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1    Introduction
Company culture is how employees conduct themselves within an organization (Alvesson, 2012). Leaders form common ideas and values, and then spread and strengthen them through different media, eventually shaping the workers' ideas, actions, and knowledge (Alvesson, 2012). The background of everything a company does is determined by its culture. However, no single cultural template can meet all the needs of all companies, because industries and conditions vary greatly. For instance, the current global COVID-19 pandemic has made many workers transition from offices to homes. The most successful companies follow a common ideology: a strong culture (Shahzad, et al., 2012). Everyone agrees with high-level cultural priorities and these principles do focus on the company and its goals, not the individual. Successful business leaders reflect their culture every day and will not spare any effort to express their identity to employees and potential new hires (Shahzad et al., 2012). They understand their beliefs and how these values ​​shape and manage the operations of their companies.
Conversely, a dysfunctional culture can bring down an organization and its leadership. Employee layoffs, poor customer relationships, high turnover, and declining profits are all examples of the impact of a dysfunctional culture on organisational performance (Abu-Jarad, et al., 2010). Studies show that a strong corporate culture will emerge naturally if the right business plans and goals are put in place during and after the formation of a business.
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2   Barclays Bank Company Background 
Barclays Bank is a British multinational bank based in London, England. The bank is divided into two divisions, Barclays International and Barclays UK. The origin of the bank dates back to a goldsmith financial institution established in London in 1690 (Ackrill & Hannah, 2011). Barclays Bank introduced the world's first ATM in 1967 (Ackrill & Hannah, 2011). According to a 2011 report, Barclays is the most dominant multinational company in terms of ownership and therefore its influence on global market competitiveness and financial stability (Vitali et al., 2011). The bank has acquired several financial institutions, such as the British Linen Bank in 1919, Woolwich in 2000, Mercantile Credit in 1975, and Lehman Brothers North America business in 2008.
Barclays Bank works with around 140,000 people worldwide as of 2021. It is listed on the London Stock Exchange and the New York Stock Exchange as a secondary listing. The banking conglomerate is also a member of the FTSE 100. In the Forbes ranking, it ranks 297 in terms of market capitalization and 20 in terms of assets. Their mission statement is to "create opportunities to rise." It aims to use its advantages as a cross-border consumer and investment bank with roots in the UK and the US. Barclays' unique selling point is that it is a conventional bank with almost three centuries of banking expertise, having survived financial crises, external conflicts, agriculture, industry, and the present technological revolution.
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3   Business Environmental Analysis Tools 
PESTEL
PESTEL stands for political, economic, sociocultural, technological, legal, and environmental (Perera, 2017). This is an analytical approach that businesses can use to determine how external variables impact their operations and enhance their market competitiveness.
i. Political factors: These are changes in a nation’s policies and legislation affecting the economy e.g., labour and tax laws. 
ii. Economic factors: Are occurrences of fluctuations in exchange rates, inflation, economic recession, and market supply and demand. 
iii. Sociocultural factors: Include factors like a people’s culture, lifestyle, and consumer demographics.
iv. Technology: These factors include technological changes; how technological advancement is used in different industries and sectors. 
v. Legal Factors: Legal aspects that affect the business e.g., consumer law, health and safety law, and copyright law. 
vi. Environmental Factors: They include pollution, climate change, weather, and environmental laws.
Managers, marketers, and financial specialists can use PESTLE analysis to look at specific variables (not just money) as they make decisions about company goods or services.

   Porter's 5 Forces
Porter's 5 Forces is an analysis model that helps companies formulate competitive strategies and analyse industry structure (Goyal, 2020). The model is made up of five parts. All are external factors.
i. Competition in the industry: The strength of competing companies decreases as the level of competition increases. In the absence of competition, firms can do anything they want to grow their profits.
ii. New industry players: A company's influence declines when new (and more) companies enter the market. Most businesses want to operate in marketplaces or industries where there are fewer competitors.
iii. Supplier (seller) power: This part looks into how suppliers use their influence to raise the price of goods and services. When there are fewer suppliers on the market, their bargaining power grows.
iv. Buyer (customer) power: When customers have more negotiating power, they may influence product and service prices, resulting in lower prices.
v. The threat of substitutes: Easy-to-replace competitive products and services are a threat to a company's profitability.
When a business’s management uses these five forces, they can develop strategies to better leverage their strengths, overcome weaknesses, and avoid making mistakes that could give another company a competitive advantage.
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4   Barclays External Environmental Analysis
The Barclays macro environment will be analysed using the PESTEL strategic analysis tool. Changes in macro-environmental variables do not only affect Barclays Bank, but also participants from other foreign currency central banks. These factors can have an impact on a company's competitive advantage or the overall profitability of the financial industry.
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Political Factors 
The government laws of a country/region where a bank operates impacts the banks’ processes. Barclays does business in so many countries as such they must comply with different government regulations. The financial system has been improved by the UK government's Ring-fencing rules (Britton, et al., 2016). According to the rules, large UK banks must distinguish retail banking services from their other business operations. This is to protect consumers when carrying out their daily activities (Britton, et al., 2016). On the flip side, trade tariffs in some countries have negatively affected the banks' operations. For instance, the current tariffs have a serious impact on capital inflows to the United States and negatively impact US companies, which in turn has affected Barclays' US operations.
[bookmark: _Toc77778315]Economic Factors
Economic variables that benefit Barclays bank's business operations include favourable exchange rates and currency stability in the host country, as well as high infrastructure quality in the Foreign Money Centre Banks industry. On the other side, high unemployment, inflation, and interest rates may have a negative influence on the bank's operations.
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Social Factors
The culture and lifestyle of a society have an impact on the organizational culture in a particular setting. People's common beliefs and attitudes impact how Barclays' marketers understand clients in various regions and create marketing messages for consumers in the foreign currency central banking business.
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Technological Factors
Mobile and internet banking have been made easier thanks to new communications technologies such as fibre optic telecommunication and the Internet. Additionally, the bank has employed other fraud detection and online fraud protection systems, such as MasterCard Secure Code and Verified by Visa, which help consumers protect their cards when doing online transactions (Barclays, 2021). However, technological advancements bring with them cybersecurity concerns. Cybercriminals have devised new methods of data breaches, posing a threat to Barclays Bank and its customers' Personally Identifiable Information (PII).
[bookmark: _Toc77778318]Environmental Factors
Different countries have different environmental rules or laws, which can affect a company's profitability. For example, many European countries offer tax reliefs to companies that exploit or encourage the use of alternative energy sources. Because climate change is a huge challenge facing the world, Barclays has responded by focusing on its environmental efforts. Barclays has continued to work to improve its energy efficiency and lowering its carbon footprint.
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Legal Factors
Globally, the financial crisis led to the tightening of regulations and changes in regulatory institutions. Barclays' business and profitability are impacted by changes in the industry’s legislative and regulatory activities. It is also a big step ahead in the government's attempt to re-establish stability and trust in the UK banking sector after the COVID-19 pandemic caused uncertainties on global financial markets.
[bookmark: _Toc77778320]

5   Industry Analysis 
[bookmark: _Toc77778321]The threat of New Entrants
People are more likely to put their faith in major brands that they believe to be trustworthy, such as Barclays Bank. The banking sector is consolidating as major banks strive to provide all of a client’s financial requirements under one roof (Goyal, 2020). This consolidation emphasizes the significance of trust as a hindrance to entry for new banks attempting to compete with the established firms.
[bookmark: _Toc77778322]Power of Suppliers
Mortgages and loans, client deposits, mortgage-backed securities, and loans from other financial institutions are the four primary sources of capital for banks. If a bank relies on these four major suppliers, it may be certain that it has the resources to satisfy its clients' borrowing demands while also having the capital to meet their withdrawal expectations (Goyal, 2020). The market primarily determines supplier power, which is often graded as medium to high.
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Power of Buyers
While individuals do not pose a substantial threat to the banking sector, high switching costs are a key issue that affects buyers' bargaining power. Switching from one bank to another might be difficult if a person just has one bank to satisfy their financial needs (Goyal, 2020). Banks frequently decrease switching charges to entice clients to switch, but most people still prefer to stay with their present banks.
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Availability of Substitutes
Non-financial companies are presenting some of the most significant risks of substitution to the banking industry (Goyal, 2020). Substitutes have no impact on deposits and withdrawals; even so, non-banking firms offer a range of banking services, such as insurance, fixed-income securities, and mutual funds.
[bookmark: _Toc77778325]Competitive Rivalry
Almost anyone who requires banking services has access to financial services. As a result, banks must attempt to entice customers away from rivals. They do so by offering better loan conditions, better interest rates, a wide range of investment alternatives, and other advantages (Goyal, 2020). Banking competition is typically a competition to determine which bank can give the best and fastest services, however, it has resulted in most banks' ROA (Return on Assets) being reduced.
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6   Models of Organisational Culture
There are many models of organisational culture in the literature. According to (Schein, 2010), culture exists on three levels. Artifacts and inventions, which make up the constructed social and physical world, are the most obvious levels of culture. The values that impact behaviour make up the next level. Basic assumptions that arise as solutions to issues make up the third level. Culture has two layers with different levels of resistance and visibility to change (Kotter & Heskett, 1992). At a deeper level, culture refers to the values that members in a group share, and that these values remain constant throughout time, even if the group's makeup changes.
On a more obvious level, culture summarizes the organization’s behavioural patterns or styles, encouraging new employees to adopt them immediately.  Heroes, symbols, rituals, and values ​​are the four categories of cultural expressions classified by (Hofstede, et al., 1990). Symbols are gestures, words, pictures, or things with specific cultural significance. Heroes are people who, dead or alive, real or imagined, possess traits of cultural value and are therefore role models for others. Rituals are group actions that are not technically necessary but socially important in a culture and can be seen as performed for themselves.
An organisational cultural framework based on the “Competitive Values ​​Framework” was developed by (Cameron & Quinn, 2011). This framework describes whether an organization focuses primarily on the internal or external environment and whether it is oriented towards flexibility and uniqueness or stability and control. Six aspects of organisational culture and four dominant cultures (clan, class, hierarchy, and market) are also part of the framework.  Additionally, Denison's Culture and Effectiveness Model describes the interrelationships between an organization's culture, management practices, performance, and effectiveness (Denison, et al., 2014). It emphasizes the need to relate management methods to underlying assumptions and values when researching an organisational culture and effectiveness.
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The Cultural Web Model
Gerry Johnson and Kevan Scholes created the idea of the cultural web in 1992 to help describe the "paradigm" or reality of life within a company (McDonald & Foster, 2013). It is a technique for investigating many aspects of a company and how these aspects affect the experience of the people who work for them (or the clients working with them). The model also investigates the power structure that exists within a company and how the collective "history" and behaviour or "rituals" of the organization develop (McDonald & Foster, 2013). Case in point, the cultural network model provides a way to understand the current culture of a company and the components that can help define it in the future. It is not just a compilation of the places a company has been and where it intends to go, but also a compilation of the milestone it must make to get there.
The cultural web model revolves around a "paradigm" (McDonald & Foster, 2013). Six components surround it, all of which help to portray the reality of a company: 
Stories: This can be thought of as a firm’s collective "memory". It is useful to consider the story told by the organization for this item. This can include information on how the company started, how it developed, the key participants and their activities, and how employees describe their experiences working there (McDonald & Foster, 2013). These anecdotes are said to often reveal company values ​​and behaviours that they believe are worth emulating. These stories encourage employees to take specific courses to become part of the history of the company.
Rituals and Routines: These are acceptable behaviours and activities in a workplace. Employees learn how to act in various recurring situations and what constitutes "normal" behaviour (McDonald & Foster, 2013). Whether this behaviour is constructive is debatable, but it has been accepted as part of the corporate culture.
Symbols: Symbols are part of the employer brand in the cultural web model, or more broadly, part of the corporate brand (McDonald & Foster, 2013). It can be any visual content, including logos, brands, company appearance, workplace dress codes, advertisements, etc. This aspect is affected by the company's internal and external visual communication.
Organization Structure: In this aspect of the cultural web, there are two basic factors at play: written and unwritten influence.
The first is as straightforward as a flowchart. Whether flat or hierarchical, this is a highly clear organizational structure of who works where, reports to whom, and ultimately has the final decision-making power (McDonald & Foster, 2013). After then, things get a little unclear. That is because Johnson and Scholes were hesitant to define the concept of the organization's "unwritten influence" (McDonald & Foster, 2013). This can include those with great influence that are not reflected in the company's organisational chart.
Control Systems: The next factor is how to exercise control within the organization. It is similar to performance management in that employees will be evaluated based on their job and performance in different responsibilities. Consider monetary systems, quality assurance, and incentives (McDonald & Foster, 2013). These are ways to encourage excellent performance and address, correct, and deal with poor performance (whether effective or ineffective).
Power Structures: This is what some scholars refer to as the organization's "true power." It is the epicentre of power, and it can take various forms (McDonald & Foster, 2013). It could be a single executive, a group of executives, the full team, or a department with influence across the business. The objective is to figure out who has the most influence on the company's operations and how their perspectives influence strategic decisions.
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7   Barclays Bank Organisational Culture 
The management at Barclays has a thorough understanding of the general culture and the company. A company's culture, at its most basic level, is built on ideas rooted in core beliefs about the following:
i. Human nature: Are people good or bad, passive or active? These basic ideas shape how suppliers, employees, and consumers interact and are treated.
ii. The relationship between the organization and its environment: What are the defining factors of the organization's business and service objectives?
iii. Appropriate emotions: Which emotions should people express freely or be encouraged to express, and which emotions should be avoided?
iv. Effectiveness: What measures are used to assess whether the organization and its various components are performing well? An organization will be productive only when the culture is supported by an acceptable business plan and structure that suits the business and the required culture.
Many employees around the world serve Barclay's customers with common goals and values. These people are essential to the success of the company, and investment in them protects and strengthens the culture at Barclays.
[bookmark: _Toc77778329]

Recruiting and nurturing future talent
Barclays Bank is focused on recruiting people with the skills needed to help the bank lead its digital transformation initiative and respond more quickly to the changing needs of customers and consumers. People with different perspectives and life experiences contribute to the overall strength of the organization. The Company strives to recruit, develop and retain a diverse and inclusive workforce, and to provide equal opportunity. A wide range of development options is available to help all of these employees advance their careers, both internally and through the company's state-of-the-art digital learning system, the Learning Lab, which makes growth more accessible than ever.
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Collaboration with colleagues
Barclays Bank's regular peer survey formally collects the opinions of all employees and is a key component of how the bank measures employee engagement (Barclays, 2021). In 2020, the total engagement score increased to 83% (2019: 77%). 87% of the employees think Barclays is a great place to work (2019: 80%). 77% of workers believe they have the resources and tools to perform well, up 21 percentage points from the previous year. The percentage of employees who think it is safe to speak out has dropped by one percentage point to 78% in 2020.
Survey results are an important part of bank executives' discussions about how to run the business, and it's a particular priority for the board and executive committee (Barclays, 2021). Bank management ensures that everyone stays on top of the organization's strategy, progress, and performance through a strategically organized multi-channel process. This process combines face-to-face interaction, reporting, and print and digital communication through podcasts, vlogs, and blogs (Barclays, 2021). The company actively works with people through strong and productive partnerships with Unite, as well as with the Barclays Group Europe Forum, which represents all its colleagues in the European Union.
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People Policies
An organization's culture is shaped by its personnel policies. These policies are intended to provide equal opportunities and foster a culture of inclusion that is consistent with the bank's principles and supporting its long-term performance. The policies are founded on applicable labour laws, such as the Universal Declaration of Human Rights and the Declaration on Fundamental Principles and Rights at Work of the International Labour Organization (Barclays, 2021). While balancing the requirements of all stakeholders, the Bank is dedicated to compensating its workers fairly and equitably, taking into consideration their location, talent, experience, and performance (Barclays, 2021). That is, compensation policies that encourage long-term performance are consistent with the bank's values ​​and goals, as well as risk expectations.
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Creating A Welcoming and Supportive Culture
Diversity of thoughts and experiences works best when everyone feels engaged. People who are free to be themselves in the workplace are happier and more productive, which is why the bank believes that building a diverse and inclusive culture is not only ethical but also rewarding. Barclays addresses issues such as gender, disability, LGBT +, diversity, and intergenerational concerns (Barclays, 2021). Each of them is championed by a senior executive and is deeply rooted in the company through a network of trained staff and supported by Barclays. The company uses web-based dashboards to keep track of its ever-changing workforce, ensuring that senior executives are aware of the organization's varied makeup and requirements. 

Organisational Culture and External Factors
As businesses grow and expand into new areas, they must deal with a growing number of different cultures, and individuals. Adapting to various methods and ways of communication is an important component of building effective corporate relationships (MacIntosh & Doherty, 2007). External factors that can affect organisational culture include: 
[bookmark: _Toc77778334]
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8   COVID-19
The Covid19 pandemic has had a significant impact on workplace culture. Long-held beliefs about the nature of work and business interactions have been shattered as a result of global lockdowns and travel restrictions (James, 2021). Some workers have realized that they do not need to work from the office and that they can accomplish most of their tasks from home (James, 2021). As they adjust to operations during the pandemic and plan for recovery, organizational leaders must assess which cultural changes they should keep and which they should discard.
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9   Politics and Government Influence
Some cultures have a strong sense of nationalism and government pride and prefer to conduct business with government-backed businesses. Companies must exercise caution when doing business with or operating in a country that is involved in a disagreement with the United Kingdom (MacIntosh & Doherty, 2007). It is advisable to avoid discussing politics in these countries unless it is directly connected to what they are doing.
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10   Organisational Culture and Performance
Culture is essential because the regulators say so, as do the IIA and ACCA, but it's also significant because poor organizational culture has been highlighted as one of the fundamental reasons of poor business behaviour, resulting in harm to both clients and the company’s reputation (Alvesson, 2012). Managing culture is a critical concern for boards to ensure that not only do they set the correct tone at the top, but that all staff follows their company's principles and values.
The association between organizational culture and performance has been documented, and studies have shown that there is a positive correlation between culture and corporate performance. The long-term economic performance of a company is highly influenced by its culture (Prajogo & McDermott, 2011). Companies with a culture that prioritizes all key managers (customers, shareholders, and workers) and managers at all levels outperform companies that do not have such cultural characteristics. Companies with a participatory culture generate almost twice the return on investment (ROI) than those with a less efficient culture (Shahzad, et al., 2012). The short-term and long-term survival of a company is determined by organizational culture and behaviour. 
Barclays took a position back in 2012 to implement a transformative programme. Part of the program focused on the organization's culture and values, as well as establishing a shared goal of "helping individuals realize their objectives in the right way." Service, Respect, Integrity, Stewardship, and Excellence are five principles that support the mission (Barclays, 2021). The tone from the top was crucial to its success; the CEO and senior team made time for all 140,000 employees to take these classes so that they could begin to connect with the values. Following that, Barclays infused its principles across the employee lifecycle, from recruiting to performance management. Candidates were selected not only for their abilities but also for their ideals. After the ideal individuals were hired, their entry into the company reaffirmed the principles that Barclays hold to date.
The British lender anticipates revenue to increase in 2021 in comparison to past years (Silvia, 2021). This follows coronavirus-related expenditures, a real estate evaluation, more structural cost reductions, and increased pay. While signs of recovery are encouraging, the bank continues to be cautious about the pandemic's impact on the industry (Silvia, 2021). Management is cost-conscious and committed to the company's culture.
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11    Barclays Ethical Dilemmas 
An ethical dilemma is a complicated situation that managers and employees must deal with at work, resulting in a conflict of moral imperatives (Timsal & Awais, 2016). An ethical dilemma, also known as a moral dilemma, occurs when a person is faced with two options, neither of which resolves the situation in a morally appropriate manner.
[bookmark: _Hlk77770492]According to the Banking on Climate Change report, Barclays has been Europe's largest investor in fossil fuels since the Paris Agreement, providing 36 percent more financing than HSBC (Laurel, 2020). The company spent $118.1 billion between 2016 and 2019. It is also the tenth largest contributor to the expansion of fossil fuels (Laurel, 2020). Over three quarters of Barclays shareholders voted against a decision to end the corporation's investments in fossil fuels at its AGM in May 2020 despite knowledge of the effects of fossil fuels on the environment. 
In addition, Barclays has been criticized for its ties to Amazon deforestation. According to research issued by Amazon Watch in 2019, the cattle and soy sectors are responsible for 80% of Amazon deforestation (Annalisa, 2020). Five cattle and soy firms linked to deforestation have received financial services worth millions of dollars from Barclays.
[bookmark: _Toc77778339]12    Conclusion and Recommendations 
Client satisfaction does not come by default. It is the result of a company culture that capitalizes on the customer's experience. All members of an organization must accept that culture, but it needs to be developed and directed by the top management. As the pandemic fades and recovery begins, company executives can examine how their culture responded. In a crisis, people act differently. This can be a good thing, such as when a group has a steely determination and a "can do" mentality. Hopelessness and panic can also take control, paralyzing action. Finding the positive aspects of the cultural shift and taking pride in them can help to reinforce these behavioural changes in the long run.
Barclays has the potential to make a significant contribution to combating climate change and speeding up the transition to a low-carbon economy. The focus should be on lowering the emissions of the clients they finance. This begins with aligning their funding with the Paris Agreement, not just in terms of lending but also in terms of capital markets activities. Barclays should track funded emissions against a falling "carbon limit" on all the activities they fund over time.



[bookmark: _Toc77778340]Task 2
Personal Reflection
Living in a world with over 7.5 billion people means interacting with individuals who have various viewpoints, beliefs, and cultures; in other words, we live in a free society that is very diverse. Throughout this module, I have learnt that an organization cannot run without workers. Employees are, in reality, one of a company's most important assets. Every company has a corporate culture; yet, in today's world of diversity, some organizations have a problem keeping that culture alive. Organizational culture, like politics, I think, cannot be ignored within a company. Organizational culture is similar to raising a child, in that he or she requires a strong mother (an empowered leader) to instil values and confidence in him or her (culture), all of which are essential for success. A new born does not have a set feeding schedule. As they get older, though, they begin adapting to the environments where they were born and raised. A place we call home has a significant impact on our personality and beliefs. As a result, we bring that personality and set of values to a workplace.
I have also learned that there are times when an organisational culture can have a positive effect on us. This occurs when workers learn about the organization's values, which every employee believes and practices. These values are training, executive support, integrity, individual respect, learning and sharing, and change leadership. An institution's leadership must promote the cultural shift in ways other than verbal support. They need to demonstrate behavioural support for the cultural shift. These people need to be the change agents by altering their habits. Case in point, behaviour change is required for culture transformation. Each member in an organization must have a clear understanding of what is expected of them and how to put the new behaviours into practice after they have been outlined. Training may help with both communicating expectations and establishing new habits.
Acquired skills I aim to use when I am hired are to think creatively and make required adjustments to the projects I will be working on; the main reason for this is that I feel change is very important, and leading change helps us achieve a competitive advantage in the market. In addition, I will respect all of my co-workers because all employees, regardless of their position or function in the firm, must be treated equally. Learning and sharing are other areas to consider. When one shares his or her knowledge with others, it develops. I am a firm believer in this and have always done so, and I will continue to do so at work with the help of my colleagues and organisation.
Finally, as I conclude this discussion, I would want to express my hope that the culture at my future organisation will have a positive influence on me. I hope it promotes a friendly and rewarding working environment. Organizational culture is a critical component for a business, and the culture of a firm reflects the company.









References
Abu-Jarad, I., Yusof, N. & Nikbin, D., 2010. A review paper on organizational culture and organizational performance. International journal of business and social science, p. 1(3).
Ackrill, M. & Hannah, L., 2011. Barclays: The business of banking, 1690-1996. s.l.:Cambridge University Press.
Alvesson, M., 2012. Understanding organizational culture. s.l.:Sage.
Annalisa, S., 2020. Human Rights Abuses By Fossil Fuel Companies. [Online] 
Available at: https://drive.google.com/file/d/1k-aQMpzkPlNeelr9Ar_w6iR3JOVQ44rR/view
[Accessed 20 July 2021].
Barclays, B., 2021. [Online] 
Available at: https://home.barclays/society/our-approach-to-sustainability/Our-people-and-culture/
[Accessed 7 July 2021].
Britton, K., Dawkes, L., Debbage, S. & Idris, T., 2016. Ring-fencing: what is it and how will it affect banks and their customers?. Bank of England Quarterly Bulletin, Q4.
Cameron, K. S. & Quinn, R. E., 2011. Diagnosing and changing organizational culture: Based on the competing values framework. s.l.:John Wiley & Sons.
Denison, D., Nieminen, L. & Kotrba, L., 2014. Diagnosing organizational cultures: A conceptual and empirical review of culture effectiveness surveys. European Journal of Work and Organizational Psychology, pp. 3(1), pp.145-161.
Engert, O., Kaetzler, B., Kordestani, K. & MacLean, A., 2019. Organizational culture in mergers: Addressing the unseen forces. New York: McKinsey&Company, pp. 1-7..
Goyal, A., 2020. A Critical Analysis of Porter’s 5 Forces Model of Competitive Advantage. Goyal, A.(2021). A Critical Analysis of Porter’s, 5.
Hofstede, G., 1980. Culture and organizations. International studies of management & organization, pp. 10(4), pp.15-41..
Hofstede, G., Neuijen, B., Ohayv, D. & Sanders, G., 1990. Measuring organizational cultures: A qualitative and quantitative study across twenty cases. Administrative science quarterly, pp. 286-316.
James, T., 2021. Strategyand.pwc. [Online] 
Available at: https://www.strategyand.pwc.com/m1/en/articles/2020/how-the-pandemic-can-change-workplace-culture-for-the-better.html
[Accessed 19 July 2020].
Kotter, J. 8. & Heskett, J., 1992. Corporate culture and performance. New York: s.n.
Laurel, S., 2020. Rainforest Action Network. [Online] 
Available at: https://www.ran.org/bankingonclimatechange2020/#data-panel
[Accessed 20 July 2021].
MacIntosh, E. & Doherty, A., 2007. Extending the scope of organisational culture: The external perception of an internal phenomenon. management review, pp. 10(1), 45-64.
McDonald, S. & Foster, R., 2013. The use of Johnson's Cultural Web to improve understanding of organisational culture: a critical review. International Journal of Management, pp. 30(4), p.340.
Perera, R., 2017. The PESTLE analysis. s.l.:Nerdynaut.
Prajogo, D. & McDermott, C., 2011. The relationship between multidimensional organizational culture and performance. International Journal of Operations & Production Management.
Schein, E. H., 2010. Organizational culture and leadership (Vol. 2). s.l.:John Wiley & Sons.
Shahzad, F., Luqman, R., Khan, A. & Shabbir, L., 2012. Impact of organizational culture on organizational performance: An overview. Interdisciplinary journal of contemporary research in business.
Silvia, A., 2021. CNBC. [Online] 
Available at: https://www.cnbc.com/2021/04/30/barclays-earnings-q1-2021.html
[Accessed 20 July 2021].
Timsal, A. & Awais, M., 2016. Flexibility or ethical dilemma: an overview of the work from home policies in modern organizations around the world. Human Resource Management International Digest.
Vitali, S., Glattfelder, J. & Battiston, S., 2011. The network of global corporate control. PloS one, pp. 6(10), p.e25995.


2

image2.png




image1.png




