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[bookmark: _Toc210747459]Introduction 

In this report there will be talks of developing a high performance culture. This will include critically assessing culture and context in an organisation including the models of culture. Formal and informal relationships within an organisation and an organisational environmental structure analysis that can influence or impact culture using swot analysis, pestle, and Mckinsleys 7S. Also including how ethics and ethical behaviour and what shapes the behaviours within an organisation. 





















[bookmark: _Toc210747460]Critical assessment of culture and context in an organisation.
What is culture? What is context? 
[bookmark: _Int_TzIW5Sls]Culture is the shared beliefs, values, customs, and social behaviours of a group of people that are passed down through generations (McKeivie, Pappas, 2022).
Contact in developing a high-performance culture is the environment and framework that enables employees to perform at their best, encompassing clear goals, supportive leadership, shared vision and a culture that aligns with the company’s strategy (Kiwi, 2025).



















Models of culture 
Schein 
This model has three levels of culture: 
1. Artefact’s (Visible Level)
These are the visible, tangible aspects of an organisation’s culture. They are easy to see but difficult to interpret accurately.
Examples:
· Office layout and design
· Dress codes
· Company rituals and ceremonies
· Technology usage
· Observable behaviours and communication styles

2. Espoused Values (Stated Level)
These are the explicit values and norms that the organisation claims to believe in. They guide behaviour in principle, though not always in practice.
Examples:
· Mission statements
· Company values (e.g., “innovation,” “teamwork,” “respect”)
· Leadership philosophies
· Strategic goals
3. Basic Underlying Assumptions (Deep Level)
[bookmark: _Int_wLHfUjiN]These are the deeply ingrained, unconscious beliefs that truly drive behaviour within the organisation. They are taken for granted and rarely questioned.
Examples:
· Assumptions about human nature (e.g., “people need close supervision” vs. “people are self-motivated”)
· Views on time, truth, work, relationships
· Unspoken norms about power, hierarchy, risk, and conflict
(Carrier, 2019) 
[bookmark: _Int_yrKiY1bs]This model is represented in my organisation because we have a dress code, we also use technology to do the booking system and radio, we have company values and strategic goals when doing clients hair and hayley has views on time that we should spend all day doing one client we should be able to time managed and get more clients in. 















Handy 
This model has 4 types of organisational culture 
1. Power Culture (“Web Culture”)
Features:
· Centralised decision-making (often one key leader)
· Few rules and procedures
· Quick decision-making
· Strong, charismatic leadership
· Loyalty to the central figure is important
2. Role Culture (“Bureaucratic Culture”)
Features:
· Clear roles and responsibilities
· Hierarchical structure
· Formal procedures and rules
· Stability and predictability
· Efficiency through specialisation
3. Task Culture (“Team Culture”)
Features:
· Project-based teams
· [bookmark: _Int_bmAwcjL3]Ability is valued more than hierarchy
· Elevated levels of autonomy
· Innovation and adaptability
· Collaborative, dynamic environment
4. Person Culture (“Individual Culture”)
Features:
· High degree of independence
· Minimal hierarchy
· Shared resources rather than control
· Difficult to manage in traditional ways
(Freedman, 2025) 
In my organisation we have strong charismatic leadership, able to quick decision making, we have clear roles and a high degree of independence. 




















Hofstede 
This model has six culture dimensions 
1. Power Distance (PDI)
Definition: The extent to which less powerful members of a society accept and expect unequal power distribution.
· [bookmark: _Int_NWo5Ny7F]High PDI: Hierarchical societies; authority is rarely questioned.
· Low PDI: More equality; leaders are approachable and power is decentralised.
2. Individualism vs. Collectivism (IDV)
Definition: The degree to which people are integrated into groups.
· Individualist cultures: Emphasise personal achievement, individual rights, independence.
· Collectivist cultures: Emphasise group loyalty, interdependence, community harmony.
3. Masculinity vs. Femininity (MAS)
Definition: The distribution of emotional roles between genders; also seen as achievement vs. quality of life.
· Masculine cultures: Competitive, success-oriented, performance-driven.
· Feminine cultures: Value cooperation, modesty, caring for the weak, work–life balance.
4. Uncertainty Avoidance (UAI)
Definition: The extent to which a society feels uncomfortable with ambiguity and uncertainty.
· High UAI: Rule-oriented, structured, risk-averse.
· Low UAI: Flexible, open to change, relaxed attitude toward rules.
5. Long-Term Orientation vs. Short-Term Normative Orientation (LTO)
Definition: The focus of a society on future rewards vs. respect for tradition.
· Long-term orientation: Pragmatism, perseverance, thrift, adaptation.
· [bookmark: _Int_22gGpnRF]Short-term orientation: Tradition, fulfilling social obligations, maintaining “face.”
6. Indulgence vs. Restraint (IVR)
Definition: The degree to which societies allow free gratification of basic human desires.
· Indulgent societies: Emphasise enjoyment, leisure, freedom.
· Restrained societies: Strict social norms, control over gratification, emphasis on duty.
(Nickerson, 2025).
In the organisation we have low PDI, collective cultures, masculine culture, low UAI, long term orientation and indulgent societies. 











Trompenaar 
Trompenaar has seven dimensions of culture,
1. Universalism vs. Particularism
Universalism:
· Rules, standards, laws apply equally to everyone.
· Emphasis on consistency and objective truth.
Particularism:
· [bookmark: _Int_yUSuhwtR]Relationships and context determine what is right.
· [bookmark: _Int_fil3jMRG]Rules may be bent depending on the situation or person.
2. Individualism vs. Communitarianism
Individualism:
· Personal freedom, responsibility, and achievements prioritised.
· People see themselves as independent.
Communitarianism:
· Group goals, cooperation, and shared responsibility prioritised.
· Identity is rooted in community.
3. Neutral vs. Emotional (Affective)
Neutral cultures:
· Restraint in showing feelings.
· Professionalism = emotional control.
Emotional cultures:
· [bookmark: _Int_6Q6qoDYQ]Open display of feelings is accepted or expected.
· [bookmark: _Int_XAUoyUUi]Expressiveness is not seen as unprofessional.
4. Specific vs. Diffuse
Specific:
· Clear separation between work and personal life.
· Direct communication: relationships are task focused.
Diffuse:
· Work and private life overlap.
· Relationships must be established before business.
5. Achievement vs. Ascription
Achievement cultures:
· Status based on accomplishments, performance, skills.
· Titles matter less than what you can do.
Ascription cultures:
· Status comes from age, gender, education, family background, or position.
· Respect is based on who you are, not just what you do.
6. Sequential Time vs. Synchronic Time
Sequential:
· Time is linear.
· Tasks done one at a time; punctuality is strict.
· [bookmark: _Int_wFRlHhLo]Future is planned step-by-step.
Synchronic:
· Time is fluid; multitasking is normal.
· Schedules can change; relationships take precedence over deadlines.
7. Internal vs. External Control (Inner vs. Outer Directed)
Internal control:
· People believe they control their environment.
· Focus on planning and problem-solving.
External control:
· People adapt to circumstances, fate, or nature influences outcomes.
· [bookmark: _Int_JHWuZP4l]Harmony with environment is valued.
(Gerguri, 2023). 
In my organisation we have rules and standards, individualism, professionalism, we like achievement culture, and we have sequential time. 
















Johnson & Scholes 
This model has seven elements of culture,
1. The Paradigm (Core)
· The central set of assumptions, beliefs, and values that define the organisation.
· [bookmark: _Int_x6sneca6]It figures out what is considered “normal,” acceptable, and important.
Surrounding Elements:
2. Stories
· The narratives told within the organisation about successes, failures, founders, heroes, and villains.
· [bookmark: _Int_JIFozBuS][bookmark: _Int_YWUnrDFR]Reveal what is valued and what is discouraged.
3. Rituals and Routines
· Daily behaviours and work practices.
· What employees automatically do and what the organisation expects.
4. Symbols
· Logos, dress codes, office layouts, language, titles, branding.
· Reflect power and identity.
5. Organisational Structure
· Hierarchies, rules, reporting lines, decision-making authority.
· Shows whose voices matter.
6. Control Systems
· Measurements, rewards, performance indicators.
· Reveal what management focuses on and values.
7. Power Structures
· The individuals or groups with the greatest influence.
· They often reinforce the paradigm.
(Janse, 2019). 





















Formal and informal relationships 
Formal relationships are connections governed by rules, procedures and professional expectations.
Examples of these are 
· Workplace relationships 
· Educational relationships 
· Service provider and client. 
(Meyer, 2025) 
[bookmark: _Int_J7HjRQcm]Informal relationships are connections that are not defined by formal structure such as family and friends. 
How are these formed?
[bookmark: _Int_E76zdOoq][bookmark: _Int_86jgJ1Un]In an organisation, formal relationships are structured by the official hierarchy, roles, and procedures, while informal relationships appear naturally from social interactions. The overall organisational climate—defined as employees' shared beliefs of their work environment—influences how both types of relationships are formed and function (Bennet, 2023). 

Informal relationships develop organically from personal interactions, often outside of the formal structure. The psychological and social environment of the organisational climate heavily influences these connections. 

Informal networks can both positively and negatively influence ethical behaviour, acting as a crucial but ambivalent force within organisations. While they can foster collaboration and reinforce ethical standards, they can also promote corruption, exclusion, and biased decision-making. The specific ethical impact depends on the nature of the network, the embedded culture, and the context in which it runs (Mcdonald, Côté & Shen, 2024).






Culture typology- power, role (formal) 
In his cultural typology, management theorist Charles Handy showed four types of organisational cultures: power, role, task, and person. The question refers to power and role, which contrast sharply in how they distribute authority and structure formal relationships (Panja,2025).  


A power culture is characterised by centralised authority, where a group or single person higher in an organisation decided key decisions. 
[bookmark: _Int_WE0iyuqe][bookmark: _Int_ud78Q5Yr]A role culture is by a formal hierarchal structure where the power is derived from a persons role within an organisation. 

Comparison of power and role cultures
	Feature 
	Power Culture
	Role Culture

	Source of power
	Central leader or small group
	Formal position or role

	Structure
	Flat; decisions flow from the centre
	Hierarchical and bureaucratic

	Rules and procedures
	Few and minimal
	Clear, rigid, and strictly followed

	Decision-making speed
	Fast and swift
	Slow and methodical

	Employee relationships
	Based on loyalty to the leader
	Based on formal job descriptions

	Flexibility
	High degree of adaptability
	Low degree of adaptability

	Best suited for
	Small start-ups, entrepreneurial businesses
	Large, stable organisations, government agencies


Communication norms and informal relationships profoundly influence ethical decision-making, both positively and negatively. While clear communication is an importantly of ethical behaviour, casual interactions and personal allegiances can either reinforce strong values or lead to ethical lapses like conflicts of interest or cover-ups. 
 




















[bookmark: _Int_1Bbgv17k]Organisational environmental analysis that can impact/influence culture 
[bookmark: _Int_Ty8pW641]The organisation that will be talked about here is Tesco. There will be an analysis of swot, pestle and McKinsley. 
SWOT Analysis: Organisational Environmental Factors Impacting Culture
1. Strengths (Internal Positive Factors)
Internal conditions that support a strong, healthy organisational culture.
· Clear organisational values and mission
– Provides a shared sense of purpose, guiding employee behaviour and cultural norms.
· Strong leadership and governance
– Leaders who model desired behaviours reinforce a positive and consistent culture.
· Effective communication channels
– Transparent information flow reduces uncertainty and strengthens trust.
· Supportive HR practices
– Recruitment, training, recognition, and performance management systems that align with cultural goals.
· Diverse and skilled workforce
– Brings innovative ideas and supports a culture of continuous improvement.
· Technological infrastructure
– Tools that support collaboration, remote work, and agility.
2. Weaknesses (Internal Negative Factors)
Internal elements that can weaken or distort organisational culture.
· Lack of clear cultural identity
– Leads to confusion, inconsistent behaviours, and fragmented subcultures.
· Poor leadership or inconsistent management styles
– Creates distrust, fear, or disengagement.
· Communication breakdowns
– Rumours, information silos, or a lack of transparency create cultural misalignment.
· Resistance to change
– A rigid workforce or outdated policies inhibit cultural evolution.
· High employee turnover
– Disrupts cultural continuity and weakens organisational knowledge.
· Limited employee development opportunities
– Contributes to low morale and a stagnant culture.
3. Opportunities (External Positive Factors)
External elements the organisation can use to enhance culture.
· Emerging technologies
– Facilitate innovation, collaboration, and more flexible workplace arrangements.
· Changing workforce expectations
– Opportunities to build cultures around inclusivity, well-being, and work–life balance.
· Globalisation and cultural exposure
– Encourage cross-cultural learning, creativity, and broader perspectives.
· Regulatory and industry standards
– Can promote ethical behaviour, compliance, and accountability in the culture.
· Availability of external training and benchmarking
– Provides best practices to strengthen or redesign organisational culture.
· Partnerships and networks
– Collaboration with external organisations can enhance learning culture and innovation.
4. Threats (External Negative Factors)
External pressures that may challenge or negatively influence the culture.
· Rapid technological changes
– Employees may feel overwhelmed or threatened if not adequately supported.
· Competitive market pressures
– Can create a high-stress, performance-driven culture that sacrifices well-being.
· Labour market shortages
– Increases workload and stress for existing employees, affecting cultural morale.
· Societal expectations and public scrutiny
– Negative customer or public beliefs can damage trust and cultural confidence.

PESTLE Analysis: Environmental Factors Impacting Organisational Culture
1. Political Factors
External political conditions that influence organisational decision-making and cultural expectations.
· Government regulations and policies
– Employment laws, safety standards, and governance rules shape expectations for ethics and behaviour.
· Political stability or instability
– Stable environments promote confidence and long-term cultural development; instability increases fear and risk-aversion.
· Public sector influence and funding models
– Organisations reliant on government contracts or funding may adopt a more compliance-driven culture.
· Trade policies and international relations
– Affect global operations, requiring culturally adaptive and internationally aware workforces.
2. Economic Factors
Financial conditions influencing organisational behaviour and cultural climate.
· Economic growth or recession
– Growth fosters innovation and positive morale; recessions often create anxiety and conservative cultures.
· Labour market conditions
– Talent shortages can strain existing staff; competitive markets encourage cultures focused on retention and development.
· Cost of living and wage pressures
– Employee financial stress influences morale and engagement.
· Global economic trends
– Multinational organisations must adapt culture across diverse markets with varying economic expectations.
3. Social Factors
Societal norms and workforce demographics that shape organisational culture.
· Changing employee expectations
– Modern workers value work–life balance, inclusion, and psychological safety.
· [bookmark: _Int_SKsGkPGo]Demographic shifts
– multi-generational and diverse workforces require flexible and inclusive cultural practices.
· Cultural and societal trends
– Growing emphasis on ethics, equality, diversity, sustainability, and mental health influences internal culture.
· Consumer and community expectations
– Public beliefs push organisations toward transparent, purpose-driven cultures.
4. Technological Factors
Technological developments that influence how culture evolves.
· Automation, AI, and digital transformation
– Drive changes in roles and require cultures that support continuous learning.
· Communication technologies
– Remote and hybrid work reshape collaboration, team culture, and leadership practices.
· Cybersecurity demands
– Promote cultures of vigilance, responsibility, and data protection.
· Innovation pace
– Rapid change encourages agile, adaptive, and forward-thinking cultural norms.
5. Legal Factors
Laws and regulatory requirements that directly shape workplace behaviour and cultural standards.
· Employment law compliance
– Anti-discrimination laws, labour rights, and workplace safety rules shape fair and inclusive cultures.
· Corporate governance requirements
– Increase transparency and accountability expectations.
· Industry-specific rules
– Healthcare, finance, education, etc., must adopt cultures of compliance and high ethical standards.
· Data protection regulations
– Require employees to adopt security-minded practices (e.g., GDPR, data privacy laws).
6. Environmental Factors
Ecological and sustainability issues that influence culture and organisational values.
· Sustainability expectations
– Pressure from customers and society encourages cultures of environmental responsibility.
· Climate-related risks
– Disruption from extreme weather or resource scarcity affects resilience and adaptation culture.
· Environmental regulations
– Require organisations to adopt compliant and environmentally conscious behaviours.
· Green innovation trends
– Support cultures of creativity and responsibility














.

McKinsey 7s
McKinsey 7-S Analysis: Environmental Factors That Affect Culture
The McKinsey 7-S model examines seven internal organisational elements that must align for success. Each “S” interacts with the organisation’s internal and external environment, shaping and influencing its culture.
1. Strategy
Definition: The organisation’s long-term plan, competitive approach, and response to external forces.
Environmental factors influencing culture
· Market pressures (competition, customer expectations) may push the organisation toward a performance-driven, innovative, or risk-averse culture. 
· Technological disruption
How this affects culture
· A growth strategy, encourages innovation, ambition, and agility.
· A cost-reduction strategy may encourage efficiency, discipline. 
2. Structure
[bookmark: _Int_N4I6V8EA]Definition: How the organisation is designed hierarchies, reporting lines, decision-making authority.
Environmental factors
· Globalisation may require decentralised structures to respond quickly.
· Industry norms influence whether organisations adopt flat vs hierarchical models.
Culture impact
· Highly hierarchical structure → formal, rule-bound culture.
· Flat structure → open, collaborative, empowered culture.
3. Systems
Definition: Processes, workflows, IT systems, and performance management mechanisms.
Environmental factors
· Digital transformation shifts organisations toward data-driven culture.
· Industry regulations affect formal systems (HR, finance, compliance).
Culture impact
· Rigid systems → promote consistency 
· Agile, flexible systems → support innovation, rapid learning, and adaptability.
4. Shared Values (Superordinate Goals)
Definition: Core beliefs that guide behaviour; the cultural foundation.
Environmental factors
· Societal trends (e.g., sustainability, social responsibility).
· Stakeholder expectations around ethics, diversity, and sustainability.
· Corporate history and founder influence.
Culture impact
Shared values directly are the culture. Environmental pressures may shift values toward:
· Sustainability
· Customer-centricity
· Inclusion and diversity
· Ethics and transparency
5. Style (Leadership Style)
Definition: The leadership approach and behavioural norms.
Environmental factors
· Leadership changes (new CEO, merger) can rapidly reshape culture.
· Crisis or economic stress may cause leaders to become more directive.
· Employee expectations (Gen Z, remote work) push leaders toward empathy and flexibility.
Culture impact
· Autocratic leadership → compliance-based culture.
· Participative leadership → collaborative, trusting culture.
· Transformational leadership → innovative, purpose-driven culture.
6. Staff
Definition: Workforce demographics, skills, behaviours, and motivation.
Environmental factors
· Labour market trends, talent shortages.
· Diversity and inclusion norms.
· Generational differences in expectations (work-life balance, remote work).
Culture impact
· Skilled, diverse staff → more innovative and open culture.
· High turnover → unstable, reactive culture.
· Strong talent management → growth-oriented culture.
7. Skills
Definition: Core competencies and organisational capabilities.
Environmental factors
· Technological changes increase the need for digital and analytical skills.
· Competitive landscape pushes for innovation or operational excellence.
Culture impact
· Strong innovation skills → creative, entrepreneurial culture.
· Strong operational skills → disciplined, efficiency-focused culture.
· Skill gaps can cause a conservative, risk-averse culture.


Organisational comparison of culture and ethical behaviours 

How do these environmental factors influence/shape culture 

What is ethics and ethical behaviour 
Ethics is the branch of philosophy that studies what is right and wrong and how people should act. It gives us principles and values that guide decisions, behaviour, and judgments (Boyles, 2023). 
Ethical behaviour means acting in ways that are morally right, fair, honest, and respectful according to accepted principles and values.
Characteristics of ethical behaviour:
· Honesty – telling the truth and being honest. 
· Integrity – doing the right thing even when no one is watching.
· Fairness – treating people equally.
· Respect – valuing others' rights, feelings, and dignity.
· Responsibility – taking accountability for one’s actions.
· Compassion – caring about the well-being of others.
(Mahan & Nelms, 2025)
Consequentialist Vs Nonconsequentalist 
Consequentialist Ethics
Consequentialism judges whether an action is right or wrong based on its outcomes or consequences. An action is ethical if it leads to satisfactory results. 
Features
· Focuses on the end results.
· The morality of the action depends on what it produces (happiness, wellbeing, etc.).
· The intention behind the action matters less than the outcome.
Examples
· Utilitarianism, do what produces the greatest good for the greatest number.
· Cheating on a test is wrong because it harms fairness and trust.
· Donating to charity is good because it increases wellbeing.
·  Non-Consequentialist Ethics

Non-consequentialism judges whether an action is right or wrong based on the action itself, not its consequences. Some actions are moral or immoral regardless of the outcome.
Features
· Focuses on principles, duties, rules, or rights.
· Intentions and moral rules matter more than results. 
Examples
· Deontological ethics (Kantian ethics): A person must follow moral rules like honesty or respect for human dignity.
· Telling the truth is right even if it causes problems.
· Cheating is wrong even if nobody finds out and no harm seems to occur.
Key Differences
	Aspect
	Consequentialist
	Non-Consequentialist

	Moral focus
	Outcomes/Consequences
	Rules, duties, principles

	What makes an act right?
	Producing the best results
	Following moral rules or respecting rights

	Importance of intention
	Less important
	Very important

	Example theory
	Utilitarianism
	Kantian ethics

	Example judgement
	Lying is OK if it prevents harm
	Lying is wrong, even if it prevents harm





What shapes the behaviours within the organisation 

1. Organisational Culture
· Shared values, beliefs, and norms
· “How things are done around here”
· Strong cultures guide behaviour even without explicit rules.
2. Leadership Style
· Leaders model the behaviour that others follow
· Authoritarian, democratic leaders drive different workplace behaviours
· Presence or absence of trust, support, and fairness influences how people act.
3. Structure and Systems
· Hierarchy vs. flat structures
· Reporting lines, decision-making processes
· Performance evaluation, incentives, and rewards systems
· Policies, procedures, and rules.
4. Group Dynamics and Social Influence
· Peer pressure and team norms
· Informal networks and cliques
· Desire for belonging or approval.
5. Individual Differences
· Personality traits
· Values and ethics
· Skills, knowledge, and experience
· Motivation levels.
6. Communication Practices
· Transparency vs. secrecy
· Quality and flow of information
· Opportunities for open feedback.
7. Work Environment
· Physical environment (layout, noise, safety)
· Psychological environment (stress, support, autonomy).
8. Organisational Change and History
· Past events (e.g., layoffs, scandals, successes)
· Ongoing change (restructures, new technology)
· Momentum or resistance shaped by past experiences.
9. External Environment
· Industry standards
· Legal or regulatory requirements
· Societal expectations
· Economic conditions.
10. Incentives and Consequences
· [bookmark: _Int_CRzBGVvV]What gets rewarded or punished
· Formal incentives (bonuses, promotions)
· Informal incentives (recognition, influence).

[bookmark: _Int_8FPbCHyW]These factors are mainly used within a formal organisation such as Morrisons. If there is better training, then the employees will be more efficient when working and if there are bonuses then more people will try harder. A bigger organisation will have many different people who have different beliefs and ethical behaviour due to culture, age differences etc. There will be informal and formal relationships between employees 



[bookmark: _Toc210747485]Conclusion 

[bookmark: _Int_9htKblzO]Ethical behaviours and ethics have impacts on an organisation as well as culture does. To develop a high performance culture everyone must be fair and equal to everyone no matter their belief to make the work structure flow better and how behaviour can be shaped within the organisation. 
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