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[bookmark: _1ci93xb][bookmark: _Toc150715298]Introduction

In this assignment I will be critically analysing the culture and context of an organisation.  I will identify an organisations key cultural dimension and assessing the organisations context and evaluate the organisations strengths and weaknesses, this will help me to identify areas for improvement that will help the organisation to achieve its set goals.  In order for me to be able to analyse an organisational culture I will be using Hofstede’s Cultural Dimensions model and Shein’s model of organisational culture.  I will be looking at the similarities and differences between the two models to identify which model would be more suitable for my chosen organisation.  Hofstede’s model identifies six key elements of culture: Power distance, individualism versus collectivism, masculinity versus femininity, uncertainty avoidance, long term orientation versus short-term orientation and indulgence versus restraint.  Shein’s model identifies three levels of organisational culture: visible artifact, espoused values and underlying assumptions.  

[bookmark: _Toc150715299]Critically assess the culture and context of an organisation

[bookmark: _3whwml4]In order to critically assess the culture and context of an organisation I need to consider the organisational culture and the organisational context.  To enable me to do this I will need to look at the shared values beliefs and norms of the organisation which guide the behaviours of employees.  Understanding the organisational culture can impact on morale, engagement and productivity.  
In the book written by Jerry Porras and James E. Dutton (1991) the book challenges the traditional view of organisational culture as a static and unchangeable entity.  The authors argue that organisations can actively shape their culture to achieve their strategic goals.     

[bookmark: _Toc150715300]Organisational Culture

Drucker, P.F. (1994) states “The Culture of a company is its personality.  The culture of a company is what it is, not what it thinks it is. 

[bookmark: _2bn6wsx]An organisational culture is the shared values beliefs and norms that shape the organisations behaviours.  Organisational culture is shaped by a number of factors, both internal and external.


Internal factors include:
Leadership: The organisations leaders significantly shape the culture of the organisation by setting the standards of behaviour that can change or reinforce existing culture within the organisation.
Structure: The way in which the organisation is structured can have an impact on the organisational culture. 
Employees: Employees also contribute to the organisational culture through their own values beliefs and behaviours.
History and tradition of the organisation: The organisations history can have lasting impacts on the organisational culture through previous events. 
External factors include:
Industry: The industry of the organisation can influence the organisational culture as it will determine if the organisation has stronger emphasis on collaboration or individual achievement.
National culture: The national culture in which the organisation operates can influence the organisational culture due to high power distance or low power distance. High power distance is the inequality of people in power and those who are not.  Low power distance has less hierarchy and people are treated with more respect regardless of their role within the organisation.
Technology and economic conditions: Technology can impact the organisational culture by changing the way in which organisations communicate with each other and their customers.
Economic Factors:  Economic factors impact organisational culture depending on economic downturns or economic expansion.

[bookmark: _qsh70q][bookmark: _Toc150715301]Organisational Context.

Organisational Context are internal and external influences on an organisation’s behaviour, performance, and potential for change. 
Internal Factors are:
Organisational Culture:  Organisational Culture is the shared values beliefs and norms that shape the organisation.
Organisational Structure: The organisational structure is the way in which an organisation functions in areas such as information sharing, decision making, management styles and distribution of work.  
Organisational Resources: Organisational resources refers to the availability of finances, staff, physical resources and technological resources that have an impact on the organisation achieving their goals.
External Factors:
Industry: The industry in which the organisation operates can impact the organisations products or services. 
Market: The market context influences an organisations product development.
Regulatory Environment: The laws and regulations relating to an organisations industry impact on the organisational context.
Social and Economic Factors: Social and economic conditions can affect the organisations reputation, social responsibility and recruiting talent.


[bookmark: _Toc150715302]Models of Organisational Culture

Hofstede’s Model of Organisational Culture describes different cultural values that can be found within an organisation.  The five dimensions are:
Power Distance, Individualism v’s collectivism, Masculinity v’s femininity, Uncertainty avoidance and long-term orientation v’s short-term orientation.
The Hofstede model suggests that organisational culture depends on the national culture in which it operates.  Organisations operating in a high power distance are likely to be more hierarchy than in a country with low power distance.
Schein’s model of Organisational Culture describes three different levels of culture within an organisation.  The three levels are:
Visible artifacts, Espoused values and underlying assumptions. 
Schein’s model suggests that organisational culture is a process of socialisation and that employees learn about the organisations culture by observing how others behave.  
Both models of Organisational culture are valuable frameworks for understanding organisational culture.  Each model has its strengths and weaknesses.  Hofstede’s model is quite rigid and universal as it is based on a large-scale study of organisational culture in over 70 countries.  Schein’s model is more adaptable because Schein takes into consideration the individual circumstances of each organisation. Hofstede’s model is based on the external context of the organisation and Schein’s model is based on the internal context. Organisations looking for a ridged universal model would prefer to use Hofstede’s model and those organisations looking for an adaptable and flexible model will prefer Schein’s model.  
· "Beyond Schein and Hofstede: A Global Perspective on Organizational Culture" by A. D. Miller and M. J. Rowlinson (2003)
[bookmark: _3as4poj]This paper argues that the Schein and Hofstede models of organizational culture are too focused on Western cultures and do not adequately account for the diversity of cultures around the world. Miller and Rowlinson propose a global perspective on organizational culture that takes into account the different cultural contexts in which organizations operate.
[bookmark: _2p2csry][bookmark: _Toc150715303]Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.

Within my industry of lettings agents in Wales there are many factors to consider when looking at the broader environment of the organisation.  By evaluating my organisation within a broader environment I will need to use PESTLE analysis tool to help evaluate the strengths and weaknesses of my organisation and identify and assess external factors so that I can understand my organisations position within the broader environment. 

[bookmark: _Toc150715304]Political Factors

There are a number of policies and initiatives in place that influence the letting agents’ industry in Wales.  Some of these include:
Renting Homes (Wales) Act 2016:  This act has introduced new rights for tenants in Wales.  
Rent Smart Wales: This Act has been introduced to protect tenants from rogue landlords and agents. 
Tenants Fees Act 2019: This Act was introduced to help make it more affordable to rent a property in Wales. 
Welsh Housing Strategy: This strategy sets out the Welsh Governments ambitions for housing in Wales.  It also includes a commitment to supply affordable housing and improve the quality of rental properties.
The Welsh Governments overall approach to housing policy is more than likely to have an influence on lettings agents in Wales as the commitment to supply more affordable housing will lead to increased demand for lettings agencies to manage the properties.  

[bookmark: _Toc150715305]Economic Factors 

There are a number of economic influences that can affect lettings agencies in Wales.  Some of these are as follows:
Unemployment: If unemployment levels are high this can have an impact on the number of people who need to rent homes.
Government Policy: Government policies can affect lettings agencies by changing tax policies or regulations which has an impact on the demand for rental properties.
Interest Rates: if interest rates are low then more people are able to afford to buy a house therefore this has a negative impact on the demand for rental properties.
Inflation: If inflation is high this has an effect on the cost of living and will mean that less people are able to afford to rent a property which will have a negative effect on a letting’s agency.
Economic Growth: When the economy grows there will be more demand for labour and therefore will lead to more people who need to rent properties and in turn will have a positive impact on a letting’s agency.

[bookmark: _Toc150715306]Social Factors 

There are several social influences that can affect letting agents in Wales, some of these include:
Discrimination:  Letting Agents have a legal obligation to ensure they do not discriminate against landlords or tenants on the basis of their disability, race, religion, sex or sexual orientation.  Lettings Agents must ensure they treat all landlords and tenants fairly.
Homelessness: The level of homeless people in Wales is rising this can lead to increased demand for lettings agents to provide housing.
Housing Affordability: Rental prices in Wales are on the increase and so this will have an impact on lettings agents as they will need to help people find affordable accommodation. 
Public Opinion: Lettings agents can have a negative public perception as they are often seen as being on the side of the landlord rather than the tenants. 
Social Media: Social media is a great tool for letting agents to advertise properties and services’ but any adverts put on social media should be worded carefully to avoid any offensive or discriminatory statements.

[bookmark: _Toc150715307]Technological Factors

There are numerous technological influences that can have an impact on lettings agents in Wales.  Some of these include:
Online Platforms: There are a few online platforms such as Zoopla and Rightmove, which makes it easier for tenants to find properties and for landlords to advertise available properties for rent.  This has increased competition for letting agents.
Property management software: New property management software that helps a letting agent manage properties more efficiently will free up time and resources for agents to focus more on marketing and building relationships with clients.
Virtual Viewings: Virtual viewings are helping lettings agents by allowing prospective tenants to view properties online without the need to visit properties in person.  This helps to reduce costs to the landlord and the tenants.
Artificial Intelligence (AI): AI is being used to help develop new services and tools for the lettings industry for example chatbots are helping to answer tenant enquiries and provide support for the customer.



[bookmark: _Toc150715308]Environmental Factors

Energy Efficiency Regulations: Regulations on energy efficiency standards for rental properties will have an impact on letting agent’s operations and costs to the landlords. 
Sustainability Initiatives: protecting the environment is becoming more important to tenants’ and therefore agents should look at promoting properties with eco friendly features or appliances that are more energy efficient to attract those tenants who are environmentally conscious.
Urban Planning and Development: Urban planning and development projects will have an impact on the demand and availability for rental properties in certain areas. 

[bookmark: _Toc150715309]Legal Factors 

Letting agents in Wales operate within legal frameworks that govern their activities and responsibilities.  Some of these are:
The Renting Homes (Wales) Act 2016:  This legislation was introduced in Wales to make changes to the rental market including replacing traditional tenancies with occupation contracts providing greater security for the tenants.  Fit for habitation is legislation requiring landlords to ensure their properties meet fitness for human habitation standards.  Rend deposit protection which requires rent deposits to be held in an approved scheme.  Tenant representation which provides tenants with the right to seek representation from Rent Smart Wales in case of disputes.
Licensing Requirements: All lettings’ agents in Wales must have be licensed under the Rent Smart Wales scheme.
Consumer Rights Act 2015: This Act protect customers from unfair trading practices.  Letting Agents must ensure all advertising materials are accurate and comply with the Consumer Rights Act.

Data Protection Act 2018: Lettings agents must ensure all data collected is stored securely and all data is handled responsibly.  
Housing Act 1998:  This is the framework for housing management including provisions for eviction, procedures, rent arrears, repairs and maintenance obligations.
Taxation laws: lettings agents must understand the tax obligations of the landlords and advising them on tax deductions, tax efficient structures and record keeping requirements.
Fairness and Discrimination: Lettings agents must conduct their business in a fair and non-discriminatory manner.

[bookmark: _Toc150715310]Critically appraise the cultural and ethical behaviour present in one or more organisations.

[bookmark: _147n2zr][bookmark: _Toc150715311]What is your organisations Corporate Social Responsibility Policy?

My organisation is committed to being a responsible corporate citizen and making a positive impact on the communities in which we operate. We believe that businesses have a responsibility to not only generate profits, but also to contribute to the social and environmental well-being of society.
This Corporate Social Responsibility (CSR) policy outlines our commitment to responsible business practices in the following areas:
· Environmental stewardship
· Community engagement
· Employee well-being
· Ethical business practices
Environmental Stewardship
My organisation is committed to reducing our environmental impact and promoting sustainability. We will strive to:
· Reduce our energy consumption and greenhouse gas emissions.
· Conserve water and other resources.
· Minimize waste and promote recycling and composting.
· Use environmentally friendly products and processes.
· Raise awareness of environmental issues among our employees and customers.
Community Engagement
My organisation is committed to being an active member of the communities in which we operate. We will strive to:
· Support local charities and non-profit organizations.
· Encourage employee volunteerism.
· Provide training and development opportunities for community members.
· Sponsor local events and activities.
· Partner with other businesses and organizations to address community needs.
Employee Well-being
My organisation is committed to providing a safe, healthy, and supportive work environment for our employees. We will strive to:
· Provide competitive compensation and benefits.
· Offer opportunities for training and development.
· Promote diversity and inclusion.
· Create a workplace that is free from discrimination and harassment.
· Foster a culture of open communication and collaboration.
Ethical Business Practices
My organisation is committed to conducting business in an ethical and responsible manner. We will strive to:
· Comply with all applicable laws and regulations.
· Conduct our business with honesty, integrity, and transparency.
· Respect the rights of our employees, customers, suppliers,and partners.
· Avoid conflicts of interest.
· Protect the confidentiality of our customers' information.
Implementation
My organisation is committed to implementing this CSR policy throughout our organization. We will:
· Assign responsibility for CSR initiatives to senior management.
· Track our progress on CSR goals and objectives.
· Communicate our CSR efforts to our employees, customers, and community partners.
Review and Revision
This CSR policy will be reviewed and revised on an annual basis to ensure that it remains relevant and effective.
Conclusion
My organisation is committed to being a responsible corporate citizen and making a positive impact on the world. We believe that our CSR efforts will not only benefit society, but also strengthen our business and enhance our reputation.
 
[bookmark: _Toc150715312]Conclusion

Using both models of Organisational Culture to analyse my organisations culture and context I can assess the external and internal factors that will impact my organisation.  Below is a table showing how both models analyse different areas of an organisation.  By using both models I will have a better understanding of all aspects of external and internal factors that impact the organisation and will help me to identify areas that need improvement.  

	Feature
	Hofstede's Model
	Schein's Model

	Focus
	National culture
	Organizational culture

	Dimensions
	Six cultural dimensions
	Shared values, beliefs, and assumptions

	Levels
	None
	Artifacts, espoused values, underlying assumptions

	Emphasis
	Cross-cultural comparisons
	Internal dynamics of organizational culture



The interaction of external and internal factors contributes to the overall development of an organisational culture. Understanding the factors will enable the organisation to cultivate a positive and productive work environment.  
By understanding organisational culture, organisations can ensure they take the correct steps forward to help strengthen their culture. 
Analysing an organisational culture is essential to ensure that the organisation functions efficiently and effectively.  
An article by Heskett, J. L., & Ostroff, S. L. (2020). Explores the relationship between a high-performance culture and organizational success. The authors argue that organizations that create a culture of customer satisfaction and employee loyalty are more likely to achieve profitability and long-term growth.
In order for an organisation to achieve a high performance culture they must look at the organisation as a whole to ensure that a holistic approach is adopted in order to evaluate leadership, values, strategy, people and process.  
Developing a high performance culture is an ongoing process.  It requires continuous assessment and a willingness to embrace change and learn from failures and successes.  
When an organisation strives to achieve a high performance culture they open the organisation up to embrace innovation, collaboration and a shared desire to achieve excellence throughout the organisation. 
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