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Executive Summary
Many organisations at the present time have experienced global economic downturn, a lot of the organisations have downsized and some have become history while some organisations are battling with high rates of employee turnover. An important factor that can impact an employee’s decision to remain with an organisation for a long period or even a lifetime can be related to the business culture. The recent Covid-19 pandemic has been overwhelming for the entire business world and had significantly reduced productivity in all organisations.
Business culture plays a significant role in the success of an organisation most especially during the times of economic instability. Many features of the workplace have changed, starting from the way people work to the way they relate to one another and also the management. Business culture is an important part of getting employees used to relating to one another or the management however the pandemic has significantly impacted that part of bonding within businesses.
Business culture is an important part of what makes an organisation suitable for people to work in and actually determines the length of time that employees work in the organisation for. More in particular, an organisation’s culture is what makes employees feel that they fit or don’t fit into the organisation and this can have a significant impact on their motivation, happiness at work and the organisations productivity. Research has shown that employees become less interested in the activities of the organisation if they do not fit into the business however the adoption of a business culture that fits employees with the organisation is a great strategy that can be adopted to gain the commitment and loyalty of its workers.
A research into the organisational culture of Hyde Housing Association (HHA) shows that despite the current global economic decline that has affected many organisations’ productivity; the HHA was not greatly affected until the global pandemic. The Hyde Housing Association sells and let new homes, ensuring they are designed and built to a high standard. These homes provide more affordable housing for those in the most need. Income from homes for market sale provides subsidy for more homes to be built. They completed 687 new homes in 2019/20: 384 through the direct use of own resources and 303 with their strategic, joint venture, private capital and institutional investor partners. This was fewer homes than 2018/19, due to phasing of developments. Their plan was to complete about 1,000 homes in 2020/21 and they have 8,297 homes in the five-year development pipeline. At the year end, just 77 homes (37 for outright sale and 40 for shared ownership) remained unsold. All unsold homes were handed over in the final quarter. Of these, only 18 outright sale and 29 shared ownership homes were available; the rest were reserved or exchanged. At 30 June 2020, 25 of these homes (11 outright sales and 14 shared ownerships) remained unsold, exchanged or reserved.
The success of HHA has been attributed to the culture and business management style.
HHA have continually gained the commitment and loyalty of its workforce through a business culture that in fact engages, commits and gains employee loyalty. This strategy they have adopted has played a significant role in improving the organisational productivity and employee performance.

Introduction
Although organisations have business culture which is a means of helping employees  communicate and work effectively however the 2020 covid-19 pandemic has had a significant impact on business culture in organisations. The pandemic has given a different perspective to how businesses should design culture ensuring they consider the unexpected situations that can impact the effectiveness of the business culture.
The purpose of this report is to examine how the broader external environmental factors along with the worldwide covid-19 pandemic will impact organisational culture and its performances. In this report, the Hyde Housing Association will be used as the case study.
· This report will examine the Hyde Housing Association as an organisation with a brief history of the organisation as well as the business culture adopted by the organisation.
· Then it will discuss key management theories and scanning tools adopted in the organisation.
· Also, the report will use the PESTLE environmental scanning tool to provide an evaluation of the broader environment of Hyde Housing Association.
· Finally, it will evaluate how its culture and ethical standard, values and beliefs of HHA employees are sustainable and able to help the organisation to achieve its corporate objectives.
Overview of Hyde Housing Association (HHA)
Hyde Housing Association (HHA) was founded in 1967 to provide homes for the less privileged and most vulnerable people in the community. This organisation today is a leading provider of affordable housing in London, the South East of England and the Midlands providing individual and community support services. 
 A diverse not for profit organisation that provides general housing needs to individuals and families who are not able to rent or buy at open market rates to spread the cost of buying in form of rent over a specific period of time. They also provide temporary social housing, leasehold management and outright property sale focusing towards resolute strategic objectives as set out in their corporate plan to develop and continually improve an effective service leadership in customer and resident experience.
Business Culture 
This is an accepted method of behaviour and understanding that are passed to others through a process of socialization. According to (Hofstede, 1998 as cited by Cole and Kelly, 2011), business culture is an asset though unseen but can be used to predict an organisation’s long term financial assets while (Shahzad et al, 2012) believes that business culture can greatly influence the commitment within an organisation; he also described it as a set of different factors that defines an organization and differentiates it from others.   
Business Culture in HHA
One of the strategies used by organisations to retain, motivate and enhance employee’s performances is adoption of a business culture that gives its employees the sense of belonging within the organisation. Some of the business culture strategies adopted by HHA are discussed as follows:
Selection and Recruitment: this method is used to select individuals who fit into the job, team and departments i.e. culture of the business, although (Khan and Khan, 2011) emphasised that while fitting individuals with the culture, it is also important to consider in addition the selection of  individuals who have the skills and experience to perform the job. HHA uses the strategy to ensure that candidates fit into their organisation culture.
Training and Development: this is the process of developing employees to enhance their performance and increase their confidence in performing their job role (Sutarjo, 2011), employees are regularly evaluated to determine areas where training is required based on the organisations long term plans and objectives. Bratton et al, (2010) described the act of training and development as a social event because it involves interacting through exercises, lectures and seminars and it is a key value attributed to organisations who believe in improving employee performance. HHA uses this strategy to enhance the performances of its employees and to also equip them with the required behaviour for them to be successful; this will not only enhance employee performances but will also increase organisation’s productivity.
Flexible Working pattern: this is another method used to gain the commitment of employees for economic efficiency in the business, the flexibility pattern is used to retain talents, meet employee needs and also comply with the employment legislation (Martin, 2010: CIPD, 2010) although Guest (1999) criticised flexibility saying that it can make it difficult to manage other contracts. Flexibility also helps employees balance work life with family life ensuring their ability to attend to essential family matters. HHA uses the flexible work pattern strategy to meet the requirements of their employees who have family commitments or mobility issues, an important benefit of the strategy to HHA is the fact that it will drastically reduce sickness absences because people do not have to travel to get into work, even when they are not feeling like commuting, they can still complete the work from the convenience of their homes.
Organisational Communication (Business Comms): This is the process used by organisations to continually update and inform their employees of  happenings in the organisation especially regarding the progress of the business, according to (Gennard and Judge, 2010) employee’s best performance is associated with effective organisational communication. (Bratton et al, 2010) describes it as a method of passing vital information between two or more people and (Ghina, 2012) says it is the most effective employee commitment predictor. Therefore HHA uses this strategy to ensure its employees do not miss important information regarding the business operations. It uses this strategy to gain employee loyalty and sense of belonging to the business.

Recognition and Reward: This is a strategy used by companies to show appreciation for an employee’s contribution to the success of the business. It is a way of acknowledging the contribution and success of an employee to motivate them to be engaged in bigger tasks according to (Cameron and Pierce as cited by Milne, 2007). However (Milne, 2007) highlighted the possibility of employees perceiving the recognition process as a form of favouritism if care is not taken and lead to de-motivating the employees but (Ladd et al, 2006 as cited by Ghina, 2012; Baker, 2012) suggests that award nominations are performed by all the members of an organisation to enhance participation. i.e. encouraging and engaging all employees in the  nomination of a candidate for the most helpful employee of the month, if the selection is performed by all, it comes across as one voice but a process where just the managers or senior team are responsible for nomination can be perceived as favouritism. 
Recognition: One of the recognition method used by HHA is the Hyde Hero award, it is a staff recognition scheme and entitles the winner to £250 plus the chance to enter the annual Super Hero award - with a prize of £2,500. They sought after truly outstanding people, “It's about honouring those who do more than their everyday role demands” and then a bit more on top (www.hyde-housing.co.uk).
Rewarding: below are some of the methods that are used by HHA to reward the employees;
· Eye care and Glasses scheme: employees are financially supported with the cost of obtaining eye tests and a pair of glasses considering that they spent most part of their days on the computer.
· Gym Membership: to demonstrate commitment to ensuring a balance in employee’s mental health, to reduce the impact of stress and maintaining a healthy lifestyle, the organisation makes a part payment towards Gym membership to encourage involvement. 
· Professional Qualification: staffs are awarded funding by the organisation to undertake professional qualification to help them increase their knowledge in specific areas that are crucial to their work performances.
· Long Period Service: in rewarding long term service, HHA have a long term service policy that gives additional 5 days leave in the calendar year of anniversary to anyone who reaches a continuous service milestone e.g. working for 25 years or 
· Car Allowance: because some of the roles within the organisation require the use of a car, the organisation offer financial support to employee to cover the cost of buying a car and then deduct from their wages in monthly instalments.
· Season Ticket and Car Parking Loan: HHA recognizes challenges related to maintaining an excellent record of attendance at work, realising how costly and tough it can be to get to and from work; as part of their support and reward for their contribution in to the organisation, HHA offer loans to cover the annual season tickets and annual car park ticket and deduct in a monthly instalment.
· Life Assurance Policy: this policy gives employees the assurance that if the unexpected happens (in the event of their death), the life assurance policy will pay the equivalent of four times the annual salary of the employee to the appointed family member or person.

Analysing the Broader External Environmental Factors at Hyde Housing Association
For organisations to continue to have a competitive advantage in their business environment, the management and the Human Resource department continue to analyse their environment to ensure that they are operating according to the Government regulations and also to stand out from their competitors. There are various management framework tools adopted such as PEST, PESTEL, PESTLE, STEEPLE, SPELIT, DESTEP, SWOT, Porters 5 Forces. Although this report will be using the PESTEL analysis even though they all are quite similar to one another except for the wordings. PESTEL is an important business management framework tool used by businesses to make comprehensive analysis of the broader business environment; it helps organisations to plan for the present and future of the organisation as well as stay competitive. PESTEL stands for Political, Economic, Social, Technological, Environmental and Legal. Since all organizations work in different environments, it’s important to analyse each individual environment through a combination of the six PESTEL factors.  According to (CIPD, 2020), PESTEL analyses those factors that helps organisations to gain insight into the external influences that can impact their strategy and business decisions. It also enables the management the ability to identify risks that are specific to their organisation and take decisions based on the information. The idea is to constantly examine these six areas in order to detect changes in the external environment. Any procedures that appear quite small and insignificant can eventually have huge consequences on any business plans therefore the need to analyse and plan for the future of the business.    
Although in some instances, assumptions are made based on market research, gap analysis and feasibility studies but some of these assumptions prove to be unsustainable. Many new legal and national laws were recently introduced to curb the spread of Covid-19 and this will subsequently impact organisational trade. All measures to curb or minimize Covid-19 have imposed a big concern on organisations and affected the business culture i.e. impacted the way things have always been done within the business before the pandemic. The Covid 19 pandemic has brought this type of analysis onto the table of all global corporate and multinational companies. The Covid 19 pandemic has had an impact on so many areas of the business such as financial, employee, logistics, transportation, culture, etc, which have rarely been thought of by conventional feasibility studies or normal analysis. An effective PESTEL analysis might help an organisation to find the opportunity that works best for them.
PESTEL analysis is audited below using the six (6) broader environmental factors that impact a business environment: 
Political                                                                                                                                                                                                         The COVID-19 pandemic was a predictable outcome of rapid globalisation, as many experts predicted. However, several policymakers have been caught off guard by the threats of rapid viral spread, resulting in ineffective policy responses and unnecessarily high levels of disease intensity. Pandemic vulnerability is just one of the flaws in our old globalisation model. Others include the inequalities and a failure to address climate change's challenges.
Economical                                                                                                                                                                       Exchange rate can impact the business environment, for example; during the covid-19 pandemic, the exchange rate for many countries were not constant and this placed a devalue on them in the global financial market, this in turn can place significant impact on imports and exports to businesses (CIPD, 2010). Other factors that can affect the economy of the business are National GDP and the public spending power. Also during the covid-19 pandemic, furlough was introduced, and what that meant was that employees were still paid even though they were not doing the job, this will greatly impact the economy of the business. Because the employees were required to work from home, there was need for them to have access to computers therefore the organisations will need to invest on and provide computers; HHA provided computers for the entire workforce so that work can still progress remotely (Hyde, 2020).
Social                                                                                                                                                                                                        COVID-19 caused more disruption to social, work, and home life, as well as deteriorated mental health, in those with children at home and those who were working for pay prior to the pandemic. Many parents of children at home are juggling new positions as full-time caregivers and overseeing educational programmes as a result of school closures, even while continuing to work. Disruption of everyday activities, work instability, or a lack of valued social contact are all likely causes of higher levels of disruption and worsened mental wellbeing among the employed. Although most people observed self-quarantine in their homes, it resulted in a greater scale of empathy and intimacy among family members. These social influences contributed to psychological issues and aggression by causing interpersonal conflicts, both verbal and physical. Furthermore, staying at home for an extended period of has led to depression, laziness, and the worsening of pre-existing illnesses such as hypertension, stress, and anxiety. The other social factor is a lack of adequate antiseptic consumption at home, which leads to other issues such as respiratory system injury. People have responded to the pandemic by being more sensitive in their interactions with others (Paital et al., 2020).
Technology                                                                                                                                                                     The pandemic of COVID19 has caused widespread and unparalleled social and economic disruption. As a result of this collective suffering, industries have closed, unemployment has increased, and there has been an increase in emotional distress as a result of the pandemic. Stay-at-home directives have been given by the states, requiring non-essential companies to close or have workers operate from home. As a result, there has been a significant increase in the use of technology, which is now incorporated into the fundamentals of everyday life, during this collective trauma. People are now investing much more time with technology while reading news, watching television, connecting with others on social media, shopping for products using lifestyle apps, and doing home workouts (Nielsen Global Media, 2020). Furthermore, increased technological involvement is needed for office work and for those who now work from home. But, as Haidt and Allen (2020) had previously indicated, technology clearly allows us to continue our social, office work, educational, and occupational lives during the COVID19 outbreak. During the COVID19 outbreak, there have been reports of physical and mental health consequences related to work-life balance, especially during stay-at-home orders with no consistent transition between work and leisure. Long working hours have been linked to increased anxiety, depression, and cardiovascular disease (Ganster et al., 2018), and there are currently no working rules in place.
Environmental                                                                                                                                                                                             The COVID 19 epidemic has triggered global disruption. The World Health Organization, for its part, has declared it a global health emergency, citing the effect on the environment and climate. Since the virus is so infectious, people are required to wear a mask as a precaution, as well as use gloves and hand sanitizer on a regular basis to prevent the virus from spreading. This prompted the government to place millions of people on lockdown in order to stop the virus from spreading. This epidemic, combined with widespread job losses, has totally altered people's lifestyles. To stop the virus from spreading, several companies have been shut down. 
Legal                                                                                                                                                                                         As the advice on working safely during the Covid-19 pandemic continues to progress, employers are confronted with a slew of employment law concerns. These regulations address particular concerns such as which workers should be allowed to stay at home and what happens if they refuse to come to work. One of the laws is the latest Tier 4, which takes effect on December 20, 2020 in London and many parts of the south-east and east of England, and requires many businesses to close and employees to operate from home unless it is not fairly practicable. While certain organisations are required to close in Tiers 1, 2, and 3, others are subject to restrictions. All those who are able to work from home have been directed to do so by the government. All those who are able to work from home have been directed to do so by the government. Workers working conditions have been affected and improved as a result of these laws. 
Impact of covid-19 on Business Culture and Organisation Performances                                                           Covid-19 has surely brought many changes to how things are done around the world and not only within organisations, the business culture that is used by organisations to gain the commitment of employees to work more effectively to benefit the organisation no longer have the impact that it used to have as there has been adjustments to the way things are done during the pandemic.
The HHA operate an open office space and management system that gives all employees the right to 
Selection and Recruitment: The pandemic has forced many organisations to put recruitment process into a temporary halt and although it is the same situation with HHA but certain positions that needed to be filled urgently went ahead with the recruitment process however (Hyde, 2020) informed that the process was done by posting video interviews and holding Q&A sessions with ELT virtually. This is a process out of the culture of bringing in applicants to the working environment and observing how they fit into the business and its culture.
Training and Development: This is a strategy used by HHA to continue to inform employees about the organisation and to improve their performances for organisational improvement and increased productivity. In many instances also, training and development has served as an opportunity to socialise however during the covid-19 period many training sessions have been re-scheduled to a later date and the important ones that related to how to work successfully remotely went ahead. Even though the training went ahead but it did not fulfil all of the purposes which it had fulfilled in the past such as the socialising aspect.
Flexible working-  According to (Hyde, 2020), many of the employees at HHA had always worked flexibly with opportunities of working from home although they still were required to come into the office especially for team meetings to fulfil the social purpose by mingling with their colleagues. However it became necessary for HHA to issue all its employees with laptops and other equipment to enable them to work remotely and also increased their ‘bandwidth’ to improve reliability, to cater for more users. While working remotely it was necessary for HHA to promote health and safety especially considering that many of the employees have been affected personally by the pandemic and maintaining morale and mental wellbeing in a ‘virtual’ workplace, was a priority.
Organisational Communication (Business Comms): According to (Hyde, 2020), for HHA to continue to communicate effectively during the pandemic they created a culture of mutual trust, based on care and concern for one another and backed this by 360° communications between staff, managers and the Executive Leadership Team (ELT). They used the intranet and “workplace by Facebook” (their private social network) to communicate openly and regularly as well as regular team meetings. Along with online guides to help them deal with stress, isolation and anxiety during the lockdown, staff had access to our employee assistance programme, a free and confidential telephone service giving them support with any issues and concerns, and could take part in our work buddy scheme to connect with one another and to cope with the anticipated increase in customer contact via digital channels (Hyde, 2020).
Changes in Work Practices                                                                                                                                                         Though COVID-19 threw typical work habits into disarray, it also accelerated previously established patterns concerning the transfer of work to online or virtual environments. However, when comparing studies on Work From Home activities prior to the pandemic, one main difference is that WFH was historically mostly sensitive to employee needs, while COVID-19 pushed many into obligatory work from home. According to previous studies, virtual teamwork lacks the communication richness of face-to-face teams (Martins et al., 2004) and conventional teamwork issues like conflict and collaboration can escalate rapidly in virtual teams. COVID-19 can affect helping and social behaviour by increasing the number of people working remotely. Although physical distance between co-workers can reduce helping behaviours in the short term, we know that people can be more confident in asking for help because people are more willing to help and provide better-quality support than we normally expect.                                                                                                                          
How organisations achieve corporate objectives and social responsibilities through Ethnic Standards, Values and beliefs                                 
Employees want to work for a corporation for a variety of reasons, and organisational culture, values and beliefs are important factors in keeping them there for the long haul. More precisely, an organization's culture is what makes workers feel like they belong at work, which can influence employee satisfaction, moral, and in the end productivity.                                                                                                                                              The problem is that, when more people operate from home, at least part-time, many of the factors that make up corporate culture are no longer under the influence of businesses in the same way and to the same extent as they once were. As a result, it's important for business leaders to consider how COVID-19 is affecting working conditions and what they can do about it (Park & Shaw, 2013).
Planning Ahead and its Significance                                                                                              Although there is still some confusion about the current pandemic cycle, businesses should use this as an opportunity to adopt a forward-thinking approach to how they can continue to sustain their organisational culture. Employee expectations have shifted as a result of the COVID-19 pandemic, especially in terms of flexibility, with many calling for leaders to rethink their management strategies, schedules and the blurring of home/work obligations (Katz & Krueger, 2016). Here are some of the effects that improvements in our working processes are having on organisational culture as well as how they are being addressed.
Getting the team together                                                                                                                                                             According to Katz & Krueger (2016) any team member working from home is likely to miss their co-workers' presence and personalities as well as the background chatter that comes with being physically present in the same room. Similarly, the inability to interact with team members on an ad hoc basis may make workers feel alone in their jobs even though they are working on the same project or against the same objectives. Companies can use technology to simulate physical team dynamics and interactions as closely as possible to combat feelings of alienation and promote a sense of inclusion. For example, encouraging daily visual interactions through video conferencing tools and actively managing and organising projects using collaboration platforms may be examples of this.                                                                                                                                                                              In the current situation, implementing a rotating remote working programme may be another way to maintain good relationships among team members. Alternatively, now might be a good time to introduce a reverse mentoring programme, in which new employees are partnered with long-term colleagues to tap into common experience and learn new skills. Employees with similar or even different positions should be paired up to provide an alternate communication mechanism that can help to build alignment, confidence, and solve issues more quickly (Bakker & Demerouti,2017).
Reiterate the company's core values.                                                                                                For most of the times during Covid 19, remote working has been the rule, and we're likely to see a phased return to the workplace in the coming weeks or months. As a result, it's possible that certain workers would lose touch with the company's core values.                                                                                                                                                                                                                   To prevent this situation, there are a variety of ways for workers to be reminded of what it means to work for the organisation, such as virtual award ceremonies, "remote" company town halls, multimedia activities, and corporate responsibility programmes, to name a few. COVID-19 has undoubtedly necessitated improvements in how all of these strategies are delivered. However, in these unsettling and uncommon times, it's important to reiterate organizational values as explained by Van Vugt et al.(2008).                                                                                                                                Furthermore, business leaders must understand how their ideals relate to the current situation and not only interact but also practise them effectively. In addition to the examples provided above, if your organisation values transparency and flexibility, it's critical to use available communication platforms like the company intranet, emails, and virtual meetings to keep remote workers informed about business effects, potential improvements, and what measures the company will take to help employees facing individual challenges.
Understand what it means to be flexible for everyone.                                                                            If there's one thing COVID-19's working conditions have taught us, it's that the traditional 9-5 workday has become more difficult to implement across the board among employees and ultimately obsolete in light of available technology.                                                                                                                                                                                               Although many professionals today are balancing work with home schooling plans and improvements in childcare hours, some employers may be enlightened by the advantages of eliminating the regular commute to their work-life balance in the long run (Bapuji et al., 2020).                                                                                                                                                       Companies that embrace flexible working practises and telecommuting to meet individual needs will certainly be in the spotlight long after COVID-19's immediate effects have faded, with the potential to attract and retain the best employees.                                                                                                                                                                                                     According to Antonakis & Day (2017), companies should implement specific strategies as well as invest in technology and training at all levels of the corporate hierarchy to ensure efficiency and successful working practises are sustained in the face of this possible cultural change on a large scale.                                                                                                                                                                              The COVID-19 pandemic's restrictions have rapidly changed the goalposts for organisations that care about their organisational culture. “What do they want to be remembered for coming out of this crisis?” organisations must ask themselves. Companies who adapt to change now will not only have more productive working opportunities now, but will also be better prepared for the future work (Bapuji et al., 2020).                                                                                                                                            Organizations must continue to cultivate their company’s culture to help people stay focused on the most important initiatives even as they contend with the unprecedented challenges and continuously changing conditions presented by the pandemic.                                                                                                                                                                                                                Any effort to alter elements of culture that are closely attached to an organization's identity can be particularly disruptive and cause strong emotions. Not all businesses will be better off as a result of the current Covid 19 pandemic and the catastrophic health, economic, and social consequences it is causing. However, managers and leaders who have a strong grasp on their organization's culture as a standard tool kit that encourages their employees to act, and the values and responsibilities brought forth by behaving in those ways can help their employees navigate the current environment in a way that is authentic to the organization's history yet flexible can help their employees navigate the current environment in a way that is authentic to the organization's history yet flexible can help their employees navigate the current environment in a way that is authentic to the organization's history yet flexible to the realities we all face. (Canato et al.2020)














Conclusion 
In conclusion, business culture plays a significant role in shaping the behaviour of employees in the business environment because it helps to inform employees about the way things are done; the process will get them initiated swiftly into the environment. Business culture is also a strategy used by organisations to retain talents to suit their long term business needs. Business culture is used to gain employee commitment also (Martin, 2010) emphasised that a well designed business culture helps to gain employee commitment and committed employees will do everything they can to support their organisation and also the recognition reward system will be an added advantage to improve individual performances.
Therefore, for broader external environmental factors to have less impact on the organisational culture and business performances, it is essential for organisations to adapt to continuous changes in the external environment although (Haberberg and Rieple, 2008) emphasised that the effectiveness of this strategy is dependent on how well it is managed or else it can reduce enthusiasm in employees within the business (Rose et al, 2008). Also it is important to consider making reasonable changes to make room for unexpected changes within the broader external environment such as the impact of the covid-19 pandemic. Hyde (2020) mentioned that in as much as they are unclear about the future operational environment they have begun to make plans for a return to office-based working. They are re-introducing office working for some staff, resuming customer services and restarting development activities over the coming months. Hyde (2020) said “this will be done according to government advice and always with the health, safety and wellbeing of the employees at the forefront of our decision-making”.
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