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[bookmark: _Toc150635863]Introduction
The report writer will provide a comprehensive image of his organization's culture and context throughout this assignment. He will evaluate the organisations' ethical and cultural practises objectively. He will back up his claims using a popular scholarly approach. He decides why his employee left abruptly and within a short period of time, as well as how to address the issue utilising pertinent techniques.
[bookmark: _Toc150635864]Critically assess the culture and context of an organisation

The report's employer is a delivery company; thus, context and culture are crucial. The report writer goes into detail on the context and working culture below-
[bookmark: _Toc150635865]Culture-
A culture that prioritises delivering results is known as a delivery culture. It causes the next portion to concentrate on being irreversible, urgent, and clear. Solutions that address real-world issues Design-led development and continuous delivery-promoting structures.
(Kirsty Bashforth, 2019).
The report writer has divided his work culture into five sections, each containing instances.
[bookmark: _Toc150635866]Environment-
One advantage of a healthy work environment is happy employees. Your level of job satisfaction is directly correlated with your level of workplace contentment. A healthy workplace promotes the happiness of all its workers, but a toxic one may cause unhappiness. A sense of purpose and pride in one's work are also important factors in employee satisfaction. Businesses with contented workers usually maintain a healthy work-life balance. The worker feels empowered to carry on with their life away from the office. The report writer works in an environment that promotes health by treating employees equally. Within a company, each position has significance. Employee morale is increased when opportunities are given to everybody. Favouritism at work is an indication of a poisonous environment.
(Mullins & McLean, 2019).
[bookmark: _Toc150635867]Behaviours-
A company's work environment is healthy when every employee is responsible for their actions. People can feel secure enough to own up to their faults and ideas in a balanced work environment. Each employee may learn from obstacles rather than run away from them when there is open responsibility. Accountability cultivates a climate of cooperation, candid communication, reliability, and accountability. When they feel free to express themselves at work, people are typically happier, more focused, more productive. There is a degree of comfort in the workplace when people are allowed to decorate their workspaces in whichever way, they see fit. For instance, some workplaces may choose to have a casual dress code that permits staff members to wear whatever makes them feel most at ease. His behaviour is highly positive toward the company because the report delivery company treats everyone properly.
(Mats Alvesson and Sveningsson, 2015).
The report's author discusses workplace culture and behaviour, which are outward manifestations of workplace culture that one can see while starting a job at any organisation. The report's author will now go over three invisible workplace conditions below-
[bookmark: _Toc150635868]The way things are done at the organisation-
A well-functioning organization's hiring managers and HR specialists are aware of the qualities and values that prospective hires should possess, which helps them make better hiring decisions. When you apply for jobs, you will probably be drawn to organisations that share your beliefs. Good businesses have people who share the same ideals and are like-minded. They can collaborate well with one other. Employee performance is higher when they are happy with the corporate culture. They are inspired to work hard, cooperate with teammates, and contact management for assistance, when necessary, by the environment. An encouraging work atmosphere recognises achievements, which motivates staff members to aim higher in their roles.
(Bloom, 1956).
Every month, the report writer's workplace rewards the top employee, inspiring everyone to do their all in carrying out their assigned duties. 
[bookmark: _Toc150635869]Values and attitudes-
Employee communication regarding the company's values, mission, and vision has a big impact on the culture of the organisation. The organization's goals and strategies are outlined in the mission and vision statements. Generally, the company's methods and procedures are built upon its values. Even if a company's values, mission, and vision may not appear important, they have an impact on how its people feel and behave.
(Carney, 2021).
A company's culture is greatly influenced by its management, particularly because they set regulations, choose staff, and oversee training. The management team's capacity to successfully guide its workforce toward success is reflected in the health of the company.
(Ross and Savage, 2023).
The monthly report writer workplace book 121 toward each employee and their line manager to exchange ideas, help in doing job duties effectively, and foster a positive attitude toward everyone's work ideals and attitudes.
[bookmark: _Toc150635870]Fundamental assumptions and beliefs-
An assumption is something that is taken for granted. Assumptions are commonplace in daily life. We risk building a faulty basis for our comprehension of the connection when we assume something about the motives, actions, or situational awareness of others. To create a shared understanding of the issue, it is essential that we recognise and validate our own preconceptions while also providing the other person with the chance to do the same.
(Abraham, Norman and Conner, 2006).
The report writer asks himself questions like, "What did he intend to achieve?" to uncover presumptions. upon doing so? Which details regarding his role were communicated to him? How does he perceive our assignment?
Conviction that a certain event or situation will occur. It's common to have expectations at work about how coworkers will treat us, how the task will get done, and what kind of supervision we'll have. Our general life experience as well as experiences unique to our workplace and coworkers form the basis of our expectations. There's a feeling that "all is not right in the world" when our expectations are not fulfilled. Frustration and/or a sensation of being ignored or disrespected are present.
(Altman, Neal and Wolfgang Mayrhofer, 2022).
When the report writer's expectations were not fulfilled, he asked him the following question to ascertain his core beliefs: Why hadn't his coworker performed as anticipated of him? Why does his new boss not like the way he is handling this? Why wasn't he chosen for the promotion?
To evaluate the background and culture of his workplace critically, the report writer applies the Schein to it.
[bookmark: _Toc150635871]Concentrate on a single business issue-
Defining the issue as accurately and specifically as you can is the first step.
Like how personality only truly counts when there's an issue, culture only really matters when there is. You don't have an issue and you don't need to change your organisational culture if it is flexible enough to adjust on its own to new internal and external circumstances.
(Harrison Miller Trice and Beyer, 1993).
The primary concern raised by the report's writer is that employees frequently quit their jobs abruptly, which leads to serious problems for customer service. For example, food delivery can be problematic because there aren't enough drivers, and food preparation can be delayed because there isn't enough staff in the kitchen.
[bookmark: _Toc150635872]Organize a group to determine the root of the issue-
Since culture is ingrained in groups, in this step is to assemble a team of your people who can investigate the root cause of your business issue.
(Lisa Adent Hoecklin, 1995).

The report writer is starting to set up a meeting with the entire team to determine the reasons for employees' resignations.
In this stage, you utilise the culture model to comprehend how your problem relates to the various layers of culture.
[bookmark: _Toc150635873]Provide the ideal setting-
Establish a secure environment for your group's conversations to give them the best possibility of identifying the source of the issue. Nothing that a participant says during the group discussion should be later utilised against them. It ought to be a secure space where you may voice your opinions, challenge the existing quo, confront management, and take the side opposing the group.
(Hunter and Toronto., 1995).
To create the ideal environment for everyone, the report writer sets up a meeting with those who have chosen to leave the firm to find out why they did so as well as with recent hires to learn about their expectations of the organisation. 
[bookmark: _Toc150635874]Indicate the desired change-
After determining the root cause of your company's issue, your group should establish a goal to resolve it and achieve success. To comprehend the issue and determine a solution, the report writer chose to pose the following queries. How may behaviour change in a year if this issue was resolved?
(Browning, 2018).
[bookmark: _Toc150635875]Create a software to make changes to-
Now that the report writer has made it apparent where you want to go, it's time to create a change programme to get there. To start seeing results and building momentum quickly, the change programme should include activities like enlisting the support of senior management and focusing on quick wins. To accomplish the goal, the report writer selected three levels of improvement: enterprise change, change management processes, and individual change.
(Schein, 1988).
Edgar Schein's culture model is related with several benefits and drawbacks.
The model offers a framework or lens through which organisational culture can be considered and understood. By segmenting culture into layers, the culture model pushes you to consider culture in greater detail.
(Schein, 2017).
Since there is no universally accepted definition of organisational culture, the model that best suits your needs may probably vary from person to person. Cultures are shaped by individuals, thus what you may see as a cultural problem may be a problem with one or more individuals. (Kotter and Heskett, 1992).

[bookmark: _Toc150635876]Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.

The macro-environment is the way that a company's or sector's performance is influenced by the macroeconomic conditions in which it works. Rather than focusing on specific markets and industries, macroeconomics examines the overall amount of spending, production, and prices in an economy.
(Ramage et al., 2016).
The degree to which a company's operations are reliant on the state of the economy determines how much of an impact the macro environment has. The macroenvironment has a greater impact on cyclical sectors than on core staple businesses. Changes in interest rates and the state of the world financial markets have a significant impact on industries that rely heavily on credit to finance purchases and corporate developments. The ability and desire of consumers to spend can also be directly impacted by the macroenvironment. Big-ticket consumer goods and the luxury goods industry can both be extremely. 
(Kollmuss, and Agyeman, 2002).
The report writer performs a PESTEL and SWOT analysis of the workplace to conduct an organisational analysis; they are detailed below-
[bookmark: _Toc150635877]PESTEL-
A business analysis tool called PESTLE analysis examines issues from six angles. The report author provides examples of PESTLE analysis below-
[bookmark: _Toc150635878]Political-
Every company works in a political setting of some type. The workplace of a report writer is greatly impacted by political shifts like Brexit. His pizza company's costs have skyrocketed due to suppliers hiring workers from the European Union. Goods did not become more expensive due to tax increases. The spike in petrol prices brought on by the Rashia and Ukraine wars is also causing problems for the employer, who must pay an additional 20p for each delivery even though they will lose that money because they are unable to raise the price of the food.
(Gifford, 2011).
[bookmark: _Toc150635879]Economic-
Every firm is subject to the market economies in which it conducts business. The term "economic environment" refers to those aspects of the economy that influence how businesses operate, such as the economic system, economic policy, nature of the economy, trade cycles, economic resources, income level, wealth distribution, and economic laws. For instance, people's income levels do not rise, but because it is costly to leave, they reduce their spending. As a result, people can now afford to order takeout, and the report writer's workplace is gradually losing clients.
(Kandola, 2010).
[bookmark: _Toc150635880]Social-
A crucial component of any enterprise is the customer. PESTLE analysis's sociocultural column lets you investigate how societal and cultural trends, which are ultimately consumer trends, impact a company. For instance, to attract clients with incentives and discounts, the report writer workplace must maintain their social media presence.
(Lewis, 2003).
[bookmark: _Toc150635881]Technological-
Because businesses are using more and more technology, the T in PESTLE analysis is crucial. This is your opportunity to investigate all technological aspects that impact a firm, including the limitations and opportunities presented by technology. The report writer workplace features state-of-the-art technology that they use, such as work-specific navigation that makes it simple to find the customer's address and updates the relevant person as soon as they finish delivering the order so that it is ready for the next customer on time.
(Gill Robinson Hickman, 2016).
[bookmark: _Toc150635882]Legal-
PESTLE analysis is the same as PEST analysis, with an additional L and E. If you are familiar with PEST analysis, you may have recognised this. Legal factors are, of course, what the L in PESTLE analysis stands for. These legal and political concerns frequently overlap, but not always. This category could cover subjects like intellectual property laws, labour laws, and trade laws and how they impact businesses. For instance, to meet with current regulatory requirements, the report writer's workplace uses the most recent food regulations.
(Moran, Harris and Moran, 2007).
[bookmark: _Toc150635883]SWOT-
The letters W, O, and T stand for weaknesses, opportunities, and threats, respectively. The missions and visions of the companies could be similar. What sets them apart is their approach to achieving their goals and missions. Their choices will dictate how often they have opportunities, how vulnerable their weaknesses are, how dangerous their threats are, and how limited their strengths can be. SWOT analysis is explained in full below with examples-
(Dr Julie Hodges, 2021).
[bookmark: _Toc150635884]Strengths-
The report writer will identify the advantages that he can consistently leverage. The most significant one is devoted patronage. One does not always need the services of a delivery firm. People do not always place food orders. They don't order often, but when they do, they always order from the same business that has provided them with the greatest service in the past. The fact that delivery service providers are always available is yet another excellent quality. this implies that customers can place orders on their website at any time, from any location.
(Rees and French, 2016).
[bookmark: _Toc150635885]Weaknesses-
The world now revolves around technology. Delivering service providers are making every effort to embrace new technologies. The company that writes resumes lacks a functional IT department. consequently, they lose a significant amount of consumer orders when their website crashes. Delivery companies rely on research and development for their success; since the report writer's workplace did not initiate this service, they are unable to advance.
(Rayner and Adam-Smith, 2009).
[bookmark: _Toc150635886]Opportunities-
opportunities that the delivery service provider offered are frequently the result of outside influences. The report writer will focus as much as possible on his SWOT analysis to identify innovative prospects for his organisation. He intends to provide innovative products and services that will enable everyone to generate opportunities.
(Kotter, 1996).
[bookmark: _Toc150635887]Threats-
Numerous threats are aimed at the delivery provider. the most typical one in terms of price growth. Additionally, environmental change plays a significant role. For example, the report writer organisation missed a delivery due to bad weather, which affected the distribution of food to clients.
(Thomson and Thomson, 2002).
The model was developed in the late 1970s by Tom Peters and Robert Waterman, former consultants at McKinsey & Company. They identified seven internal elements of an organization that need to align for it to be successful. The report writer will examine each of the seven components in-depth and discover how coordinating their harmonious operation can enhance performance and effectively handle organisational change in the sections that follow-
The seven elements are divided into "hard" and "soft" categories under the model:
[bookmark: _Toc150635888]Hard Elements-
[bookmark: _Toc150635889]Strategi-
This is a company's strategy for creating and preserving a competitive edge over rivals. To attract and make offers to his customers, the report writer devises a strategy to find out what other people are doing.
[bookmark: _Toc150635890]Structure-
The organisation of the corporation is as follows. As a result, the report writer will create a structure that details the organisation of departments and teams as well as who reports to whom.
[bookmark: _Toc150635891]System-
These are the routine tasks and methods employees utilise to complete their work. To reward the best employees who do better at work, the report writer included a reward plan to the system.
[bookmark: _Toc150635892]Soft Elements-
[bookmark: _Toc150635893]Shared values-
These represent the organization's fundamental principles and overall work culture. To assign the best candidate to the best job, the report writer makes it apparent to all new hires when it comes to the company's ideals.
[bookmark: _Toc150635894]Skills-
The individuals' genuine abilities and capabilities within the company. The report writer hires qualified candidates and provides them with the necessary training to do the work effectively.
[bookmark: _Toc150635895]Style-
the chosen leadership approaches. The report writer led the team by using their strongest leadership abilities.
[bookmark: _Toc150635896]Staff-
The report writer employs optimal communication and listening techniques with his staff to enable them to perform to the best of their abilities.
It's likely that one or more of these seven components are inconsistent if something in the team or organisation isn't functioning. After pointing out these discrepancies, the report writer can attempt to bring these components into line so that they all support the common objectives and values of your firm. It is valuable in and of itself to analyse the report writer's current position about these components. But for it to work as intended, you'll also need to figure out what you want each factor's future state to be. This will assist the report writer in adjusting and enhancing performance so that his organization's seven components are all in line.
(McKinsey 7S Framework: Boost Business Performance, Prepare for Change and Implement Effective Strategies, n.d.).
[bookmark: _Toc150635897]Critically appraise the cultural and ethical behaviour present in one or more organisations.
Culture and ethics are intertwined. Culture shapes our sense of morality and ethical behaviour by influencing how we view and comprehend moral issues. Cultural standards and values, which can vary widely between societies, are often the determining factors of what behaviour is considered acceptable or inappropriate. In this sense, ethics both influences and is influenced by culture.
(Lisa Adent Hoecklin, 1995).
The report's author provides a detailed description of the culture and moral behaviour expected of employees-
It is unreasonable to examine ethical actions without explicitly taking the cultural context into account, as ethics is a component of culture. Cultural differences also exist in social roles, gender roles, institutional structures, welfare expectations, laws, and traditional rights, advantages, and obligations, in addition to the social and cultural construction of moral standards. It is therefore reasonable to anticipate diverse cultural reactions to consumption patterns. Stated differently, culture influences our perceptions of morality, responsible consumption, and the consequences of violating these values. Because different cultures have different ideas about what is best for the individual and what is best for society, defining what ethical violations should be avoided in the first place would change significantly based on cultural orientation.
(Pohl, 2012).
The Toulmin argument paradigm was employed by the report writer. It has six components that help the user construct and evaluate a logical argument in a step-by-step manner while also expanding on points of the argument.
(Cohen, M Diane Burton and Lounsbury, 2016).
A method for assessing or formulating an argument that bears the name of English philosopher Stephen E. Toulmin is called the Toulmin model. This paradigm of argument analysis was developed by Toulmin in the twentieth century. The Toulmin model, often known as the Toulmin technique, is an organised approach to evaluating or developing coherent and comprehensive arguments.
A Toulmin model consists of the following six parts-
[bookmark: _Toc150635898]Claim-
The main thrust of your argument is the claim. You are requesting that your audience accept this expression of opinion as true. The claim is a crucial component in the Toulmin model. The report writer, Carol, leaves the company abruptly after working there for a brief period.
(Hitchcock et al., 2006).
[bookmark: _Toc150635899]Grounds-
The justifications support your claim with proof. These are the evidence, facts, or logic supporting the assertion. Opinions from specialists in a field connected to your argument may also be included in the grounds. Ten employees leave per month after one month of employment, according to the report's supporting data.
(Hitchcock et al., 2006).

[bookmark: _Toc150635900]Warrant-
The claim and the grounds are connected by the warrant. This is what explains to your readers how the premises relate to bolstering the assertion. It may be mentioned explicitly or subtly. the document Writer presents his claim to the entire team and solicits their input to apply the appropriate element to address the issues. To find out why an employee is leaving the organisation, he also requests input from departing employees. To ascertain the new employee's expectations of the organisation, he also sets up a meeting.
(Hitchcock et al., 2006).
[bookmark: _Toc150635901]Backing-
Any additional support for your warrant is referred to as backing. Many times, there is an implicit warrant, and the supporting bolsters the implied warrant by providing a particular instance that supports the implied justification. It is a Toulmin model optional component. To learn more about everyone's opinions of the company, the report writer also adopted a survey monkey from a new and exciting employee.
(Hitchcock, 2017).
[bookmark: _Toc150635902]Qualifier-
A qualifier indicates that not every situation will support your assertion. Qualifiers strengthen statements by letting your audience know that you don't always believe what you're saying will be true for everyone. It can be quite challenging to prove your assertion if you utilise qualifiers like "always" or "never." Words like "some" or "many" serve to limit the claim, which strengthens it. In this phase, the report writer makes the decision to share his better choice with everyone and demonstrate how it will enhance everyone's working life.
(Hitchcock, 2017).

[bookmark: _Toc150635903]Rebuttal-
Your awareness of opposing viewpoints is a response. A rebuttal or qualification helps deter objections and makes your assertion appear more persuasive and objective. It also helps demonstrate that you have given your point considerable thought. Rebuttals can be useful in convincing sceptics in the audience to accept your point of view. At this point, the report writer explains to everybody involved how his actions would benefit both the organisation and the employee.
(Bouwmeester, 2017).
According to Kock (2006), the Brockriede and Ehninger typology of grounds pertaining to practical claims is inadequate for educational purposes. He argues in "Multiple warrants in practical reasoning" that the "motivational" warrant's singleton set ought to be expanded upon and improved.
(Kock,2006).
[bookmark: _Toc150635904]Conclusion
The term "cultural context of the workplace" describes how various worldviews, convictions, and principles influence how people from a certain area, country, or group approach their jobs, their work environments, and frequently how they interact with one another1. What distinguishes a business is its culture, which is its character and personality. Talent is drawn to and engagement is increased by a positive workplace culture, which also has an impact on happiness and satisfaction and performance2.
(Hofstede, 1984).
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