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Executive summary 
Business persons desperately need to use their present expertise to make sense of the COVID-19 shock in order to assist people and organizations manage risks while creating and implementing solutions. As one of the many unknowns, it is conceivable that an effective vaccination or therapeutic treatment will become available early enough to restrict the direct effects of COVID-19 to less than a year. The following report will focus on the pandemic and its impact on organisational performance and culture. 
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Introduction
When it comes to "COVID-19" it's both a worldwide health and economic issue. Keeping companies and industries like “Marks and Spencer” shut down throughout the world in order to stop the virus's spread has created a variety of new and difficult problems for both workers and employers. Workers impacted by the closure were either "work from home" workers, "essential or life-sustaining" people, or lay off workers looking for the country equivalent of jobless benefits in the immediate aftermath of the lockdown. Because of the "government shutdown" as well as similar activities, it appears likely that certain industries would then undergo fundamental transformations, while others will see trends already in motion accelerate. Additionally, new industries may emerge as a result of the disruptions, as is often the case during wars but also natural calamities. 
There are several examples of harmful microorganisms infecting civilizations and workplaces throughout human history and antiquity. For example, the "Spanish flu" killed an estimated "50 million" individuals globally among both 1918 as well as 1920, many of them were adults aged 20 to 50 years. Because of this, several nations have implemented laws aimed at enhancing workers' health as well as working circumstances, such as universal health coverage or insurance provided via an employer. They do not discriminate between both the direct health concerns connected with "COVID-19" as well as the financial implications in their research, which focuses on the impact on employees, workplaces, as well as work habits.
[bookmark: _Toc101024280]Background
As a result of COVID-19, as well as the broader social and economic turmoil that something brings with it, organizational settings have already seen substantial changes. Protection equipment, such as transparent plastic screening and body armor, has taken on the function of well-known emblems of existing objectives, such as open plan offices crammed with people in dark suits. When it comes to water cooler discussion, Webinar calls have taken the role of ritual activities. The underlying ideas and concepts of "Marks and Spencer" seem to have shifted away from curiosity and development further towards protection while also emphasizing resilience rather than just the absolute opposite of these. Managers have a significant problem as a result of this significant transformation. In light of the fact that everyone is working at home, they are considering how they might establish a business culture. The chance for scholars to examine how such a large-scale transformation in society unsettles corporate culture, as well as how such cultures could adapt, is enormously crucial.
Workplace relationships consist of the symbolism, common behaviors, as well as underlying beliefs that characterize a particular organization. In the face of major changes in the external environment, including a financial crisis, they understand that their culture must be adjusted in order to accommodate the new environmental circumstances that have arisen. While macro-level cultures evolve, the issue of hysteria may arise when the “Marks and spencer” culture stays out of sync with the culture of a broader societal level.

[bookmark: _Toc101024281]Discussion
[bookmark: _Toc101024282]Marks and Spencer
About "300" M&S shops are held by Marks and Spencer (M&S) in the UK, making it the largest retailer in the country. Clothing, footwear, toys, home goods, and food are all sold under M&S's St Michael branded product at the stores. Further "Marks and Spencer" stores are managed and controlled by the company in "Europe," Hong Kong but also America, and 85 of these stores are leased in "Europe," Far Eastern, Australia and the Middle East in addition to Island. Marks & Spencer owns the 20+ Kings Mega Markets in "New Jersey" and also the 170+ Brooks Brothers clothing locations in the United States. Marks and Spencer's RM&S Financial Services division offers a wide range of financial products and services to its customers, including credit cards, lines of credit, medical coverage, and retirement investment accounts. The majority of "Marks & Spencer’s" revenue comes from international sales.
[bookmark: _Toc101024283] Environmental issues and cultural change
When “Marks and Spencer" is under pressure from the outside to modify just the most apparent components of its culture, but not the deeper ones, this results in a superficial shift in the culture. The financial crisis led to some major changes in several big banks' values declarations, but they didn't make any significant changes in their fundamental beliefs or practices. As a result of sudden shocks, organizations may respond without thinking. Teachers were alienated by a new culture of responsibility that was imposed by the school administrator due to financial constraints. When people are jolted, they may change the culture. This occurs when individuals are willing to experiment with radical new ideas rather than relying on established procedures and beliefs. Opposition to corporate culture as well as experimentation with more radical political alternatives was a hallmark of the Occupied Wall Street rallies (Bai, C., Quayson, M. and Sarkis, J., 2021). Responses like this are typically the cause of poorly executed cultural change initiatives. But research has shown that there are better approaches to deal with social change. Reflection, exploration, as well as action are all components of the method.
In order to achieve this, businesses must start by ensuring that their employees feel safe and secure. As a result, individuals are less likely to engage in defensive or dangerous behavior. The second thing to keep in mind is the need of eliciting some kind of reflexive response. As a result, employees must be prompted to examine their own beliefs and cultural biases. Changing society necessitates a willingness to take risks. Members of an organization must be required to promote pre-existing 'social toolkits' to create a new culture that better reflects the problems of the current environment. The experiments must be included into the organization's daily routines in a creative way. It is the responsibility of managers to ensure that these new habits become part of the daily routine of the workplace. Finally, resonant framing must be used to encourage these new habits.. This implies that new practices must be explained in a manner that appeals to the preexisting beliefs and feelings that individuals in the organization cling onto. This means that new behaviors are considered as ways to promote and preserve long-held cultural values.

[bookmark: _Toc101024284]Disruption and corporate culture 
While "COVID-19's" deep dislocation provides considerable issues for management, it also creates a huge opportunity for scientists. The first step is to determine how long-lasting an organization's culture is. Is it possible for cultural patterns to alter when a large-scale social upheaval occurs? Why do certain aspects of a culture change while others remain the same throughout time? Are there larger-scale cultural shifts taking place, and if so, how do they interact with organizational culture changes? There are two distinct types of organizational cultures: those that have been in place for a long time and those that are more recent and fragile. Before, during, and then after the COVID shock, researchers may examine these concerns by tracking the changes in signs, traditions as well as underlying assumptions. A second series of questions would look at the specific ways in which these cultures have altered throughout the years (Alraja et al., 2022). In order to achieve this, one would have to study how cultures are reassembled to fit into a broader society's culture. When faced with so much pressure to change, how did civilizations manage to stay intact? If an organization's culture dies, it will be interesting to learn about the procedures of sorrow and recollection that occur. It would need a longitudinal method that tracks the evolution of a given culture across time to answer any of these concerns.

Third, intriguing concerns revolve around how modifications in symbolic labor affect organizational culture. Is it possible to move a culture from a physical location, such as an office, to a virtual one? Is there a growth or a reduction in many of the meaningless representational rituals of professional life as a result of the migration online.  How can a group's culture be developed and maintained when its members are geographically dispersed? Finally, if individuals are forced to work together, how does this conflict with the macro-culture of social isolation? A closer look at how workplace cultures are changing is needed to answer these issues. This may be accomplished via ethnographic research conducted in the workplace or online (Armstrong, A. and Li, Y., 2022). A fourth point to consider is whether or not the culture of the organization as a whole undergoes any significant changes. Cultural level communities tend to become even more conservative after external shocks, according to studies on quantitative cultures Does this happen at the organizational level.  In the face of increasing illness awareness, "evolutionary psychologists' ' have shown that people's natural reaction is to become more suspicious of strangers, more hierarchical, and much more prejudiced. Organizations facing a rise in disease-related dangers may want to think about what this means for their own processes. Communities with 'tight' traditions, which respect norms, regulations, but also authority, have been identified by cross-cultural psychologists to be more able to deal with major societal dangers like pandemics. The epidemic may have been better handled by organizations in nations with "tight" cultures. Longitudinal investigations of single companies already since the COVID shock might provide answers to these types of 

[image: ]
Figure 1. National conditions of organizational culture
(Source: https://www.mdpi.com)
Concerns. Additionally, research of organizational culture changes might be used to answer these issues. The last question is about how these changes have affected the culture as a whole. Researchers might look at the personal effects of cultural shifts. This would require investigating the ways in which fast cultural transitions affect people's sense of self, emotions, and overall health. Teams may want to know how cultural changes affect them. Perhaps a researcher is interested in whether great squad cultures serve as a buffer against a corporate culture that is on the verge of breaking down.  Organizational culture changes might be examined by a researcher to see how they affect business performance. As an example, a researcher may wonder whether maintaining a culture is a distraction from the labor necessary to obtain results.  Another series of questions may concentrate on how improvements in the culture of a company can have a ripple effect on the culture of the whole field. When it comes to prominent organizations, such as state agencies as well as celebrity companies, this is a very fascinating issue to pose.

[bookmark: _Toc101024285]PESTLE ANALYSIS
Political
The expansion of free trade between nations throughout the globe is one of the most encouraging developments in modern politics. The situation so benefits organizations such as the UK-based "Marks & Spencer" as well as others throughout the world. "Marks & Spencer" is able to keep their profit margins consistent and healthy by shipping foreign goods to sell in their shops at lower prices than they would have been able to afford to pay had trade liberalization not occurred. Leaving the European Union may well have a significant effect on public commerce, particularly for European businesses that have been in business a long time. As a result of the United Kingdom's vote to leave the "European Union," Marks & Spencer may see severe changes..  Economic sanctions and tariffs are unpredictable in terms of where the United Kingdom would stand post Brexit, but many of the most likely outcomes are still less than acceptable for UK retailers. Because of the elimination of various free trade regulations with European suppliers, for example, it is possible that end customers may see a rise in selling prices if the United Kingdom exits the "European Union" in a so-called "hard Brexit".
Economical
[bookmark: _u0gfsuk3e0x][bookmark: _Toc101024286]A large number of low-cost retailers have appeared in the "United Kingdom" during the last several decades, making pricing a major factor in the retail industry. They are stealing revenue from more costly firms (like Marks and Spencer) by encouraging individuals to buy comparable goods at a lower price than those given by more reputable corporations. In actuality, "Marks as well as Spencer" around "1999" was most likely affected by the bargain competitors' activities when they decided to convert to utilizing international suppliers.
[bookmark: _c919ke7lwxyk][bookmark: _Toc101024287]Sociocultural
There is nothing new about "Marks and Spencer" in the United Kingdom. Adults and children, from young children to the elderly, are familiar with the retail chain, which goes back to the 1800s. Although this lengthy reputation has served the company well, it would have an unintended consequence: customers are coming to link "Marks & Spencer" with the company's history. "Marks & Spencer's" reputation as a fashionable company for clients, especially younger customers, may also be undermined as a consequence of the opening of really new retail firms every year. Ready-to-eat meals have witnessed a dramatic rise in popularity over the last decade. It's possible that this is related to advances in the field technology making convenience meals more delectable than before. There is no denying that this new industry has the potential to be enormous for just any food shop. Despite not knowing exactly how much of the packaged food industry "Marks & Spencer" now controls, the corporation has long aspired to be the dominating power in this field.
[bookmark: _3alqyjhyxtcp][bookmark: _Toc101024288]Technological
[bookmark: _tvk3qabl9qss][bookmark: _Toc101024289]Convenience stores, such as grocery stores, are increasingly using self - check lines. In order to help businesses save money that would otherwise be spent on cashiers, this new enterprise trend aims to speed up the check-out process for customers. Like most other UK food merchants, "Marks and Spencer" has already implemented a variety of processing systems. There has been a significant spike in the amount of individuals shopping online as well. Just about everything from clothing to food to home goods is now accessible for purchase via "Marks & Spencer's" extensive online store, as was to be anticipated. With their clothing, M&S sticks to the traditional Internet-shopping strategy of direct delivery to clients. Furthermore, it appears that "Marks & Spencer" somehow doesn't supply food items, unlike several other prominent food merchants in the "United Kingdom".
[bookmark: _h0lcq5xrwarg]
[bookmark: _c2zjdlkkez7v][bookmark: _Toc101024290]Legal
Marks & Spencer has had its share of legal troubles all through the course of this period. It has been difficult for the corporation to create a constant image throughout the duration of its 100-year history because of these ongoing legal disputes. Among these disputes was a recent legal struggle with the town of Frascati's landowner. As a consequence of Brexit, the United Kingdom's trade restrictions might have a substantial influence on the brand's image. This is something that no amount of corporate strategy can fix or better.
[bookmark: _wlkvt76y6cl3][bookmark: _Toc101024291]Environmental
Since they want to maintain a premium image, "Marks & Spencer" has made a number of commitments to reduce their environmental footprint. Environmental considerations are critical while making purchases of food, clothing, as well as other necessities of life. At present, only "Marks & Spencer" in the UK has committed to being more ecologically friendly than its competitors. The environmental impact of fair trade, an endeavor to appropriately pay foreign producers, is finally becoming realized. Smaller companies tend to be much more ecologically friendly than their larger counterparts because of the benefits of fair trade. The environmental benefits of "Marks & Spencer's" decision to sell fair trade items are clear. "Marks & Spencer" has been in the UK industry for more than almost a century and is a key player in marketing. All of that may be about to change, in spite of the company's latest financial woes. One of "Marks & Spencer's" biggest issues is dealing with a reputation that seems more tied to the past than it does to the current: Brexit. When it comes to trade liberalization, processed foods, many technological developments, and a desire for ecologically responsible products and enterprises, "Marks and Spencer" has everything.

[image: ]
Figure 2: PESTLE Analysis framework
(Source: ivoryresearch-1a116.kxcdn.com)
[bookmark: _Toc101024292]Cultural differences
In order to understand COVID-19, it is important to understand how population beings build strong norms as well as tighter organizational cultures when faced with life-threatening perceptions. TL , which is similar to characterizing cultures as more or less collectivist, appears to be much more relevant for this purpose. According to a previous study, a narrowing of culture, which has benefits such as a more efficient as well as directive administration, is more adaptable throughout a disaster, but may be more detrimental as recuperation has become more time-sensitive. Cultural tightness has historically been associated with less scientific and technological innovation in countries that face greater communicable diseases concerns. Tight-loose adaptability, or the ability to strike the correct balance among a tight and loose culture, would be critical for businesses in the wake of the COVID-19 shutdowns as they prepare for future recoveries (Lian et al., 2022). That is why it is important for companies to have rules that tie people together to minimize loneliness and isolation, as well as regulations that allow for some freedom and autonomy to let them thrive in the face of uncertain economic times. It is apparent that when a company's culture evolves in response to COVID-19, there would be corresponding changes in the manner in which workers traverse the other factors that they have previously discussed. COVID-19, for example, may help traditionally tight firms develop team innovation as well as creativity, whereas socially loose organizations may benefit from a stronger focus on "health and safety" rules.

Sociocultural variations are likely to have a role in explaining how individuals and organisations reacted to COVID-19, as shown by studies showing that infectious illnesses may contribute to the growth of conservative politics and xenophobic attitudes. Research into these types of cultural differences is beyond the realm of our expertise, but it is important to look at the differences in reactions to COVID-19 between conservative and liberal personnel and companies in the upcoming years.

[bookmark: _Toc101024293]Moderating Factors
In addition to the changes as well as repercussions discussed in the preceding sections, there really are additional moderating factors that will have a divergent impact on workers with various demographic attributes and personality traits (Blake et al., 2020). However, it is likely that these moderators will interact with other variables, such as a people's socioeconomic or health status, in the following subsections. As early COVID-19 investigations have shown, older adults have a higher mortality rate when infected, age should be given special consideration. An aging workforce has resulted from a decline in birthrates and an increase in life expectancies during the last century. COVID-19 raises a slew of issues related to aging in the workplace as well as the workforce as a whole. Ageism and tales of intergenerational conflict began to develop in early "2020", for example, to explain different elements of the epidemic in connection to labor. There may be less diversity in the workplace after COVID because of the health problems that older workers encounter, as well as the retirement plans incentives which they expect firms with budget constraints to give. On the other hand, if COVID-related losses in retirement savings plans cause older individuals to postpone retirement as well as keep working, this crisis may lead to more age workplace diversity (Quatrini, S., 2021). Organizations and individuals should concentrate on incorporating as well as leveraging the benefits of increasing the workforce's differences as possibilities. In order to "build up" human resources as well as boost internal labor markets, previous research suggests initiatives such as supporting the recruitment of retired personnel via "return to work" plans but also implementing cross-age mentorship but also experience and understanding efforts.
[image: ]
Figure 3: Interaction of external, mediating and moderating factors.
(Source: https://www.researchgate.net)

[bookmark: _Toc101024294]Conclusion
People who work with workers who fall into one of many susceptible groups can benefit greatly from an awareness of how these sudden shifts in the workplace occur. Workers who live alone, for example, may have quite separate digital working requirements and habits than those who live with family. As a result, leaders who are more dictatorial or dictatorial may have various training and development requirements in virtual settings than those who are more participatory but also empathetic team leaders. Professional health experts must be taught to spot mental health problems in working remote populations as well as be able to provide online assistance as well as treatment in coping with teleworking populations as well. Hr managers must build some new performance measurement as well as assessment methods. For research, there are several obstacles. It is possible that their predictions of issues that may become relevant may be applicable further than COVID-19 pandemic since "extreme occurrences" typically reveal processes that are crucial but not always obvious in regular situations. Social exclusion as well as physical distance procedures have yet to be studied in terms of their long-term effects on workers. Employee happiness as well as productivity may be negatively impacted. When it comes to voluntary as well as mass WFH, researchers have focused almost completely on those who choose to participate in it.
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1.0 Introduction
Every successful organisation follows their special workplace culture to maintain workforce, working quality as well as high service facilities. In order to contribute to the success and growth of the organisation, every employee should me responsible and working processes should be evolved based on the culture of the particular workplace. Employees have the key role to the organisational growth and development through providing their service in the organisation. The organisation “Mark and spencers” has a particular workplace culture that is being maintained by all the employees along with the managing department working there. The essay will discuss the importance of recruiting works according to their behavioural and professional characters for maintaining the particular work culture in the organisation in a reflective way.
[bookmark: _Toc101019407]2.0 Methodology
We use the Gibbs’ reflective method to analyse the particular topic in this regard. Through this method the topic is analysis by exploring the real example and the experience that I gained during learning. This method includes 6 steps that are, “(1) description, (2) Feeling, (3) Evaluation, (4) Analysis, (5) Conclusion and (6) Action plan”. (Adeani, 2020)This type of essay writing will help us to create a broad image of the problem by exploring, evaluating and will help to analyse a perfect conclusion along with the action plan that could help to resolve the problem.
[image: Reflection means more than keeping a diary | SoR]
Figure 1: Gibbs’ reflective cycle
(Source: sor.org)
[bookmark: _Toc101019408]3.0 Description
“Mark and spencers” is a leading retail sector in the UK that provides different facilities including cloths, garments, and food and home appliances with a great quality. The reason behind choosing the organisation by me as a topic is for the globalised structure of the company that helps to create a perfect overview about how they used to maintain their workplace culture by recruiting employees accordingly. The organisation chooses to maintain their work culture by influences of all the workers suggestions. (Parent and Lovelace, 2018) The culture came from the founder at the very beginning and is still maintained by the workers with honesty, hard work and responsibility for the organisation.
[bookmark: _Toc101019409]4.0 Analysis
After detailed study, I analysed that an employee plays the key role to develop the growth of the organisation along with maintaining the peaceful workplace culture to maintain the cultural value of the company. They help to create a marketable and profitable change to the organisational structure and culture by their decisions in different aspects.
Maintaining marketing structure
In order to bring in new consumers and keep the existing ones, “Marks & Spencer's” marketing department investigated the root reason of dropping sales. The key reason for the bad consumer opinion of its primary client base – women under the age of 35 to 55, is that the garments supplied by "Marks & Spencer" were outdated and even unstylish. (Reeder, 2020) As a result, the marketing department agreed to split the lengthy "St Michael's" brand together into a range of genres to meet the demands of various customers.
Financial function maintenance
At "Marks & Spencer", the accounting department is significant in cutting expenses and reducing unnecessary expenses. The whole supply chain was scrutinised to see how and when expenses needed to be cut. As a consequence, the organisation was able to cut expenses, deliver better deals to clients, and greatly increase revenue. Mostly in the end, it is the investors who seek to profit far more from activities aimed at increasing profitability.
Human Resource
Human resource section of “Mark and Spenders” plays the vital role to recruit the employees according to the work category and position and also handle the salary section maintaining the financial status of the company. They recruit the employees and supervise the working culture efficiently. The HR section of the organisation recruits the employees that are well behaved, experienced and willing to work through interview, focussing on the organisation's culture and growth. 


“COVID1-19” effect on work culture
The “COVID-19” pandemic creates a messy situation that affects the work culture of “Mark and Spencers” effectively. They provide the work from home facilities during the lockdown period for their workers. But many workers who were involved in all the physical work lost their job during that situation due to being unable to take the work from home facility. In order to maintain the situation many different researchers work with that condition and come up with different solutions that help the organisation to overcome the condition.
[bookmark: _Toc101019410]5.0 Recommendation
I believe that any wrong decision during recruitment of workers can affect the organisation negatively and will decrease the growth and development of the organisation. Also, the working culture can be reduced due to any negative person working as an employee in the particular organisation. As we can see, the leading retail sector, “Mark and spencers” used to concentrate during the recruitment of employees in order to maintain the organisational growth and reputation. During the recruitment the company should interview the person about their working experience, skills and efficiency towards their work. “Mark and Spencers” allow their employees to do what they feel is right for the organisation that helps them to create a better culture by making the workers feel important in every aspect of the organisation. Awareness or knowledge about the working style of the organisation along with the culture is very important before retiring to the organisation as an employee. According to me the culture could be maintained by providing proper training for the particular work to the employee before joining that will help them to maintain the particular culture accordingly.
[bookmark: _Toc101019411]6.0 Conclusion
Every organisation follows a particular work culture to maintain the value of the work place with the help of their workers. “Mark and Spencers” use to make a perfect strategic plan to maintain their reputation in the global market along with their work culture and style by recruiting the professional and experienced workers and freshers by providing proper training. The above essay aimed to portray the essentiality of a professional worker in order to maintain the appropriate workplace culture along with the example of a globalised retail sector.
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