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Academic Focus and Research Rationale

The CIPD suggests that a fundamental function of the HR department is to be focused on ‘organising and coordinating the workforce’ to realise organisational strategy and ‘deliver value and success’ (CIPD, 2020). The implementation of HR policies and procedures contributes to this agenda, but there is a strong belief amongst academics that the development and shaping of organisational culture can also make a meaningful impact on organisational performance. 
	There are multiple definitions of organisational culture within academic literature, ranging from the relatively simple ‘the way we do things around here’ (Balogun and Johnson, 2004) to the more robust definition put forward by Schein, who considers it to be ‘the pattern of shared basic assumption – invented, discovered or developed by a given group as it learns to cope with its problem of external adaptation and internal integration – that has worked well enough to be considered valid and therefore to be taught to new members as the correct way to perceive, think and feel in relationship to those problems’ (Schein, 1985). Furthermore, organisational culture is commonly defined to be a recurring theme of values, beliefs and attitudes that affect employee behaviours (Chin-Loy & Mujtaba, 2011). These definitions suggest that culture is an intrinsic aspect of an organisation which directly impacts the behaviours within, and therefore it is reasonable to speculate that it can have a significant impact on performance. 
Most researchers agree that organisational culture has a significant impact on organisational performance. Cameron & Quinn (2011) comment that ‘empirical research has produced an impressive array of findings demonstrating the importance of culture to enhancing organisational performance’. As an example, Denison (1984) recognised organisational culture as an explanation for the ‘differences in productivity among American firms’. He conducted a survey and analysed the performance data of 34 corporations to conclude that the ‘cultural and behavioural characteristics of organisations have a measurable effect on a company’s performance’. In later years, Denison expanded on this by introducing a model of organisational culture, developed from relevant research in the context of organisational performance. The model is based on four cultural traits: involvement, consistency adaptability and mission (Denison et al, 2006)
In Denison’s model, the culture of involvement has been broken down into three distinct traits of an organisation: the empowering of employees, the heavy reliance on team effort and the investment in employee development. (Block, 1991; Buckingham & Coffman, 1999). The benefit of empowerment (which is when an employee has authority, initiative and ability to manage their own work) pertains to individual performance. Employee performance can generally be defined as the degree to which an employee fulfils or surpasses their responsibilities. Spreitzer expands on this by commenting that ‘empowered managers see themselves as competent and able to influence their job responsibilities’, resulting in a highly proactive approach in executing these responsibilities effectively. (Spreitzer, 1995). Placing focus on a team effort can also enhance performance within the business, as teamwork can result in an increased ability to manage diverse and complex challenges (Saji, 2004). The ongoing investment in development then ensures that employees and teams have the relevant skills they need to fulfil their responsibilities on an ongoing basis. 
Denison’s model suggests that organisations have high performance when they have a strong culture of consistency which is well-integrated and well-coordinated. (Denison et al, 2006). Once more, this specific cultural trait is measured with three indexes: core values, agreement and coordination / integration. Seong (2011) summarises here, arguing ‘to the extent that all managers share consistent values, performance follows because of increased goal alignment and stronger motivation’. These shared values, in conjunction with well-coordinated and integrated activities that facilitate different functions working together, can bolster an organisation’s performance.
Adaptability is identified as a cultural trait of high performing organisations. Lawrence & Lorsch (1967) argue that this can sometimes be at odds to well-integrated, consistent organisations; but the need for an organisation to take risks, learn from mistakes and be adept at change management to be effective cannot be understated. Hypothetically, a high performing organisation must be able to interpret signals from the external environment and translate these into internal behavioural or structural changes (Kanter, 1983). Denison’s model proposes three indexes of measurement: creating change, customer focus and organisational learning (Denison et al, 2006).
The fourth and final cultural trait referenced in Denison’s model is the sense of mission within a culture. Hamel and Prahalad (2010) suggest that high performing organisations have explicit purpose and direction that define objectives to reach a desired future state. Strategic direction, goals / objectives and vision are the three indexes of measurement for the mission trait as per Denison’s model.
The four cultural traits within the Denison model are categorised by flexibility or stability, and internal or external focus. These categories are ‘aligned with modern theories of the dynamic tensions that exist as part of organisational effectiveness’ (Kassem & Ajmal, 2019). The fact that the model is structured in line with the recognised tensions of organisational effectiveness suggest it is an appropriate and contemporary method of evaluating organisational culture and how it impacts organisational performance. The model is ‘extensively employed by various organisations in other countries in order to evaluate organisational culture’ (Pirayeh et al, 2011), suggesting it is widely accepted and a credible means of evaluation. 

Problem Definition
FEI Foods Ltd is a rice manufacturing entity based in South Wales which has enjoyed significant growth in recent years.  The organisation had a turnover of circa £9 million in 2014, whereas this year it is anticipated that the business will turnover £86 million. The company has effectively doubled in size within very short timeframes throughout this period. While the ongoing success and growth is testimony to the internal efforts of the workforce, no analysis has been conducted on the organisational culture meaning there is no data available to evaluate it. It is currently unknown whether the success of the organisation can be attributed in part to its culture, or if the level of success has been achieved despite a weak culture. As the organisation looks to improve on its culture regardless of its current cultural status, it is currently impossible to effectively measure the impact of any culture related initiative at FEI Foods Ltd, which in turn means we cannot measure the impact on performance or establish any meaningful return of investment. 

Furthermore, the CIPD (2020) still consider the ‘research evidence on the link between organisational culture and performance’ to be weak, indicating that more research is needed to better understand this link. 

Research Question

The research question for this dissertation is ‘What is organisational culture and how might it assist organisational performance’, it being a case study within a manufacturing entity. To answer this question, the intention is to first understand the contemporary definition of organisational culture by conducting a robust literature review, then conduct primary research at a manufacturing entity then analyse that data to further understand the definition of organisational culture within a manufacturing context. 


Aim

It is my intention to further contribute to the research on the link between organisational culture and organisational performance by evaluating the culture at FEI Foods Ltd, understanding the theoretical impact it has on organisational performance and make recommendations to the organisation based on academic research within this field. The aim here is to improve the organisational culture to ensure organisational performance is optimised from a people perspective.


Objectives

To fully achieve the aim of this research, I will be endeavouring to complete series of specific objectives as highlighted below:

· Evaluate and assess contemporary definitions of organisational culture in a manufacturing context.
· Conduct a robust literature review to understand the theoretical impact of a positive organisational culture on organisational performance.
· Construct a survey questionnaire and a series of interview questions to best measure the culture at FEI Foods Ltd, using Denison’s cultural model as the relevant theoretical framework.
· Conduct surveys and interviews with relevant participants at FEI Foods in the interest of collecting qualitative and quantitative data.
· Analyse the results of the primary research to evaluate the state of the culture at FEI Foods Ltd.
· Make recommendations to the organisation, based on primary research and a literature review, to improve organisational performance by improving the organisational culture.

Research Paradigm and Method

This dissertation will primarily adopt a quantitative methodology approach, using positivism as a conceptual framework.  An objective research approach is required to mitigate individual subjectivity, providing empirical data from a large sample of the organisations population which should provide an objective evaluation of the organisations culture. Leedy and Ormod (2001) summarise that ‘quantitative research involves the collection of data so that information can be quantified and subjected to statistical treatment’. Statistical analysis of a large sample will not only mean an objective evaluation of the culture at FEI Foods Ltd is available, but we will be able to identify specific aspects of the data that highlight positive or negative aspects of the culture.
	 To complement this quantitative data, qualitative data will also be collected. Advocates of qualitative research suggest that quantitative data is too limited to for deeper understanding, arguing that quantification looks only at a ‘small portion of a reality that cannot be split or unitized without losing the importance of the whole phenomenon’. (Atieno, 2009). The qualitative data will offer some context to be interpreted alongside the quantitative, which should mean the organisation has access to empirical data with relevant commentary.

Data Collection

A survey questionnaire will be developed to evaluate various aspects of the organisational culture at FEI Foods Ltd. Questions will be structured with reference to the Denison Model. To ensure consistency and uniformity, the questions will have pre-determined ordinal answers as indicated below:

· Strongly disagree
· Disagree
· Agree
· Strongly agree

The population to be surveyed will be the indirect workforce of FEI Foods, where 80 responses will be required to achieve a confidence level of 95% that the response of the sample is representative of the wider population. Participants will be anonymous and selected at random.
	One-to-one interviews will also be arranged, with open ended questions offered that correlate with the questions in the survey so a body of qualitative data can be compared directly with specific elements of the quantitative date for that required context. 10 participants will be selected after the survey, again at random and anonymised. Paperwork detailing participation and consent will need to be completed in advance.
	There is full commitment to ensure the research is conducted ethically. The University has an ethics policy, namely ‘Research ethics and code of practice’, which will be strictly adhered to. In principle this will mean demonstrating honesty throughout, be rigorous with my methodology, respect the participants and employ open communication throughout. Deviation from these behaviours is simply not an option at any cost.

Methods of Data Analysis

Having completed the survey and one-to-one interviews, the quantitative ordinal data will be collated in numerous bar charts which will offer a visual on what elements of the culture are weak and which are strong. These will then be overlayed with Denison’s model so conclusions can be drawn on the current state of the culture. Qualitative data will be linked with the relevant quantitative data to apply some context and perhaps some reasoning on why certain aspects of the culture are weak. This qualitative data may serve to inform the practicality of certain recommendations that will be proposed based on the primary research. 

Resource and Time Management

Time management will be a key challenge during this research project, I have set myself a schedule of completion as below in order ensure the Dissertation is completed to the required deadline:

· Proposal – To be started October 2020, finalised and submitted November 2020.
· Literature Review – To be started December 2020, finalised and submitted January 2021.
· Research Design – To be started February 2021, finalised and submitted March 2021. Primary research to be delivered in February.
· Analysis of Results – To be completed immediately after the primary research, finalised and submitted March 2021.
· Completed Dissertation – To be started April 2021, bringing together all elements of completed work so far and finalising for submission May 2021.

The cost of the primary research and other budgetary considerations will be covered entirely by myself, with the support of FEI Foods Ltd. There are no concerns regarding the availability of required resources. Materials for the survey and questionnaire are available within the organisation and I have a personal laptop to be used to write the dissertation with relevant software and access to online library resources.
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