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This paper is evaluating organisational culture models and how this translates to the organisation. The author researched various theories, however decided to review Hofstede, Schein and Johnson et al methods in detail. 
A Pestle and SWOT analysis was completed to evaluate her place of work within its broader environment, which highlights the potential risks and opportunities. 
The final section of the assignment was to assess the culture and ethical behaviour within a business. Google reportedly being as one of the most desired places to work, the student decided to proceed in this area. 

[bookmark: _Toc118736965][bookmark: _Toc456901517]Critically assess the culture and context of an organisation.

There are ample amounts of organisational culture theories available, however the student decided to review Hofstede’s, Schein and Johnson et al in more detail. 
(Hofstede Insights, 2020) summarises the importance of culture within a company. “Organisational Culture is one of the most important factors determining business performance. It dictates how things are done in an organisation, and it can be a powerful force for good or bad. If we imagine an organisation as an engine, Organisational Culture would be the oil for that engine. The right culture can be the reason for the success of your organisational strategy while the wrong culture can lead to poor performance or even complete failure.”
(CFI, 2022) outlines Hofstede’s theory. “Hofstede’s Cultural Dimensions Theory, developed by Geert Hofstede in 1980, is a framework used to understand the differences in culture across countries and to discern the ways that business is done across different cultures. In other words, the framework is used to distinguish between different national cultures, the dimensions of culture, and assess their impact on a business setting.” – (see diagram 1)


(Diagram 1)
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                                        (Hofstede 1980)

The author finds this model interesting and acknowledges that by recognising the differences in cultures and the way in which we, as society, generally work is positive if used correctly. However she also has mixed feelings with this method, being solely implemented. There is a fine line of stereo typing and in her opinion, if used within a business under the assumption that everyone in a certain country and/or culture are the same is somewhat ignorant and inaccurate. 
As an example the student researched the number of different ethnicities and cultures in just two countries, Africa and China. (Brittner, 2022) “Africans have a rich diversity of cultures. Although it is difficult to draw clear cultural borders in African ethnicity, there are from hundreds to thousands of African ethnic groups, depending on the exact definitions of ethnic group and tribe. Ethnic groups usually share elements of culture such as language, religion, and heritage.”
(The China Guide, 2022) states, “China officially recognizes 56 ethnic groups, including the Han majority. These groups are incredibly culturally diverse; fifty-three ethnic groups have their own language and 23 have their own written language”.
As this theory originated in 1980’s it raises the question of the effectiveness of studies in that time period. In our modern day world, society, technologies and the way in which organisations are managed have all evolved. As with all models, we must adapt with time. 
(Cacclattolo, 2014) argues” Hofstede’s dimensions have been criticised for the fact that his views do not cover diversity within national cultures, and he proposes less of a role for people in developing cultures. In practice, an organisational culture is not completely ‘homogeneous’ (Williams et al 1993:23). This means that no organisation adopts a single type of culture and complex organisations might have sub-cultures that overlap and disagree with each other. Trompenaars and Deal & Kennedy agree with this fact.”
The addition of two further elements to the theory which were added to the original scope shows how this theory has the potential to adapt with time and capture key information, but the author finds this framework to generalise and agree with Cacclattolo’s research, as outlined above. 
(Nickerson, 2022) According to the article, “Hofstede's cultural dimensions originate from a large survey that he conducted from the 1960s to 1970s that examined value differences among different divisions of IBM, a multinational computer manufacturing company”.
This study encompassed over 100,000 employees from 50 countries across 3 regions. Hoftstede, using a specific statistical method called factor analysis, initially identified four value dimensions: individualism and collectivism, power distance, uncertainty avoidance, and masculinity and femininity.”
“A fifth dimension was later Based on research with Bond’s Chinese Values Survey (CVS) across 23 countries, Hofstede added a fifth dimension, Long- versus Short-Term Orientation (LTO), to his earlier four IBM-based dimensions of national cultures”. (Bond 1991)
“Finally, a replication of Hofstede's study, conducted across 93 separate countries, confirmed the existence of the five dimensions and identified a sixth known as indulgence and restraint” (Hofstede & Minkov, 2010).
These studies show and support the authors opinion in that over time society changes. It shows that a wider range of countries and individuals were reviewed. However, still unable to capture all without stereotyping.
Schein’ organisational culture model is split into three levels – (see diagram 2). The author identifies this method simplistic, yet an effective tool.
Artifacts
These are the surface elements of the organisations culture and immediately visible to outsiders. For example, dress code, furniture, décor, job titles.
Espoused values
We now often see businesses stipulate their “core values,” which dictates the norms of behaviour expected from personnel, this would include what and how things should be done and the choices we should make. How individuals interact towards each other, our behaviour and how we represent the business. 
Assumptions
The final layer of the theory, which underpins everything in the authors opinion. (Juneja, 2015) summarises,  “The third level is the assumed values of the employees which can’t be measured but do make a difference to the culture of the organisation. There are certain beliefs and facts which stay hidden but do affect the culture of the organisation.”








Diagram 2
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                                         (Schein 1980)
Whilst the author acknowledges all three parts of the model play a part to create positivity within an organisation, it is felt that if you truly wish to change the culture you must change assumptions as this is the focal point. 
(Schein, 2010) proposes the idea of “The connection between culture and leadership is clearest in organisational cultures and microcultures. What we end up calling a culture in such systems is usually the result of the embedding of what a founder or leader has imposed on a group that has worked out. In this sense, culture is ultimately created, embedded, evolved, and ultimately manipulated by leaders. At the same time, with group maturity, culture comes to constrain, stabilise, and provide structure and meaning to the group members even to the point of ultimately specifying what kind of leadership will be acceptable in the future. If elements of a given culture become dysfunctional leaders have to surmount their own culture and speed up the normal evolution processes with forced managed culture change programs. These dynamic processes of culture creation and management are the essence of leadership and make you realise that leadership and culture are two of the same coin.”
The author did not initially connect culture and leadership so closely together. However on reflection is in total agreement with Schein’s view in this area. Whilst with any organisation there are business objectives, they are facilitated through individuals. 
Schein’s model is the closest and best suited to describe the students workplace. It is a small catering business, with only five employees at present. The company is split into two areas. Firstly a shop where customers are able to purchase takeaway food and secondly a catering service for external functions. The business is extremely fast paced and exceptionally busy throughout the day. 
On first impression and by the owners admission, he is motivated by money and that is his focus. “The more money he makes he is happy.” Post covid he is keeping  overheads to a minimum, which includes staff, stock and marketing. 
However he is a very visual person. Everything has its place; the work environment is expected to be kept exceptionally clean. Products on display and his favourite saying being “you eat with your eyes” There is a certain way to prepare dishes, procedures for environmental, health and safety to be followed at all times. He recently received a 5 star rating from environmental health which he was understandably happy. This shows that his reputation is also of importance to him. To the customer this is a great place to eat and there are regular customers on a daily basis. His belief is “work hard” and that is how he measures success. 
The culture behind the scenes and amongst staff is that it is not a great place to work. What is expected from you in comparison to pay is disjointed. It is chaotic and unorganised. The job however is convenient in terms that it fits around school hours etc and is the sole reason why each employee remain there. Morale is exceptionally low, but you learn to accept this is the way in which the business is run. There is no form of incentives and/or gratitude at any time from the owner. 
To refer back to Schein’s connection with culture and leadership, previous management had a vastly different approach in the way they communicated with employees. Incentives were in place; it was much more organised in terms of shift patterns and generally a happier place to work. Business objectives were the same but different management styles, which made a huge difference with the culture and the knock on effect of morale. 
Johnson et al cultural model is similar, but more complexed view on Schein’s theory – see diagram 3.

Diagram 3
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                                        (Johnson et al 2014)

An article written by European Scientific Journal evaluates organisational cultures. 
(Cacclattolo, 2014) summarises Johnson’s theory “The Paradigm’ represents the purpose of the organisational business, its mission and its values and the ‘Control Systems’ are the procedures set to control what happens in the organisation (Johnson 2000:405). Undoubtedly, organisations with a ‘role culture’ would have a large number of regulations and there would be more dependence on individualism in organisations with a ‘power culture.’ 
‘Organisational Structures’ deal with hierarchies and the way work flows through the organisation and they are likely to reflect power structures (Johnson 2000:406). ‘Power Structures’ deal with the kind of power adopted in an organisation, the persons in charge of decision-making and how broadly power is spread in the organisation (Johnson 2000:406). 
‘Symbols’ relate to logos and designs used in an organisation. However, these may extend to status symbols such as signposting-reserved parking spaces for top executives. Moreover, Gagliardi (1992), as cited in Johnson’s (2000) article, argues that these visible elements influence the way in which employees make sense of events (2000:406). 
‘Rituals and Routines’ refer to automatic repetitive routines such as management meetings and board of directors’ reports (often these may become just a matter of routine only), and next come the simple decision rules which might be employed ‘consciously’ (Johnson 2000:416). 
‘Stories’ are anecdotes made up about employees and actions. These may reveal what is appreciated in an organisation. Moreover, people in an organisation may perceive charismatic leaders of the past and individualists as the standard model of behaviour.”
The student acknowledges that this theory is simplistic against other models, but in her opinion each element captures a solid foundation to apply within an organisation. This theory could be applied to various sized businesses and be highly effective. (McDonald & Foster, 2013) summarises a positive outlook. “In this model, six cultural elements are depicted as contributing to, and perpetuating, an organisational cultural paradigm. The power of this model lies in the fact that it is on the one hand, a simple, clear presentation of cultural elements and on the other, a complex integration of several approaches to the study of culture that had often been segregated in the management literature.”
(15 Writers, 2019) however, highlight a negative stance on Johnson’s method. “A major criticism of the Cultural Web model and its identification of the six elements is that these components may be not enough to understand and measure organisational culture (Cooper et al., 2018, p.49). This is because culture is intangible, making it impossible to measure its everyday operations and the way organisations manage certain departments (Cooper et al., 2018, p.49; Sun, 2008, p.139)”. The author disagrees with this view, and it is her opinion that each area does have the ability to be measured providing it is applied correctly. 

[bookmark: _Toc118736966]Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.

For this section, the student undertook a Pestle and SWOT Analysis for her place of work, which is a catering service. – (see appendix A and B). The main threats identified were the impact both the pandemic and cost of living crisis has had for the company, employees and consumer. We are all aware that individuals are reducing purchasing  luxury items which has a knock on effect with job security, as well as cost of stock rising. This situation has forced the owner of the business to reduce staff as well as other overheads. Internal productivity has declined and as a result has impacted on performance. 
With that being said, the business has built up a good reputation over the years. Whilst external catering sales have decreased, in particular offices, as more people are working from home, the shop is busier than ever. The owner made a conscious decision to expand the menu for healthier options and more “homemade” dishes. This would include rice and pasta cuisines where the profit margin was larger. The customers have responded well also. 
The Pestle analysis shows a strong focus on government regulations in order to safeguard the consumer. We as society are a lot more mindful of our dietary intake, which a successful business of this nature is wise to accommodate. 
Political 
Government legislations play a huge role within the catering industry with the view to keep the consumer safe. This would include regulations around the cleanliness of the premises, health and safety, transportation of products, expiration dates and storage of food.
Economic
The COVID pandemic, as well the cost of living crisis has had a huge financial impact on the economy forcing many businesses to close, in particular small businesses, which in turn has created job losses. People are therefore reducing the amount they spend on luxury items. 
Sociological
Many people are a lot more conscious of their dietary intake. Whether this is to be healthier, allergies, vegan, vegetarian or for cultural reasons ie Halal meat business need to adapt to this way of thinking.
Technological
Technology is continuing to evolve. The pandemic also pushed individuals to use services such as online shopping etc. It is expected nowadays that you can easily access services online. This also applies to internal processes where technology can improve efficiency. This may cause employers to evaluate and reduce their workforce. 
Legal
There are extremely strict regulations that need to be adhered to within the food industry. Ad hoc visits from Environmental Health are conducted to ensure these rules are followed. Star ratings are issued (maximum 5 stars) dependent on the outcome of the visit. Various areas are reviewed, such as paperwork is to be kept fully up to date, ie food cooked/temperature, colour coded utensils for meat, salads. Stations for specific foods, the cleanliness of the premises, all food to be labelled with expiry dates, employees need to have a health and safety certificate and be fully aware of processes.
Environmental
The production of meat is starting to have a negative impact on the environment, as farmers are destroying forests to expand their farms leaving a deep carbon footprint. It is becoming more popular that individuals are changing their diets to more plant based. Whilst this has not got to the point where the food industry should be highly alarmed, it is definitely something to be mindful of.

[bookmark: _Toc118736967]Critically appraise the cultural and ethical behaviour present in one or more organisations.

Prior to this assignment, the student underestimated how powerful the cultural and ethical behaviour impacts within organisations. Admittedly, she has never put much thought when applying for jobs and merely focuses on the role, location etc. Moving forward this is something she would be mindful of, as she feels these are important factors. It is noted that our values and beliefs differ, therefore it is what we as individuals deem as important and will dictate what actions we take. 
“Google, recognised to be one of the ‘world’s most attractive’ employers, is definitely a place you would die to work for. The company has topped Fortune’s Best Companies to Work For list for six years running, 86% of employees say that they’re satisfied with their jobs, and it has a 4.4/5 rating on Glassdoor”. (Ved, 2020)
“Google won 12 awards in 2022 and 18 awards in 2021”. (Overall Culture, 2016). To name a few, Best Company Perks and Benefits, Happiest Employees and Best Leadership Teams. These were similar wins from the previous year also, which shows they have a great internal working culture. Their office are a very relaxed, playful atmosphere with great canteen areas it is reported. Such measures immediately create a calm, relaxed atmosphere, opposed to a regimented approach. This in turn will boost morale and internally productivity. 
Their mission statement (Google, 2022), 
“Our mission is to organise the world’s information and make it universally accessible and useful”

Immediately this highlights the business goals and ensures all parties are striving for the same objective. 
(Kennedy, 2019) summarises, “Google has a flat structure, which means they have minimal middle and upper-level management. This structure allows for more creativity and less micro-management. Innovation and problem-solving skills are encouraged. Employees have the ability to make more decisions on projects.”
Giving a flexible approach to working, promoting self-motivation and decision making the student acknowledges how trusting employees would be highly positive to the workforce. Google clearly believes that a more relaxed working culture adds value to the business and maximises productivity. 
The code of conduct also outlines the business objectives. “Google is committed to treating all workers with respect and dignity, ensuring safe working conditions, and conducting environmentally responsible, ethical operations. We expect suppliers in our operations and supply chain, and their suppliers, to embrace the following social, environmental, and ethical responsibilities.” (Google, 2022).
Research suggest the are very transparent with their processes, values and culture and take corporate social responsibility seriously. One of many aspects they support, “Google recognises that environmental responsibility is integral to producing world-class products. In manufacturing operations and construction, suppliers will strive to create regenerative processes and will minimise adverse effects on the community, environment, and natural resources while safeguarding the health and safety of the public.” (Google, 2022).
To summarise the importance of CSR and recognise how organisations are becoming more involved. “Corporate social responsibility is a self-regulating business model that helps a company be socially accountable to itself, its stakeholders, and the public. By practicing corporate social responsibility, also called corporate citizenship, companies can be conscious of the kind of impact they are having on all aspects of society, including economic, social, and environmental.”
“To engage in CSR means that, in the ordinary course of business, a company is operating in ways that enhance society and the environment instead of contributing negatively to them.” (Fernando, 2022)
There are typically four areas of CSR which would include Environmental, Ethical, Philanthropic and Financial responsibility. Companies are not necessarily involved in all areas.
With a view to support companies through this process. “ISO 26000:2010 provides guidance rather than requirements, so it cannot be certified to unlike some other well-known ISO standards. Instead, it helps clarify what social responsibility is, helps businesses and organisations translate principles into effective actions and shares best practices relating to social responsibility, globally. It is aimed at all types of organisations regardless of their activity, size or location.”
“The standard was launched in 2010 following five years of negotiations between many different stakeholders across the world. Representatives from government, NGOs, industry, consumer groups and labour organisations around the world participated in its development, which means it represents an international consensus.” (ISO, 2010) – see diagram 4. 
Diagram 4
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                                      (ISO 26000, 2010
(CSR Hub LLC, ) mission states. “We provide consensus ratings of company ESG performance as a lever to improve corporate sustainability. We hope that our transparent data platform is part of a broad change that relates company value to its environmental, social and governance performance.” 
Research supports that companies are more involved in CSR areas. Not only are they giving back to society, but this can equally create a positive image for their organisation and ultimately generate future business. For employees, this is also rewarding which may boost morale and productivity. Finding the balance between stakeholders and shareholders could possibly generate difference of objectives, as ultimately businesses want to be as profitable as possible, however weighing up the pros and cons of actively being involved in such areas the positives outweigh the negatives in the authors opinion. Whilst being actively involved in CSR is great, there will be times where values will be somewhat compromised. For example, McDonalds withdrew from Russia due to the war, which is understandable, however that generated job losses for innocent civilians. There is no right or wrong answer in such situations, but areas that will challenge our values and beliefs. 
[bookmark: _Toc118736968]Conclusion

This assignment has given me a better understanding of cultures within the workplace and just how much they are interconnected with the way in which we apply ourselves in business. I have a strong opinion on personal values, beliefs etc, therefore I was surprised I did not merge them together so closely. 
I recognise the different approaches in the culture organisational models. Depending on the size and nature of the business dictates what methods may be applied to be effective. It is my opinion that certain aspects on various models are productive and depending on specified needs you could merge together. 
[bookmark: _Toc456901523]The way in which I apply for jobs I will definitely have a slightly different approach, as outlined above I would previously never consider corporate social responsibility in any depth. This is something I would assess in the future.
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	PESTLE Analysis


	Political

	Government legislations play a huge role within the catering industry with the view to keep the consumer safe. This would include regulations around the cleanliness of the premises, health and safety, transportation of products, expiration dates and storage of food. 

	Economic
	The COVID pandemic, as well the cost of living crisis has had a huge financial impact on the economy forcing many businesses to close, in particular small businesses, which in turn has created job losses. People are therefore reducing the amount they spend on luxury items. This may generate further reduction is staff.


	Sociological
	Many people are a lot more conscious of their dietary intake. Whether this is to be healthier, allergies, vegan, vegetarian or for cultural reasons ie Halal meat business need to adapt to this way of thinking.

	Technological

	Technology is continuing to evolve. The pandemic also pushed individuals to use services such as online shopping etc. It is expected nowadays that you can easily access services online. This also applies to internal processes where technology can improve efficiency. This may cause employers to evaluate and reduce their workforce. 


	Legal
	There are extremely strict regulations that need to be adhered to within the food industry. Ad hoc visits from Environmental Health are conducted to ensure these rules are followed. Star ratings are issued (maximum 5 stars) dependent on the outcome of the visit. Various areas are reviewed, such as paperwork is to be kept fully up to date, ie food cooked/temperature, colour coded utensils for meat, salads. Stations for specific foods, the cleanliness of the premises, all food to be labelled with expiry dates, employees need to have a health and safety certificate and be fully aware of processes.


	Environmental  
	The production of meat is starting to have a negative impact on the environment, as farmers are destroying forests to expand their farms leaving a deep carbon footprint. It is becoming more popular that individuals are changing their diets to more plant based. Whilst this has not got to the point where the food industry should be highly alarmed, it is definitely something to be mindful of.
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SWOT Analysis
 

	 
STRENGTHS
· The business has been operational for approximately 13 years. Both aspects of the business has built a good reputation and see regular custom on a daily basis.
· With busy schedules, people often turn to take aways services when possible.
· The menu offers a wide range of foods, including healthy options. This is appealing to the customer.
· 5 star rating awarded



	 
WEAKNESSES 
· Staffing levels are kept to a minimum which impacts on productivity of the business. This generates longer timeframes to process orders, including low staff morale. 



	
OPPORTUNITIES 

· Various other food services have opened post covid in the surrounding areas. However given the reputation the business has built customers remain loyal. Whilst they try other services, they return which builds a solid clientele. 
· The shop floor and delivering service remains busy. The menu has been adapted to include healthy options, including rice, pasta dishes etc. There is larger profit for the company with such foods and customers feel this is more of a home made options which they are prepared to pay for 
	 
THREATS 
 
· The pandemic and cost of living crisis has reduced sales, in particular with external catering services. This has subsequently forced the business to reduce overheads. 
· Inflation has also risen therefore prices of stock has increased. We could potentially see a further decline in sales depending on the outcome of this crisis, which will in turn compromise job security. 
· With the production of meat starting to have a negative impact on the environment could potentially limit product supply.
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