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[bookmark: _Toc214553687]Introduction
For this assignment, the focus will be reliant upon culture and look to cover various models and perspectives relating to organisational culture. As the report-writer, the organisation that would be discussed within the assignment will be my workplace; Tk Maxx. I will look to evaluate and assess each different model of culture and try to align it with the culture within my organisation. This will be backed up by a PESTLE analysis that will be carried out to gain an insight of the secondary influence of the organisation. This assignment will also be inclusive of different individual’s behaviours and ethics which can create an impact on the culture within the organisation. I will also detail a breakdown of Edgar Schein’s model of the organisational culture and discuss each level as well as Charles Handy’s model of organisational culture.
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[bookmark: _Toc214553689]Culture 
One thing that is taught is culture. People learn norms and values at a young age. Sometimes culture is visible. For example, how a person dresses, what language they speak, what typical foods they eat, and so forth. Others can see and notice these things. (Haug, 2014) 
Lebaron and Pillay define culture as something that is shared, frequently unsaid, and either apparent or invisible to others. It is where we draw boundaries and how we understand the world. We place a great deal of importance on culture, which influences our attitudes and values and shapes our behaviour. Our culture includes our political and religious beliefs. (SFU co-operative education, 2019) A person's values, customs, mores, and behaviors—collectively referred to as "norms"—combine to form their culture and help them identify with others. We call this "cultural identity." Analysing one's own and other people's similarities and differences is the idea of cultural identity. This occurs when people contrast what makes them distinct from others and what they have in common with them. (Maund 2018)
[bookmark: _Toc214553690]Organisational Culture
Organisational culture is the set of beliefs, norms, and behaviours that serve as guidelines for how team members or employees should act. In a nutshell, organisational culture is the collection of traits that define your business. Positive traits and excellent performance are encouraged in an organisation with a strong culture. On the other hand, successful organisations can be undermined and destroyed by a corporation with a poor culture. According to research, 77% of workers think about an organisation's culture before applying. This is a staggering figure as it shows culture is a highly considered factor when one is to seek employment regardless of qualifications and attributions held.  Additionally, studies reveal that 50% of workers are prepared to leave their positions in order to join a company with a more robust culture. (Wong, 2021) 
Appreciation, which helps individuals feel that their efforts and contributions are valued and acknowledged, is one of the characteristics of an organisation with a positive culture. Additionally, trust is crucial because it allows individuals to rely on one another and communicate their opinions and feelings. This is because everyone feels encouraged and believes they can do more together; teamwork is useful and can enhance communication and collaboration. (Wong, 2021) 
Through socialisation, culture is passed down from generation to generation and has a significant influence on decision-making, organisational structure, operations, and management behaviour (Gallego-Alvarez and Pucheta-Martinez, 2020). 

[bookmark: _Toc214553691]Edgar Schein’s model of organisational culture
Edgar Schein studied organisational management and was a professor at the MIT Sloan School of Management. According to Schein, organisational culture is difficult to identify. Instead, it develops over time as employees deal with changes and external environmental influences. Edgar Schein identified three levels of culture: fundamental underlying presumptions, proclaimed beliefs and ideals, and artefacts. (Juneja, 2015)
Artefacts: These are instances in which an organisation's traits are apparent and observable by others. For instance, the employees' attire and how they behave with one another and at work. These are things that other people can notice. An organisation demonstrates professionalism by enforcing a rigorous uniform policy. On the other hand, a company that allows workers to show up in any kind of attire demonstrates laziness and lack of professionalism. High performance is the outcome of an organisation that values respect and commitment, whereas an organisation with a weak culture where people act disrespectfully and without concern leads to disobedience and work that is not taken seriously. (Juneja, 2015)

Espoused beliefs and values: These can be found in surveys or on the company's website. (Cecil, 2013) They include one's objectives, values, aspirations, and so forth. (Schein, 2016, p. 18)
Employees represent their company in this way by their shared beliefs and behaviour. Posters can showcase these ideals, objectives, aspirations, and beliefs. It serves as a roadmap for the organisation's future goals. Employee behaviour is often guided by these statements. (Hattangadi, 2017)

Basic underlying assumptions: These are accepted values and ideas that influence behaviour (Schein, 2016. PP 18). This occurs when specific behaviours are carried out within the company without proper instruction or explanation. This third level of culture is formed by the traits of the people who work there. Characteristics like integrity and diligence are crucial because they help foster a positive workplace atmosphere. However, the culture of that company is demonstrated by the harassment and control of female employees by male employees (Hattangadi, 2017). 

[bookmark: _Toc214553692]Handy’s model of organisational culture

In 2011, Charles Handy, a renowned professor and lecturer at the London Business School, received his first lifetime achievement award. (Cross Knowledge, no date) Power, role, task, and person are described as Charles Handy's four categories of culture. (Tutor2u, 2018)
Power: The most obvious class of culture is power. This is the time when select powerful individuals within the organisation have an impact on the organisation. What happens is decided by those in positions of authority within the organisation. Strong cultures are associated with power cultures. Strong cultures can quickly degenerate into negative ones; thus, they are not necessarily good. To put it briefly, an organisation with a power culture is controlled by those in positions of authority. (Tutor2u, 2018)

Role: This kind of culture is traditional. The role or part you play determines the culture. Roles and responsibilities are communicated to all members of the organisation. The organisation's structure is what creates its culture. According to Handy, companies with this kind of culture are less likely to be proactive. (Tutor2u, 2018)

Task: The "role" type of culture is thought to be the antithesis of task. After a team is established, tasks are created to address problems and work on projects. The members of the team and the circumstances determine who is in charge at any given moment. Teams with a task culture are considered to benefit from a matrix structure. (Tutor2u, 2018) 

Person: Compared to the other cultures, this one is the rarest. Unlike "task culture," this culture is based on the persons inside the organisation. According to Tutor2u (2018), organisations nowadays are more likely to have a task culture than a person culture. 

The organisation where the report writer (I) works has a strong, positive culture. Everyone in the organisation, from the management to the employees, respects one another and works hard to complete tasks. The report writer can verify that the "role" kind of culture is consistent with the culture within their business by examining Charles Handy's four classifications of culture. As previously stated, the "role" type of culture occurs when workers understand their roles and responsibilities, and the culture is developed based on those roles. (Tutor2u, 2018) 
Before each shift, the report writer's organisation does what is called a "briefing session". In this manner, everyone understands their duty and behaves appropriately. Culture is created based on the roles assigned to everyone. According to Edgar Schein's organisational culture model, "artefact culture" refers to the degree at which an organization's traits and customs are apparent to outsiders. The report writer's employer has a policy requiring them to wear all black for work, although they are free to dress however they choose.
Workers at the report writer's company are free to show up for work in casual attire if it's black, which may convey the appearance that they're lazy and carefree. A rigorous formal uniform policy will demonstrate professionalism because the dress code is visible to others. Referring to Edgar Schein's levels of culture, the "espoused beliefs and values" level of culture refers to the organization's beliefs, values, and aspirations (Schein, 2018, p. 18), which are portrayed in posters to symbolise the organisation's beliefs, values, and aspirations. (Hattangadi, 2017) The report writer may verify that their organisation has a culture of "espoused beliefs and values" because posters about the organization's culture can be found in the hallway. Workers can use these posters as a guide to learn the culture and values of their workplace. 
(Please see Appendix A)
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A framework for identifying external influences that may have an impact on an organisation is the PESTLE analysis. Organisations can discover and assess possible risks and opportunities by using the PESTLE analysis. Political, economic, social, technical, legal, and environmental study are the topics that are all covered under a PESTLE analysis. (Perera, 2017).

Political: Since political factors can have a significant impact on an organisation, it is crucial to always take them into account. Restrictions on how retail establishments can function during the pandemic were announced by the government and were revised daily. The nation had been in and out of lockdown due to the pandemic, which had inadvertently affected retail establishments and led to their closure. Companies must take political considerations into account to stay current on rules and regulations and be ready for any changes. 

Economic: Since the state of the economy affects enterprises, it must be considered. Strong economies allow consumers to buy both necessities and wants. However, customers are more likely to stick to purchasing necessities rather than unnecessary items when the economy is sluggish. (Frue, 2018) As a company, we have to stay informed on the state of the economy since we have to adjust our product prices based on the state of the economy. We will lose money if we don't lower our pricing since customers won't be able to buy our products in a weak economy. According to research, the unemployment rate is currently 4.5%, so the organisation must adjust its prices accordingly. 
Social: It is crucial for retail enterprises to consider the social aspects that impact their operations. Since some seasons bring in greater sales than others, retailers need to be aware of these shifts. We need to increase the variety of goods we offer to consumers because the business is at its height as Christmas draws near and individuals are looking to buy Christmas presents. Depending on the season, we will display different things. For example, we would display Christmas stockings, decorations, accessories, calendars, and clothing throughout the holiday season. We would switch up what we brought out throughout the summer to include summer toys, sandals, shorts, sunglasses, and other summertime-appropriate goods. Keeping abreast with societal trends is crucial since they are ever evolving and have a significant impact on businesses. To make sure we can sell them and generate revenue, retailers need to be informed of the most popular brands and trendy products. Our business can keep track of our clients' order histories on our website, which allows us to assess what people are purchasing and what they are not interested in. The business can use this information to send emails to clients with offers; this in hand can then generate further sales as it makes customers aware of what we have to offer.
Technological: Using technology is crucial for a retail business, and investigating more sophisticated technology can streamline some procedures. To handle transactions and returns, our company uses a till system. Compared to other merchants, our till system is thought to be more sophisticated since it has built-in capabilities that enable us to perform tasks that other retailers find more difficult. For instance, unlike other tills in retail establishments, our till permits products to be removed from a transaction without restarting it. Many retailers have security tags attached to the majority of their merchandise. These tags are placed on various parts of the merchandise, depending on the item. These tags can occasionally be overlooked when scanning merchandise, which causes security alarms to sound at the door just as customers are ready to leave, necessitating the removal of the tag and keeping the customers waiting. When a security tag is left on, our stores' tills contain a security tag sensor that activates. This enables us to locate the tag and remove it right away while processing the customer's order. This method makes it easier for us to process consumer orders, but not all retail establishments have it. Our website allows clients to make purchases without physically visiting our business, which also boosts sales. 
Legal: The organisation's legal aspects are crucial, and the government's rules and regulations must always be adhered to. Every employee at our company must receive at least the minimum salary. Businesses need to be aware of how the minimum wage is changing over time. Businesses must also adhere to data protection. Since our business handles the private information of our clients, confidentiality is crucial. Businesses must also abide by rules pertaining to taxes, copyright protection, and discrimination.

Environmental: Since factors like weather, climate change, and sustainability all affect businesses, it's critical to be environmentally conscious. Poor weather conditions, like snow, make it unsafe for customers to travel to the store and make it unlikely that they would want to. As a retail establishment, we are busier when the weather is gloomy and rainy because customers prefer to buy indoors rather than outside in the rain. 
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Workplace ethics are moral standards, ideals, and procedures that all employees must adhere to. Respecting the company's policies, such as dressing appropriately, is an example of workplace ethics. Along with numerous additional guidelines that must always be adhered to, these rules and regulations are part of a contract. (Formplus Blog, 2020) Effective communication is another illustration of a workplace ethic. In the workplace, efficient communication is crucial since it can prevent misunderstandings. (2020, Formplus blog)
 Building professional relationships at work is a crucial ethic since it increases productivity and cooperation and facilitates knowledge sharing and transfer. Accepting responsibility is another crucial working attitude. Individuals that disregard accountability may convey the impression that they don't care about the business and are linked to dishonesty, which could lead to their termination. Another example of a workplace ethic that is crucial and boosts productivity is respect. Employees will desire to do better in the future if constructive criticism is given with respect. (Formplus blog, 2020) 
Every organisation needs to make sure that everyone acts morally, and that unethical activity is not tolerated. When an employee violates the firm's policies and behaves unethically, other workers may notice because they can see that the employer is doing nothing about it. High employee turnover, a negative reputation for the business, a decline in profit, and low productivity are all possible outcomes of this. Punctuality, or when a person arrives at work on time and finishes tasks within the allotted time, is a strong organisational ethic. (SpriggHR, 2020)

Psychologist Geert Hofstede is renowned for his studies on culturally diverse companies and people. In his concept of national culture, Hofstede divided them into six stages, which are as follows (Tutor2u, 2018): 
Individualism vs. collectivism: While teamwork is valued more highly in some cultures, individual performance is prized more highly in others. This has to do with how businesses compensate their workers, whether it's by giving them bonuses based on their individual performance or by rewarding them to increase team motivation. 

Power distance: One of the more well-known phases of Hofstede's study is power distance. In comparison to other organisations with low power distance, where the culture supports a higher emphasis on things like empowerment, this is the extent to which a company tolerates and fosters things like inequality. 

Masculinity vs. Femininity: This stage illustrates how men and women make different decisions. According to Hofstede, a feminine approach is less confrontational and involves more collaboration when making decisions, whereas a masculine style is assertive and fact-based. 

Avoidance of uncertainty: This condition is predicated on how one reacts to dangers. How anxious managers and staff are when choices must be made, their mind-set and how they steer clear of dangers and errors. Risk-taking and a "bring it on" mentality are made possible by low levels of uncertainty avoidance. High degrees of uncertainty avoidance involve the need for further ambiguity and help. 

Long-term orientation: The viewpoints of individuals when making choices. Commissions based on short-term sales can be rewarded for short-term performance. Long-term and short-term investment appraisals are related. 

Indulgence vs. restraint: While some cultures conceal their drive to express themselves and adhere to more rigid norms, indulgent cultures embrace having fun and expressing themselves (Tutor2u, 2018). 


The report writer's company has a robust and upbeat culture. The organisation promotes goal setting, experimentation, and learning from errors. To achieve successful outcomes, it is suggested to be inclusive, to exchange ideas, and to involve one another when making decisions. Additionally, the company promotes building stronger ties. The co-workers of the report writer esteem one another and are always eager to assist one another. As previously stated, Hofstede's first stage of culture, referred to as "individualism v. collectivism," occurs when an organisation values and rewards individual performance. The organisation that employs the report writer rewards its staff by expanding the store fund, which provides a wider variety of goods and higher-quality meals in the canteen. 

When providing service to customers, staff members must make sure they meet their goal of distributing loyalty cards. The organisation's staff puts up a lot of effort to meet goals to raise the store reward. Every month, each employee in the report writer's company has two votes to cast for "associate of the month." Employees will vote for two employees and offer a brief explanation of their votes based on the individual's behaviour, traits, and performance at work. The management will tally all the votes and declare a winner at the end of the month. A £20 Tk Maxx gift card will be awarded to the colleague of the month. 
The management team will post a photo of the winner on the board in the hallway along with an explanation of their selection after announcing the winner in the group chat via their work app. Every employee in the company puts up a lot of effort to win associate of the month and receive their prize. As was already mentioned, the "uncertainty avoidance" stage occurs when workers are afraid of the pressure to make choices and take chances. Regretfully, many the organisation's personnel fit this description. 
A fellow colleague who has continuously showed great efforts and commitments in the workplace is afraid of taking on decision-making responsibilities since they don't trust themselves and fear their leadership skills may not be suitable for the relevant position. When making decisions and taking on new tasks, this individual needs more assurance and clarity. The colleague is reluctant to take chances. This employee's fear of doing new things keeps him from seizing possibilities since he doesn't think he is as excellent as he could be. By having conversations to remove the obstacles preventing individuals from functioning to their full capacity, the management team and other staff members can assist those who feel this way. Another colleague signed a temporary contract to work for the report writer's company. The management team will determine whether to renew or terminate their contract based on their performance. Due to their poor performance, the management team has chosen to terminate this employee's contract. 
This employee was falling short of the goal of distributing loyalty cards as compared to the other employees. This is a high-risk factor to management as one of the key goals/targets they set out is to ensure all new and existing customers are made aware of the loyalty scheme and offered to sign up at point of purchase. Management wish that staff emphasise the importance and benefits of the loyalty scheme, which is highly rewarding for customers, but also shows that the workplace is making a great effort in promoting customer loyalty. The workplace commits heavily to customer loyalty as they believe it is crucial if customer retention is to be carried out effectively. Other colleagues have claimed that this person is unethical. Everyone at the company is courteous, diligent, and always complies with company policies. On the other hand, this worker is dishonest and untrustworthy, lethargic, and unmotivated to meet goals and do quality work. This employee's contract was terminated because their attitude and ethics did not fit the workplace culture. 
Every company has its own unique culture, ethics, and features. Employees at the report writer's company fall into the "individualism v. collectivism" group since they put in a lot of effort to meet goals to receive bonuses and awards. For customers to become aware of and sign up for the loyalty card, the organisation's staff properly communicate with them about what it is and how it operates. Nonetheless, a fast-paced establishment like McDonald's strives to bring customers their food as soon as possible. The staff in this business do not have any other ambitions in their thoughts as their concentration is on serving their consumers their orders. In this kind of business, the duties include accepting orders from clients, responding to their questions about ingredients, hygiene ratings, and other topics, and serving them. Serving customers is the organization's goal. The report writer's company, on the other hand, strives to serve clients, discuss loyalty cards, foster staff relationships, and meet goals. The goals and culture of the report writer's company differ from those of McDonald's, as do the tasks and priorities.
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 In conclusion, the culture within an organisation is subsidised through various key factors such as ethics, morals, beliefs and values. Each organisation is different to another; therefore, each will encompass a different form of culture within the workplace. Overall, the culture in an organisation determines the results and performance of employees within an organisation. I have explored different theories and models on culture within the organisation and broken them down at each stage/level, at levels that I believe my organisation may embody, I have also referenced. An evaluation of the culture within my organisation has been carried out effectively and where change may seem feasible, this has been interpreted as it could in hand strengthen the culture within the workplace.
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