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Introduction
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[bookmark: _GoBack]This report will look at the cultural issues at SportDirect and how it has impacted the organisation; the external and internal factors will also be evaluated during this report. SportDirect is a third party distributor of designers sport wears such as Nike, Adidas, Under Amour and Puma, the organisation has about 800 stores in UK and Europe. The current CEO of the organisation Mike Ashley is experiencing criticism as a result of cultural issues with the employees and diverting of funds into other businesses such Newcastle United football club and the most recent acquisition of House of Fraser after the organisation was declared bankrupt. Since this issue occur the organisation and the management are becoming more careful with the way they are handling cultural issues at the place of work. During this report SWOT and PESTLE analysis will be use to evaluate the business environment while also evaluating the corporate social responsibility of the organisation with respect to the operation environment, the organisational values and ethos of SportDirect will be evaluated and the sustainability of the organisational culture in the nearest future (York, 2012).  
What is culture? According to Anderson (2013) culture could describe as the way of life of a particular set of people depending on their social orientation, religious belief and heritage from their ancestors. Meanwhile the workplace culture is the way in which an organisation operates within their policies and it is a mixture of leadership principles, values of the organisation, believes within the organisation, interrelationship within the organisation and the attitude.  Some of the benefits of a good workplace culture will entail keeping their talented staff; there will be increase engagements of the employees that will lead to retention, a healthy environment will be created and the staff will be satisfied with the working condition thereby increasing productivity 






















2.0 A critical evaluation of workplace culture at SportDirect; Fear seems to be the lifestyle of SportDirect which is yet to be dealt with the culture of fear in SportsDirect’s warehouse has yet to be eradicated, workers claimed, as the company is still yet to rectify the situation as part of a number of pledges published in an internal report of the organisation. According to Jefferson (2010) there is a report that the trade unions and politicians who had been pressuring the group to improve its widely criticised working practices. However, the report stopped short of pledging to employ about 4,000 warehouse workers directly via Sports Direct rather than on temporary agency contracts that currently apply to the vast majority of warehouse workers (www.vangurd.com).
Having come under severe scrutinising from all sectors of both government and union the organisation promises to harmonise the operation and organisational culture of both the warehouse workers and the stores employees, therefore the introduction of Mckinsey7s model, helps the organisation to work as one unit and that lead to the idea of bringing up a proposal call ‘‘One team, One goal’’ (Jolie, 2013). 
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Figure 1: sourced (Jones, 2015, p56-59). 
 From the diagram above, the organisation was more focus on the soft Ss which is the skills, staff, style and shared value because these four has a direct impact on the organisational culture of the organisation. According to Jones (2015) the four soft Ss could be seen as the paramount factor that determines the organisational culture of SportDirect such as:
· Skills; Even with the acquired ability for the employees to do their job diligently there was also an argument that being skilful could be a good attribute for the organisation but lacking in the aspect of cultural ability to ensures that all the employees of the organisation are doing things in a synchronise pattern (Noel, 2010). Therefore for SportDirect the level of skill acquisition for the store workers is different for the store outlets leading to discrepancy in the skill availability in the organisation. It was very challenging for the organisation when wanted to change their organisational culture with the skills of the employees a cause for concern for the management.  
· Staff; In recent years there has high level of discrimination in terms of the employees with some offered a zero hour contract and others offered full time contract, this is part of the organisational culture that could be attributed to a skewed business model (Mike, 2013). The SportDirect prefer to recruit the under 18s as an approach to save cost and pay lower wages, their recruitment and selection is handed out to a third party organisation but the staff training is carried out by the human resource department of the organisation.
· Style; The style of management at SportDirect has a direct reflection on the culture of the employees. According to Johnson (2015) organisation have different ways in which they handle their cultural issues within a workplace environment and this could be attributed to the fact that management and leadership style has a direct influence on the culture. SportDirect are experiencing difficult situations because of cultural issues in their workplace with some teacher’s complaining about the attitude of some parent working in the organisation as a result of fear culture that is creating a negative environment (www.guardian .com). 
· Shared values; Another issue with the organisation is the ability to shared values within each department without operating independently. According to Davis (2010) values that are shared within an organisation is the core point in cultural situation where they can guide the behaviour of the employees, which plays an important part in the organisation approach to shared values, ideas and knowledge. Although the organisation are making promises to ensure that there is shared values to protect every member of the organisation such as the situation when the parliament inquiry into working conditions at the retailer, billionaire founder Mike Ashley appear before them to clarify after being warned that he could have been found in contempt of parliament if he refused. At the hearing he confirmed the Guardian’s reporting by admitting that the company had broken the law by paying some workers less than the legal minimum.
2.1 The cultural policies of SportDirect: The organisation has been having several issues with their discrepancies involving the way in which agency staff of the organisation are being treated with this zero hour contract approach. According to Anderson (2014) the way in which organisation operates it strategies while taking into consideration the impact it will have on their performance, quality of their services and the profitability of the organisation. The organisation having come under loads of criticism because of their treatment to some agency staff has generated an atmosphere where the shared value of the organisation is hanging in the balance, therefore prompting a new trend of cultural policies that will include acceptability of the personality of the individuals no matter their circumstances, race, status and religious belief and this has lead to the organisation inaugurating a new policy of’’ One for All and All for One’’ which means supporting each members to achieve their potentials (Hassan, 2009). 
2.2 Establishing a culture of sustainability within the workplace: The organisation is working with various groups to establish a cultural sustainability in the organisation because currently as a result of the newspaper publication from vanguard in 2015 the organisation is more sceptical to ensure that all bad cultures and unethical behaviour from the management are removed from their organisational culture. According to Fassin, (2005) many organisations operating unethically with their employees are most likely not going to be able to sustain their workplace culture because of constant changes to meet up the government regulations and the union influence. 
2.3 Communication channels for sharing information and building relationships: The organisation has been involved in several miscommunications and that is as result of the different layers of communication within the organisation. According Davies (2014) communication channels within any organisation is the different ways in which they can inform both the employees and the customers of their goods and services, the current trend indicates that most organisation are relying on social media as the avenue to spread information but obviously this is not the acceptable way for formal communication within an establishment. 
The organisation is operating with a hierarchical structure which means that the layers of communication five stages, this is more like a military kind of setting that means all instruction must be carried out to a complete, which means that most of the employees are working under a fear atmosphere without being able to express themselves (Tim, 2010). These situations could lead to decline in the performance of the employees as many will be scared of a strict policy that is allowing them to work freely without discrimination of any form. SportDirect is finding it difficult to build a proper relationship within the organisation couple with the various issues that has been noticed in the organisation in recent times. Therefore they are trying to make sure the experience in the past two years which have been tough on their employees as a result of relationship between the casual staff and the full time, through proving protection to their employees remains a top priority for the organisation (Jones, 2013). SportDirect observes that mutual relationship within teamwork is the strength of the organisation – One Team, One Goal (Noel, 2015). 
How government policies affects work place at SportDirect: As part government effort to make sure that organisation are not manipulating their employees, they put up a regulation through their agency to ensure that organisations are operating under the regulated policies of ensuring that all workers are treated equally and respected (Mike, 2013).                 
The government is making effort to stamp out discrimination in all level such as equality Act 2010, which protects the right of all workers ranging from age, sex, religious belief, race, educational qualification and disability, this Act guides establishment to act appropriately when dealing with any discrimination. Unfortunately SportDirect was not applying this policies when paying their warehouse employees below minimum wages and subjecting them to strict policies no sick pay, lateness attract charges, and working conditions that is not conducive. 










3.0 Critical evaluation of the Micro and Macro environment of SportDirect: The critical evaluation of the internal and external environment of SportDirect gives an insight into the organisation threats and opportunities which will help to use the PESTLE analysis to evaluate how they can channel their strength to the threats and weaknesses of the organisation. 
3.1 SWOT analysis of SportDirect: 
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(Figure 2 sourced: Hayes, 2013, p12-16)




	

	Strengths
· (A)    SportDirect has a good reputation of entering new market without too much pressure or barriers and this has enable them to expand in many locations within and outside the UK (Jones, 2013).
· (B) One of the cultural strength of the organisation is their ability to make use of information technology to their advantage in term of staying connected to their employees, through knowledge sharing which has become a culture in the organisation and helping to connect employees globally (Armstrong, 2012).
· © The organisation has use their global brand awareness to gain competitive advantage and sell their goods and services at a subsidise price. Their ability to outsourced most of their operational activities helps them to save cost which they are utilising as economic of scale (Noel, 2013).  
·                                                                               
	Weaknesses
· (A) As the organisation is currently under investigation about their attitude to agency employees, this impact negatively of their reputation and this affects their marketing segmentation (Anderson, 2009).
· (B) Inability of the organisation to invest in research and development to get their own brand without dealing as a third party to Nike, Adidas and Puma, impacts them having a unique culture of their own that could be attributed to their goods and services (Edgerton, 2010).
· © Expanding to other emerging economic has impacted the culture of the workplace because other locations has some government policies that is aim at ensuring that employees have a specific number of hours to work weekly and are very strict about whereas UK is allow to take overtime (York, 2010).

	Opportunities
· (A) There are many opportunities for the organisation ranging from the aspect expanding to the emerging market (Tim, 2010).
· (B) Once culture of the organisation is more united and focused their operations, customer service and feedback approach will give geared towards making the organisation policies more universal and accommodative (Hays, 2014).
· © New technological advancement in all sectors of the business will give them opportunity to deal with internal and external work place cultural issues through connection and video conferencing call (Jaden, 2014).
	Turning the strength of the organisation to become strength: Their ability to enter new market either through collaboration or acquisition will be a dynamic opportunity for the organisation turns their strength to opportunities. 


	Turning weakness to strength: Increasing more funding in their research and development will help them to capture the market, once they are able to overtake their rivals in term of increase innovations and also ensuring that all the employees are engaged with the working conditions


	Threats
· (A) The newspaper publication about the organisation policy on ‘Zero hour contract’ and their treatment to agency staff is becoming a threat for the organisational reputation (Fassin, 2005). 
· (B)Inability to break into the American market is gradually becoming a threat to the organisation as they are not able to be impacted with the American workplace culture which could help the organisation to adjust and make corrections that will help them in the future (Hofstede, 1998). 
· © The volatile nature of some locations will not allow the organisation to impose their own cultural ethics, some may be too strict for the organisation to operate such as United Arab Emirate many cultural behaviour that is correlated with the religious culture of the location might not be accepted as it contravene with their culture (Brown, 2015). 
	Turning the threats to opportunities: Because the organisation has a large number of skilled workers this could be their strength as they will use economic of scale to reduce the cost of their goods and services. 


	Dealing with the weakness of the organisation which has become a threat: For SportDirect to deal with the weakness of the organisation has become a threats it is significant that they increased their presence in other part of the emerging economy while ensuring that practicing ethical standard is uphold at all times. 




3.2 PEST analysis of SportDirect: 
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(Figure 3, sourced: Armstrong, 2010, p67-74)
	Factors 
	Analysis 

	Political factors 
	· The current situation in UK is very stable for an organisation to determine their next location and direction (Anderson, 2010)
· Institutional policies affects the way SportDirect will handle their workplace because some could be very strict as a result of political tension between the countries of location ( Taylor, 2016)

	Economic factors 
	· The economic impact of good workplace culture will be an evidence in the ability of SportDirect to channel their good culture to working together and satisfying the customers which will encourage them to come back again (Hassan, 2009).
· Very important factor that is affecting the organisation is the fluctuation of the currency which makes it difficult for the business to operate easily in other part of the world (Muller, 2010). 
· Inflation rate also affects the way in which household income are being disposed, therefore when there is decrease in the demand of the goods and services, then the organisation will reduce the prices of the goods to reduce their inventory and introduce new stocks (Miles, 2009). 

	Social factors 
	· According to Hays (2009) the social status of an individual affects their cultural orientation which also has a part to play in the workplace culture. Therefore social status of an individual will have an impact either positively or negatively.
· Since SportDirect is dealing with fashion in the sport section demographical changes within a particular location plays an impact on the employees work attitude.
· Broad mixture of several employees from different cultural background is going to impact the culture or workplace at SportDirect, because many will influence the social aspect of the organisation and the working culture, Example unacceptable religious behaviours, gender discrimination and sexual orientation (Jones, 2014).

	Technological factor 
	· With new innovations in every part of the business it is very important that the influence of technology at SportDirect will be determine by the internal policies of the organisation (Goff, 2010). Some organisation encourage their employees to bring their own device (BYOD), this means employees can work anywhere once there is internet connectivity using their own devices to do organisational work. 
· Too much exposure to technological devices could impact negatively on the workplace culture as many employees will rely on the devices rather than having a connection with their fellow colleagues to create a relationship of shared values and objectives (Lewis, 2006).

	Legal factors 
	· Some of this policies are government orientated regulations to ensure equality and fairness in  all treating all employees the same and they are such;
· Anti-trust law in Retail industry and overall in the country.
· Discrimination law
· Copyright, patents / Intellectual property law
· Consumer protection and e-commerce
· Employment law
· Health and safety law
· Data Protection Act
· Although the legal framework differs in different countries and this is as result of the political party in power (Ecola, 2010). 

	Environmental factor
	· The environment in which businesses operates is very essential as this will impact the workplace culture, therefore SportDirect operations in location that is really a sport orientated place will find it difficult to market their goods (Anderson, 2013).
· The political situation of a location could create a toxic environment for business to implement their workplace culture, such as the situation as the current trade war between China and the US. The Brexit deal or no-deal situation also has a negative impact with the environmental cultural capabilities (Jickling, 2003). 
· Although it is very essential for organisation to examine the environment situational activities to determine if the sustainability of the organisation culture will be feasibility in the location before entering (Faden, 2013). 



3.3 Impact of culture on the organisational performance: Organisational performance could be determined using several parameters such as;
· Customers behaviour; According to Tim (2010) customers behaviour towards a particular goods and services is direct correlation of the organisational workplace culture, which means a negative impact will on the number new customers patronising the organisation products. SportDirect are currently using their brand equity to still stay competitive with many customers still patronising them, but their recent negative workplace culture with their employees has some negative impacts as customer’s views the organisation attitude as unethical and some have boycotted their goods.
· Financial benefits; Although financially there is no report of the organisation being affected by their cultural attitude but rather Mike Ashley the CEO has recently acquired House of Fraser. There has been an upward trend of profitability in the organisation which is also as a result of changes made in the contractual agreement with the employees like complete discarding of zero hours contact and applying flexible working conditions (Armstrong, 2009). 
· Organisational capabilities; While the organisation looks inward to utilise their capabilities while ensuring that their employees are having a wonderful experience at workplace. According to Tim (2010) organisational performance is directly proportional to the capabilities being utilised adequately, therefore SportDirect are ensuring that individual performance and teamwork performance are rewarded. 
·  Global brand awareness; SportDirect is using their global brand awareness to gain competitive advantage even in the mist of poor workplace culture, therefore their performance is gaining more areas is gradually expending into the local and international markets. Their unique uniform at the stores outlets give the organisation a unique brand identity and this is partly attributed to their workplace culture (Jickling, 2003).
                                                        

4.0 Critical evaluation of the cultural and ethical behaviour at SportDirect:
An effective look at SportDirect culture and ethical behaviour there is clear indication that the organisation was operations was unethical and the workplace culture was not good for both the employees and the customers. The policy of zero hour contract and paying employees below minimum wage was bad, although the organisation take full responsibility for their actions and promises to improve the standard and make changes in the workplace culture. 
4.1 Barriers to effective functioning in the organisation and ways to overcome them.
Resistance to change is very normal in many organisations therefore changes that will be made will experience some challenges, these come in the form of:
Poor Communication:  Poor communication channel impacts the organisational culture, because when the employees and the management are not given detailed information about their job specifications, terms and conditions of the job there is a high tendency that they will see something different when doing the work proper (Bryan, 2016). SportDirect after the incident are putting up measures to ensure that all communications are done in detail, in this way the employees are aware of what they are coming into and what is expected from them. Although paying a lower wages was not directly the fault of SportDirect but rather the agency that was recruiting warehouse staff. 
Poor communication within a workplace sometimes could lead to the other party misunderstanding each other; typical example happens in one of the stores where a gay person was using the female toilet and the females in the store were not comfortable and had to complain about the issue but unfortunately the gay person won the case because of feeling sexually discriminated by colleagues. Therefore in the future to avoid this form of miscommunication it is better to inform the employees during their induction training what is expected of them in terms of respect to others sexual orientation, religious belief and race.
Lack of managerial involvement: The management and directors at the organisation were not aware of the unethical workplace culture because they were not involved rather busy on how the organisation will make profit (Miles, 2015). When the management are involved in the workplace culture policy then it can easily be twisted to suit a particular concept of either paying lower wages or not taking any serious disciplinary measures for any form of discrimination. Therefore in an attempt to get the management involved in workplace culture it is essential to adequately form a bridge between the stakeholders and the management in this way an honest information exchange will enhance their cooperation and support the objective and goals of the organisation. 
Ego problems: Many employees within an organisation are so proud and would not want to be corrected in any way, this situation was very rampant at SportDirect as fulltime employees were not concern with the agency staff developing a toxic atmosphere which was out of egoism issues (www.vangurd.com). This issue is attributed to a situation where the organisation is not practicing a shared value and interconnection between the different departments of the organisation that means they were working individually. Therefore to build a more cohesive team in an intense environment, it is essential to explain to each employees that the ability to work as a team is an attribute desired in the workplace and key to rising through the ranks (Roy, 2013).



















5.0 Corporate social and environmental responsibility: 
SportDirect is a global organisation that recognises the important of ensuring that supporting the environment in which they are operating is very important, therefore they were valuable incentives to help the locals. According to Ashley (2016) SportDirect are involved with the concept of supporting the government with climate change project through partnering with other agencies to produce environmental friendly products that can easily be recycled. The organisation has taken a bold step aim at empowering the location in which they outsourced the operations like Sri Lanka, such as supporting solar electricity project that supply the community with twenty-four power supply (Hofstede, 1980).
As part of ethical standards the organisation sends out representative from UK to visit some of their outsourced location to see their level of ethical working condition and training the employees on workplace culture and organisational objectives. Although the organisation is still working out modalities on how to ensure that all the employees whether full time or casuals are treated equally with no disrespect or discrimination, therefore the organisation are training the employees with the awareness of workplace discrimination and government policies. They are also making sure that all there are guided properly and the management are doing due diligence to ensure situation of such is not repeated again in the future.













Conclusion
In conclusion, the recent incidence at SportDirect has indicted that the organisation workplace culture is not applying the soft S of Mckinsey model strategy to fully integrate all the employees. The SWOT and PESTLE analysis of the organisation indicates that the strength and opportunities could be use to mitigate the threats and weakness, through changes in their current organisational culture to make the working condition better such as introducing work-life balance policies, compulsory paid holiday and flexible working conditions. As part of organisation effort to correct the impression that many people are having about their workplace they are embarking community involvement with the aim of providing supportive clothing and sporting devices to unite the community although many still sees this public stunt to help in correcting their bad practice. The government comes up with policy to ensure that workplace culture is not aim at discriminating or enslaving the employees with strict bureaucracy approach that is just concern with profit making without considering the working conditions of the employees.  
SportDirect having being involved in unethical workplace approach are working on correcting the impression and therefore making all necessary efforts through training their employees with latest government policies on discrimination of all forms, data protection Acts, workplace risk assessment and the need for management involvement in policies design for workplace. 
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