eight-Step Plan Model - John Kotter developed this model to establish a more precise approach to achieving change. In his 1995 book "Leading Change," Kotter introduced his eight-step change method. The steps include as it follows:
Step 1: Urgency - When it comes to changing things around, the company should cultivate a feeling of urgency surrounding the necessity of the changes. The organization needs to engage in open and believable discussions on what's happening in the market and its competition. Urgency recognizes prospective risks and generates several scenarios which demonstrate future possibilities. It also assesses situations that may exist or that can be exploited. Kotter says 75% of a company's executives must "embrace" the change to be successful.

Step 2: Form a Powerful Coalition - Persuade people that change is required. Strong leadership and visible backing from important people inside the organization are often needed To lead change, an organization must assemble a coalition or team of influential individuals whose influence stems from various sources, including job title, status, knowledge, and political clout.

Step 3: Create a Vision for Change - When a company initially considers transformation, there will undoubtedly be various brilliant ideas and solutions floating about. The organization should connect these ideas to a bigger picture that individuals can understand and remember. Everyone can understand why the company asks them to do something if they have a clear vision (Mindtools, 2021). The organization should define the values that are fundamental to the change while creating a vision. It should also come up with a concise description of the organization’s plans. 

Step 4: Communicate the Vision - Organization success depends on its vision. The corporate message is likely to be challenged by various daily messages within the organization. Thus, it needs to be often and memorably presented to resonate with the company. To promote organizational transformation, an organization should regularly talk about its vision (Mindtools, 2021). People's worries and concerns must be addressed, and problems must be honestly and transparently communicated and put into the plans for operations.
Step 5: Remove Obstacles - The first step is to identify or hire change leaders who will be tasked with delivering the change. For the organizational vision to be in harmony with the organizational structure, job descriptions, and compensation and performance systems, it should be supported by these many parts (Mindtools, 2021). Identify and thank people for making progress happen, identify and help others who reject the change, and support them in getting used to the transition.

Step 6: Create Short-Term Wins - Employees are motivated by succeeding within the company. The organization should have some early wins that the management may put forth during the change process. The company should develop short-term goals. The smaller targets should be in the range of completeness, with minimal space for failure (Mindtools, 2021). The firm should seek specific initiatives that can be implemented without relying on the staunchest opponents of the change. Target evaluation is vital for the proper implementation of incentives, and persons who are integral to the effort's success should be paid.

Step 7: Build on the Change - Kotter explains that so many initiatives fail because they're deemed finished before the actual results are known. True reform is extensive. Wins achieved quickly are merely the beginning of the work needed to change long-term (Mindtools, 2021). Every success provides a chance to take stock of what was correct and how to make it better. Management needs to develop a plan to continue gaining ground.

Step 8: Anchor the Changes in Corporate Culture - Any changes that are made need to be incorporated into the fabric of the organization to be implemented. There are many aspects of corporate culture that will influence the things that get done. Therefore, values must be evident in everyday work. Change needs to be apparent in every part of your organization, and continual efforts from management are required to achieve this. A lot of time will be saved because this will provide the company's culture with a central area for the transition (Mindtools, 2021). Also, to ensure the next generation remembers the accomplishments of significant change coalition members, it is critical that management publicly recognize the value of these individuals while acknowledging the contributions of all workers, new and old.

[bookmark: _Hlk81792925]2.2.8 Beer’s Silent Barriers
Michael Beer discovered six reasons why companies do not become high-performance corporations.
1. Unclear strategy and values to many and conflicting priorities 
2. Senior team is ineffective and not really a team
3. Leader style too top down or laissez faire
4. Poor horizontal coordination and communication
5. Poor leadership, management skills and development
6. Poor coordination/Teamwork across silos Poor or closed vertical communication
In organizations that exhibit these barriers, can be observed that the leadership team members are coming with their own agenda, and there is no effective senior team in place that is committed to the same strategy, priorities and values. The lower-levels don't know what the top is trying to do and upper levels don't know what they want done. And there is silence; the lower-level teams can't speak honestly with the top about what the problems are that block their efficacy. Ultimately, senior management should aim to create a culture that allows constructive discussion on difficult issues without the need to find 'someone to blame. To achieve that, the executive needs to define priorities, ensure the right employees are assigned to the right teams, and ensure that each team knows what is expected of it.  In that respect Compass Group management sets team priorities fairly, important priorities are always accomplished first, followed by less critical activities. Besides, Compass Group executive ensures that their team has the right staff, experienced possessing the skills of acknowledging the internal procedures norms and regulations and also being able to think outside-the-box take and take the right decision.


[bookmark: _Hlk81768839]2.2.9 McKinsey Organizational Health Index (OHI)
The Organizational Health Index system tracks and monitors the financial performance-driving variables of a company. A basic yet strong strategy for leading and managing employees in bettering the company's health is included. Leaders provide their teams with a vivid, actionable description of the path ahead for the business and what it implies for them. Moreover, the leaders inside the company guarantee employees are aware of what is expected of them, have appropriate control, and take ownership of their contributions (Gagnon et al., 2017). Leaders carefully evaluate and manage both business and risk to ensure risks are adequately managed in the event of an issue. Leaders will get outside stakeholders involved (including customers, suppliers, partners, and others).
[image: Table

Description automatically generated]
Figure 7.  McKinsey Organizational Health Index (OHI)
Source: https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.588.6712&rep=rep1&type=pdf
To raise productivity, Compass Group Plc leaders utilize powerful leadership strategies to alter the behaviors of staff members. Senior management must foster and develop new ideas such as radical innovation and minor revolutionary changes in their organizations for its future success (Gagnon et al., 2017). The corporation leaders should ensure that the organization’s knowledge and talents are accessible to run the company's plans and provide an advantage in the market.



[bookmark: _Hlk81794534][bookmark: _Hlk81791420]3.0 Business External Macro-Environment Analysis
PEST Analysis - The four elements of PEST include political, economic, social, and technological components. An examination of environmental factors outside of a company, such as macroeconomic developments, reveals what could positively or negatively affect that company's competitive position.
Political Factors - there are three layers of political factors: supranational, national, and subnational. Economic activities are becoming global, which means that the supranational level has become even more relevant. In the last several years, there has been a global movement of countries organizing themselves into economic blocs that are moving closer to political unity but also accepting a loss of sovereignty. Although the European Union has increasingly increased its decision-making power and authority, the degree of this change has been relatively limited.
Compass Group Plc. is spread throughout several countries, each experiencing its unique political discord. Compass Group Plc's ability to realize potential growth will be limited to the extent that global political instability impacts the gold industry's growth. [image: Diagram, text

Description automatically generated]
Figure 3. External Macro-Environment Analysis
Economic Factors - Economic considerations primarily influence profitability and industrial attractiveness. The GDP per capita metric is the most widely used measure to estimate a country's financial performance. Variations in living costs throughout countries are accounted for by using Purchasing Power Parity (PPP) (Craig & Campbell, 2005). The standard way to predict performance improvements is to use regression analysis and data-driven techniques such as time series. Measuring a country's GDP per capita is a valuable tool that's especially advantageous for consumer-facing businesses. There are over 200 job titles in all kinds of industries to choose through (Craig & Campbell, 2005). Entertainment, cosmetics, luxury items, and other familiar examples fall into this category. Some other sectors remain unaffected by GDP changes and can sustain their demand levels as a result. 
To better comprehend the entire economic climate of the country, Compass Group Plc needs to consider economic elements, including foreign exchange/interest rate, labor market conditions, inflation, and saving rates (Compass Group Corporate Website, 2021). Compass Group Plc benefits from understanding the economic climate, enabling them to accurately forecast the trajectory of the industry and their own organization’s growth.
Social Factors - Changes influence many modern-day business decisions in social conventions. Therefore, customer preferences often influence marketing plans. Keeping track of societal developments allows businesses to rethink the way they create and market their products. A list of social issues follows which affects a firm's competitive position..
Technological Factors - The fast rate of technological progress is led by entrepreneurs who help invent new ideas that better advance today's capabilities. Advances create the need for new technology, which replaces previous qualifications and makes brief competitive advantages. Technical advances either lead to the failure of established sectors or open up new market possibilities. Ecommerce and the Internet have together eliminated numerous intermediaries. Disintermediation is the name given to this situation. There’s more competition since many businesses have seen a rise in the number of threats they face in online stores. 
Compass Group Plc. should do a deep dive into new technology to keep ahead of its rivals. The company needs to closely monitor the results of the 5G examination to see how it will provide a favorable business consequence with its enhanced user experience, speed, and accessibility (Compass Group Corporate Website, 2021). The industry is bound to experience huge modifications thanks to new technologies, and new business regulations will be introduced to the market by industry participants.


3.0 Conclusion

The new change process will produce better results and benefit the organisation. Compass Group's different departments can be tough to traverse when it comes to client relationship management. The key is that several divisions and problems must be consolidated under a single domain and organisational structure. Compass Group Plc uses Porter’s Five Variables model to evaluate how external forces influence profitability in the market and then revises their strategy accordingly. The PESTLE analysis identifies the influences outside the Compass Group that can affect the company's decisions. Organisations have predefined policies that guide their employees and convey the culture of the organisation. Compass Group's culture ensures a sense of direction among its employees.
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[bookmark: _Hlk81760008]INTRODUCTION


The main subject of this short essay is to emphasise my understanding of the organisational workplace culture, through reflective research about learning and acquired skills that I studied during this and term, which ca be used in future employment or to get into certain management level position. 


[bookmark: _Toc48594341][bookmark: _Toc49174176]DESCRIPTION - Driscoll model of reflection

I will use Driscoll model of reflection as that is considered a valuable systematic framework through which an individual can better reflect about specific personal experience 
The Driscoll model of reflection is one of the simplest models you will come across. It was developed by Driscoll in 1994, 2004 and 2007. Driscoll studied the three stem questions which were initially asked by Terry Boston in 1970, they were: “What?”, “So what?”, “Now what?” All Answers Ltd. (2018).

In this paperwork, I have chosen the Gibbs Driscoll model of reflection (Figure:1. As illustrated below) as a method through which I will reflect on the experience that I achieved in terms one of this module studying several theories and models that to be enumerated below.
[image: driscoll-model-of-reflection]

https://nursinganswers.net/reflective-guides/driscoll-model-of-reflection.php

Figure1.: Driscoll model of reflection

[bookmark: _Toc49174178]

WHAT? 

[bookmark: _Hlk81757027]During this first semester I had the opportunity to learn about and thorough study theories and models such as: types of organisations and structures, business environment, Porter’s 5 forces, elements of an organisational culture, culture creation and maintenance, factors affecting the culture of an organisation, the Cultural Web, McKinsey’s 7’s frame work, Beer’s Model, Organisational Health Index(OHI), Hennan  & Freeman’s Theory, Hofstede’s Dimensions of Culture, understanding culture(Confucianism Guanxi/Mianzi, Japanese Wa, Koreans Chaebols, American & Australasian cultures: Anglo-Saxon approach, etc … )


[bookmark: _Hlk48863238][bookmark: _Toc49174179]SO WHAT? 

I can only say that attending this module learning and studying organizational culture it was definitively an outmost academic enrichment experience. One can hardly wait for the new studies next module or the academic years to come will bring.
[bookmark: _Toc49174182]Before studying the notions mentioned above, my way of thinking regarding company culture was superficial and lead mostly by preconceptions; but now, after studying within this module, under valuable teaching and guidance of our esteemed lecturer I consider that I moved, along with a lot of my group colleagues, to a superior level of awareness and acknowledgement regarding corporate ethos.


[bookmark: _Hlk81754506][bookmark: _Toc49174187]NOW WHAT?

After deeper research about all these subjects, everything became clearer; now, I am more confident and determined to implement these theories and by doing so will enable me to develop skills to be used when a situation demands it being an employee or better yet holding a leadership/management position. In that matter I may be able to endeavour leading the employees from pre-arrival stage to encounter stage and then metamorphosis stage will endeavour to get the expected goals: productivity, commitment and turnover.








CONCLUSION

To sum up the skills I am developing, from deepen studies of above-mentioned theories and models may qualify me, along my team of executives successfully leading our company, to better tackle Porter’s 5 forces and avoiding building internal “Barriers” (Beers model). In that regard by better understanding the different types of organizations and company’s cultures, the as well as the elements of the organizational culture through continuous reinventing strategy (McKinsey’s 7’s framework) the company’s “Paradigm” (Cultural Web) can be enhanced.
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Appendix


Organisational Health Check
This quick self-assessment Questionnaire was considering the specific administrative circumstances in terms of overall good practice of the organisation study case of this report Compass Group PLC. By answering the questions below will enable the author of this study to identify the strengths and weaknesses of the organisation consequently, to draw up an action or develop a plan upon it.
[bookmark: _Hlk81797881]
	1. Stating our purpose
	No
	 Nearly
	 Yes

	
1.1 We have a mission statement
	
0
	

	x



	
1.2 Our (current) aims (still) comply with our constitution
	

	



	x



	
1.3 We ensure that all the people working in our organisation
understand its purpose at an appropriate level (staff and volunteers      )
	



	


	x


	Notes:




	2. Information on services and promotion of work
	No
	Nearly
	Yes

	
2.1 We have an up-to-date leaflet or written information on our        services
	

	

	x



	
2.2 We have a website or webpage with up-to-date information
	

	

	x


	
2.3 We make information available to users with special needs, on request
	


	


	
x


	
2.4 We produce an annual report
	

	

	x



	
2.5 We keep our stakeholders (e.g. funders and potential funders, key organisations and groups) informed about our
work such as sending them our annual report or invite to AGM
	

 y
	


	x




	
2.6 We make use of the media to promote our work (press            releases, radio etc.)
	



	

	x



	Notes:



	3. Administration and paperwork
	No
	Nearly
	Yes

	

3.1 We have a clear administrative system in place

	

	

	x



	
3.2 All our procedures are documented (so that staff and volunteers know what to do in case of absences or sudden staff changes)
	

	

	x


	Notes:








	4. Finances
	No
	Nearly
	Yes

	
4.1 We have written financial procedures (for banking, petty cash, cheques etc.)
	

	

	x


	
4.2 We produce quarterly reports (at least) on accounts
	

	

	x



	4.3 Accounts and financial reports are presented to our
Management Committee for review and planning (at least quarterly)
	

	

	x




	
4.4 We have a fundraising strategy which seeks funding from
a variety of sources
	

	

	x




	4.5 We know what level of reserves we need and what we can  spend them on
	

	

	x


	
4.6 We have this amount set aside
	

	

	x



	Notes:




	5. Internal Communication
	No
	Nearly
	Yes

	
5.1 We hold regular staff meetings (as appropriate)
	


	

	x



	
5.2 Volunteers are invited to or represented at staff meetings


	x


	

	


	
5.3 The minutes of staff or management meetings are available
to all staff and volunteers
	


	x



	



	
5.4 We communicate project updates internally on a regular  basis

	


	

	x



	
5.5 We hold an annual ‘away-day’ for teambuilding and/or  planning for trustees, staff and volunteers
	


	x



	









	6. Governance or Management Committee
	No
	Nearly
	Yes

	
6.1 We have a competent management committee and  actively seek out people with appropriate skills
	


	


	x




	
6.2 We offer training and information to trustees on their roles  and responsibilities, on legal issues and changes in legislation
	


	


	x




	
6.3 We have an induction procedure for new Committee members

	

	

	x



	
6.4 We invite our trustees to teambuilding, planning and social  events

	

	x


	


	Notes:




	7. Compliance
	No
	Nearly
	Yes

	
7.1 We ensure that we comply with the regulatory requirements  of our legal structure and submit accounts (where required)
and other required material in a timely manner
	



	



	x





	7.2 We comply with statutory regulation and have clear policies in place (including Health and Safety and Data Protection)
	


	

	x



	
7.3 We are complying with other required regulation applicable to our organisation (e.g. safeguarding)
	


	


	x




	Notes:
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	8. Equal Opportunities
	No
	Nearly
	Yes

	
8.1 We have an Equal Opportunities policy that applies to all areas of our work
	


	


	x




	
8.2 We comply with the Equality Act (2011) legislation,
including for recruitment of staff and volunteers and the provision of services
	


	


	x





	8.3 We monitor Equal Opportunities and use this information  to develop 
our services

	

	

	x



	
8.4 We include Equal Opportunities in our induction and offer
training on equal opportunities to all staff, volunteers and  trustees on a regular basis
	


	



	x





	Notes:




	9. Staffing
	No
	Nearly
	Yes

	
9.1 All staff have an up-to-date contract of employment, job  description and terms and conditions
	


	


	x




	
9.2 We comply with employment and equal opportunities  legislation and inform staff of relevant changes
	


	


	x




	
9.3 All staff receive regular reviews, support and supervision 
	

	


	x



	
9.4 Al staff are offered training and development activities
	


	

	x



	
9.5 There is a personal file with records of review and
supervision sessions and other information tracking personal  development
	


	

	x




	Notes:






	10. Volunteers
	No
	Nearly
	Yes

	
10.1 We have a volunteer induction pack and procedure with  information on our organisation and its policy
	


	


	x




	
10.2 We offer to reimburse our volunteers expenses
	


	x


	


	
10.3 Volunteers are covered by our insurance
	x


	

	


	
10.4 Volunteers receive a clear task description and their
situation is reviewed informally or formally through regular  support and supervision
	



	



	x





	
10.5 We offer training and development opportunities to all our volunteers
	


	

	x



	
10.6 We invite volunteers to social events
	


	x


	


	
10.7 We hold exit interviews with volunteers
	


	x


	


	Notes:


	11. Training and Development
	No
	Nearly
	Yes

	
11.1 We identify the training needs of staff and volunteers  through regular reviews or supervision
	


	


	x




	
11.2	We	have	an	adequate	budget	for	training	and
 development
	


	


	x




	
11.3 We have an IT policy with a code of practice, which  includes the use of internet, email and social media
	


	


	x




	
11.4 We evaluate training for the benefit of the trainee, the  team and the organisation
	


	


	x




	
11.5	We	have	a	written	training	policy	linking	training
expenditure to our development or business plan
	


	


	x




	Notes:






	12. Monitoring and Evaluation
	No
	Nearly
	Yes

	
12.1 Our services or projects have clearly defined outputs, including those agreed with funders
	


	x



	



	
12.2 We monitor our activities and collect information on ‘soft outcomes’ (case studies, anecdotal feedback etc.)
	


	


	x




	
12.3 We evaluate the results of our monitoring activities
	


	

	x



	
12.4 We measure our performance against indicators or quality standards
	


	

	x



	Notes:


	13. Planning our Service Provision
	No
	Nearly
	Yes

	
13.1 We use monitoring data and user feedback to plan our services
	


	

	x



	
13.2 We have a work-plan or development plan and review it  regularly (short, medium or long-term, as appropriate)
	


	


	x




	
13.3 We have a business plan (if applicable) and review it regularly
	


	

	x



	
13.4 Our planning process involves staff, volunteers (as  appropriate) and trustees
	


	


	x




	
13.5 We involve service users in the planning process (indirectly, through
feedback or directly through representation
	


	


	x




	Notes:










[bookmark: _Hlk81845542]









	14. Networking and Partnerships
	No
	Nearly
	Yes

	
14.1 We actively network with other organisations
	

	


	x



	
14.2 We work in partnership with other organisations
	

	


	x



	
14.3 We evaluate our partnership working and include this info
when planning 
	


	


	x




	Notes:






		[bookmark: _Hlk81148801]15. Resources and Information Technology 



	No
	Nearly
	Yes

	
15.1 Overall, we have sufficient resources to deliver our services effectively 
	

	


	x



	
15.2 Our premises have been assessed for health and safety
	

	


	x



	
15.3 We use computers in several areas of our work (not just for typing letters)

	


	


	x




	15.4 We back up our work on a regular basis (at least monthly)
	

	

	x


	15.5 We have adequate technical knowledge or support, to cope with problems
	

	

	x


	Notes:














Please use the space below to list other things in your organisation which you feel are relevant: This could be particular areas that require support/and or issues you feel have not been covered in this Health check.

Organisation Name:
Compass Group PLC 
-------------------------------------

Name of the person completing this form:


--Daniel Brindusescu--
 
Contact details:						

									Date:
-------------------------------------					-------30/08/2021-----------
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