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Executive Summary
Employees choose to work for a firm for a variety of reasons, and organisational culture is a big part of why they stay for the long haul. More specifically, an organization's culture is what helps employees feel like they're a part of the team, which can affect satisfaction, motivation, and, eventually, performance.
The problem is that, as more people work from home, and many work part time, that make up corporate culture no longer within the control of businesses in the same way and to the same extent as they formerly were. As a result, it's critical for company leaders to consider how internal and external factors like COVID-19, Brexit, and other ethical dilemmas are affecting organisation, as well as what they can do to maintain a healthy organisational culture for their employees.
This exploratory report elaborates the impact of organizational culture on organizational performance by using different models, tools and techniques and give some recommendations before conclusion.
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1. Introduction
Workplace culture is an environment made up of values, interests, beliefs, habits, and Education that make people's behaviour. Culture can be communicated within the shape of the experiences of all sorts of employees and is impacted by the proprietors, administrators, and administration staff of the organization.
Workplace culture is set by making, organizing, and defining the culture of the company. Culture looks superior within the way businesses are seen and within the way workers dress, but it flourishes within the demeanour of employees by setting objectives and giving value to employees and customers. It impacts Strategy of the business and plays a critical part in gaining organizational productivity and culture.
External factors of the environment are beyond the control of the organization. These factors incorporate the social environment, the political situation, the technology environment, and government policies and controls. The external environment consists of all external factors that can affect the functioning of an organization. There are two parts of external environment, direct interaction, and indirect interaction,
A direct interaction sort of involvement quickly and straightforwardly impacts the organization by implication, the indirect interaction sort of environment contains an auxiliary and more affect on the organization. The categories of environmental forces that interact directly incorporate proprietors, customers, suppliers, competitors, workers, and unions.
On the other hand, the categories of indirectly interacting environmental forces incorporate social, cultural, political, legal, technical, economic, and global impacts. Indirectly interacting forces can have a greater impact on one organization than another due to the nature of a specific business.
The Proliferation of Covid19 and measures to control it have had a significant effect on the UK economy and globally as well. UK GDP is evaluated to have declined by 20% within the second quarter of 2020. That was by distant the biggest quarterly drop on record. The segments most influenced were those where a moderately high extent of shopper investing includes face-to-face contact or social action, these include food, accommodation, and recreational services and those that were most influenced by government confinements (transport).
This report includes a full account of Asda’s workplace culture and its impact on organizational viability. Critical evaluation of external environmental analysis (PESTLE), (SWOT) and critical evaluation of industry analysis (Porter’s Five Forces) also be discussed. The McKinsey 7’S model for internal factors and analyse the web culture of Asda will also be discussed. Kotter’s 8 Step Approach, Beer’s Model and Hofstede’s Model is also part of this report to understand organisation culture change.
This report also focuses on the impact of ethical practices on Asda’s stakeholders and how ethical dilemmas can affect Asda’s culture and its performance.
[bookmark: _Hlk81679008]2. Asda and its Environment
Asda was established in Yorkshire in the 1960s. Annual sales for 2019 was £22,899.2m. Asda have more than 145,000 committed employees serving more than 18 million customers who shop in stores every week, and 98% of UK homes are serviced at www.asda.com. (Asda, 2021)
Last 20 years, Business environment at Asda has changed dramatically. Typically, ASDA conducts research to identify changes in the business environment and respond to the client demands identified by its research. Both its internal and external environments affect the operation of the organisation. Asda use PESTLE as one of the research models. This analysis of the macroenvironment will lead to the identification of a number of opportunities and threats (Griffiths & Wall, 2011).  
2.1.1.	PESTLE ANALYSIS
Political
Brexit has become a stumbling block. Asda should conduct a supplier chain audit. The ensuing declarations between the UK and the EU must be deemed to have helped both sides.
Economic 
Asda must consider the factors from pay scale to fuel prices as they have notable affect on pricing. Many People lost their businesses during the 2020 lockdown and buying power has declined.
Social 
Identifying social aspects can aid in the promotion of new products and services to the market as well as the progress of the company's departmental strategies. As a result of the growing demand for ethnic food, Asda provides a variety of foods to clients of various ethnic backgrounds.



Technological 
After the covid-19 Pandemic customers prefer to use online services using technology. Asda learn this habit quickly and improving his online services using technology such as mobile app, click & collect and website.
Environmental 
Asda focuses on shrinking the packaging with better quality. It will no longer produce non-detectable black plastic in its own-brand by the end of this year and will make all of its own-brand packaging 100% recyclable by 2025 (Asda, 2020)
Legal 
Minimum wage and unfair dismissal of an employee can affect the image of Asda if this happens Asda can face heavy charges by employment tribunals. It should be mentioned that Asda shop floor workers have won the latest round of a legal battle with their employer over equal pay in a ruling has been hailed as a potential “game changer” for more than half a million retail workers (INDEPENDENT, 2019).
2.1.2.	SWOT ANALYSIS
SWOT is used by Asda to identify its microenvironment. It can also be used for macro environmental factors. 
Strengths
Asda is the 3rd leading superstore with 630 outlets in UK which provide low-cost products and service to its customers. Introducing own brands in different products increase its strength and control on prices. Large economy, advanced technology and loyalty programs are also the key strength of Asda.
Weaknesses
There is a perception that quality of products is not as good as its rival stores. On the other hand, Aldi and Lidle sell less expensive products. Asda does not have local stores as its rival have, this is its major weakness. 
Opportunities.
There is an opportunity for Asda to collaborate with cross border retailers to acquire or merge to expand the business. For example, Asda can acquire small retails like it did in 2011 by acquiring focus DIY stores to open local stores. Online platform is another opportunity, online shoppers grow after covid-19, it is important to improve its online services along with delivery time.
Threats.
Asda’s mail rivals are Tesco and Sainsbury’s, but Lidle and Aldi are also giving tough time by introducing low price products. Also, online shopping is a new threat as more customers prefer to order online for example Amazon is also delivering grocery items. 
2.1.3.	Porter’s Five Forces 
1.The Bargaining Power of Suppliers
Asda has less buyers but more suppliers, leading to weaker supplier bargaining power and weaker control over prices. 
There is no competition between Suppliers. This means that there is no other option than the merchandise offered by the seller. This increased the suppliers bargaining power
2.The Bargaining Power of Buyers
Asda deals with more suppliers while buyers dealing with few retailers, buyers have no control on price and their bargaining power decreased. 
buyer returns are down, they are pressured to buy at a lower price. This resulted in decreasing power of buyer.
3.The Threat of New Entrants
Asda has few rivals in the industry. Therefore, any steps by the enterprise will be less noticeable, current transactions within that department will be less competitive.
Because fixed costs are important in the industry, businesses must operate with a maximum capability. if demand declines, they will reduce the prices and traditional corporate competition will become a more established force in the industry.
4.The Threat of Substitute Products or Services
Due to less alternatives available for products produced within industries, The readily available alternatives are meaningless, and they are also being developed in minimal industries. This implies that there is no restrain to the maximum benefit an enterprise can make within the industry. Threat of alternative products weaken by these factors.
Asda is buying the products at low prices but high quality but other alternatives available are expensive for the same quality. Asda less likely to switch to other alternatives. Therefore, threat of alternatives is low in the industry 
5.The Rivalry 
There are few rivals of Asda which are equally large and operates in a similar area therefore it is not possible for them to make any unnoticed development, that make them a weaker force.
To become a market leader Asda, need to compete with rival superstores and this competition between rivals become stronger force in the industry.
3. Asda Structure
Because ASDA's organisational structure is hierarchical, there will be fewer senior executives of the corporation controlling the employees below them. Furthermore, the CEO is on the top of the structure with decision power. These are critical judgments that should be taken by senior executives who have the necessary experience and expertise in this field. 
ASDA's structure is made up of seven tiers, each of which is connected by a six-tiers line of authority. As a result, some messages may be misconstrued. Stress is often caused by the hierarchical structure of the organisation or lack of delegation and empowerment (Mullins & McLean, 2019) The CEO has power over everyone and direct accountability for six subordinates. 
4. Asda Culture
There are four primary components to Asda's organisational culture. These components affect the behaviour of employees and, in turn, the organization's ability to provide value when providing retail and related services to customers. Asda's principles are Customers' service, Individuality is respected, Pursue quality and Honesty in action.
Asda always welcomes commitments from each worker to the success of the enterprise. Additionally, Asda aspires to distinction in the work of individual employees, teams, and the entire organisation. In maintaining integrity, Asda emphasizes the standards of honesty, fairness, and transparency.
5. Ethical culture
ASDA's operations aim to answer the problems of its many customers. Through decreased prices, and seeks to provide consumers with more inexpensive, healthier options. Asda is dramatically decreasing the environmental impact of its operations by employing a variety of sustainable strategies also look after any inappropriate conduct recognised by their staff. Asda's ethics team will covertly identify, analyse, and resolve issues. In 2020, Asda ethics received a total of 1,968 contacts, this was an increase of 15 contacts compared with 2019. 1,283 of these contacts contained ethics concerns or requests for ethics guidance (Asda, 2020). 
Business ethics is a discipline of practical philosophy that examines which norms can be established and brought to bear under the conditions of modern society (Lütge & Uhi, 2021). ASDA believes that it is doing its best to fulfil its social responsibilities with a wide range of stakeholders. When it comes to the Covid-19 safety measures audited by Shepper (Hawthorne, 2020)  Asda headed with an average score of 82%. Asda was affected by the covid-19 outbreak and saw the need to develop a wellness portal early in the pandemic and make it accessible to all employees, 
[bookmark: _Hlk81679281]6. Factors affecting the culture of an organisation
Internal factors that influenced Asda’s culture, using McKinsey’s 7’s model.
6.1.1.	The McKinsey 7’S model
[bookmark: _Hlk81659414]Model is used to describes Asda's culture and values. It is positioned as the fundamental aspect that distinguishes Asda's culture. McKinsey’s 7’s framework to analyse the internal factors will be used, it consists of seven factors that define successful businesses: strategy, structure, systems, style, staff, skills, and shared values, this offers an important factor for business success. Model represents the relations between seven areas and splits them into "Soft Ss" and "Hard Ss," is shown below. 
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McKinsey 7’S Framework
Source from Class Lecture week 6


Strategy 
Asda's cost-reduction corporate methodology is built on its trademark promise of "everyday low costs." The corporation has been able to maintain this policy due to economies of scale, the use of its enormous bargaining strength to achieve low pricing from suppliers, and the payment of low wages to staff. Asda has been chastised for paying its employees cheap wages, which has a negative influence on customer service quality. 
Structure
Due to the vast size and scope of its operation, which includes almost 145,000 dedicated employees who serve almost18 million customers every week. Asda's organisational structure has traditionally been highly hierarchical. Asda has introduced steps to delayer the organization's structure to reduce bureaucracy. It provides front-line employees with more information about how they operate their Sections in the stores.
System
Asda depend on various technologies to maintain its operations. New management outlined initiatives to simplify organisational procedures in order to get the company back on track. Asda redesigned performance evaluation system, the new system consists of only 6 performance metrics, significantly streamline the process.
Skills 
Asda's employees are impressive, having excellent skills and capabilities. Asda has defined duties, job roles and teaches staff based on their skill levels in those areas. It arranges frequent training and workshops, both internally and externally managed, to provide development opportunities for its employees.
Staff 
Depending on the urgency and the level of skills required, employees of various types of jobs and positions will be hired. Asda's human resources department uses a systematic approach to identify potential job vacancies or skills gaps involving all other departments.
Style 
Asda leads in a participative manner. It has Ability to involve employees in the decision-making process and management decisions through the use of a participatory leadership style.  Asda can increase employee motivation and establish organizational commitment and ownership among employees and other stakeholders through participatory leadership

Shared Values
Asda specifies and reveals its core principles to develop a creative and supportive organizational structure that enables people to perform at their best while increasing their organizational commitment and motivation. Asda’s core values include Innovation - Sincerity - Clarity - Accountability - Trust and Value.
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Strategy, system, skills, staff, style, and shared values are aligned with the rest of the organisation only organisation structure is misaligned. Asda's structure should be transformed from a well-organized bureaucracy to a departmental organization. Departmental structure was created to facilitate operations in new geographic areas. This did not happen, so the company will have difficulty operating successfully
[bookmark: _Hlk81679331]7. The Cultural WEB of Asda
It is necessary to be able to analyse culture in order to comprehend existing culture and its impacts. This can be accomplished through the cultural web. Cultural web describe how cultural behaviour, physiology, and metaphorical expressions affect and are affected by assumptions made by organizations.
Asda is employing the approach to investigate various aspects of the business and then putting the findings into practise to shape its employees' working experiences.
The elements of the cultural web are 
Stories
It was discovered that there was a mixture of facts about Asda's reputation among its staff. Negative remarks were discovered while conducting employee feedback. It revealed that management positions were abused, leaving staff angry and demoralized. Feedback also shows that most people are satisfied with the wages they receive for working long hours.
Symbols
Asda's brand image is well-known, popular among customers, and the logo is distinctive, standing out among competitors. Asda introduces children friendly shopping list that includes Makaton symbols for typical foods like fruit, vegetables, and biscuits. It helped to promote the business and achieve the marketing goals.
Power Structure
Asda has a hierarchical power structure, with management and Head Office making the majority of product and service choices. Management discusses the options before making a decision. Employees are given notice of decisions and are expected to comply.
Organisational Structure
Asda is the UK's third largest supermarket chain. For Asda to remain competitive in the marketplace, it must ensure that each product and service is made according to management's specifications. To meet organisational goals, Asda relies on staff to work in teams.
Control Systems
Asda operates in a carefully controlled environment, with management and corporate headquarters in charge of decision-making. Employees are trained in a variety of areas, some of them trained to deal with customers and suppliers. Employees are also given employment contracts that specify the length of their employment.       
Rituals
Asda evaluated its training on a regular basis and devised a more comprehensive training programme. All personnel receive training in order to guarantee that they have the skills and information needed to execute their everyday jobs. Asda provides development opportunities for employees by allowing them to learn from management and the work itself. Employees are encouraged to work hard and strive for promotions as a result of these development possibilities. New staff receive induction training as well as safety training.
[bookmark: _Hlk81679349]8. Changing the Organisational Culture
Organizational cultures are dynamic and ever-changing. They start with the mission and vision of the founders and then grow naturally through time. 
John Kotter’s model used to establish comprehensive techniques to implement changes.
[bookmark: _Hlk81679368]8.1.1.	Kotter’s 8 Steps
 1- Establish a sense of urgency 
The most challenging difficulty is figuring out why firms do not seek change with a sense of urgency to meet corporate goals. To create the sense of urgency required for change, Asda must commit to strategically allocating resources for development plans and execution, resulting in a combination of short- and long-term growth initiatives.
Throughout the Pandemic Asda Management find the way to keep the organisation running, which means doing all the old work (Anon., 2002). and learn from the basic concept of mutual needs between enterprises and communities.
2-Create a guiding coalition
During this age of technology, Outside members of the Asda guiding coalition, including as consultants, associate professors, professors, and professional groups from distinct or allied businesses, should be considered. The coalition should also use social media to spread change among the supply chain, stakeholders, and employees.  
3-develop a vision and strategy
Asda should think like a newly founded corporation again in order to develop a vision. The company's strategies and vision should be adjusted to match changing client needs and market conditions. The current model should be reviewed by the corporate management. The review will enable management to understand technology trends and the growing needs of customers. 
4- Communicating the change vision
Organizational success is based on clearly expressed visions. Asda's corporate mission must be communicated frequently and clearly. A company's vision can be communicated effectively in a variety of methods. Asda vision for change should be simple in order to clearly benefit all stakeholders while avoiding inconsistencies. 
5-Empower broad-based change
Employee empowerment entails holding them accountable for the enterprise successes, engaging and listening their suggestions. To encourage them to be more rationally involved, more authority needed from Asda for corporate reform. Employee empowerment should include managers who are supportive of the Company's changing methods.
6-Generate short-term wins 
Asda will achieve short-term success if its management introduces creative items, embraces new cultures, and provides measurable financial impacts. Asda has to move away from its existing traditional hierarchy structure toward a more flexible framework that can offer fresh and personalised solutions to customers.
7-Consolidate gains produce more change
Collaboration between multiple departments is a major difficulty during the selection of change projects. Asda management should develop teamwork in order to speed up the desire for transformation following the short-term successes. 
8-Anchor new approaches in the culture
Customer demands and new technologies create expectations for a dynamic and entertaining experience. If Asda implements core principles for sustaining profitable development through change, infrastructure will expand considerably, fostering a constant culture of change. This will be difficult to achieve until a shift in company culture is anchored.
[bookmark: _Hlk81679393]9. Organisational Performance Using BEER’s Model
Leaders are frequently unaware of — and sometimes unwilling to learn about — hidden impediments that obstruct their institution's development. To survive the pandemic, leaders must face the realities of their competitive environment as well as the hidden impediments that render their organisation ineffective. Let's have a look at the six obstacles:
1. Unclear Strategy and Values, Too Many and Conflicting Priorities
On paper, Asda's strategy is sound, but it hasn't been turned into a straightforward, rational, and widely understood "narrative" about how the company will succeed and the principles that should guide its actions. Asda's organisational behaviour is guided by a lack of well-defined and stated values. 
2. Senior team is ineffective and not really a team
Asda's leader meets with each team member individually to discuss their role and results. The entire team rarely gets together to discuss the business. Rather than confronting and resolving difficult strategic issues, the majority of the meeting was devoted to sharing information and providing updates on short-term operational issues.
3. Top Down or “Hands Off” Leadership
Asda executives are prone to becoming engrossed in operational issues and working "one step below their pay grade." Leaders are not visible; they spend little time conveying general strategy or direction and "forcing" productive dialogue to reconcile divergent points of view. To overcome festering problems, leaders do not face issues or people directly.
4. Poor coordination/teamwork across silos
Even with solid personal relationships, cross-functional, business, or regional initiatives are difficult to implement. Work on horizontal cross-boundary teams is viewed as secondary to achieving the goals of one's own unit (function, business, or area). Functions, business units, and/or regions have unclear roles, duties, and decision-making authority. There are conflicts between various activities that require coordination and collaboration.
5. Poor Leadership Skills and Development
Some senior managers are fit to lead cross-business projects or assuming an enterprise “general management” approach. When something significant needs to be done, managers return to the same "regular suspects." There are far too few possibilities for leadership and management growth. 
6. Poor or closed Vertical Communication
Employees are afraid to speak up about issues with organisational and managerial effectiveness. There are few places for open and public contact with senior management where managers and associates can do so in a low-risk atmosphere. It is against the cultural norm to have open public discussions about challenging matters. Senior executives hardly ask lower-level employees to notify them regarding the issues that are impeding the organization's efficiency or how they might be improved.
[bookmark: _Hlk81679409]10. Impact of Global culture on Asda.
10.1.	Hofstede's Cultural Dimensions Theory
This is a way of understanding cultural differences between countries and distinguishing how companies operate in different cultures. 
Theory identified the following categories 
[image: Timeline

Description automatically generated]

1. Power Distance 
Senior management ignore the opinions of employees at Asda who share their feelings about different practices inside the organisation. So due to the larger power distance, Asda faces problems such as high employee turnover and low labour productivity.
2. Uncertainty Avoidance
uncertainty avoidance refers to how civilizations differ in their tolerance for unpredictability. The level of tension among workers is represented by the uncertainty evasion index in this measurement. A higher score means stronger problem-solving abilities. Lower uncertainty avoidance ratings indicate relaxed culture. ASDA's culture includes a combination of the two, prefer lower scores to avoid uncertainty.
3. Individualism 
At Asda, a fundamental barrier limiting the workers' collectivism attitude is their ignorance of junior employees' feedback. The upper management's ignorance of the superiors' feedback makes it difficult for them to function as a team with their superiors, and it also prevents the organisation from improving, leaving employees demotivated.
4. Masculinity
The ASDA scores low on masculinity and femininity, indicating that the company's job responsibilities generally correspond between men and women, these job descriptions are not unfair or labelled.
[bookmark: _Hlk81703672]5. Long Term Orientation
In terms of strategic focus and development, ASDA is long-term thinking, while implementation and associated operations are more focused by short-term thinking.
[bookmark: _Hlk81679446]11. Recommendations
To promote productivity and effective working practises, Asda should adopt clear regulations and invest in technology and training at all levels of the corporate hierarchy. The COVID-19 pandemic's limits have quickly changed the goalposts for Asda, which takes its corporate culture seriously. Although ASDA's employees and managers are proud of the company's culture. Managers, on the other hand, must be more appreciative of their employees, treating each one equally and providing equal opportunities without discrimination.
Long after the immediate effects of COVID-19 have passed, Asda will need to embrace flexible working options and telecommuting to meet individual needs – with the potential to recruit and retain the best employees.
12. Conclusion
The examination of ASDA's organisational culture reveals that Profitable businesses do not have a rigid cultural preference, trying to hit the right balance to make a successful culture. ASDA has successfully established a strong corporate culture, which is deeply embedded in its diverse employees and is generally accepted.
The finding of this report show that all aspects of Asda culture have an impact on various aspects of Asda performance. According to this report, if employees' norms and values are aligned with those of the Asda, it is useful to attaining the firm's goals.
13. Reflection
This Module was absolutely unexpected; in my mind, I expected it to be another hectic class that I would not enjoy. MD Kalam, our lecturer, however, altered everything. He had a really unique and intriguing teaching style. Kalam continuously checked to see whether anyone had any questions about what he was teaching. Kalam kept it all quite easy for students, so that the tasks were straightforward for them.  I completed my assignment by following instructions he gave in week 10. Everyone understand what exactly he is looking from us in the assignment. I learnt more than I did in any other Module since he always managed to hold everyone's attention in class, which is something that some instructors struggle with.
One important technique Kalam told us about the assignment is how to analyse, evaluate and conclude the matter. I always use this technique whenever he gave us a task to complete in short span of time. Overall, the class culture was great. Students from diverse background and beliefs were together, when working on a group task it was great experience to understand each other and respect each other culture and beliefs. I had confronted an ethical dilemma during one task given by another lecturer for a group work and one of our group members complete the whole task by himself without consulting us. he told the lecturer that he done the whole work by himself, and the group members were not interested. I was shocked by his statement and learn a lesson that how ethical behaviour of one can demoralise other. 
Working together with my colleagues was an important element of group discussions for this module. Every member of the group was responsible for his part of the task. Members helped each other so that we can complete our task. Regrettably, I had a group member who did not turn up for a team meeting and did not offer any assistance. But we completed the task without her. Luckily other members were helpful and compassionate towards their studies. I tried to help by finding the right information online wrap up the whole information to present to our lecturer Mr Md. Kalam. Teamwork made easy to solve the given task as the task divided between the team members. 
I learned many skills during this term but the key skill for me is teamwork, how you can work together in an environment where people are from different cultures, values, and attitudes. Second skill I learned is use of technology, social media, and online research these really change my life as I am spending most of my time online to search different books, articles and journals, university online library is very useful. Finally, Mr Kalam was one of the lecturers I have ever had; he is very passionate, has great knowledge and grip on his subject. His friendly attitude and behaviour attract me to focus on the subject.
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Appendix 2.

Worksheet 1.2 — Impact of PESTEL on an organisation Week 1

Factor Impact on performance Impact on organisational culture
House prices could fall by up to 30% from their pre-Brexit level if there was
no deal, The performance of the industry is forecast to decline further but at | politics may also influence culture. Competing against other organizations
Political a slower pace, with an anticipated CARC of -0.5% for for clients or market share can be political in nature and influence the way
the five-year period 2018 - 2023, which is expected to drive the industry toa | an organization chooses to operate.
value of $129.6bn by the end of 2023,
Interest rates in the UK have been low in recent years, at 0.75% since August | Or82n23tions are also heavily influenced by economic factors. A market
crash or a recession will directly impact the sales of an organization. When
Economic 2018. In this way, mortgages are more

affordable, so the option of buying a house becomes more attractive

people are no longer able to afford a product or choose to spend their
money elsewhere, companies are directly impacted.

Socio-Cultural

More people are living in urban areas and close to the city which effect the
house prices and renting values

Social factors need to be incorporated into a company’s culture in order to
be successful. With the scrutiny of the public and instant access to
information through technology, companies are well monitored by society.

Technological

Consumer awareness s increased through online property search portals,
‘where an individual can compare rent prices, while this s the most

usual way for real estate agents to promote their offerings. In the UK, the
most popular property search websites are rightmove.co.uk, zoopla.co.uk
and primelocation.com

Usage of t make the organizational culture more social with easy
communication across levels. technology has a great influence on
organizational culture.

Environmental

Environmental groups are concerned about the detrimental impact of
housing development in the countryside. There are government-backed
grant incentives to use brown-field sites rather than destroy the open
countryside, although such sites are often in run-down, less desirable city
areas.

‘What we grow, what we eat, what we wear, everything influences our
lifestyle and the way we behave. These same factors also influence
organizational culture since people define an organization.

Legal

‘Tax deductions for mortgage payments or rent subsidies can negatively or
positively affect demand for real estate,

respectively. In the UK, government spending on housing allowance is one of
the highest in the world

Companies need to work within the legal boundaries of the country, which
in turn affects the culture. Labour laws, Companies Act, Trade Union Acts etc
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Appendix 3 Case Study Highways Agency — PEST analysis ~ Week 1

1. Describe the main external factors that a business organisation needs to be aware of
Political, Economical. Social and Technological

2. What are the main advantages for the Highways Agency of using a PEST analysis?
PEST analysis is a useful tool to analyse these external forces and help inform future

strategy and set priorities.
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Appendix 4 Class Exercise Week 1
[22/06, 10:35] Md Kalam

whatis Porter's Five Forces Model, why it is important and how it helps organisations
in developing strategies?

[22/06, 10:45] Tm Sidhu (1920725)
porters five factors is model to identify and analyse five competitive forces that
shape the industry and help to determine the weaknesses and strengths . 1

Competition 2 new entrants threat 3 power of supply 4 customers buying power 5
threats of substitutes
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Appendix 5. Costa Coffee Case Study Week 2

e Analysis using Porter's Five Forces framework reveals that a lack of switching
costs for consumers is an important feature of the market, influencing more
than one of the forces.

e It strengthens buyer power, even though there are millions of potential
customers and the marginal revenue provided by any individual is very small.

e It also means that new players, attracted by the relative immaturity of the
market, and exploiting its low capital and regulatory barriers to entry, can
appear and threaten the incumbents. ’

e It boosts rivalry between the major chains because there is nothing to lock a
customer in to a relationship with Costa, Starbucks, or any other player.

« In a competitive market, profitability is hard to achieve.

e How, then, has Costa been able to do it, and grow to become the UK's largest
branded coffee shop chain? The main reasons are that it has created a coffee
product and coffee shop experience that is demonstrably popular with
customers, used this as the basis of a clear brand identity, and continued to
expand its outlet chain into more and more locations.

e The latter is vital because in this market customers have to be able to go to a
bricks-and-mortar shop, and they will not be willing to travel far to do so.
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Appendix 6. Specsavers Case Study Week 3

1: Describe how Specsavers benefits from having?

workers who specialise in one area of the business.

the Optometrist has the responsibility for making sure that
customers' eyes are tested and for recommending the
appropriate type of glasses

a dispensing optician will have the responsibility of checking
that the correct glasses are provided for the customer

a store Supervisor will manage  team of Optical Assistants
Optical Assistants will have delegated authority to deal with
customer enquiies and make recommendation for selecting
frames, having been provided with appropriate training to give
them the necessary skills.

: Explain how firms benefit from having employees with

different skills working together.

Quite simply, versatlity allows you to get the most out of your workforce. By looking beyond
fixed job escriptions, you can capitalize on not just one, but al of an employee’s skills
Because working in this way maximizes your workforce's talents, you also help boost
employee motivation and satisfaction levels.

What's more, having versatile workers means you're better able to respond to changes, for
example market demand, technological developments, organizational restructuring, and
economic fluctuations.

Aversatile workforce also helps safeguard your organization's continuity, reduce staff
turnover, and boost your company’s image.
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Appendix 7. Activity 4.2: Different organisational cultures Week 4

Question:

Can you identify the elements of the organisational culture of each organisation?

[06/07, 10:52] Tm Sidhu (1920725)

Organisation A: outcome oriented, stability and Organisation B: Innovative and risk taking, team
oriented.
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Activity 4.3- Reading an Article and Understanding Different Organisational Cultures. Week4

[06/07, 12:40] Tm Sidhu (1920725)

Different scholars express doubt about the functionalist and unitarist perspectives on culture offered
by the key figures the ones offered by Hofstede. Hofstede's measurements have been censured for
the way that his sees don't cover variety inside public societies, and he proposes to a lesser extent a
job for individuals in creating societies.

Trompenaars and Arrangement and Kennedy concur with this reality. Helpful outlined the way that
workers who are fruitful in an association with a specific culture, may not be so in another, though
Schein characterized culture as a substance which is almost difficult to quantify,
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Appendix 8. Class Activity My First Day at Work Week 5
[13/07, 11:43] Tm Sidhu (1920725)

It is a well-known fact people have different temperaments, which is taken for granted in psychology,
interpersonal relationships but despite their temperaments, all people get nervous in certain
situations. One of the most typical cases when even the most self-confident individuals may feel like
a fish out of water is the first day at a new workplace.

Personally, | assess my temperament as a cross between being an extrovert and introvert. Sometimes
| am active, communicative, and feel like the centre )of any company; another day, | am self-absorbed,
thoughtful, and unwilling to talk to people.

My new workplace was an open office for about 50 Sales Executives, each hunting for new client,
making phone calls, making business calls, and rushing in all directions. My manager briefly explained
my tasks to me for the first day and vanished in the surrounding chaos. | was left alone with my
computer and a list of clients to contact. The manager did not even provide me with phone numbers
of people whom | needed to call to verify certain information. Besides, everybody around me seemed
to be too busy to be willing to help a newcomer like me. To put it short, all | felt in the first couple of
hours of my employment was anxiety.

All this makes the first day at a new job a serious and highly stressful test.
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Appendix 9. Weeks

What can organisation do to facilitate socialisation?

[13/07, 12:29] Tm Sidhu (1920725)

What Can Employees Do During Soci

There are different ways of approaches to new employee socialisation. Formal orientation
where company culture introduced also introduces new job and colleagues. Orientation
program is important which help new employees be successful.

Supervisor and co-workers and mentors have key influence over socialisation and the
information and support leaders provide determine how quickly employees learn about the
company politics and culture.

Leaders are instrumental in creating and changing an organisation’s culture. when leaders
motivate employees through inspiration, corporate culture tends to be more supportive, and
people oriented.

Leaders also shape culture by their reactions to the actions of others around them.

Reward systems used in the organisation, and the kinds of behaviours and outcomes it
chooses to reward and punish, the types of behaviours that are rewarded or ignored set the
tone for the culture. Service-oriented cultures reward, recognise, and publicise exceptional
service on the part of their employees

isation?

[13/07, 12:51] Tm Sidhu (1920725)

Proactive employees who build relationships at work tend to be more successful

Networking is important behaviour for new employees where arganisation does not have structured
approach to socialisation. |
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Appendix 10.  Group Activity 6.1 Identify the 7 S elements of the scenarios below. Week 6
Etrategy- to grow market share

structure- simple flat structure

system- formal system

skills-lower-level operational skills

styles-democratic management style

staff-low staff

shared values evolved and consequently the company values enthusiasm and excellence
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Appendix 11. Siemens Case Study Week 7
1. How does Siemens seek to provide good career opportunities for employees?

encouraging employees to identify ways in which they want to improve their careers and other aspects
of their working lives

It believes that engagement combines commitment and organisational citizenship. Engagement is
another way of saying actively involved.

building of a high-performance culture. Nothing helps an individual more than to be given
responsibility and to know they are trusted

2. Describe one of the systems that Siemens has created which provides development opportunities
for employees at work?

Siemens believes that there are many ways to make people feel valued and engaged. These range
from a pat on the back, a personal letter, or a special mention in a meeting, to a promotion or a higher
salary

Siemens establishes clear expectations. Targets for individuals are related to targets for the whole
business. Everyone plays their part in achieving great results.

Talent Management enables Siemens’ managers to engage and motivate employees throughout the
organisation
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Organisational Health Check

This quick seff-assessment has been developed to give you a general idea of the state of
your organisation in terms of overall good practice. Going through these questions will help
You identify the strengths and weaknesses of your organisation, and to draw up an action or
development plan

1._Stating our purpose No [ Nearly [ Yes

7.1 We have a mission statement

1.2 Our (current) aims (still) comply with our consfitution

13 We ensure that all the people working in our
organisation understand its purpose at an appropriate
level (staff_and volunteers)

Notes: Asda’s Missions statement and aims are clear.

2. Information on services and promotion of work No [ Neariy [ Yes

2.1 We have an up-to-date leaflet or written information on our [(J | (] @]
services

2.2 We have a website or Webpage with Up-1o-gate information

2.3We make information available to users with special needs,
on request

2.4 We prodUce an annual report

25 We keep our stakeholders (eg, funders and
potential funders, key organisations, and groups) informed
about our work such as sending them our annual report or

2.6 We make use of the media to promote our work (press | (] | ] ]
releases, radio etc.)

Notes: Asda is doing well in s field

3._Administration and paperwork No [ Nearly [ Yes

3.1 We have a clear administrative SyStem in piace

32 All our procedures are documented (so that staff
and volunteers know what to do in case of absences or sudden
staff changes)

Notes: Asda’s administration perform well

2_Finances No [ Nearly | Yes
4.1 We have written financial procedures (for banking, petty [(J | ] @]
cash, cheques efc.
42 Ve 0rodlice QUATENY TE00rs (a1 IEasT) On ACCOUNT: i o B K
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43 Accounts and financial reporis are presented to|[J |LJ [}
our Management Commitiee for review and planning (at
least quarterly)
4.4 We have a fundraising strategy which seeks funding from | | [}
avariety of sources
45 We know what level of reserves we need and whatwe can | (] |1 | ]
spend them on
4.6 We have this amount set aside o I
Notes: Asda’s procedures and strategies are well defined - -
5_internal Communication No [ Nearly | Yes
5.1 We hold requiar Stait meetings (as appropriate
5.2 Volunteers are invited o o represented al staff meelings
5.3 The mintes of staff or management meetings are available [ ][] | ]
10 all staff and volunteers
5.4 We communicate project updates internally on a regular | (] | ] O
basis
5.5 We hold an annual ‘away-day for teambuilding and/or | ] | ] O
planning for trustees, staff, and volunteers
Notes: need improvement
6_Governance or Management Committee No [ Nearly | Yes
6.1 We have a competent management commitiee and (] |LJ ]
actively seek out people with appropriate skills
6.2 We offer training and information to trustees on their roles [[] | ] [}
and responsibilties, on legal issues and changes in legisiation
6.3 We have an induction procedure for new Committee |[] | L] [}
members
6.4 We invite our trustees o teambuilding, planning and social | (] | ] 4]
events
Notes: perform well in this section
7. Compliance No [ Nearly | Yes
71 We ensure that we comply with the reguiatory [0 | ]
requirements of our legal structure and submit accounts
(where_required) and other required_material in a_timel
7.2We comply with statutory regulation and have clear O O [}
policies in place (including Health and Safety and Data
7.3 We are complying with other required regulation applicable | (] | L] [}

to our organisation (e.g., safeguarding)

Noles: Asda comply with rules and reguiations
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1. Training and Development

Near

111 We identify the training needs of staff and volunteers
through regular reviews or supervision

112 We have an adequate budget for traning and
development

113 We have an IT policy with a code of practice, which
includes the use of internet, email, and social media

11.4 We evaluate training for the benefit of the trainee, the
team, and the organisation

115 We have a written training policy linking training
expenditure to our development or business plan

O g g o g

Oogaoao

OO OO O

Notes:

12. Monitoring and Evaluation

Near!

Yes

121 Our senvices o projects have clearly defined outputs,
including those agreed with funders

Oz

12.2 We monitor our activities and collect information on 'soft
outcomes' (case studies, anecdotal feedback etc.)

O

2.3 We evaluale the resulls of our monitoring actvities

12.4We measure our_performance against  indicators or
quallty standards

Notes: good at montoring and evaluating

75._Planning our Service Provision

Near

3.1 We use monitoring data and user feedback to plan our
services

13.2 We have a work-plan or development pian and review it
reguiarly (short, medium, or long-term, as appropriate}

13.3 We have a business plan (I applicable) and review it
regularly

3.4 Our planning process involves staff, volunteers (as
appropriate) and trustees

135 We involve service Users in the planning
process (indirectly,  through feedback or
directly, _through representation)

O O o g oz

Ogaao

OO o O O

Notes: need improvement
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8_Equal Opportunities No [ Nearly | Yes
8.1 We have an Equal Opportunities policy that applies to all |[(J | ] ]
areas of our work
82 We comply with the Equally Act (2011)|0 |J [}
legisiation, including for recruitment of ~ staff and
volunteers_and_the provision of services
8.3 We monitor Equal Opportunities and use this information | (] | L] [}
to develop our services
8.4 We include Equal Opportunities in our induction and (] | (] [a]
offer training on equal opportuniies to all staff,
volunteers, and trustees on a reguiar basis
Notes: Asda comply equally Act 2011

9_Staffing No [ Nearly | Yes
9.1 All staff have an up-to-date contract of employment, job (] | ] 4]
description and terms and conditions
92 We comply with employment and equal opporiunities | (] | ] O
legisiation and inform Staff of relevant changes
9.3 All Stall reCeIve reqUIar reviews, SUppori, and SUperVision
9.4 Al Stalf are offered training and development activiies
95 There is a personal fie with records of review (] |1 |
and supervision sessions and other information tracking
personal development
Notes:

10 Volunteers No [ Nearly | Yes
10.1 We have a volunteer induction pack and procedure with | (1 | (] ]
information on our organisation and its polic
"10.2 We offer o felmburse our Volunteers expenses
10.3 Volunteers are covered by our insurance
0.4 Volunteers receive a clear task descripton, and |1 |1 |
their situation is reviewed informally or formally through
regular support and supervision
10.5 We offer training and development opportunities to allour [ [ | ] [}
volunteers
0.6 We Invite VoIUNTeers 1o Social events
10.7 We hold extt interviews with volunteers

Notes: done well
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4. Networking and Partnerships No [ Neary [ Yes

4.1 We actively network with otfier organisations

14.2 We work in partnership with other organisations

14.3 We evaluate our partnership working and include this info
when planning

Notes: doing well

5. Resources and Information Technology No [ Neariy [ Yes

151 Overall, we have sufficient resources to defiver our| (] | ] [ca)
services effectively

5.2 OUr premises have been assessed for healin and sarefy

15.3 We use computers in several areas of our work (not just
for typing letters)

1.4 We back Up OUr WOTK 0n a reguiar basis (at least monthl

15.5 We have adequate technical knowledge or support, to
cope with problems

Notes: perform well

Please use the space below 1o list other things in your organisation you feel are
relevant: This could be particular areas that require supportiand or issues you feel have
not been covered in this Health check

Organisation Name: Asda

Name of person completing this form: Sidhu

Contact details: Sidhu

Date: 27/07/2021
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Appendix 12 Country Comparison Hofstede insights Week 8

The distance between the power sources The United Kingdom has the lowest percentage of people
who believe that disparities should be reduced. Individualism The United Kingdom receives the best
score for being an individualist country that encourages children to think for themselves and forge
their own paths in life. Masculinity According to the score, the United Kingdom is more of a manly
type that desires to compete, succeed, and be the best - qualities that are also shared by the United
States. Values that are instilled in students from an early age. Avoiding uncertainty, they’re happy to
make it up as they go. Long-term planning with a score of 51, there is no preference for the United
Kingdom. Indulgence The British are notoriously indulgent.
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Appendix 13 Ethical Challenges Week 9

Activity 1

Your supervisor enters the office and asks for a cheque of £1500 for expenses incurred entertaining a
client last night. He submits receipts of restaurants and lounge. At lunch, your supervisor’s girlfriend
stops by to pick him up for lunch and you overhear her telling the receptionist what a great time she
had at dinner and dancing with your supervisor the night before.

What do you do?

Only thing you can do is just be a whistle blower as you are not sure how the money spent by the
supervisor; he may already inform the management.
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Asda’s McKinsey 7s

Aligned?
Strategy | Market penetration Yes
Structure Bureaucratic structure No
Systems | Few formal systems. The systems are mainly concerned with | Yes
customer support and order processing. There are no or few
strategic planning, personnel management, and new business
generation systems.

Skills Few specialized skills and the rest of jobs are undertaken by | Yes
the management (the founders).

Staff Few employees are needed for an organization. They are Yes
‘motivated by successful business growth and rewarded with
business shares, of which market value is rising.

Style Democratic but often chaotic management style. Yes

Shared Values | The staff is adventurous, values teamwork and trusts each Yes

other.





