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Introduction 
Simply put, culture is “the way we do things around here” (Deal & Kennedy cited in Buchanan & Huczynski, 2017, p. 109).  There can be many aspects of culture, but this report focuses on organisational culture.  Organisational culture can be strong, when core values and behaviours are shared, or weak when there is little agreement of values and what is expected of staff (Buchanan & Huczynski, 2017).  This report will look at the cultural web (Mullins, 2016) model of organisational culture to analyse Netflix.  
The Cultural Web
Corporate culture can have a huge impact on an organisation’s work environment and output. This is why so much research has been done to pinpoint exactly what makes an effective corporate culture, and how to go about changing a culture that is not working (Mullins, 2016). 
Culture often becomes the focus of attention during periods of organisational change (Mind Tools, 2019):
· When companies merge and their cultures clash
· When growth and other strategic change mean that the existing culture becomes inappropriate
In more static environments cultural issues may be responsible for low morale, absenteeism and high staff turnover (Mind Tools, 2019).

[image: See the source image]The cultural web developed by Gerry Johnson and Kevan Scholes, provides a framework for changing an organisation’s culture (Buchanan & Huczynski, 2017). The framework is useful tool to identify the cultural aspects of an organisation.  Within the cultural web, there are six interlinked elements and a centre point that is the beliefs, attitudes and values of the organisation (paradigm).  The organisation’s leaders usually define these beliefs, attitudes and values.  These elements can help to guide employees on appropriate behaviour and attitudes within the organisation.  Using this model can expose cultural assumptions and practices, and set to work on aligning organisational elements with one another, and with strategy (Sun, 2008). By analysing the factors in each, a company can begin to see the bigger picture of your culture: what is working, what is not working, and what needs to be changed (Mind Tools, 2019). Figure 1:Rahman, 2015





The paradigm – what people within the organisation perceive as being normal.
1. Stories – the past events and people talked about inside and outside the company. Who and what the company chooses to immortalize says a great deal about what is value, and perceives as a great behaviour.
Success Story (2019) outlines the history of Netflix. The story of Netflix started with the idea of creating a website where it would be easy for people to buy and rent DVD’s sitting at their homes. They invested 2.5 million to get the business started in a big way. The very first scheme they offered was a seven-day DVD rental. Netflix was also putting new titles for sale and offering customers 30% discount to attract customers. 
2. Symbols – the visual representation of the company including logos, how plush the offices are, and the formal or informal dress code.
The Netflix logo has gone through some changes since 1997 but it has always featured the name of the website, with the letter ‘N’ sometimes used as a short version of the logo (1000 Logos, 2019). In 2014 they changed their logo and launched a new website, to create the brand new identity. Netflix chose the combination of red and white colour as their emblem to signify passion and to make it stand out (1000 Logos, 2019).
The office at Netflix is also a symbol of their company. Netflix interior design blurs the distinction between work and social area. Different types of spaces were created through the use dividers, furniture grouping and architectural elements. There are warm colours and different kind of texture to give that home vibe. The design is created to have relaxed and collaborative workplace. This reflects the culture of the organisation (Office Snapshots, 2019). 
3. Power structure – the pockets of real powers in the company. This may involve one or two key senior executives, a whole group of executives, or even a department. 

Netflix puts a lot of responsibility in all of their employees and take measures to keep their staff competitive and highly skilled (Stenovec, 2017). Though there are managers for different departments, Netflix is known for listening to their employees. This may be because they only hire top level employees (Thi Van, 2019). Netflix CEO makes fewer decisions and lets his employees make more decisions so they feel more ownership (Croiter, 2017).  
4. Organisational structure – this includes both the structure defined by the organisation chart, and the unwritten lines of power and influence that indicate whose contributions are most valued.
The organisational structure of Netflix could be described as a matrix culture.  This means that the power radiates from a few individuals, but overall there is little bureaucracy and few rules (Bartlett & Ghoshal, 1990). The company believes that in order for employees to perform well, they should be given the freedom to make their own decisions and dictate their schedules. By having a highly talented and competitive employees throughout the business, it maintains enough pressure for employees to keep doing well and excelling in their respective roles (Thi Van, 2019).  Netflix works on a structure of ‘distributed decision making’, which makes it move faster than other studios (Dotan, 2018). 

5. Control systems – the ways that the organisation is controlled. Theses include financial systems, quality systems, and rewards.

Netflix does not control their employees in the same way as other companies. They do not track vacation time and they base their systems on trust, and this means they do not have to monitor staff as they believe they will get the best work out of people by offering them freedom (Sutphin, 2015). According to Netflix CEO Reed Hastings  (Croiter, 2017), although Netflix do make forecasts, they do not make any long terms plans.  He goes on to explain that this is because the behaviour model of the company is to move quickly and be adaptive to changing demands and changing technology.  Hastings states that, for Netflix, this is more important than plan compliance. 

6. Rituals and routines – the daily behaviour and actions of people that signal acceptable behaviour. This determines what is expected to happen in given situations, and what is valued by management.
The daily workforce in Netflix are given expectations and tasks with a vast amount of freedom; “If you trust and empower people and give them a chance to rise to the higher expectations” (Stern, cited in Stenovec, 2017, para. 3). By allowing flexible hours and insightful work, it is met with exceptional work from Netflix’s employees, as opposed to gruelling hours and average work (Stenovec, 2017).  
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What is Workplace Culture ?

Culture is the character and personality
of your organisation. It what makes
your business unique and is the sum of
its values, traditions, beliefs,
interactions, behaviours, and attitudes.

Positive workplace culture attracts
talent, drives engagement, impacts
‘happiness and satisfaction, and affects
performance. The personality of your
businessis influenced by everything.
Leadership, management, workplace
practices, policies, people, and more
impact culture significantly.

‘The biggest mistake organisations make
is letting their workplace culture form
naturally without first defining what they
wantitto be.

Why Workplace Culture is Important

Culture is as important as your business strategy
because it either strengthens or undermines
your objectives. Positive culture s significant,
especially because:

It attracts talent. Job candidates evaluate your
organisation and its climate. A strong, positive,
clearly defined and well- communicated culture
attracts talent that fits.

It drives engagement and retention. Culture
impacts how employees interact with their work
and your organisation.

It impacts happiness and satisfaction. Research
shows that employee happiness and satisfaction
are linked to strong workplace culture (Source:
Deloitte).

It affects performance. Organisations with
stronger cultures outperform their competitors
financially and are generally more successful.
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What Impacts Culture in the Workplace?

‘The short answer is everything. A multitude of
factors play a role in developing workplace
culture, indluding:

Leadership

‘The way your leaders communicate and interact
with employees, what they communicate and
emphasize, their vision for the future, what they
celebrate and recognize, what theyexpect, the
Stories they tell, how they make decisions, the
extent to which they are trusted, and the beliefs
and perceptions they reinforce.

Management

How your organisation is managed—its systems
procedures, structure, hierarchy, controls, and
goals. The degree to which managers empower
employees to make decisions, support and
interact with them, and act consistently.

Workplace Practices

Practices related to recriting, selection,
onboarding, compensation and benefits, rewards
and recognition, training and development,
advancement/promotion, performance
management, wellness, and work/life balance
(paid time off leave, etc.), as well as workplace
traditions.

Policies and Philosophies

Employment policies including, but not limited
to, attendance, dress code, code of conduct, and
scheduling, in addition to organisational
philosophies such as hiring, compensation, pay
for performance, and internal transfer and
promotion.
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