
Introducing the Modern Workplace – Assignment 1
[bookmark: _GoBack]In order to fully comprehend the way any business or organisation operates it is vitally important that the culture and structure of that particular organisation is understood.  Culture, as Cooke and Rosseau describe it, is “the way of thinking, behaving and believing that members of a social unit have in common” (Rosseau, 1988).  When this definition is applied to a major company such as ‘Apple’ the values and motives become clear and therefore one is able to effectively analyse the company’s performance.  When understanding how an organisation operates, the structure of an organisation shares the same level of power as the culture due to the fact that the structure of an organisation has a significant impact on the performance of the employees, and therefore a significant impact on the overall output of the organisation.
In terms of analytically interrogating the organisation in which I have been involved this semester, it is clear that the culture of  ‘Notes and Tones’ obtains it’s solid foundations from varying different degrees of sources that range from organisational culture to national culture.  ‘Notes and Tones’ directly focuses on providing support for the disadvantaged groups in Swansea in a community arts context, primarily by including music and visual art.  At this point in time ‘Notes and Tones’ operates as “a sub-brand under the non-profit arm of Urban Foundry”  (Reynolds, 2017).  As a result of this the culture of ‘Notes and Tones’ is rigidly upheld by the culture of ‘Urban Foundry’, which is heavily influenced by the national culture of the UK.  In the modern age the UK has become far more accommodating for the various amounts of disadvantaged minorities in the country.  This can range from drug addicts and mental health sufferers to homeless people and disabled people.  The number of homeless people in England in 2016 had risen to 4,134 when in 2015 it was 16% lower.  In 2010 the number of homeless people in England was half that of the number in 2016, so it is clear that homelessness is on the rise (News, 2017).  In 2014 a law was passed by the Welsh government which imposed a stronger duty on councils than under the 1996 Housing Act (Government, 2017).  As a result of this councils in Wales are required to provide everyone with housing advice and assistance, thus increasing the support for homeless people in Wales.  This development in legislation combined with the rising number of homeless people in the UK can explain the change in national culture and the culture of many different non-profit organisations, particularly ‘Notes and Tones’. 
The application of Schein’s theory of organisational culture to ‘Notes and Tones’ and subsequently to ‘Urban Foundry’ provides mental clarity when analysing the performance of the two organisations.  Schein proposed the existence of three separate layers of organisational culture, each one maintaining a direct link with another.  The outermost layer consists of artefacts which include the visible elements such as clothing of the employees, architecture related to the organisation and logos/images that the organisation projects.  Due to the fact that ‘Notes and Tones’ is not yet an independent non-profit organisation it’s only member of staff is the CEO, Ben Reynolds.
Ben’s appearance is reflective of the values and motives of the organisation as he does not dress in a way that depicts a definite sense of wealth or class, maintaining a shared link to the varying levels of society in which ‘Notes and Tones’ aims to support, ranging from the homeless to the disabled.  The logo of ‘Notes and Tones’ and the image that is portrayed by visual graphics is also in coherence with the values and motives of the organisation due to the fact that the logo is very simplistic and non-committal to a particular class of society or to a specific disadvantaged group of people.
In reference to Schein’s theory of culture, the second layer of culture is espoused beliefs and values.  Embedded in this layer lie the conscious aims and objectives, values and motives of the organisation which are dependant on leadership.  As a result of ‘Notes and Tones’ existing as a sub-brand of ‘Urban Foundry’ the values of the two organisations are partially shared.  The values of ‘Urban Foundry’ are clearly presented on the website and primarily consist of “forging great ideas that change the world for the better – improving people’s lives, making better places, building better businesses” (Reynolds, 2017).  ‘Notes and Tones’ aims to provide more support for the disadvantaged groups in Swansea, which reflects the values of Urban Foundry because it aims to improve people’s lives.  This is predominantly due to the fact that both organisations are run by one single person, Ben Reynolds, thus the organisations values and motives mirror Ben’s values and motives making a simple and concise platform to operate from.  As a result of this the performance of the organisation is effective and efficient because the values and motives of the organisation are in coherence with the values and motives of the employees.  Consequently there is limited confliction of aims and objectives.  
The third and final level of Schein’s theory of culture consists of the basic assumptions and values.  These are usually unconscious assumptions that are often indefinable and impalpable and can be taken for granted.  These unconscious values are primarily derived from human nature and are deeply embedded within the core of the organisation and it’s employees.  The comprehension of this specific layer of culture is arduous from the perspective of an external source, but once the basic underlying principles are understood it is easily visible in the routine of the employees.  For example, if a degree of discrimination is present in the workforce or if employees are more often than not exceeding their expectations then this could possibly reflect the unconscious values of the organisation, which could then be a representation of the unconscious values and beliefs of the governing body of the organisation.  It is difficult to apply this theory to ‘Notes and Tones’ as the only member of staff is the CEO, so consequently the application of this theory must be to ‘Urban Foundry’.  The underlying unconscious assumptions of ‘Urban Foundry’ are likely to be in correspondence with the overall feeling towards disadvantaged groups in Swansea, and judging by the abundance of non-profit organisations in the city ‘Urban Foundry’ is very accommodating to these particular groups.  Therefore this would indicate that the employees are passionate about their performance, thus willing to ‘go the extra mile’ in their personal contribution and performance to the organisation.
Vidya Hattangadi states that “it is a certainty, that any disconnect between the behaviour of the senior leaders and the values of the organization strongly undermine the commitment of the organization to those values in the minds of its members” (Hattangadi, 2017)
The structure of an organisation is as equally important as the organisational culture when analysing the organisations overall performance output.  The internal hierarchy of a particular organisation can affect the performance of individual employees and therefore it must be a requirement that the structure of this organisation is fully understood in order to achieve maximum output potential.  In essence, organisational structure is the allocation of job roles amongst the organisations employees, usually in the form of a social hierarchy.  Typically the hierarchal structure of organisation comprises of the Director or CEO withholding the highest level of authority followed by one or more Manager/s dependent on the size of the organisation.  Descending the scale you have Team leader/s succeeded by supervisors and then Operatives.  As once stated by Argyris in 1964, “formal bureaucratic organisations restrict individual growth and self-fulfilment” (Argyris, 1964).  In summary, this upholds the definition of a mechanistic organisational structure, which is an organisation that is disinclined to change and consequently reluctant to adapt to a modern environment.  An organisation with a mechanistic structure is one that is rigid and maintains it’s original structure.  This form of structure is prevalent in large industrial companies and in the education system where the organisation of job requirements and roles has barely altered and the ability to adapt promptly to change has diminished.  A set precedent is that once an organisation has increased dramatically in size it is likely that a mechanistic structure will benefit that particular organisation due to the increasing difficulty in communicating change amongst the employees, predominantly due to the large number of people working in the organisation.  The disadvantages to a hierarchal structure are that “innovation stagnates due to communication typically flowing from the top to the bottom, engagement suffers, and collaboration is virtually non-existent” (Morgan, 2015).  However, an organisation such as ‘Notes and Tones’ maintaining an irreconcilable structure to that of a large industrial company is far more beneficial in terms of productivity and overall performance.  This would mean that ‘Notes and Tones’ would operate via an organic structure, one that is unequivocally appropriate to changing conditions and is certainly more fluid. 
‘Notes and Tones’ is not yet an independent non-profit organisation which makes it difficult to categorise as an organisation with an organic structure.  However, in regards to deciding what type of structure ‘Notes and Tones’ should undertake once it has adapted a more solid foundation, clarity is obtained through the assessment of the advantages of the two types of organisational structure.  Therefore due to the fact that it is likely that ‘Notes and Tones’ will remain as an organisation that operates in Swansea and the surrounding area and not develop into a large multi-national organisation, an organic structure would be most beneficial.
In addition to this type of organisational structure it is also possible that ‘Notes and Tones’ would benefit from a flat structure, a structure in which job titles are non-existent, which enables and encourages more creativity and motivation to exceed individual performance expectations in the workplace.  This type of structure is becoming more apparent in modern organisations and typically works well for smaller companies.  However, due to human nature, and therefore the unconscious values in an organisation, informal social hierarchies may naturally form, which could indisputably generate a negative social conscience in the workplace that may lead to disagreement and altercations.  This would indefinitely result in the underperformance of the organisations employees.  It would be very onerous for a prodigious organisation to expeditiously adopt a flat structure as it would take the employees some time to get used to the fact that everyone is seen as equal.  So, this type of structure is far more advantageous and remunerative to a new organisation that has just started, like ‘Notes and Tones’.  
An additional type of organisational structure is a matrix style structure , one that operates through varying degrees of communication links.  “A matrix organization is defined as one in which there is dual or multiple managerial accountability and responsibility” (Stuckenbruck, 1979).  This type of organisational structure can entail multiple advantages, one being that fact that workload is apportioned amongst several people as opposed to one single person.  This may result in increased productivity and performance of the organisations employees.  In addition to this, the flow of communication is more efficient and effective and generally motivation and ingenuity are shared across the workplace.  Nevertheless, a matrix organisational structure may cause confusion in co-ordination due to the number of bodies included in the lines of communication and may also require additional effort when keeping on top of efficiency.  
It is evident that an organisation’s performance output is profoundly dependent upon the type of culture and structure that the organisation undertakes.  Every organisation adopts some kind of culture and structure, but the question is whether or not that particular culture and that particular structure are best suited to that specific organisation.  “Organizational structure and organizational culture belong among the concepts with the highest explanatory and predictive power in understanding the causes and forms of people’s behaviours in organizations” (Janićijević, 2013).  Therefore it is vitally important that the CEO of an organisation meticulously understands organisational culture and structure in order to maximise the organisation’s potential and performance.  For an organisation like ‘Notes and Tones’ maintaining a system that is competently and positively reactive to change is vital in securing a long-lasting efficient performance output, which would mean adopting a flat structure with a varied and accepting culture, one that can accommodate all members of society.           
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