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WORKPLACE CULTURE AND ITS IMPACT ON ORGANISATIONAL EFFICIENCY

Executive summary
The study is the exploration of organizational behaviour and its impact on organizational behaviour. The different factors such as leadership, communication, working culture, practices, vision, mission, and value will be discussed in this study. Human Relations Management Theory will explore the importance of social bonds within the work culture to improve human behaviour. Then, Organizational Culture Theory will explain why is it important to mitigate all the cultural factors for improving the behavioural modes. After that, McGregor's Theory x and theory y will help in understanding the significance of independence and self-fulfilment in work. Finally, recommendations will be made based on the requirements of UWTSD in improving the working culture and organizational efficiency.
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[bookmark: _Toc89179814]1. Introduction
Organizational culture is vital for any organization and its working environment as different factors work that influences the working culture. There are several factors that influence the culture of the workplace such as leadership, management, practices in the workplace, policies used by the organization, and the respective. However, communication of the working environment and the vision should be cleared by the organization to develop the working culture. In this way, the organization can achieve its goals and set its values. Moreover, the philosophies and behaviour of the people working in an organization also set the value of the organization.
In this study, the factors will be discussed based on their impact on the chosen educational organization. The University of Wales Trinity Saint David (UWTSD) has been chosen for analyzing the impacts of working culture on organizational efficiency. The importance of ethical behaviour will also be discussed with critical appraisals to have a better understanding of the factors and their impacts. Finally, recommendations will be made in order to suggest UWTSD for enhancing the working culture and environment within the organization. The working culture of this university will be discussed based on the above-mentioned factors and their impacts to have a clear understanding of their methods. 
[bookmark: _Toc89179815]2. Main body
Assessment of the working culture is important to be discussed because helps in determining the operational strategies by the company. The chosen university UWTSD is an educational organization where working culture affects the most. According to Al Khajeh (2018), students are required to be studying in an environment that gives a positive reflection on the mind. Hence, the culture and environment of the educational organization are necessary to be improved to provide the students a better atmosphere. 
[bookmark: _Toc89179816]2.1 Critical assessment of the environmental factors and their impact on the working culture of UWTSD
There are multiple factors that need to be discussed for analysing the impact of working culture in the selected university. The factors and their impacts are mentioned below that will give a brief idea of the culture that University is currently having (UWTSD, 2021).
Leadership
A positive culture in a working environment is significant for understanding the importance of an individual working in the workforce, especially in educational organizations. As viewed by Groysberg et al. (2018), leadership culture is vital in an educational organization as leaders hold the power to influence the students and their minds. Leaders can infuse talent in their students that invites positivity, creativity, and innovation within the organization. Besides, a creative mind and point of view help the learners to be open-minded and curious which is beneficial for them. However, as argued by Dubey et al. (2019), leaders must be cultured and have a positive approach towards the workforce so that they can influence others to develop efficiency. 
Moreover, leaders should make a positive environment in order to connect with the students and influence them in a good way. The interaction can encourage the students to have confidence and build a unique outlook towards their life. On the other hand, as discussed by Al-dalahmeh et al. (2018), the ability and capability of the leaders are the reflections of the entire culture of the organization that they are working on. Therefore, UWTSD is working on enhancing the environmental factors that they have identified to be working against them and need to be improved (UWTSD, 2021).
Management
Management is another crucial factor in an organization, an educational organization, as the management decides the rules and regulations, policies to be enacted. As illustrated by Altay et al. (2018), the management of an organization is responsible for fulfilling all the requirements of the organization so that it can function well. Additionally, management is also responsible for organizing the systems and methods that the organization will follow. 
However, the management can only make policies and required structures that all the faculties and students need to follow for improvement. The ultimate work and behaviour of all the individuals are the major factors for the fulfilment of those policies. As mentioned by Singh et al. (2021), management structure should be capable enough to implement effective methods so that the organization can enact them and achieve the desired goal. UWTSD and its management system are concentrating on managing the workforce through constructive methods that will benefit them in a long run (UWTSD, 2021.
Working environment
The environment of the working force is the reflection of the people and their behavior towards the work. As suggested by El-Kassar and Singh (2019), a positive environment makes the employees productive and increases job satisfaction. The productiveness of faculty members in UWTSD is giving a pragmatic approach where it can be seen that the students of this university are provided with a culture that is beneficial for their study. 
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Figure 1: Human Relations Management Theory
(Source: Influenced by Warner and Busse 2017)
The above figure is a representation of Human Relations Management Theory that can explain the importance of a social approach in a working environment. As demonstrated by Warner and Busse (2017), the theory helps in understanding the psychological factors in the workforce and its people. A constructive social bond has a vital role in the communication between the employees which is important to be sustained for a better working environment. However, cultural behaviour is the key factor in the development of the working environment where every individual need to acknowledge the human resource in the organization. 
Intellectual and work practice
The working practice in an organization is regarded as one of the key factors for organizational behaviour. According to Warrick (2017), students in UWTSD are currently focused on improving their level of intellectuality as they are seen to acquire knowledge-based information. Work practice in an educational organization should always be optimistic in order to encourage the students to be more creative. Creativity enhances the innovation of the students that help them in achieving a better result altogether. On the contrary, as argued by Papa et al. (2018), intellectuality ignites knowledge in people, cannot teach them morality and ethics which is a deciding factor in behavioural improvement. Students of UWTSD are following ethnicity along with being intellectual that is enhancing the working culture and environment within the university (UWTSD, 2021). 
Vision, mission, and value
Educational organizations are required to see a vision at first so that they can take the required steps to fulfil them. The mission is the fulfilment of those visions that are important in setting the right goal for the organization. As described by Buil et al. (2019), vision is important for an organization as it helps in maintaining the value of the working culture. Employees working in an organization must understand the value of their contribution towards their work as it helps them to keep them motivated. 
Motivation is significant for the employees to stay engaged in their work and it affects the productivity of the organization. As commented by Nikpour (2017), educational organizations need to stay focused on their job as they are responsible for the future of many bright minds that will also increase the value of the organization. The environmental factors are necessary to be followed by everyone in the University of Wales Trinity Saint David so that they can achieve their valuable goals by enacting their visions (UWTSD, 2021). 
Communication
Communication is one of the major factors in the impacts of organizational culture and behaviour as it is the dominant factor in the establishment of the social bond. 
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Figure 2: Organizational Culture Theory
(Source: Influenced by Meng and Berger 2019)
The above figure represents Organizational Culture Theory that explains different factors of organizational culture. As viewed by Meng and Berger (2019), there are five elements in the theory that are the symbol, norm, artefact, language, and value. Gestures are considered to be symbols as people working in culture are different and so are their gestures. However, language is also related to the culture of the organization which sometimes creates barriers for the working environment. The communication system of an organization is solely dependent on language and diversity plays a big role in this barrier. Contrarily, as mentioned by Dubey et al. (2019), different culture follows different norms that can explain well the diversity in the working culture. Therefore, UWTSD is seen to be developing its organizational structure in order to avoid such conflicts in the working environment (UWTSD, 2021).
[bookmark: _Toc89179817]2.2 Critical appraisal of the working culture in UWTSD
The working culture of an organization is fundamental for improving the organizational behaviour and also for developing the culture of an individual. There are several tools that can be implemented to improve the working culture within the organization which is adhocracy culture, clan culture, hierarchy culture, and market culture. As mentioned by Braithwaite et al. (2017), adhocracy culture encourages people to do new things and venture to have an understanding of the changes needed for the organization. Moreover, it encourages creativity and innovation among the employees working in a workforce and provokes thoughtful experimentation. As illustrated by Patel et al. (2018), start-ups based on the technology industry can apply this tool that would benefit them to come up with creative strategies for the company. [Refers to appendix]
Clan culture is another tool used by organizations that promotes teamwork and challenges people to do better. As demonstrated by Li et al. (2019), human development and collective wisdom can be achieved by implementing this tool. However, the hierarchy culture tool is also beneficial to increment change and eliminate errors that increase consistency in the workforce. The efficiency and reliability of the companies get increased with the implementation of this tool. On the other hand, as argued by Amankwah‐Amoah et al. (2019), decisions can be made efficiently and precise analysis helps in making them. Furthermore, the other tool is competitive culture or market culture that helps in making strategies for attacking competitors in the respective market. The tool not only increases customer satisfaction but also helps organizations in understanding stakeholder values. 
The tool of clan culture in UWTSD
However, in this case, clan culture is the most effective tool to be implemented in UWTSD as it is the best tool for educational organizations. As commented by Manninen et al. (2018), clan culture makes the environment friendly and encourages creativity and innovation among the people surrounded by it. The tool represents leaders of the organization as influential figures who constantly motivate others to improve their skills. As mentioned by Byrd (2019), team empowerment is another mission of this tool that can be beneficial for universities and other educational organizations. UWTSD is required to use this tool for their Human Resource development that will be effective for a long time (UWTSD, 2021). 
Furthermore, the implementation of clan culture encourages the students to be ethical in their role in the university and maintain proper guidelines for the future. According to Onsea et al. (2018), by using clan culture, educational organizations can help the students understand the importance of commitment, cohesion, and engagement. Additionally, conflicts within the university can also be avoided by using this tool as the students will be aware of the ethics that they have to maintain in the organization. As discussed by Alsereihy and Harasani (2021), conflict within educational organizations creates additional problems that are reflected in the performance of the students. Therefore, UWTSD is suggested to implement clan culture so that they can improve and enhance the working culture and organizational behaviour. 
The University of Birmingham in the UK has implemented the clan culture tool for improving organizational behaviour. As suggested by Popovic et al. (2019), the university is one of the leading universities in the world that offers many campus and transformational facilities to the students by binding them clan culture. The importance of social bonds is invoked in the students from the beginning that help them in creating a strong educational relationship among them. According to Buccheri and Sharifi (2017), the university also makes sure to encourage the students to focus on creativity and innovation that helps them in having a different outlook for the world in later life. Therefore, the University of Birmingham is considered to be an influential example for promoting clan culture among students all over the world. 
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Figure 3: McGregor's Theory x and theory y
(Source: Influenced by Kopelman et al. 2018)
The above figure is the visual representation that came up with an organizational theory. The theory explains that the organization should motivate their employees constantly in order to have an enhanced production. As viewed by Kopelman et al. (2018), theory X is authoritarian and theory Y is participative. Employees of an organization are required to be motivated which will increase their job satisfaction and they will also be capable of maintaining high production. The theory explains that employees in the workforce are needed to be ethical so that the culture of the organization also develops. However, as argued by Knauft (2019), the alignment of this theory promotes a punitive atmosphere in the organization that sets challenges of assumption. Therefore, UWTSD needs to consider both advantages and disadvantages of these theories so that they can analyze their impacts beforehand (UWTSD, 2021). 
Moreover, ethics should be maintained in students’ life as it helps them in understanding the values of different things in life and improves the culture. As discussed by Lawrenson et al. (2019), communication gets better among the students because of improvement in ethics. However, ethics should be learned to the students by the teaching faculties within the organization as they are responsible for the behaviour of the students. Therefore, not only the students but also the teaching faculties are needed to be ethical. 
The culture of the organization plays a major role in promoting ethical behaviour among the workers of an organization. In this case, as suggested by Marcus (2018), the culture of educational organizations is vital as they encourage ethical behaviour among the students that are helpful for them in the future. Ethical beliefs are reflected by a culture that increases the standard of communication. Moreover, as mentioned by Osborne and Hammoud (2017), moral behaviour and integrity also get increased among the students that help them in sustaining means to achieve success in life. On the other hand, ethical behaviour teaches students to be compassionate and helpful that reduces the chances of a conflict. 
Individualistic conflict can be seen in different educational organizations and affects the communication process in the organization. According to Kniffin et al. (2021), organizational behaviour depends on the culture of the organization that is influenced by the ethics of the people surrounding it. Therefore, ethics should be maintained by the leaders in UWTSD so that they can motivate others and students to adopt gregarious behaviour. Furthermore, ethics helps people in having social responsibility that also helps them to maintain moral behaviour in the future. 
Workplace culture is essential to be maintained to increase organizational efficiency as the culture of the organization plays an important role in improving efficiency. As discussed by Shore et al. (2018), the moral judgment of the students will make them capable to make important decisions in life. However, principles and discipline come with the repetitive practice of ethics that cannot be achieved overnight. Hence, students need to learn the importance of ethics from an early period of their lives to have a better result in the future. 
The interaction of students with their teachers is significant and it shows the practice of ethics among the students. As viewed by Beugelsdijk et al. (2018), interaction with people is important so that people can be influenced by others who have a positive approach towards life. In this way, positivity is generated among the students of UWTSD and they are able to understand how to be ethical and lead a moral life (UWTSD, 2021). However, ethical considerations are long-term practices that can be implemented in their future aspects. 
[bookmark: _Toc89179818]3. Recommendation
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	To build a strong relationship among the students and faculties
	The performance of the students will be increased and improvement of culture will be seen
	Leaders will achieve mentorship and can organize the working culture
	Several universities in the UK have improved organizational culture within the university campus
	Within 2 weeks

	To encourage performance recognition for the students
	Students will be encouraged to improve their academic performances 
	The better organizational performance will be achieved by performance recognition among the students
	Universities in the UK have motivated their students and even faculties by recognizing their performances
	Within 1 week

	To promote transparency and better communication
	Organizational culture will be enhanced and communication will be transparent
	The sharing of creative and innovative ideas will be achieved
	Several educational organizations in the UK have developed their performance by inviting creativity and innovation among the students
	Within 3 weeks

	To schedule regular seminars for educating students on maintaining organizational culture
	Students will be given ideas about the importance of organizational culture and behaviour
	 Interactive sessions will be achieved that teaches the students about ethics and other aspects
	Multiple universities and educational organizations in the UK have influenced others to organize teaching-learning sessions
	Within 2 weeks


Table 1: SMART recommendations
(Source: Influenced by Elsbach and Stigliani 2018)
UWTSD can concentrate on building a strong relationship between the students and teaching faculties so that the communication system of the university improves. According to Elsbach and Stigliani (2018), the performance of the students will increase significantly, and individual culture will also get enhanced as a result of the strong bond. Moreover, leaders will be able to improve their mentorship and guide the students accordingly. For example, several universities in the UK have achieved a higher rate of organizational culture by implementing this suggestion.
Performance recognition is another way to improve organizational behaviour as it encourages people to do more and better. As commented by Alsereihy and Harasani (2021), performance recognition will not only be limited among the students but it will also be regulated among the teaching faculties and other members of the organization. Organizational culture can be maintained among the workforce and universities of the UK have already seen to improve the behaviour of the students by doing this.
UWTSD should promote transparency and communication among the students of the university that will help in making a better working environment. As mentioned by Manninen et al. (2018), leaders can encourage the students to be confident and help them with decision making if the communication between them is transparent. Creative and innovative ideas will also be achieved a higher level of sharing as the communication system will be renovated. Several educational institutions have implemented this communication process and their performance has increased significantly.
Finally, regular face-to-face meetings and seminars can be arranged to promote the importance of organizational behaviour and culture among the students and others. As illustrated by Braithwaite et al. (2017), students should understand that organizational behaviour and culture and two interrelated concepts as the culture decides behaviour. As a result, interactive learning sessions will be achieved that will educate the students about different aspects of organizational behaviour. Many educational organizations have started using this method in their organizational structure that has influenced the students to be careful about their behaviour. 
[bookmark: _Toc89179819]4. Conclusion
The study has explored different aspects of organizational behaviour that depend on organizational culture. Leadership, management, working culture, communication, intellectuality, the importance of vision, mission, and values have been mentioned with their impacts in UWTSD. Moreover, clan culture has been mentioned as an important tool to implement in the university to empower teams within the organization. The clan culture is considered to be the most effective tool to improve the cultural and behavioural aspects of the university that needs to be improved. Furthermore, the significance of working culture improvement has been discussed that is directly linked to the development of organizational efficiency. Lastly, recommendations have been made to help UWTSD to develop communication and organize teaching-learning sessions so that the organization can analyze the future betterment. 
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Appendix: Types of organizational culture tool
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(Source: Influenced by Li et al. 2019)
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