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Workplace Culture and its impact on Organisational Efficiency

My organisation of choice is Morrison’s Plc. Morrison’s is a leading high street grocery store. It sells produce, baked goods, appliances and even clothing. Larger branches even have a party section where glassware can be hired out for use. 

Technology is heavily used in retail to meet the ever-growing needs of consumers. Employees are trained to use technology such as a computer or till as part of their job role. This means employers most provide their staff with adequate training and up to date equipment and software to do their jobs. 
There is also those workers who may prefer working on a checkout instead of merchandising stock. As a checkout worker myself I can confirm I prefer working on a till than restocking shelves or manning the self-checkout machines. Since it’s easier on my feet and I can go at my own pace (Miron, 2004).

The other argument that can be made is that automation is reducing the number of jobs for people. Self-checkout machines and scan as you shop means regular tills aren’t needed as much. Lowering the number of staff hired and kept. Because one person can man a minimum of six self-check outs. Other services such as online grocery shopping is also highly popular and could eventually replace the need for brick and mortar grocery stores like many online clothing and department stores such as ASOS for and Amazon (Sokro, 2012).

As Morrisons is becoming more and more competitive, they are serving customers better as local solutions and furthermore popular useful services becoming the strong points of making this the core supermarkets of the nation’s weekly food shopping.

Some stores have a new policy introduced that the customer services desk and all checkouts are closed, leaving only the self-serve machines open prior to the last hour before closing times. This is to help reduce the stress and workload for the single colleague left on the shop floor to run the self-scan machines. This is to help reduce the distribution of work hours and wages.

In some cases, this may be seen as a negative factor and that the stores with this policy is making their colleagues work harder and manage a two person job all by their self to serve the store better however falls beneficial to them without thinking about the colleague. That being the extra pressure to reduce the final busy hour of serving customers, as well as having to wait till the last customer has left the shop floor, leaving the colleague waiting even longer before they can leave the shop floor to clock out in time, rather than having two colleagues on having the workload halved to work easier, faster and more efficiently.

Items in a store are all given a barcode and some higher value items such as alcohol or razor blades are given security tags. Customers are also given coupons to use on their shopping or loyalty cards which give them vouchers once they earn a certain number of points. So, Morrison’s have a more card which offers five pounds off your shopping for every five thousand points earned. 

There is a knowledge of hierarchy as managers and supervisors have access to higher security areas such as safes for change, or emergency codes for overriding the till. Managers delegate responsibility of use of those technologies to supervisors. Certain jobs because of the easiness of the role’s requirements are held in better regard amongst the workers (Sokro, 2012).

Ethical dilemmas that face retail workers is worker and manager relations. 
Whether to be lenient or strict with clocking in and out on time and not taking extra unaccounted for time during breaks. Whether the manager should be more on the side of labor or capital. Whether labor can do things like worker slowdowns. Whether or not to heed the advice of medical experts or the government e.g. wear masks to slow the spread of COVID-19 or limit the number of people inside the store at any one time to ensure sufficient social distancing. Whether or not to sell cigarettes, alcohol, lottery tickets, etc which contribute to majority of the stores profits. Whether or not to strictly follow the law when "common sense" would suffice. Throwing away vast quantities of produce that is past its sell by date but not its best by date. Morrisons has a “too good to go” scheme that lets you purchase a box of items that are past their sell by date but still good for consumption for a few quid. This helps reduce food wastage (Miron, 2004).

An organisations culture depends on the environment in which the company operates in. The company’s objectives. The employee’s belief system and the company’s management style. There are many organisational cultures. 

 Bureaucratic and structured organisations follow a culture with extensive controls. Employees follow standard procedures with strict adherence to hierarchy and well-defined individual roles and responsibilities. In competitive environments, such as sales, they might forgo strict hierarchies and follow a competitive culture and focus on maintaining strong relationships with customers. Collaborative culture is a decentralised workforce with integrated units working together to solve problems (Lauring, 2004).

A strong corporate culture show that employees are like-minded and share similar beliefs and values. When these align with business objectives, they can be effective in building teams because rapport and trust forms. This helps teams avoid conflict and complete tasks. Employees know what is expected of them, how their performance is assessed and rewarded (Anitha, 2016).

Organisational cultures can have varying impacts on employee performance. 
Employees will work harder to achieve organisational goals if they consider themselves to be part of the team. Different cultures operating within one company can impact employee performance. For example, if the organisation maintains a “talk when necessary” culture, employees may work accordingly - however, if the organisation allows another area, to be outspoken and sociable, the organisation may experience rivalries between among areas (Anitha, 2016).

Organisations must structure their recruitment processes to attract people with the same beliefs and values that match the organisation’s culture. So a new employee’s assimilation to the company further strengthens corporate culture. 
Companies should also ensure that corporate culture aligns with performance management systems.  so that employee behaviour results in the achievement of the organisations goals (Lauring, 2004).


Porter's Five Forces of Competitive Position Analysis were developed in 1979 by Michael E Porter as a framework for assessing and evaluating the competitive strength and position of a business or organisation (Dobbs, 2014).

This theory states that there are five forces that determine the competitive intensity and attractiveness of a market. Porter’s five forces help to identify where power lies in a business situation. This is useful both in understanding the strength of an organisation’s current competitive position, and the strength of a position that an organisation may look to move into. Strategic analysts often use Porter is five forces to understand whether new products or services are potentially profitable. By understanding where power lies, the theory can also be used to identify areas of strength, to improve weaknesses and to avoid mistakes   
(Dobbs, 2014).

The five forces are:

1. Supplier power; how easy it is for suppliers to drive up prices. This is driven by the number of suppliers of each essential input; uniqueness of their product or service; relative size and strength of the supplier; and cost of switching from one supplier to another (Grundy, 2006).


2. Buyer power; how easy it is for buyers to drive prices down. This is driven by the number of buyers in the market; importance of each individual buyer to the organisation; and cost to the buyer of switching from one supplier to another. If a business has just a few powerful buyers, they are often able to dictate terms (Grundy, 2006).


3. Competitive rivalry. The main driver is the number and capability of competitors in the market. Many competitors, offering undifferentiated products and services, will reduce market attractiveness (Grundy, 2006).


4. Threat of substitution. Where close substitute products exist in a market, it increases the likelihood of customers switching to alternatives in response to price increases. This reduces both the power of suppliers and the attractiveness of the market (Grundy, 2006).


5. Threat of new entry. Profitable markets attract new entrants, which erodes profitability. Unless incumbents have strong and durable barriers to entry, for example, patents, economies of scale, capital requirements or government policies, then profitability will decline to a competitive rate (Grundy, 2006).


Arguably, regulation, taxation and trade policies make government a sixth force for many industries (Dobbs, 2014).

Five forces analysis helps organisations to understand the factors affecting profitability in a specific industry, and can help to inform decisions relating to whether to enter a specific industry; whether to increase capacity in a specific industry; and developing competitive strategies (Dobbs, 2014).


Use this model where there are at least three competitors in the market.
Consider the impact that government has or may have on the industry.
Consider the industry lifecycle stage – earlier stages will be more turbulent
Consider the dynamic/changing characteristics of the industry.
Avoid using the model for an individual firm; it is designed for use on an industry basis.

A PESTEL analysis is a framework used to analyse and monitor the macro-environmental factors that may have a impact on an organisation’s performance. This is especially useful when starting a new business or entering a foreign market. It is often used in collaboration with other analytical business tools such as the SWOT analysis and Porters five forces to give a clear understanding of a situation and related internal and external factors. PESTEL is an acronym that stands for Political, Economic, Social, Technological, Environmental and Legal factors (Pan, 2019).

 Political factors are all about how and to what degree a government intervenes in the economy or a certain industry. Basically, all the influences that a government has on your business could be classified here. This can include government policy, political stability or instability, corruption, foreign trade policy, tax policy, labour law, environmental law and trade restrictions. Furthermore, the government may have a profound impact on a nation’s education system, infrastructure, and health regulations. These are all factors that need to be considered when assessing the attractiveness of a potential market (Pan, 2019).

Economic factors determine a certain economy’s performance. Factors include economic growth, exchange rates, inflation rates, interest rates, disposable income of consumers and unemployment rates. These factors may have a direct or indirect long-term impact on a company since it affects the purchasing power of consumers and could possibly change demand/supply models in the economy. Consequently, it also affects the way companies price their products and services (Yüksel, 2012).

Social factors represent the demographic characteristics, norms, customs, and values of the population within which the organisation operates. This includes population trends such as the population growth rate, age distribution, income distribution, career attitudes, safety emphasis, health consciousness, lifestyle attitudes and cultural barriers. These factors are especially important for marketers when targeting certain customers. In addition, it also says something about the local workforce and its willingness to work under certain conditions (Yüksel, 2012).

Technological factors pertain to innovations in technology that may affect the operations of the industry and the market favourably or unfavourably. This refers to technology incentives, the level of innovation, automation, research, and development (R&D) activity, technological change and the amount of technological awareness that a market possesses. These factors may influence decisions to enter or not enter certain industries, to launch or not launch certain products or to outsource production activities abroad. By knowing what is going on technology-wise, you may be able to prevent your company from spending a lot of money on developing a technology that would become obsolete very soon due to disruptive technological changes elsewhere (Pan, 2019).


Environmental factors have come to the forefront only relatively recently. They have become important due to the increasing scarcity of raw materials, pollution targets and carbon footprint targets set by governments. These factors include ecological and environmental aspects such as weather, climate, environmental offsets and climate change which may especially affect industries such as tourism, farming, agriculture and insurance. Furthermore, growing awareness of the potential impacts of climate change is affecting how companies operate and the products they offer. This has led to many companies getting more and more involved in practices such as corporate social responsibility (CSR) and sustainability (Pan, 2019).


Legal factors may have some overlap with the political factors, they include more specific laws such as discrimination laws, antitrust laws, employment laws, consumer protection laws, copyright and patent laws, and health and safety laws. Companies need to know what is and what is not legal in order to trade successfully and ethically. If an organisation trades globally this becomes especially tricky since each country has its own set of rules and regulations. In addition, you want to be aware of any potential changes in legislation and the impact it may have on your business in the future. Recommended is to have a legal advisor or attorney to help you with these kind of things (Pan, 2019).

Organisational culture refers to a system of shared assumptions, values, and beliefs that show people what is appropriate and inappropriate behaviour. These values have a strong influence on employee behaviour as well as organisational performance. Company success could be attributed to an organisational culture that was decisive, customer-oriented, empowering, and people-oriented.
Culture is largely invisible to individuals even though it affects all employee behaviours, thinking, and behavioural patterns, individuals tend to become more aware of their organisations culture when they have the opportunity to compare it to other organisation. The organising function involves creating and implementing organisational design decisions. The culture of the organisation is closely linked to organisational design. For instance, a culture that empowers employees to make decisions could prove extremely resistant to a centralised organisational design, hampering the manager’s ability to enact such a design. However, a culture that supports the organisational structure (and vice versa) can be very powerful (Inuwa, 2016).

An organisation’s culture may be one of its strongest assets or its biggest liability. In fact, it has been argued that organisations that have a rare and hard-to-imitate culture enjoy a competitive advantage. 

Researchers found a relationship between organisational cultures and employee performance, with respect to success indicators such as revenues, sales volume, market share, and stock prices leading to realisation of the organisations goal. At the same time, it is important to have a culture that fits with the demands of the company’s environment. To the extent that shared values are proper for the company in question, employee performance may benefit from culture. For example, if a company is in the high-tech industry, having a culture that encourages innovativeness and adaptability will support its performance. However, if a company in the same industry has a culture characterised by stability, a high respect for tradition, and a strong preference for upholding rules and procedures, the company may suffer because of its culture. In other words, just as having the right culture may be a competitive advantage for an organisation, having the wrong culture may lead to performance difficulties, may be responsible for organisational failure, and may act as a barrier preventing the company from changing and taking risks (Awadh, 2013).

In addition to having implications for employee performance, organisational culture is an effective control mechanism dictating employee behaviour. Culture is a more powerful way of controlling and managing employee behaviours than organisational rules and regulations. For example, when a company is trying to improve the quality of its customer service, rules may not be helpful, particularly when the problems customers present are unique. Instead, creating a culture of customer service may achieve better results by encouraging employees to think like customers, knowing that the company priorities in this case are clear. Therefore, the ability to understand and influence organisational culture is an important item for managers to have in their tool kit when they are carrying out their controlling function as well as their organising function to enhance employee performance and promote the realisation of the organisational goals (Awadh, 2013)..
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