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[bookmark: _Toc183640575]         Developing a high-performance culture.

[bookmark: _Toc183640576]Induction.
In the research of (LaMorte, 2016) Culture is a way of people’s thinking of their acquired knowledge and beliefs an understanding of culture requires a comprehension not only of language differences, (LaMorte, 2016) but also differences in knowledge, perceptions, beliefs, attitudes, and behaviours. Culture can also be defined as ways of life it includes codes of manners, language, religion, dress, rituals, arts (LaMorte, 2016). This paper explores the influence of culture has on ever evolving modern world, meaning it has a purpose an identity in the organisational environment that fosters virtues of past and present (university, n.d.) Culture in a school setting is the system that is shared practices, values, and artifact that groups of people (i.e.) administration or academies interact with each other and make rules and regulations that is transmitted from one generation to generation through participation and learning (university, n.d.; Alqarni, 2022). In this paper it has assessed the culture in school organisation using Hofstede’s model of culture with other models Schein (university, n.d.; Alqarni, 2022). Culture is essential in school environment it promote inclusion and diversity, gives a sense of belonging to students and makes an environment where it shapes behaviour and value (LaMorte, 2016; university, n.d.). 



1. [bookmark: _Toc183640577]Definition of organisational culture.
[bookmark: _Hlk182570957][bookmark: _Hlk182672004][bookmark: _Hlk182674878][bookmark: _Hlk182675186][bookmark: _Hlk182694296]Organisational culture is a set of values shared beliefs, behaviours and norms that define shape a way individuals interact within an organisation (Indeed, 2022). All organisations create their own unique culture of its own it can be a small business or a big organisation they all have a distinctive identity (CIPD, 2023). Organisational culture influences on how people work together to represents the personality of an organisation along with influencing how employees proceed with their roles and make decisions amongst each other (Indeed, 2022, Watkins, 2013). Organisational culture is essential in an organisation to run accordingly to function and how it is perceived both internally and externally (Watkins, 2013, Indeed, 2022). Values is defined to what is important, Norm are defines as to appropriate personalities of employee’s attitudes, and behaviours, (CIPD, 2023, Indeed, 2022). Employees learn organisation value through training, socialising, (Indeed, 2022, Watkins, 2013). Elements of an organisational culture are the core values the underlaying basic standard principles that guide to (e.g., behaviour, innovation, teamwork, morals) (Watkins, 2013). The norms are the unspoken rules of the day-to-day practice dictate how work is done (CIPD, 2023, Indeed, 2022, Watkins, 2013) Leadership styles are the way leaders make decisions, communicate and motivate their team, Workplace environment is the physical and social setting employees manage collaboration autonomy and hierarchy (CIPD, 2023, Indeed, 2022, Watkins, 2013). Symbols and logos, ceremonies and mission statements give a tradition that convey meaning and strengthen culture in the organisation, the communication style how information is shared being open and transparent, informal (CIPD, 2023, Indeed, 2022, Watkins, 2013). Moreover, employee experience on how individuals keep their roles and interaction with others and their place in the organisation (Watkins, 2013). Furthermore, organisational culture has a significant role in the organisation a strong culture aligned with performance, productivity, efficiency, which boost a strong culture (CIPD, 2023, Indeed, 2022, Watkins, 2013). Engaged employees often can result a positive supportive culture, Retention where employees are more likely to remain in an organisation where they feel like they align with the culture of the organisation (Watkins, 2013). A well-defined culture reinforces a strong public image and customer trust in an organisation (CIPD, 2023, Indeed, 2022, Watkins, 2013). A well determine culture nourishes the organisation public image and customer trust. Moreover, there is the types of organisational cultures for example the innovative/creative motivate risk taking, innovation, experimentation (CIPD, 2023, Indeed, 2022, Watkins, 2013). Collaborative culture emphasises collaboration and employee welfare (CIPD, 2023). Result oriented culture prioritises outcome of achieving goals and its performance (Indeed, 2022, Watkins, 2013). Hierarchical is observant on structure, stability, and control. Understanding and shaping an organisation culture is essential for leadership aiming encouragement to a positive and productive workplace CIPD, 2023, Indeed, 2022, Watkins, 2013. 

[bookmark: _Toc183640578]Models of culture.
 models of culture are a framework used to symbolise the shared beliefs, values, and behaviours of a society or organisation in other words models of culture influences human behaviour, cross -cultural psychology in organisations (Hogan, Coote 2014). Furthermore, according to (Nickerson, 2023) Geert Hofstede’s model empathises on six dimensions of culture that differentiate societies: 
· Power distance is acceptance of the unequal distribution of power (Nickerson, 2023).
· Individualism vs collectivism is point on group goals versus individual.
· Masculinity vs femininity gives priority for achievement and competition versus care and quality of life (Nickerson, 2023).
· Uncertainty avoidance comfort that comes with uncertainty and risk.
· Long-term vs short- term orientation value placed on time to come rewords versus immediate results (Nickerson, 2023).
· Indulgence vs restraint freedom of acknowledgment versus regulation of desires (Nickerson, 2023).

Moreover, Trompenaars seven dimensions of culture is a framework that focuses on cultural differences in business and management (Balan, Vreja 2013). The framework is for understanding cultural differences by weighing people’s preferences across Trompenaars seven dimensions (Gërguri, 2023; Vreja 2013)
Universalism vs. Particularism: Whether people emphasis on rules versus relationships.
Individualism vs. Communitarianism: People s personal verse collective goals.
Specific vs. Diffuses: How people separate work and personal lives and whether they view inter work relationships as significant (Gërguri, 2023; Vreja 2013).
Neutral vs. Emotional: How people give expression of emotions.
Achievement vs. Ascription: Status on performance versus inherent qualities (Gërguri, 2023; Vreja 2013).
Sequential vs. Synchronic time: Linear versus adjustable time orientated (Gërguri, 2023; Vreja 2013)
Internal vs. External control beliefs in controlling the environment versus adapting to it (Gërguri, 2023).

[bookmark: _Hlk182919803]Furthermore, Schein’s model of culture is used to understand culture within organisations (The World of Work Project, 2019) Edgar Schein’s organisational culture triangle says that there are different layers to cultures within all organisations (The World Of Work Project, 2019).There are shallow layers that have some impact on an organisation culture, or which may be some indication of what a culture is like (The World Of Work Project, 2019).There may be a deeper layers where there is greater insight to what a culture can be (The World Of Work Project, 2019). Artifacts: Are visible and tangible aspects (e.g., office layout or dress code (Westover, 2024).
Espoused values: Stated principles and goals (Westover, 2024).
Underlying assumptions: Deeply embedded, often unconscious pattern that determine how people of groups think, perceive, and feel (Westover, 2024; The World of Work Project, 2019). Schein’s models propose that the deepest is most influenced level of the organisations culture it is the assumptions. (The World of Work Project, 2019).

[bookmark: _Toc183640579]             Comparing and contrasting of cultural models.

[bookmark: _Hlk183040709]Father more the Schain’s model of culture examines at three level artifacts, espoused value, and basic conclusions (Dumetz, Vishnyakova et al. 2014).  Schain’s model of culture provides a close view to understanding how culture functions in an organisation (Dumetz, Vishnyakova et al. 2014). Trompenaars model Focuses on how interpersonal and interaction an organisation (Carvalho, Sampaio, Rebentisch, Carvalho, & Saraiva, 2019). On the other hand, Hofstede’s model focuses more on national culture and their influence on behaviours (Earley, Ang et al. 2006) The actions of individuals or collectivises but merely respondents’ views about existing social values “in my society” (Earley, Ang et al. 2006). But in any event, the identification of culture defined by, Hofstede, Trompenaars and Schain – as causal Tran situational preferences confront a variety of impediments. These include: Their unobservability; the possible roles of a host of other psychological constructs (desires, goals, motives, needs, traits, aversions, tastes, valences, sentiments, and so forth) (Earley, Ang et al. 2006). Although the trio have at time engaged in intense criticism of each other’s research they typically have much in common (Brendan Mc Sweeney, 2015). Their differences are minor variants on each other’s styles (Brendan Mc Sweeney, 2015). Put forward they share includes (1) national cultures are values -describes as invariant intermediate preference; (2) Universally shared by society and countries (Brendan Mc Sweeney, 2015). (3) Coherent free/integrated; (4) The underlying cause/ source of behaviour and artifacts; (5) Their stable; (6) Identifiable from the mean scores of answers to self-response survey questions (Brendan Mc Sweeney, 2015). (7) Contemplable in league tables and ranking. In other words, each national population location is convinced as a package of an undifferentiated measurable culture which moulds the social in its apparent geographical domain (Brendan Mc Sweeney, 2015; EURAC, 2019). Comparison: Hofstede Is more generalised but firm. Trompenaars can be easily adaptable and practical. Schein is deep and introspective more suitable for internal organisational analysis (Brendan Mc Sweeney, 2015; EURAC, 2019). Conclusion of Hofstede provides a foundation understanding of the social cultures, where is Trompenaars gives a practical layer for managing cross cultural interactions (EURAC, 2019) and Schein’s focuses on the inner working of culture within organisations. Together, these models compliment on each other’s by providing insights at diverse levels of cultures analyse (EURAC, 2019). 

2. [bookmark: _Toc183640580]Appling a cultural model on an organisation.
Hofstede’s cultural model can be a helpful l framework for addressing and understanding culture mixture in a school setting (Morera,2019) Hofstad’s model recognise six dimensions of culture, which can help teachers and administrators create comprehensive environments that adjust to teaching and learning methods (Brendan Mc Sweeney, 2015). Here it has been applied in a school environment using Hofstad’s method (Morera, 2019).
(1) School (a) that has a high-power distance culture:  Schools (a) with high PDL qualification i.e. Head teacher or teachers are seen as authority figures who are expected to be respected and obedience (Pittard 2003). Students do not question or challenge Head teachers (Brendan Mc Sweeney, 2015). School (B) with Low power distance; has a culture with teachers and students that are more democratic. Students are more encouraged to give idea’s ask questions and collaborate and be open with opinions and expression freely (Brendan Mc Sweeney, 2015; Pittard 2003). The application for school (A) will assess how hierarchical relationships influence classroom productivity and adapt to teaching methods’ accordingly (Brendan Mc Sweeney, 2015; Pittard 2003).
(2) Individualism vs. collectivism: School (A) has personal achievements for children and their creativity and self-expressions are emphasized. It also provides opportunities to develop understanding and apply knowledge to the cultural, environmental, historical, and linguistic characteristics of Wales (Barry, Walsh et al. 2024). School (A) ensures each child can develop literacy, numeracy, thinking, and problem solving as key learning skills. and school (B) has a similar policy for achievements as school (A) as for school (B) it also has different having a setting for additional needs children’s (GOV.UK, 2012).
Collectivist cultures: School (A) give attention to groups harmony and cooperation has a family learning activities to meet all cultural expectations of students and its communities (Barry, Walsh et al. 2024). Both schools have a balance in group learning that meet their cultural expectations of their students and families.

(3) Masculinity vs. femininity: This dimension examines the preference for traditionally masculine traits achievement, competition versus feminine traits (Morera,2019) (quality of life, care).

Masculine cultures: School (a) has sympathised competitions and measures success with students’ attendance and continuing of development to curriculum in Wales. Has a student attendance reward given to student that gain good attendance (GOV.UK, 2012). School (b) believes that every child should be given the opportunity regardless of their background, needs, age or gender can reach their potential by regular attendance (Morera,2019).

 Feminine cultures: School (a) emphasise on collaboration with other school for a holistic development and the well-being of students as well to respect and promote for religious and moral values and cultures of way of life (Tonbul & Olmez Ceylan 2021) School (a) has a development to embrace equality in overall areas of school life by being polite of other pupils needs and ethnic groups, religious bias and gender or age (Tonbul & Olmez Ceylan 2021; (GOV.UK, 2012). School (B) has a pupil voice that is dedicated to listening to their students by giving them the chance to be actively involved in making school decisions school (B) believes it has its pupils as stakeholders in education in their school (GOV.UK, 2012; (Tonbul & Olmez Ceylan 2021).
              4.Uncertainty avoidance.
            High uncertainty avoidance: School (a) has a structured environments with                 comprehensive strict rules and instructions of no bulling, respect of each other and preform and evaluate physical skill with fair play. (Tonbul & Olmez Ceylan 2021; Morera,2019). School (b) has a positive self-discipline through positive, building an assertive, discipline (Carvalho, Sampaio, Rebentisch, Carvalho, & Saraiva 2019).
Low uncertainty avoidance.
School (a) promotes a clam and friendly learning and creativity approach and allows any mistakes if it were to happen (EURAC, 2019). School (b) has a similar approach to school (a). Applying this to Structure to a teaching style and polices can align with the cultural prediction to students and parents (Carvalho, Sampaio, Rebentisch, Carvalho, & Saraiva 2019). 
5. Long term vs short term orientation. 
This dimension addresses a culture that focuses on future rewards rather than immediate results (EURAC, 2019).
Long-term: School (a) has a persistence and emphasis on discipline and focuses on future and nurture confidence, creativity, and imagination (EURAC, 2019). School (b) Teach children the importance of planning ahead for lifelong learning (Morera,2019; EURAC, 2019). School can balance teaching that honour traditions while promoting respect and kindness.
Short-term Orientation. School (a) gives attention on quick results and fostering instant gratification and use of practical applications of knowledge to engage their students. School (b) has a similar approach (Morera,2019; EURAC, 2019).
6.Indulgence vs. Restraint. The degree to which a culture permits gratification of things that can be through strict norms (Carvalho, Sampaio, Rebentisch, Carvalho, & Saraiva 2019). 
Indulgent cultures.
School (a) is more focused creativity to extend for self-expression and celebrate any achievements students achieve. School (b) is like school (a) in this section. 
Restrained cultures. School (a) and (b) both focuses to develop self -discipline through positive implementation (Assertive discipline) (Carvalho, Sampaio, Rebentisch, Carvalho, & Saraiva, 2019). By applying Hofstede’s cultural model used in both schools create environments that embrace cultural diversity and respect by motivating a better learning outcome and adopt specific learning styles for more beneficial outcome and robust community bonds (Alqarni, 2022).
[bookmark: _Toc183640581]Swot/pastel analysis using school organisation.
Strengths:
(1) Excellent academic reputation Students have a high scores of achievements and good attendance (Barry, Walsh et al. 2024).
(2) Experienced and certified teachers.
(3) Innovation curriculum with a Walsh learning policy (Barry, Walsh et al. 2024).
(4) Supportive to community has a PTA group active parent, teacher contact and with the local community (Bennett, 2017; Jerald 2006)

Weakness: 
(1) [bookmark: _Hlk183623970]Limited extracurricular programs fewer arts, sports opportunities compared to other schools (Bennett, 2017; Jerald 2006)
(2) Infrastructure issues outdated equipment and limited classroom space.
(3) Depending on local funding, financial stability dependent on Welsh government and donations (Bennett, 2017; Jerald 2006).

Opportunities:
(1) Can demand stem education (D2L, 2024).
(2) Can offer more after school clubs (Barry, Walsh et al. 2024).
(3) Grant and partnership’s chance to secure funding from Welsh government and other sponsors (Barry, Walsh et al. 2024).
Threats:
(1) Competition: Local schools private, or charter schools offering more ambitious programs (Bennett, 2017; Jerald 2006).
(2) Economic uncertainty: Cutting down on cost and extra teacher assistants (Barry, Walsh et al. 2024)
(3) Policy change: government regulations that effects funding and curriculum 
(4) Technological collapse: Reduced spending of time of recessions (Barry, Walsh et al. 2024).

PEST.
Political.
(1) Local Government: Welsh Government has dominance of school board’s decision on operational policies (Barry, Walsh et al. 2024)
(2) Funding: Changes can impact in public education funding (GOV.UK, 2012)
      (3) Regulations: Accordance with the Welsh government and national standards for     curriculum and teacher qualifications (Bennett, 2017; Jerald 2006).
(4) Education policies: Government capability priorities promoting positive education (e.g., STEM training) (Bennett, 2017; GOV.UK, 2012).

Economic.
(1) Economic growth: Appropriate expansion can increase more enrolment (Bennett, 2017)
(2) Household income levels: Cost of living can affect family’s capacity to afford extra tutoring (Bennett, 2017)
(3) Cost of performance: Rising of cost of living for salaries, resources, utilities (Barry, Walsh et al. 2024)


Social.
(1) Parental demand: Rising demand for more one to one education and more extracurricular alternatives (Barry, Walsh et al. 2024)
       (2) Health and safety: Attention to anti bullying and mental health and safety.
(3) Interest in trends: Sympathises on way of life education, skills, emotional capacity (Barry, Walsh et al. 2024).
Technological.
(1) EdTech increase: Options for more integrated smart tablets, and essential learning tools (Bennett, 2017; Jerald 2006) 
(2) Digital literacy: Increasing need to teach children skills in technology for future progress (Bennett, 2017; Barry, Walsh et al. 2024). 
(3) Cybersecurity threats: Shielding of students’ data and school web from hacks and unauthorised access (Barry, Walsh et al. 2024).

This swot and pest analysis points to the internal strengths and weaknesses for the school at the same time addressing the external factors that influence its success (Frue, 2024) overall school performance is well organised, but it must have continuous monitoring and training teachers (GOV.UK, 2012).

[bookmark: _Toc183640582]Conclusion.
Culture is the heartbeat of shaping a society it identifies as guide in and fostering have a sense of belonging in schools workplaces, in communities it embraces and promotes and strengthens relationships (Syed, 2024; Nickerson, 2023) It prepares individuals to thrive in a diverse world culture is more than just customs and tradition It has an importance role  for schools to create an inclusive environment where every child's voice is valued (Nickerson, 2023; university, n.d.) In our daily routine it reminds us of how diversity and the strength of culture makes us in unity culture is especially important as it will be beneficial for future generations to come (Alqarni, 2022) Cultures attributes have all aspects of local cultures tradition, Rituals. culture is learned is not biological we do not inherit it much of it is learning through unconsciousness (Alqarni, 2022) Culture is shared because it has to be shared with other members of groups so it can be acted socially in appropriate ways (Bennett, 2017; Alqarni, 2022) In a multiple cultural world when people have some types of connection that  must operate efficiently effectively with other larger culture  i.e. can be class in a social category based on people. it can be economic position it can be race in a cultural sense it is socially constructed meaning it is aligned with preserved differences between people based on their physical traits (Bennett, 2017; Alqarni, 2022). Heance up on researching cultural models (The World of Work Project, 2019)
 Schein, Hofstede’s cultural dimensions. It was noted that both models have a similar approach. Schein model provides a framework for artefact’s, espoused values and underlaying assumptions in the organisation (The World of Work Project, 2019) where is Hofstad’s cultural model has a several dimensions such as power, distance, individualism versus collectivism. Using both models is beneficial in an organisation (Westover, 2024).
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