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I will be looking at how airports were affected during the COVID 19 pandemic, what organisational culture is and why it is important within an organisation how it has been influenced factors that can affect the environmental culture of an organisation using PESTLE and SWOT analysis. Why human values and ethical behaviour necessary for survival, using model and framework.  
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[bookmark: _Toc152513062]Part 1 - Critically assess the culture and context of an organisation.

1.0 [bookmark: _Toc152513063]– What is organisational culture and why is it important.

Culture always has a meaning, however, may not be accepted or understood. Culture within an organisation means policies, principles, and convictions, which shape an organisation's culture and how its individuals behave as a team. The established framework that directs the conduct at work makes up the culture. Integrity, cooperation, accountability, and transparency directly impact employee engagement, performance, and overall organisational success, understanding and controlling this culture is essential. Productivity and creativity can rise when an organisation has a positive and healthy culture that cultivates employee motivation, loyalty, and satisfaction. However, a misaligned culture can lead to under performance, strife, and a large employee turnover. Workers in organisations where culture is active tend to be more engaged. The resulting system aids businesses in overcoming obstacles and better adjusting to changes. (He, 2023) 
In Early the 1960s, Hal Leavitt and Bernie Bass presented an idea of organisational psychology in a paper for the Annual Review of Psychology (Leavitt and Bass, 1964), and Bernie Bass and Edgar Schein created the same in textbook form by the same name a year later in 1965. (Bass, 1965, Schein, 1965). Kurt Lewin's innovative research on leadership styles and group norms and the long-term advantages of democratic leadership, numerous people recognised the need for managers to undergo further training in human relations, and to be convinced that human nature was not inherently flawed. Organisational behaviour became a champion for treating workers with greater compassion by demonstrating that when individuals were treated like adults, they were ultimately more creative and productive. The emphasis was on productivity, which was described as each person's capacity for creativity and production. Systemic dynamics inside companies, however, were ignored, leading managers to act in an autocratic manner.
There are three cultures of management, the operators, the engineers, and the executives.
· The operators - the line managers and employees who manufacture and provide the goods and services necessary to carry out the primary objective of the company.
· The engineers - every business has a core technology that forms the basis of its operations. Different types of "engineers" with similar occupational cultures design and oversee this technology.
· The executives - chief executive officers (CEOs) who have a common set of assumptions based on the daily realities of their status and role. (Schein, 1996).
Edgar Schein’s three levels of culture iceberg model (See Appendix A) show the underlying assumptions which are beliefs, perceptions, thoughts, and feelings which are taken for granted and known as the unconscious factors. Espoused values are the strategies, goals, and philosophies, these are known as the invisible factors. Artefacts are organisational structures and processes which are visible factors.
To create a high-performance culture, you need to first understand where your organisation’s culture dominates and where it does not.
Any organisation's culture may be changed, but it requires time, work, and dedication. However, it starts with obvious behavioural shifts, particularly on the part of the organisation's leaders. The organisation started with a new strategic objective and launched a programme to change its culture. 
Studies indicate that companies that prioritise health and performance have higher success rates and produce superior financial outcomes. It also indicated that a great deal of work still needed to be done. In comparison to international comparisons, the agency's performance was below average. Its scores for innovation and learning, coordination and control and motivation were all below the global median for comparable organisations.
Having a clear idea of what needs to change is the first step. The agency used benchmarking to evaluate where it was beginning. The Organisational Health Index (OHI) survey was selected as its instrument. It evaluates nine outcomes and 37 distinct management practices against a global database including more than 1.5 million individual responses (See Appendix B).
[bookmark: _Hlk151286563]Further investigation turned up several improvements. For instance, there was a lack of top-to-bottom alignment between employee goals and measurements, making it unclear to them how the organisation's strategy correlated with the personal goals they were expected to achieve. Workers said that managers might have done more to support them, such as offering compliments or other types of acknowledgements for their excellent work. Furthermore, the agency was not managing business performance through the efficient use of operational and financial indicators and targets. (Fuchs, 2017).
Any company's goal is success. However, success cannot be achieved without leadership, culture, and strategy.  Newton Institute (2017).
I created a model to show how an organisation can enable success influenced by Dr John Stahl-Wert’s Serving Leader Model.






	Serving people well/supplying great products.
SUCCESS	Growth/Profit.
	Healing, peace, and beauty.
			

			STRATEGY – Defines how the organisation achieves success.
						
							CULTURE
Healthy culture – enables 	
Strategy to be executed.

										LEADERSHIP
                                                                                                                           (Needs to be developed).
[bookmark: _2bn6wsx]Unhealthy culture – undermines
strategy.	
John Stall-Wert’s Serving                  Leader Model
		
                                Serving Leader Compass.               

	              	The 5 Actions.

[bookmark: _Hlk152505315][bookmark: _Hlk152505340]Dr John Stahl-Wert an author, speaker, and recognised expert in leadership development. His main goal is to assist people, groups, and communities all around the world in embracing and putting Serving Leadership's beliefs into practise known as The Serving Leader Model. (John Stahl-Wert - Sagamore Institute 2020).
High powered culture creates the foundation to enable success. This is possible because every employee knows that the work they do matters, their actions contribute to customer value, the values are adhered to by the organisation, employee’s capabilities and passion are aligned with their position, employees are not dependent on their leader and can prosper independently, and results are seen, and goals are achieved.


[bookmark: _Toc152513064]1.1 – How has it been influenced in recent years

Recently there have been five current developments are permanently altering the culture of organisations.
Under typical conditions, organisational culture is usually consistent and stable. Cultural shifts are a gradual process that can take years to complete, with the assistance of a change management project structure.
Occasionally, though, an unanticipated incident will strike your society like a lightning strike, completely altering everything in an instant.
COVID-19 was a global storm that brought about such drastic changes that living after the epidemic was referred to as "The New Normal."
Many leaders had assumed that soon things would return to normal. However, as the pandemic moves into its fourth year, it's clear that some things have changed permanently.
In what ways is the culture of organisations changing in the New Normal?
The most significant effect of COVID-19 on culture was felt in early 2020 when organisations were forced to transition working from home virtually overnight. Many experts predicted that this would only last temporarily and that soon everyone would go back to working full-time in the office.
However, that didn't exactly work out. Employees around the world discovered that their views on work had evolved, and they were no longer content to stick with the same old thing.
1. Being employed in an office is no longer classed as normal.
A small number of companies permitted employees to work entirely remotely before the pandemic, while over half of businesses did not offer remote working options at all. Over time those numbers started to change, with more businesses offering full-time remote jobs and some offering a mixed schedule.
What it implies for modifying the culture of an organisation: Companies have always believed that all workers will congregate in a single physical location on a regular basis. This facilitates conducting meetings, organising events, and having friendly conversations with passersby. The key forces shaping the culture of your company are these encounters.
However, you now need to consider entirely remote employees and hybrid teams. When they're not in the office, how do people connect? Will employees working remotely miss important discussions? Will you create different cultures for employees who work from home and those who don't? These are the queries that employers find difficult to answer. 
2. A good work-life balance is now just as crucial as high pay.
In America employees have long been industrious labourers, averaging over 1,750 hours annually. This could never last, especially because before the pandemic, two-thirds of employees were burned out. Many people have had to reevaluate their priorities because of COVID-19; many workers were prepared to forgo high pay in favour of a good work-life balance.
What this means for corporate culture change: Employees were not willing to compromise their health in exchange for a high wage. Many people come to the realisation that their family and general well-being should take priority during the pandemic, especially after spending more time at home and the sad loss of friends and family became a harsh reality. The Great Resignation was largely caused by this mentality change.
All things considered, this ought to indicate that fewer businesses support a high-pressure, results-driven culture. Employers have instead aim to create a workplace that is sustainable, safe, and has lower employee burnout rates.
3. An organisational culture that is always evolving requires adaptability.
Consider compliance teams as an example of a team that has little patience for mistakes. In this setting, precision, dependability, and meticulousness are highly esteemed attributes. However, the epidemic has shown us that everyone needs to be able to adjust to shifting conditions. Continual obstacles such as the digital revolution underscore the significance of flexibility.
What it implies for modifying the culture of an organisation:
Companies are attempting to increase the dynamic nature of every team member so that they will be prepared for the next epidemic or other significant disruption. Consequently, individuals possessing soft skills such as critical thinking, flexibility, adaptability, and willingness to learn are being given more attention by recruiters.
It will not only increase the dynamic nature of company culture but also foster more collaboration among numerous teams. Handling a crisis calls for a great deal of communication. As teams become increasingly adept at helping one another through transition, siloed cultures are already collapsing.
4. Awareness of mental health issues is becoming a necessary skill.
Many executives assumed that the mental health of employees was unrelated to their jobs before the pandemic. Employers offered Employee Assistance Programs (EAPs), but most people were responsible for managing their mental health. Managers can no longer overlook mental health issues because, since the epidemic, the percentage of people resigning for mental health reasons has increased from 34% to 50%.
What this means for altering company culture: Leaders in the wake of the epidemic need to be aware of the mental health of their workforce and how culture influences them. One of the main causes of work-related mental health problems is frequently overwork-related stress or harassment and discrimination from coworkers. In toxic cultures, both stressors are common.
Your business requires a culture that supports its employees if it hopes to attract and keep outstanding talent. Employers may need to have some tough talks as they address the systemic problems that directly lead to a hostile or poisonous workplace culture.

5. The best policy is still to be honest.
Trust is a must for employees, particularly when there are significant risks involved. In a catastrophe such as the pandemic, trust genuinely determines one's survival. Nevertheless, one in three employees say they don't trust their bosses. For the 55% of CEOs who believe that a lack of trust impedes long-term success, this is a major cause for concern.
What it implies for modifying the culture of an organisation:
Employees learnt to value an open and honest CEO throughout the commotion of the pandemic, even when the news wasn't good. Many people's expectations have shifted due to this experience, and open communication is now regarded as essential in many cultures.
Before the pandemic, things were already heading in this direction. Because workers want non-hierarchical institutions, they desire managers who are transparent in their communication with them. Though it used to be the only policy, honesty is now the best policy.
Changing an organisation's culture or anything else starts with the basics.
Why did the pandemic alter organisational culture in such a drastic way? because many deeply ingrained issues inside organisations were made visible by the pandemic. Businesses suffered when employee engagement was poor, when they weren't adaptable enough, or when the bond between employers and employees wasn't strong enough.
Organisational culture is centred on principles. Having a strong Human Resources department in place is essential for creating a culture that thrives and provides a secure and encouraging work environment for all workers. (Leary, 2021).
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[bookmark: _Toc152513065]Part 2 - Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.

[bookmark: _Toc152513066]2.0 – What factors can readily affect or change the environmental culture of an organisation?

We have all seen and experienced the effects of the COVID-19 pandemic. How it has changed the environmental aspect of organisations for example airports I think were affected amongst the worst. In a journal article on PubMed Central it looks at how the millions of passengers and stakeholders in the aviation sector are being impacted by the pandemic, which has created an unprecedented catastrophe, even though the aviation industry has had to deal with disease outbreaks before they were on the same scale. Data based on the last few years, It can be seen that passenger demand had a significant impact on the recovery paths for a number of nations. Different driving forces produced distinct recovery trajectories in different countries, and they still have an impact on global recovery. Worldwide aviation revenue has dropped by more than 60%, which is a serious impact. 
The workers in the sector are immediately impacted by the pandemic's financial effects. Various estimates place the number of jobs supported by air travel at roughly 65.5 million worldwide; these positions include direct jobs, indirect jobs, and jobs related to tourism. In the event of a pandemic, terminal closures, flight delays, and health hazards would thereby affect a much larger population than just those directly employed.  
Many obstacles faced the first recovery in every nation and even at every airport, such as inconsistent policies across airports, erratic actions, ambiguous decision-making, and a deficiency of comprehensive recovery strategies. For instance, the local populace and airport employees are in danger of infection due to the delays in implementing the quarantine and health screening procedures. If a globally coordinated response had been started at the outset of the outbreak, such difficulties would have been averted. (Arora et al., 2021).
Martin Eurnekian CEO of America Corporation Airports states "This is the worst disruption he has seen in the life of this industry since it became popular 50 years ago," he also stated that "using technology to deal with passenger flow, from the moment you get into the airport until you board the plane, and this ensuring you to touch fewer things, to interact less with other people, and can give you the social distancing required," 
[bookmark: _147n2zr]Biometric systems have always promised to expedite check-in procedures from curb to gate. Typically, these systems use facial recognition to identify passengers. Additionally, this technique significantly decreases the necessity for passenger interaction and the likelihood that passengers may touch objects like the screens on check-in kiosks that may contain COVID-19.  (Abou-Ragheb, 2020).


[bookmark: _Toc152513067]2.1 - Organisational analysis using PESTLE and SWOT


I used two analysis tools to help me identify what and how the airport has been affected by the pandemic.
The results of a PESTLE analysis that was done to determine the variables externally influencing the global airline business are briefly reviewed. 


	P
Political

	E
Economic
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Social
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Technological
	L
Legal
	E
Environmental

	
Government restrictions to prevent the spread.













	
Passenger numbers decrease due to restrictions.
	
Relationships were torn due to social distancing and travel restrictions seeing an increase in increase in stress, loneliness, and domestic violence.
	
Worldwide airlines and airports endeavoured to implement state-of-the-art equipment to maintain hygienic and disinfected aeroplane cabins and airports. Some even used robots rather than humans to minimise the spread.
	
More work for company lawyers to deal with refund requests as passengers did not feel it safe to travel. Also, to advise companies and even the government.
	
Passengers and airlines became more thoughtful about travel and their carbon footprint encouraging more thought around ‘green flying’.


(Olaganathan, 2021). (Babajide, 2022)

It is believed that Harvard professor Francis Aguilar was the original founder of PEST analysis in 1965, it is also known as PESTLE, PESTEL, PESTLIED, STEEPLE, SLEPT and LONGPESTLE. 






As well as using PEST or PESTLE analysis, SWOT analysis can be used to identify strengths, weaknesses, opportunities, and threats allowing for interventions to be put into place.
The results of the SWOT analysis were as follows:



                                                                                                                   (Morrison, 2019)

The SWOT analysis was coined in the 1960s by a management consultant named Albert Humphrey from the Stanford Research Institute. (Olaganathan, 2021)
Also used analysis is McKinsey 7S Framework (See Appendix C). 
The late 1970s saw the introduction of the 7-S framework, which marked a turning point in the understanding of organisational performance. Managers used to concentrate on the structure of the organisation—who does what, who reports to whom, and so forth. Coordination emerged as a more important issue as organisations grew and got more complicated.
Thirty years later, 7-S is still a valuable tool for knowledgeable organisational involvement. Nowadays, an organisation is more than just its structure. (McKinsey Quarterly, 2008)

[bookmark: _Toc152513068]Part 3 – Critically evaluate the cultural and ethical behaviour present in one or more organisations.

[bookmark: _Toc152513069]3.0 – Basic Human Values 

[bookmark: _Hlk152506166]Ten personal values are identified in the Schwartz theory of basic values. These values are distinguished by a purpose or motive. Because they assist people in meeting one or more of the following three necessities for survival.
1. Self-Direction - exploring, choosing, and creating expressed by action and thought independently.
2. Stimulation - novelty, thrills, and challenges in life
3. Hedonism – having pleasurable gratification for yourself.
4. Achievement – demonstrating competence through personal success.
5. Power – having dominance over people and resources.
6. Security - security, peace, and stability in relationships with others as well as with yourself
7. Conformity - control over behaviours, inclinations, and desires that could offend or hurt other people or go against societal standards or expectations.
8. Tradition – being accepting, respectful and committed to culture, religions, and customs, 
9. Benevolence – sustaining and embellishing the welfare of those within your team.
10. Universalism – be appreciative, tolerant, understanding and protect everybody and everything’s welfare.
There are six features of values which all have one thing in common which indicates the importance of values when researching complex problems. Values are critical in addressing complex societal and environmental issues.
1. Beliefs with a strong emotional connection are called values. A value gains emotional content when it is activated.
2. Attractive objectives that promote action are referred to as values.
3. Values go beyond behaviours and circumstances. This sets values apart from norms and attitudes, which usually relate to behaviours, items, or circumstances.
4. Values function as requirements. The choice of activities, policies, and events is influenced by values. Individuals are making decisions about what is right or wrong, worthwhile, or not worth doing depending on the impact on their valued beliefs. However, values rarely have a role in daily decision-making. 
5. The order of values is based on their relative relevance. Individuals are distinguished by an ordered system of priorities that is shaped by their values. Do they place greater value on success or fairness, on innovation or tradition? Additionally, values are distinguished from norms and attitudes by this hierarchical aspect. 
6. Actions are guided by the relevance of values. Generally, any behaviour or attitude affects values. Church attendance, for instance, may represent and encourage tradition and conformity values to the detriment of stimulation and hedonistic values.
The fundamental values theory of Schwartz. It talks about the nature of values and explains what makes each value unique as well as the characteristics that are shared by all values. Ten universally acknowledged personal values are identified under the theory, along with their origins. At the centre of this theory is that the idea of values forms a circle that reflects the motivations of each value. 
                                             [image: schwartz_theory-of-basic-values_dynamic-relations]
[bookmark: _Hlk152493896] (Laursen et al., 2022)


Roots of the Dynamic Nature of Value Relations proposes further principles and describes the structure of relations among values that are shared by all human societies. (See appendix D).
The interests that value achievement serves constitute a second principle. The top panel's values power, achievement, hedonism, stimulation, and self-direction largely govern how an individual shows their unique traits and interests. values shown on the lower panel benevolence, universalism, tradition, conformity, and security. Anxiety and values relations constitute the third structuring principle. Pursuing ideals helps one manage anxiety brought on by unpredictability in both the social and physical realms. These are principles of self-defence. People actively work to control threats to preserve tradition, and security, and prevent disagreement. Motives that are free from anxiety are expressed by values of hedonism, stimulation, self-direction, universalism, and benevolence. These values are self-expanding or growth oriented. Achievement values perform two functions: Successfully achieving social standards can help reduce anxiety and give self-confidence a boost. It might be helpful to predict and comprehend how values relate to different attitudes and behaviours by drawing on the foundations of values in interests and anxiety.


[bookmark: _Toc152513070]3.1 – Ethical Behaviour in a High-Performance Culture.

Ethical Behaviour is a person who possesses a strong code of morals and a sturdy set of values which indicates they are more likely to behave ethically. The drive to better the world or your convictions can serve as motivations for ethics. People who behave ethically usually do the right thing, regardless of whether they are rewarded for it or not. This kind of behaviour is not limited to the workplace. It might cover every component of existence. In the workplace, an organisation requires managers, team leaders, and employees to act ethically. Employees who uphold ethics in the workplace are better able to deal with coworkers and customers honestly and equitably. Demonstrating ethical behaviour can also benefit customer relations and team morale. 
Employees can adhere to company standards by following a set of principles known as a business code of ethics when conducting business. Organisations may create an ethical code based on their central beliefs. A hospital's code of ethics might, for instance, stress the value of prioritising patients and continuing to be sympathetic in trying circumstances. A university's code of ethics can involve evaluating students impartially and objectively as well as encouraging the discussion of opposing ideas in the classroom.
An organisation can foster a culture of open and honest communication and generate trust and confidence by implementing a well-defined code of ethics. It can be ensured that all employees hold themselves and each other to ethical standards if the company's leadership sets the example and management follows suit.











[bookmark: _Toc152513071]Conclusion

In conclusion, without the appropriate use of environmental and organisational analysis techniques to ensure organisational culture and ethical behaviour the airports would not been able to survive the aftermath of the COVID-19 pandemic.
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