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WORKPLACE CULTURE AND ITS IMPACT ON ORGANISATIONAL EFFICIENCY



Executive Summary
This study has shown several aspects of culture of an organization. For this, several case studies are discussed and analyzed. It is learnt that culture has several notions which align with ethics, values and norms. This culture is the unique identity of every company. Analysis on ethical and cultural behavior is addressed. Assessment of what constitutes the workplace culture is provided with reference to a company. The outcome of the study is that culture and structure lies in the leaders and the managers. Culture essentially involves individual participation and while doing this, there may come some issues which are solved by effective communication.   
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Culture influences behavior, thinking and perspectives. In any organization, a healthy sustainable culture of that particular organization succeeds in spreading positive vibes within the framework of working atmosphere resulting into more productivity and retention of work. Culture is the shared philosophy which bounds the whole organization. The work culture varies from one organization to another indicating the competitive production and employee development based on individual beliefs and collaborative implementation. It works as a strategy to increase the adaptability and of a company and fit between the company and its environment. During the analysis a case study on Tesco, a grocery retail company of UK is taken for further and critical discussion and its environment is analyzed in relation to this topic. The statistical annual growth report shows that the sales growth increased by 2.5% in September 2014 to December 2017. In this study, the relationship between the organizational culture and its influence on organizational performance is anticipated and analyzed in accordance to changing and conflicting organizational situations. 
(tescoplc, 2018).
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· To develop an understanding of workplace context and culture so that one could perform his responsibilities following the norms of his organization. 



[bookmark: _Toc511150445][bookmark: _Toc511150801][bookmark: _Toc511150213]Critical assessment of the workplace context and culture of an organization 
According to Chang et al. (2017, p.22), organizational culture defines an organization’s values consisting of myths, rituals, language, behavior, organization’s dress code etc which denote any organization’s regulations in a combined way. Culture combines values, norms and belief of individuals and collective forces for effective result of an organization. As argued by Dubey, et al. (2017, p.45), values define the set culture of every organization thereby differentiating that organization from its parallel business houses. Therefore, the core values become the work culture of the organization but the individuals need to incorporate their values into their work. In accordance to that it is always not possible to align individual values with work values. Here the term ‘culture fit’ is applicable to individual performance or contribution to collaborative work. Employees with more culture fit ensure more job satisfaction. 
An organization’s culture is based on values adjoining the following ideas:
· Human nature: whether the employees are active or not, proactive or reactive or not- these questions lead to the assumptions about the communication between employees, customers and suppliers.   
· Organization’s relationship to its environment: how the company define its business. 
· Appropriate emotions: which emotions should be encouraged to express and which not.
· Effectiveness: parameters to measure the company's success, the appropriate business strategy.  
According to Galliers, (2018, p.34), there are ten principles to mobilize a company’s culture:
· Working within the existing cultural condition.
·  Behavioral change will be followed.
· Focusing on a few complex behaviors.
· Employing informal leader with their authenticity.
·  Letting the leaders stay out of trouble.
· Linking behaviors to objectives.
· Demonstrating the impact as soon as possible.
· Using cross-organizational rules to be at focus.
· Adding realistic approach to behaviors.
· Monitoring the cultural situation timely. 
Now the question is if changing the culture is tough, what is the need to change? It is because an organization’s existing culture consists of several emotional factors and energy. According to Ramus, (2018, p.56), leaders can manipulate strategies based on that as to when positive forces are in sync with strategy; organization may draw energy by asking then what they feel.     
There are several streams of thinking for understanding the culture in a context. One concept is called the cognitive school which denotes culture as a method of understanding gained through views, perception and analysis that allow individuals to act in such a way which is accepted by members of the same group or other groups. This cognitive interactions help is building individual perception. Liu et al. (2018, p.67) contradicted that cognitive interpretation may have some flaws where the individual idea gets messed up. 
The concept of culture has three outcomes- artifacts and attitudes which is the behavior, norms and lastly basic assumptions. Form the business point of view, culture can develop at different levels such as national culture, organizational culture, professional culture, corporate culture, culture and management, culture and nation etc. so the term culture has different explanations according to its use.
Organizational culture refers to a set of established characteristics of an organization which provides it the uniqueness from other organizations. The factors in organizational culture determining the culture are included below: 
Individual autonomy: According to Alvesson (2012, p.44), individual autonomy denotes the individual freedom to manage and control individual decision making power where one can freely execute his share of duty. Due to this, the quality of the product will increase and individuals will be motivated to contribute their share in the collective work. 
Position structure: It denotes direct supervision. It is the formulated and organized specification of achieving job which is communicated by supervisors.
Reward orientation: This includes the degree to which an organization rewards the individuals for their hard work to achieve the target thereby motivating the employees by high praising. 
Conflict: According to Liu (2018, p.78), the conflicts of individuals and the effort to be clear about interpersonal differences. 
Control: This refers to the behavioral control of organization. In bureaucratic system, monitoring the control system is well defined. In low-control companies, self regulatory approach is applied or individuals monitor their own behavior.
Risk taking: This refers to up to which level individuals feel free to take risk, introduce new ideas freely without the fear of being ridiculed or criticized.
The workplace culture is either decisively created from the beginning or is developed with time to time through experiences faced by the set team of a workplace. 
As argued by Emmens et al. (2018, p.23), it is not necessary for a company to maintain and manifest the set culture from the beginning especially when breaking the prevailing culture is in demand. 
A contradiction between culture and structure: According to Mills (2017, p.61), value based leader of a team monitors the culture whereas the management looks after the structure of that company. This draws that the leader strives to bring change to the company based on individual interpretation. However, as argued by Kim (2018, p.23), the leaders give preference on values, beliefs, principles and styles whereas the management mainly focuses on the objectives, mission, strategies and plans to meet the set goals. But if the outcome is judged, both leaders and management are result driven; only the way to approach is a bit different. 
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Figure 1. Culture vs. structure
(Source: ATRIA, 2018)

Criticizing the usage of culture by managers began in 80’s. Most of them focus on the ways in which the cultural assumptions can redefine ideology of management. According to them, organizations do not consist of any culture. Parker (2000, p.11) stated that many theories of workplace culture are old. They denote contradiction between organizational culture and organizational structure. 
According to Rogoff (2003, p.78), a strong culture is a common representation of the company among the most appreciated companies. Leaders of these companies live their culture and go out of it every day to convey their set of cultural beliefs to those working and prospective hires. Conversely, wrong culture may pollute the whole company and can cause damage to the leadership. However, according to Wilson (2018, p.78), this may have a reverse effect in a way that when a set culture is produced before a fresher, he is under pressure at some point. 
Three concepts help to know the characteristic of culture:
· Social culture: this denotes group members’ duties. 
· Material culture: this includes examining the details achievement of a company and the ways to achieve it. 
· Ideological culture: this entitles a company’s values and beliefs as a whole.
For further understanding, an evaluation of culture of Tesco is done below.
The core values are the basis of the ideological culture of Tesco:
· Passion
· Quality
· Diversity
· Leadership
· Collaboration
· Accountability
· Employee empowerment
· Decentralized decision making  
To meet these values, the company insists on individual contribution in teamwork and valuing their asset which is individual vision. 
Leadership at Tesco follows decentralized structure where employees have enough space to participate in the decision making process along with flexible work environment. The company allows the employees to execute their duties without hard supervision. This form of laissez-faire culture has resulted into high level of innovation. It follows rewarding its staffs through financial and non-financial incentives to motivate them. The culture of this company includes involvement and empowering its employees for effective result and maintaining the brand image globally. Motivating the employees is the core culture that Tesco exhibits.        
 
[bookmark: _Toc511150446][bookmark: _Toc511150802][bookmark: _Toc511150214]Evaluation of the environment of an organization with proper analysis of organizational and environmental techniques 
To meet this answer, the evaluation of Tesco is taken. Tesco is a retail company dealing in food and drinks with its legacy recognized all over the country. 
External Forces: (PESTLE analysis)
	Political factor
	· Tax policy- the current VAT rate is increased from 17.5% to 20% by the UK government 

	Economical factor
	· Serves different countries worldwide with cultural diversities and competing tastes.

	Social factor
	· Increasing number of elderly people 
· Mobility issue for groceries

	Technological factor
	· Innovative ways to attract more buyers
· Disruptive technologies

	Legal factor
	· Reconstruction of policy

	Environmental factor
	· sustainability


 
Analysis: The Tesco Company is bound to obey the recent tax policy structured by UK government in 2011 to increase government revenue. Due to the increase in VAT rate, the sales revenue of Tesco got downwards. Fat tax was proposed to be included in certain products to control the obesity factor of consumers which will also have a negative impact on the sales revenue. 
Tesco serves a large number of consumers. So, keeping their preferences in mind while launching products and impressive ways of promotion to lure prospective customesr is a competing factor.
Due to increase in elderly customers, the tastes of this group need to be considered. Taking into account the mobility factor in favor of these elderly consumers, Tesco has introduced inline shopping as these people are tend to buy products online.
 The introduction of e-grocers created disruptive way in the technology of the supermarket. The disruptive technology was not upto the level of present technology of Tesco. So, most of the buyers are interested in looking for fast and present technology.
The government has reformed the agricultural policy. As a result, subsidies will go down and farmers will be unable to meet Tesco’s agricultural standard.
Tesco is adopting many measures towards environmental sustainability. It is focusing on utilizing greenhouse gases.
      
Internal Forces: (SWOT analysis)
	S
· International recognition
· Achievements 
· Legacy

	W
· Huge competition
· Lack of market research

	O
· Alliances
· Joint ventures
	T
· High price
· Surrounding pressure



Analysis: Tesco is a brand which is now internationally recognized for its brand value and quality service in retailing. Its legacy in history has marked it at a higher position globally. Much recognition was given for excellent retail service. At present there are many retail shops which are offering products at competitive prices. Some retail formats of Tesco did not prove to be successful which exposes the lack of market research.
Its renowned quality makes it appealing for other brands and chances of alliances gets broader. There is a possibility of joint ventures with local markets where the service of Tesco is not up to the mark. The prices of food are going high which reduces high profitability ensuring lower investment by customers. The prices of raw resources are also increasing as a result of which Tesco is unable to expand its supplier network. Besides, regulation by government is also threatening its revenue.       
Tesco towards sustainable development: Tesco supports the sustainable development theory and feels the need to work in alignment with the society. It believes that as the resources used in making of the products from the nature, therefore the responsibility is to give back a portion to the nature. The sustainable development goals of  Tesco includes zero poverty, clean water and sanitation, gender equality, quality education, use of biodegradable resources etc. Tesco was the first retailer in 2015 to publish full report of its food waste data. It also donated 49 million meals to food banks and charities.  This foundation has taken several initiatives and is still carrying on This company is working under four objectives:
· Sustainability of water and lessening the water stress on earth
· Spreading awareness towards the use of renewable energy
· Promotion of hygienic and healthy lifestyle
· Teaching about general social advancement.
Tesco has considered climate as a threat that brings challenges to supply chains. It has set new target on absolute reduction of 7% by 2020 and 35% by 2030. Tesco has set goals to achieve zero net deforestation by 2020 starting with palm oil, cattle products, timber and soy oil. In marine sector it is working with Marine Stewardship Council to increase certified frozen fish and sustainable counters. It focuses on zero discharge of hazardous chemicals into freshwater. According to its recent data, the percentage of waste that is recycled and reused as energy sources is 93% in 2017.          
Corporate social and environmental responsibility of Tesco: According to Alvesson, (2012) CSR focuses on economic, legal and philanthropic responsibility of an organization.  
Coca cola contributes 1% of its annual profit to various initiatives taken by it. It operates based on the objective of establishing sustainable communities. The roadmap of the CSR activities of Tesco caters to:
· People: a great workplace atmosphere so that employees are motivated to work together.
· Planet: acting as a responsible citizen to strike a difference thereby contributing in the sustainable development. 
· Profit: maximizing long-term returns to shareholders with due respect to teh responsibilities.
· Portfolio: introduce a portfolio of quality product brand by anticipating the desire of people.   
The board of directors identified the following initiatives under corporate social responsibility in collaboration with its bottling partners:
· Sustainability of water and solar energy projects to be undertaken.
· Employment teaching skills for differently abled and improvement of standard of life. 
· Employment skill enhancing training for retailers.
· Promoting education. 
· Improvement of waste management system. 
[bookmark: _Toc511150447][bookmark: _Toc511150803][bookmark: _Toc511150215]Critical analysis of the ethical and cultural behavior of an organization 
According to Nikpour, (2017) ethic is a tool to govern well and it can affect public trust. Any organization’s ethics direct it to operate in a sustainable way. Corporate ethics include individual ethical values of the manager and both the formal and informal policies on ethics of that organization. 
Perceived ethical culture is associated with ethical decision making of individuals whereas the culture comprises of the wholesome beliefs of the organization. The ethical culture is encouraged by authority and management and also from an organization to make ethical decisions. Perceive ethical culture is the perception of individuals about the ethical and unethical dilemmas in the workplace. 
Therefore, ethical culture is created by leaders and culture of an organization is maintained by the manager. 
According to Handy, (1984) in formal organization, the manager carries on organizing process and as a result of this an organizational structure is created to do the systematic work. Formal organization spells out the job of each individual. This is done to maintain and achieve organizational goal. But it is argued by Liu, (2018) that in informal organization, every individual does the assigned task based on interactions. 
The advantages of formal organization are:
· Systematic and smooth working process.
· Work is divided and assigned to individual. So there is no overlapping or duplication of work. 
· Coordination among different departments.
· More work oriented than interpersonal relationship development.
Disadvantages of formal organization are:
· Emphasis on work ignoring the human relations.
· Does not give importance to psychological and social needs of employees.
· While following the chain of command, actions are delayed. 
In informal organization, individuals are assigned job and while doing the job they interact with each other and develops some social groups. 
The advantages of informal organization are:
· Faster communication.
· Takes care of social needs of employees.
·  The managers can know about the feelings of the employees. 
Disadvantages of informal organization are:
· As there is a scope of social communication from the part of employees, most of the information is rumors which mislead them.
· No smooth progress of work is seen.
· If employees oppose the management, it becomes tough to manage them along with the flow of work is hindered.
· Gives more emphasis on individual interests. 
Any organization follows some tools to publicize their product. These are the communication channels through which they interact with the internal and external public.
Discussion about the internal communication tools:
· Open door policy: free space for interaction among employees with each other. Communication on a regular basis takes place.   
· Clarifying the roles and responsibilities of everyone so that no misunderstanding takes place.
· Training: it not only involves the practice of principles but also gives the parties- the trainer and the practitioner some space to freely express. 
· Using online tools instead of meetings so that the whole project is centralized and takes less time.
· Coffee breaks should be there among different team members breaking at several times. 
Discussion about external communication: it involves the promotion process of a product. 
· Advertising: it is a form of paid communication.
· Sales promotion to draw short-term sales. Products are launched with the presence of prospective consumers.
· Public Relations: for constant interaction with the customers, a result driven tool is public relations. The public involves the shareholders, consumers, lawyers, employees etc. 
· Direct marketing: communication established without any intermediate. It is used to deliver messages and service. It makes personal communication effective. 
Barriers to effective communication:
· Language: often the employees feel problem to communicate with each other as language poses as a challenge. The way to overcome it is the use of native and local language.
· Communication: most offices have closed doors and for this the proximity factor lacks. So a positive ambience for free interaction should be there. 
· Culture: In workplace employees from diversity of culture work together. So the clash among them is a common factor. But respecting each other’s culture and choice is the ethic that every member of a team should follow.  
· Emotion: another barrier is the mistrust which arises from the fear to share with the colleagues. To check this, there should prevail a friendly atmosphere where everyone will cooperate with each other. 
· Difference in opinion: the most faced problem is the difference of views among the working employees and the clash of opinion. This is solved if there is scope for effective communication and everyone respects each other’s opinion. 
The ethical behavior enjoys some benefits:
· Ensure customer loyalty: company may cheat consumer at once, but for the next time when the consumer will get to know this, he is not going to visit that company again. So loyal customer base is the key to success in business. A company’s ethical behavior may create a great impact in the market.
· Retention of employees: every employee wants a job satisfaction and deserving wage from the company where he is working. When a company is loyal and fair to its employees in case of layoffs or reorganizations, a good relationship and retention sustains in that company among the personnel and the employees.
· Avoiding legal issues: If a company cuts the corners for the sake of profit, it ignores the legal rules related to employees and the company which creates a negative impact on the employees and the customers.
It has some drawbacks too:
· Extra costs: following ethical way of business means being truthful and honest. So it may generate some additional costs while comparing with other companies who may not do it in that way too.
· Less competition: There is very few business entities who act ethically. So for the ethical business there is chance of being isolated from the present market.
The cultural behavior also has some advantages:
· Improvement of productivity: Employees who are aware of their workplace culture know their goals clearly. So they are more committed towards their work.
· Increase in marketability: Every organization has its set culture which gives it identity in the market. 
It also has some disadvantages:
·  It is unavoidable.
· It gives the employees their identity which they thrive to keep up. So when a change is need, the employees may disagree with the change.
· This culture sets the code of behavior. So it may be possible that it resists any growth of innovation or new concept within the employees.
Relationship between culture and ethics: these two concepts are correlated. Culture influences ethical perception. On the other hand, direct and indirect impact of ethics on culture is also seen. According to Alvesson, (2012) cultural values impact on perceived ethical situation. Therefore, this ethical perception helps in the process of ethical decision making. The behavior is shown in two broad ways- by means of public or corporate statements and another is by collecting ethnic groups. Culture of a company is linked to the ethical behaviour of its manager. Therefore, organisational culture comes from the individual beliefs and ethics are a part of it.             
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From the above study it is clear that the organizational culture nourishes a company’s performance. While constituting the culture of a company the company must consider the ethical and organizational norms and the individual opinion related to this. There are many definitions present in support of culture of an organization, but few have prioritized value over culture. While stating the culture of a company, sustainable development goals and social responsibility is elaborated in detail. The individual beliefs vs. cumulative ideals are the competing forces in the form of leadership and management. The ethical and cultural behavior of an organization takes place in the form of formal and informal organization. In fact the communication faces some sort of challenges which are overcome by practice. Analysis of a renowned organization in terms of its internal and external environment is done to be familiar with the impact of culture and its potential influence on a company's performance. Also critical analysis of culture prevailing in a workplace is done with reference to the culture adopted by the Tesco Company. Thus, it is made clear that each and every organization practices a certain culture which makes them unique from each other.                   
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