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Introduction: Grupo Antolin background and activity

Grupo Antolin is a leading multinational company in the development, design and manufacture of interior components for the automobile industry. They employ approximately 25.000 people worldwide structured intro 140 factories in 26 different countries. In UK, the company has a total of 7 production plants located in Barton, Bury, Droitwich, Leamington Spa, Liverpool, Warwick and Redditch. They are a profit organization with a private limited ownership.
The company has a tall organizational structure consisting of various levels of management from the CEO Ramón Sotomayor Jaúregui to Corporate Financial Director Cristina Blanco or Regional Europe Director Miguel Maranon, just to name a few. 
Manufacturing wise, Grupo Antolin has numerous clients including BMW, Aston Martin, Land Rover and Bentley for which they supply rear and side panels, cockpits and lightning. Currently, in UK, the company supplies parts for BMW Mini Cooper and has started putting in place machinery for a new Bentley production line which will most likely start production in 2023. 
A core value of the company is innovation which is fundamental to the future and development of new and flexible solutions that can be implemented in the automotive industry based on current and future market demands. As an example, in this regard, Grupo Antolin has recently begun the manufacturing of parts for a new hybrid/electric vehicle with the headquarters in Redditch thus capitalizing on the shifting market trend towards electric and eco-friendly cars.
The company encompasses itself with the slogan INTELLIGENT. INTEGRATED. INSIDE which refers to creating smart vehicles, developing integrated solutions and contributing talents from the interior. (Grupo Antolin, 2022). 






Organisational Culture: Definition and classification 

Before addressing the particularities of Grupo Antolin, we must define and exemplify what organisational culture is and consists of and place a foundation upon which we can elaborate further. 
As a simple yet effective definition, we can refer to Martin and Siehl view (1983, cited in Ramachandran, Chong and Hishamuddin, 2011) which asserts that organisational culture consists of shared values, attitudes and beliefs of members of an organization. Furthermore, (Schein, 2009) states that culture is defined by human relations in the organization and relies on aspects such as teamwork, building loyalty or empowering employees but he also warns that such views, while correct, are narrow. In such we can distinguish the fact that the term ‘’culture’’ is somewhat ambiguous and intangible and can be hard to define given its relative nature. 
In order to classify the different types of organisational cultures we may refer to Cameron and Quinn (2006, cited in Nanayakkara, Wilkinson and Halvitigala, 2021) where they recognise 4 types as such:
· Hierarchy culture which is defined by structure, rules and control. A characteristic of such a culture is bureaucracy, a cumbersome concept in which rules and regulations often have a greater importance than the end result.
· Market culture which is a more flexible approach for reaching goals without strict regulations and limitations from external factors.
· Clan culture in which the main focus is the employee and providing them with the tools in order to better themselves. Such a culture is defined by teamwork and trust but it’s the least competitive one.
· Adhocracy culture focused on creativity and innovation and found mostly in research or creative organizations.
Given that culture encompasses so many different aspects and it’s perceived differently throughout the world, we can safely say there is no such thing as a right or wrong culture. It is a pattern that is formed and moulded based on the needs of a group of individuals or in our case, an organization needs and vision. 

Grupo Antolin: A personal take on culture and managerial role within the company

As a multi-national company, Grupo Antolin prizes itself as being a leader in innovation and interior solutions in the car manufacturing business and emphasises the value that employees bring and the key role they play in the development of the company. But do we see such ideologies and values being put into practice or are they just empty words designed to boost the marketing and image of the company?
To some extent every company strives to uphold its core values and represent itself true to form but with time such values can deteriorate and loose their meaning, especially when compromises are being made and the initial vision is lost. Grupo Antolin falls victim to such practices and the business has begun to suffer as a result.  
In order to understand why and how, we need to establish where does the company fit in regards to culture and values. I would classify Grupo Antolin into a hierarchy culture where performance, consistent structure and authority are seen as crucial elements, as well as accountability and responsibilities. Having a tall organisational structure, there’s a clear line of authority within the business with multiple layers of management that are working collaborative to reach a common goal. At the Redditch branch, the structure looks as follows:

General Manager

Quality Control
Maintenance

Assistant Manager


Logistics
Support Technicians
Production Manager




Cell Leaders

	

 Operators


As we can observe the Production Manager span of control is high, with several departments under his direct responsibility. In such, he is in charge of maintaining communications between departments, assure a constant flow of information throughout and respond to any issues that arise in the productions process. Ideally that would be the case, but with such a high number of responsibilities at hand, it becomes challenging to maintain a clear direction and allocate time and resources to every department. In consequence, the manager is overwhelmed, communication becomes difficult and often than not, tasks are being delegated to lesser individuals who don’t posses the skills or the cognitive capacity to make appropriate decisions. This eventually creates somewhat of a snowball effect where bad decisions lead to frustration and negative results. Furthermore, it creates a stress filled environment which impacts productivity and diminishes the core values that the company strives for. I believe a better approach for Grupo Antolin would be the implementation of a new position, a supervisor, to alleviate some of the managers responsibilities and act as a middleman between management and employees. 
But this is just the traditional managerial aspect in a broader equation of ideal responsibilities and qualities a manager should have. So, what else should we expect from complete manager? 
In my opinion a crucial quality a manager should have, is interpersonal skills. Maybe an overlooked aspect nowadays, with the prioritization of productivity and individual performance having higher importance. In order to grasp the importance of interpersonal skills we can refer to the following iteration:

Interpersonal skills benefit managers and the firms that hire them because high quality interpersonal skills will allow individuals to pick up and navigate the mores of a specific organization and the industry when the other types of skills may be lacking.
                                                           
                                                 (Mencl, Wefald and Van Ittersum, 2016, p.635)

In such, we can observe that interpersonal skills facilitate the decision-making process by adding an additional layer or component, and in such not necessarily substituting but actually complementing the others. 


An empathic or emotional intelligent manager can relate to his staff in a more optimal way and in such increase their productivity, awareness and determination. 
Pescosolido (2002, cited in Kerr et al., 2006, p.268) argues that ‘’leaders increase group solidarity and morale by creating shared emotional experiences’’ whilst Humphrey (2002, cited in Kerr et al., 2006, p.268) adds that ‘’the ability of leaders to influence the emotional climate can strongly influence performance’’.  
We can conclude that productivity or performance is not influenced or determined only by empirical data and performance-based statistics, but also by shared emotional connections that creates a sense of team spirit within the organization. 
As we mentioned earlier, Grupo Antolin adopts a hierarchy-based culture, where strict rules and regulations define its activity. But what are the positive and negative aspects of such a culture and how do they affect or shape the organization and its staff? 

1) Positive aspects:
· Structure of authority and communication
In Grupo Antolin there is a clear line of authority that must be followed and maintained. 
As such, for example, an operator will always escalate any issue they have to their respective cell leaders first and never to their managers directly. This ensures an organized manner of communication and allows the respective information to be made aware to all concerned parties. 
· Responsibilities
Every member of staff or management has clear instructions on what and how they should do their work. This leaves no room for interpretation or confusion and establishes a sense of accountability.
· Recognition and career paths
Grupo Antolin encourages individuals to exceed their condition by providing opportunities for career advancements. An individual that shows desired capabilities and skills will be acknowledged and rewarded accordingly. 





2) Negative aspects:
· Bureaucracy
One of the biggest downsides to hierarchy culture is bureaucracy. This concept is defined by strict procedures, rigidity and unnecessary delays. As an example of this practice, Grupo Antolin only takes a certain action after the expenditure cost has been reviewed and approved by all layers of management. This creates a delay in the process and sometimes take weeks if not months to reach a consensus. 
· Lack of innovation at lower levels
Having strict and clear instruction on how to conduct their work, lower-level employees such as operators or cell leaders are discouraged from implementing their own ideas to improve the process. They become more of a cog in the system and are striped of any creative function. 
· Lack of collaboration between departments
Having a strict chain of command within the company makes it difficult for departments to collaborate freely with each other in order to resolve issues. In Grupo Antolin this is a major concern especially when decisions need to be made swiftly and unhindered by formalities. 



Grupo Antolin: Leadership and personal challenges at the workplace

Leadership is debatably a relative term with different meanings depending on the context in which its being used. According to Stogdill (1974, cited in Yukl, 2013, p.18) ‘’there are almost as many definitions of leadership as there are persons who have attempted to define the concept’’. 
So how do we still define a leader or the concept of leadership? I would argue that a leader is a recognized individual with influence or power that encompasses the values or traits desired by a certain group. In my opinion leaders can have tangible values (good communication skills) and intangible ones (vision, creativity or compassion). 
According to (Yukl, 2013) in recent times, leadership has been viewed as a process of emotions rather that reason, but with the mention that neither one should be discounted or excluded. 
In my workplace, leadership is not defined by an individual’s role or position, far from it. Leaders are the ones that take upon themselves to do what others can’t. They are given this responsibility not by a title, but by the trust and faith others place in them. They are what we call informal leaders and they don’t need to be part of management in order to lead. 
In such, are leaders different from managers? And if so, in what way?
In this regard, (Brown, 2010) argues that leaders and managers are two different entities with different mentalities. He states that a leader prioritizes relationships, networking and respect before other aspects. He is more active and involved and deals on a more personal level. He could be the one to increase productivity or group performance or he may as well be the one that increases moral and trust within members of a certain team. We could conclude that both managers and leaders play a key role in an organization and they could ideally complement each other.
In Grupo Antolin, training new personnel is one of my responsibilities and one that comes with high expectations having been with the company for 4 years now. The main challenge I face is trying to relate with the individual I’m training on a personal level in order to understand what is the best approach to use. Every person assimilates information in a different way and it’s my job to optimize my delivery based on more that just technical data. In such, having interpersonal skills such as listening ability and verbal communication prove to be necessary.
Another challenge that I face is trying to convey to management on how important employee motivation is and that is shouldn’t be neglected. In order to perform at a high level, an individual needs to feel that he’s valued and appreciated and he’s part of a group not just as a number or statistic, but as a human being first and foremost. He needs to have a voice and be given the opportunity to express himself. The mentality that people just need to get on with the job without asking questions, having any input or recognition, is a narrow and limited one with negative impact on mental health and productivity at the workplace. 
‘’ We may say that not everyone can motivate, but anyone can be motivated in various forms and ways.’’  (Achim, Dragolea and Balan, 2013, p.685).

 
Conclusion


My goal in the above work, was to establish the particularities and defining characteristics of organizational culture, leadership and managerial role then corelating them with my own personal experience in Grupo Antolin. I’ve presented some key aspects of what and how an ideal manager should look like from my own point of view and elaborated on the notion of leadership and how it differs from management. I’ve attempted to describe my role in the company and what challenges I face on a day-to-day basis. 
After consideration, I can only reach the conclusion that in the case of Grupo Antolin, there has been and erosion or deterioration of company’s values most likely due to the compromises they have made over the years in the way they conducted their business. The inability to retain experienced personnel by not providing them with either financial or emotional motivation and generally speaking bad work ethics throughout the company, has put us in a place where culture is a blurred concept, one that lost all his meaning and purpose.     
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