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[bookmark: _Toc150767180]Introduction.
Within this assignment I will be looking at different organisational culture models and will be looking in great detail of two models. I will be comparing the two models then looking at what organisation culture fits my organisation by applying the organisational and environmental analysis method. Then will go on to research cultural and ethical behaviours.






[bookmark: _Toc150767181]Critically assess the culture and context of an organisation. 


Each company has a culture, while corporate leadership intentionally establishes and upholds it or enables it to develop naturally. Organisational culture influences the manner in which people work and operate inside a firm, creating organisational culture a critical component for the business's overall achievement. Numerous companies strive to establish successful cultures which promote healthy work environments. Culture in an organisation includes the set of beliefs, attitudes, and behaviours that shape the environment within an organisation. 
Organisational culture involves one's organisation or firm's core beliefs. Furthermore, it defines the business's goals and philosophical thought, as well as the expertise of its staff and executives, which frequently determines the team's direction going forward. Among the most significant responsibilities within those in the industry is to organise and coordinate the employees in order to provide quality and performance. Systems and procedures for human resources are a component of this, yet they are not sufficient for a business to undergo significant development.
 Using the concepts of diversity and inclusion as a case study, evidence demonstrates that a company who fails to recognise differences or allows certain groups of people while excluding others to advance cannot expect to experience positive changes, even if regulations are in place. Interpersonal standards, principles, and actions in the workplace, as well as traditions, viewpoints, and opinions, are all important. It is the similar characteristics between individuals inside the same company that shape its culture.
Models of culture
Organisational culture models are structures that are used to explain, form, or impact the culture of a firm. Consider these simple methods to organise the discussion regarding culture, and then outline or further explain the particular stages which can help rectify, improve, or improve the path of your society. The culture of companies, and the roles that accompany it, seem far from stable topics. In reality, your society might seem great one minute yet not another day. Any small modification may cause a ripple result: it could be a fresh hiring in the leadership team, an adjustment in the procedure for onboarding employees, as well as an updated hybrid workplace strategy.
As a result, it is both flexible and delicate. Something an organisational culture models may do is provide an outline for attempting to more effectively identify or establish culture in a manner that is significant. As a result, the subject becomes less intellectual and more practical.

In addition to a part of this, a department for human resources may have a vital part. Unhappy in your existing culture? It could result in a negative impact on the employees you hire.
[bookmark: _Toc150767182]The Schein model
The first model I will be examining is Edgar Schein’s model (Schein 1980)

Various scholarly explanations for culture in organisations exist. Psychologist (Edgar Schine 1985) organisational culture triangle states that there a different layer to the organisational culture. The top layers state an indication of what the culture, or the bottom layer of the triangle gives a bigger picture of what the culture is really like.  
Here are some of key points that (Schine) has discussed:
Artifacts
Artifacts represent observable manifestations of a business's culture. They serve as the most superficial measure of the culture of an organisation. Advertisements, uniform requirements, position titles, and the design and appearance of workspace are examples of artefacts. While analysing artifacts may offer a glimpse into the culture of a company, it will not reveal much. change, it will not result in significant transformation.

Espoused Values
Espoused values are statements made by an organisation concerning its culture and methods of operation. They serve as greater cultural markers and levers than artefacts but shorter than fundamental values. Organisational standards and behaviours, corporate or workforce agreements, team agreements, possibly goals and comments, including a number of information advertised via mailings, among other things, are examples of espoused values. Analysing stated principles offers a little understanding regarding an organization's culture and modifying them results in a certain degree of organisational culture improvement. However, the impacts will be minor. Tenacity is one of the company values that can be conveyed via artefacts such as billboards. However, the mere fact that they're advocated does not imply that they in fact are followed fundamental beliefs. 


                                                         

Underlying Beliefs
The underlying beliefs ideas shared by individuals within an organisation are far more profound markers of its culture than artefacts or stated principles. These mirror how the organisation functions on its internal level. Employees' underlying beliefs contain expectations regarding the way they ought to collaborate with one another. Thoughts regarding which behaviours will contribute to occupational achievement or failure are also included. For instance, while numerous organisations advocate promoting virtual working, employees could hold fundamental opinions regarding how one must be present in person at work in order to be recognised by the organisation. Employees' fundamental opinions are the most accurate predictor of a company's culture. As a result, they are the most powerful levers.
[bookmark: _Toc150767183]Hofstede’s model
Hofstede’s six cultural dimensions.
 During 1980s, the Dutch management scholar Geert Hofstede developed the concept of cultural dimensions hypothesis (Hofstede, 1980).

Hofstede's cultural dimensions are based on a massive study he performed between the 1960s to the 1970s which studied value variations amongst various divisions of IBM, an international manufacturer of computers business.

This survey included more than ten thousand workers from 50 nations spanning three different regions. Applying the statistical approach known as the analysis of factors, Hofstede established four value dimensions: individuality and collectivism, power distance, uncertainty avoidance, and masculinity and femininity.

 According to Hofstede's cultural dimensions theory, cross-cultural variations in organisational and national culture can be characterised as "the shared programming of the brain which differentiates individuals within a specific group or group of individuals from elsewhere" (Hofstede, 2011, p. 3). Individualism and collective, separation of power, avoiding uncertainty, masculinity-femininity, long-term versus short-term orientation, and indulgence-restraint are the six dimensions of the current Hofstede-Minkov model. The first four dimensions are classed as classical. 
Below I will explain the six dimensions:
Power index (PDI)
1. This signifies the level of disparity which occurs and how it is tolerated - amongst persons who have authority and those who do not.

A favourable PDI rating signifies a culture supports uneven hierarchical allocation of power in which individuals recognise their position within the framework. A poor PDI result indicates that control is evenly and broadly diffused, which means that people of the community dislike unfair power distribution. In accordance with this model, within an extremely high PDI region like Malaysia (100), employees are unlikely to begin taking any action and prefer to be supervised by an instructor to finish a task. If a boss does not take control, workers may believe the assignment is unimportant.

2. Individualism vs collectivism (IDV)
This describes the importance of individual connections with other individuals within their surroundings.

A substantial IDV rating suggests a lack of interpersonal interaction between persons who do not belong within a central "family." Individuals generally have fewer risks regarding the acts and effects of other people.

Those of a collectivist culture, on the other hand, are expected to remain faithful towards the party to whom they serve in return for the group defending what is best for them. Typically, the team becomes broader, and members share duty towards each other's happiness. Central America has extremely poor IDV scores (11 and six, accordingly). Providing a case study, among these nations, an advertising campaign emphasising communal advantages has the potential to become recognised and positively received, as soon as the individuals targeted truly believe they belong as members of the same group.


3. Masculinity vs femininity (MAS)

This signifies the division of labour among men and women. The men's and women's responsibilities intersect smaller in male society, and men are believed to be forceful. Being able to demonstrate your accomplishments, as well as appearing strong and speedy, are regarded as favourable attributes.

In feminine communities, nevertheless, there may be a lot of crossovers within male and female duties, and humility is seen as a virtue. It is more important to have a strong connection between you and your main bosses or to work alongside individuals who are able to who work as part of a team with one another. 
The difference within qualities amongst male and female is greatest in Japan and Austria, having MAS ratings of 95 and 79, accordingly. Men scored strongly across both nations for demonstrating "difficult," masculine ideals and behaviours, whereas women scored reasonably highly with embracing masculine standards, however averagely less well than men.
Japan, as previously stated, having the greatest MAS score of 95, while Sweden gets the least recorded rating of five. As a result, if you create a place of employment in Japan, they ought to be aware that you will be working within a hierarchical, submissive, yet generally male-dominated environment. Working for extended periods is expected. Given their familial responsibilities, it might make it more difficult for female team members to achieve success.

But the precise same time, Japan has a society in which kids of all ages (male and female) understand at early on the importance of competing and succeeding as a member of the team. As a result, female group attendees are just as likely as male teammates to exhibit these stereotypically masculine characteristics.

In accordance with Hofstede's paradigm, Sweden is an extremely feminine culture. In this instance, individuals concentrate on talking through things to ensure they each know the situation and then will compromise through negotiation. 

4. Uncertainty avoidance index (UAI)

This factor characterises an individual's ability to manage anxiety.

Individuals in countries with significant uncertainty avoidance scores try to keep their lives as structured and under control as they possibly can. They could be inclined to give up if they discover they are powerless over their own lives.

Citizens tend to be more laid back, gregarious, and open-minded in nations with low UAI scores.

Remember that minimising hazard does not constantly equate to minimising uncertainties. According to Hofstede, there are individuals in high-scoring nations who are willing to take chances since doing so clears up uncertainties or helps them prevent failing.

According to Hofstede's model, Singapore receives a grade of eight on the UAI scale, whereas Greece receives a score of one hundred.

As a result, you may be eager to start a conversation over a meeting in Greece due to the fact that you are aware of the culture propensity among teammates to choose the most secure course of action, regardless of possible feelings that may arise. Your goal is to assist people grow more receptive to many viewpoints and methods, but offering something of a constrained, organised range of choices or answers might be useful.

5. Long – versus short-term orientation.
 The initial description for this dimension was "Pragmatic Versus Normative (PRA)." It alludes to the sense of time that members of a society exhibit. Long-term-oriented nations are typically more realistic, restrained, and frugal. 
Individuals in nations that prioritise immediate success are usually inclined to be religious and dedicated, and they additionally prefer to set greater value on values, regularity, and honesty.

Use: The United States is focused on the near future. The significance of immediate profits and outcomes is represented in this (income as well as losing statements are released on a quarterly schedule, for instance). The country's strong sense of nationalism and social ideals also represent it.




6. Indulgence vs restraint.
Hofstede's sixth dimension, discovered and described together with Michael Minkov, is also relatively new, and is therefore accompanied by less data.

Countries with a high IVR score allow or encourage relatively free gratification of people's own drives and emotions, such as enjoying life and having fun. In a society with a low IVR score, there is more emphasis on suppressing gratification and more regulation of people's conduct and behaviour, and there are stricter social norms.
 According to the model, Eastern European countries, including Russia, have a low IVR score. Hofstede argues that these countries are characterized by a restrained culture, where there is a tendency towards pessimism. People put little emphasis on leisure time and, as the title suggests, people try to restrain themselves to a high degree. 

Hofstede’s model demonstrates ways of recognising and understanding cultures based on different countries and their cultural values they use. Hofstede model was used to help organisations improve communication amongst people from different cultures, and the way that business is run worldwide. 
Schein’s model highlights factors of assumptions that are underlying within learning and knowledge management practices. Schein’s model of organisational culture gives insight of understanding the different layers of the culture. Recognising the differences between artifacts and behaviours, espoused values and any assumptions that managers and employees can adjust to be able to manage to organisational culture.  By understanding these it helps the organisation to position culture with strategy to provide a productive workplace.
[bookmark: _Toc150767184]My organistation
Within my organisation the NHS I believe that Handy@ four types of cultures explains the nhs culture. This is because Respect, power, and connections are the cornerstones of club culture. It is frequently observed in groups led by strong entrepreneurs and composed of people with similar values.

This culture flourishes whenever accuracy is subordinated to speed. Under it, teams and managers decide what to do depending on the CEO's wishes. It's critical to have compassion for the organization's CEO.

This culture can be the ideal one to strive for if your company goes through a string of crises or enjoys quick expansion. The way an organisation approaches work is determined by a worker's role or a particular task that has to be finished. Reliability, effectiveness, and predictability are more important than personal preferences. 
The organisation evaluates employees based on their output and the quantity of issues they resolve. We appreciate and recognise their skill, aptitude, inventiveness, and capacity for problem-solving. The organisation is usually managed by knowledgeable individuals who genuinely want to see it succeed, and this culture frequently exhibits high levels of engagement and excitement.
companies whose whole success is based on the brilliance and ability of "star" entertainers and workers. For instance, existentialists frequently work for online businesses that combine a wide pool of consultants and workers. An existentialist culture is also often adopted by partnerships and start-ups.

This culture fits in well when your company wants to draw in the most talented individuals or whenever you operate in a partnership or other setting where everyone is on equal footing.

An existentialist civilization is built on the basis of freedom for oneself. Thus, provide your team colleagues the freedom to carry out their duties however they think proper.
Every level of leadership ought to represent an energising, futuristic, and aspirational goal centred on providing the communities they serve with empathetic, high-quality healthcare.

Clear standards for staff behaviour and interactions with patients as well as coworkers should be established. The NHS policy outlines its key values, two of which are responsiveness and patient-centeredness.

Effective managers consistently communicate at all levels ensuring providing caring, and high-quality care is the primary goal of every worker, ensuring every worker is aware of and upholds this dedication. This requires patience, perseverance, and commitment.

[bookmark: _Toc150767185]Evaluate an organization within its broader environment using appropriate environmental and organizational analysis techniques.

[bookmark: _Toc150767186]Pestel analysis
Below I will be creating a PESTLE analysis that will identify factors the briefly discuss them .

POLITICAL:  policies, procedures, legislations, Brexit uncertainties.
ECONOMICAL: economic downturn, austerity measures.
SOCIAL: aging population, high patient expectations.
TECHNOGICAL: improved healthcare, better education.
LEGAL: litigation, legal platforms.
ENVIROMENTAL: High contributor to toxic waste, environmental activist organisations.

The NHS is currently under a lot of pressure from all aspects. With the economic crash and the Brexit plus other factors they are dealing with, they are hoping that with the latest technology and the recruitment of educated staff that this crisis can be solved.




[bookmark: _Toc150767187]Critically appraise the cultural and ethical behaviour present in one or more organisations.
[bookmark: _Toc150767188]Ethical behaviour
All entities' rights, diversity, and dignity are respected by ethical behaviour. But depending on the circumstance, the actions could change. Certain organisations might disagree with the principles of moral conduct guidelines that the majority of entities would adhere to.

Applying ethical guidelines in moral situations is what it means to behave ethically. Ethical behaviour requires an entity to abide by the moral guidelines established by the community. These guidelines occasionally refer to external sources or a regulatory authority. Ethical behaviour, however, entails applying moral principles to resolve contentious circumstances.

Not having ethics at the foundation of an organization's operations can lead to scandals like those regarding workplace harassment and subpar care given to employees. People specialists find themselves in an unusual position to facilitate the integration of moral decisions into everyday practise since they have specific interaction with employees during their working lives and have the ability to impact a company's strategy and workforce administration practises. Professionalism's core values are ethics. It is imperative that experts exhibit a high degree of integrity while offering advice to corporate executives in order to foster cultures of transparency and trust.
Applying moral principles to organisational activity is known as ethical practise. It covers every facet of how a business behaves, such as accounting processes, relations with stakeholders, hiring practises, sales strategies, governance practises, and matters pertaining to business operations and products responsibilities. It has to do among those choices the organisations and the individuals who are employed by them made at their privacy, and being open and honest concerning the choices they make with all parties involved. Are coworkers accorded respect and decency? Are clients given fair treatment? Does the organisation recognise its obligations to the larger community?
Making judgements on managing individuals frequently requires balancing multiple demands or expectations. Personnel managers are going to be capable to make wise decisions if they are fully aware of and comprehend the consequences of various options. Being honest and forthcoming about actions and the reasoning underlying them with clients and staff members is what is meant by transparency. 
This kind of dialogue fosters trust. It is morally correct for companies to "do the right thing." This point of view is reinforced by studies from the Institute of Business Ethics, which shows how businesses can profit from taking their ethical beliefs very seriously: The image of a business is derived not just from the products and services that it provides, but also from the way it treats its employees and other customers, valuing these connections and holding them accountable. In addition to being a useful risk-reduction strategy, ethical behaviour provides businesses an edge over their competitors. Reliability with suppliers, consumers, staff, and community members is essential to an organization's success.

Whenever the culture of an institution conflicts with its declared ethical principles, significant risks may arise. Employees become disillusioned and suspicious when managers exhibit the "say/do gap," which occurs when they speak about one thing but act differently. This makes the company vulnerable to moral failings and reputational harm. Establishing straightforward demands for staff members to reflect the organization's ethical ideals in their personal actions and modelling them on a daily basis are all important leadership responsibilities.

[bookmark: _Toc150767189]Cultural behaviour


There are several ways that culture affects our behaviour. People's manner of existence is reflected in their culture. Ethical, values, and standards that permeate a community are considered to be a part of culture. Culture, as defined by the United Nations, is a way of life that includes people's values, habits, spoken language, and beliefs.

Culture has a great impact on society as a whole, especially when it comes to inherent values. The population's personal lives are impacted by and may benefit greatly by engaging in culture. People can develop their feelings and psychological intelligence via the appealing and enjoyable experiences that culture gives.
All things considered; individuals are starting to appear form all over the planet. People with diverse origins tend to have unique perspectives on the world. Therefore, it is indisputable that society has an impact on a person's actions. Culture has an impact on every aspect of a person's life. It has an impact on their everyday life, eating habits, clothing, and social interactions. Each of these factors helps to shape how it affects people's actions. Individuals pick up these habits and use them.
Corporate social responsibility (CSR)
By making sure that its actions have a beneficial effect on society, your company considers itself accountable for corporate social responsibility, a form of self-control. CSR endeavours have progressively progressed from being solely voluntary to being mandated by law, they are now generally acknowledged as best practises in corporate management. Stated differently, the legislation currently mandates that specific companies engage in different types of accountabilities for oneself. 

Numerous companies opt for a comprehensive strategy when implementing their social responsibility programmes, which can take various forms. The best results are frequently achieved by integrating CSR projects into your larger company's operations and mindset. When evaluating the effects of its activities on the rights of humans and the welfare of society, your company's culture should be deeply ethical.
 In the first place, it will enhance how customers view your business. As awareness of global warming issues grows, it is more important than ever to project a socially conscientious picture. Fulfilling your corporate social responsibility (CSR) goals can show customers know your company's model is focused on sustainability practises.
 Secondly, it might assist in increasing the appeal of your company to potential financiers. Certain investing organisations, including impact and environmentally friendly investment groups, will go far as to limit their investments to businesses that satisfy a certain CSR standard.
Lastly, it might assist you in luring and keeping workers for your company. Additionally, young individuals joining the workforce are become more aware of socially responsible behaviour. Employees who are inspired can be crucial in introducing fresh viewpoints to your company, which is another really beneficial aspect. 





[bookmark: _Toc150767190]Conclusion
To conclude this assignment, I have found out that developing a high performance culture is a critical aspect of helping other organizations all over the world to see how they company’s work and what cultures they use. It also states that it helps employees become more work driven and motivated, therefore these employees perform better.
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