Syed Rahman 
Student ID 160 5376
Workpalce Culture And Organisational Efficiency BMSK5005
Assignment 1 
Lecturer: Mushfiqur Rahman


Contents
Introduction	3
Background to culture development in the workplace	3
What is culture in a broader sense?	3
Culture specific to the workplace	3
Signs of workplace culture	4
The key finding about work cultures	5
The culture in my workplace	5
At the employee level	5
At the team level	6
At the leadership level	6
What this meant	6
How the workplace culture is affected by market conditions	6
SWOT Analysis	7
Strength	7
Weakness	7
Opportunity	7
Threat	7
PEST analysis	7
Political	7
Economical	8
Social	8
Technological	8
How workplace culture promoted ethical attitudes	8
Conclusion	9
Bibliography	9



[bookmark: _Toc523874137]Introduction
In the classes for this module we studied how the culture in the work place can affect the quality of the employees of working there in terms of their job satisfaction, the efficiency of the work done, the future prospects with regards to employee retention and how all this ultimately is in one way or another reflected on the clients. (Claffey, 2018)
In this assessment I will use the things I learned in class and apply them to a company I used to work in the past. From that assessment I will analyse the facts and determine if the work culture there was, in light of the things I have learned during class, was a good culture or not.
The organisation I will be using the carry out my work place culture analysis is an Indian restaurant I used to work in some time ago. I worked there as a shift manager and was responsible for most of the day by day activities, and this gives me having an overview of everything that happened in the company from employee level to management and owner levels. I will be able to connect the culture at the employee level to beliefs and culture at the owner and manage level. 
I will divide this assessment into four parts to make it easier for the reader to understand the ideas and the order I have in mind. First I will give a brief introduction into the founding theories behind workplace culture and culture in general. I will give some general examples of what kind of cultures there are and how and what can point out what kind of culture it is. In the second part I will apply those characteristics discussed in the first part and apply them to my old restaurant environment. In the third part I will provide an analysis of how our internal work culture influenced our competitiveness on the broader market space. In the last section I will talk about the ethical implications of our culture, a look at if weather the culture in the restaurant promoted honesty  and fairness among the employees or not.
My intention with this assessment is to use as a tool to gather all of my experiences from past work positions and use this new knowledge that I have learned in school to try to see the workplace in a different light. This is, I hope that by the end of this study I will have a better idea and be able to some extent, better justify some things that back when I was doing them felt like intuition. Of course, there is the possibility that I might out that the way I carried out my management duties were wrong and I could have done better. In either case, any thing new that I learn through this report will be a worthwhile endeavour.
[bookmark: _Toc523874138]Background to culture development in the workplace
[bookmark: _Toc523874139]What is culture in a broader sense?
Culture is something that we hear people talking about almost daily, in the news, on TV, when going to a fancy restaurant. We most associate it with continuation and small changes in traditions that a nation or ethnic group or religious group experiences over the generations. Examples of culture are how wedding ceremonies are carried out which vary immensely across the many countries on the planet. Or, culture can be considered the cuisine of the different parts of the planet. (Giddens, 2003)
The common thing in all these examples of culture is that they are not something that develops over night. It takes generation, centuries, to develop and mature. It is the accumulation of the experiences and knowledge of all the people who came before us, be that a good or a bad thing. (Ogburn, 1966)
[bookmark: _Toc523874140]Culture specific to the workplace
However, what is it though as per described by academic theories when applied to the workplace?
In the 20th century while academics such as Elton Mayo and Henri Fayol were proposing what would become to foundations of many of todays most popular management theories, their theories also accompanied the idea of a workplace culture. (Wood, 2001)
Their notion of culture specific to the workplace was that it was what either the manger enforced or the employees developed over time. They theories that work culture could be implemented through strict policies such as dress codes, protocols on how to deal with each and every scenario. However, culture can also be more organic, such as in small start ups where the values of the staff largely dictate the companies culture. Very good examples of this kinds of employee driven culture are many of our current day tech companies such as facebook or google that were founded by young people and as such values of individual freedom and freedom of expression are key aspects that we as costumers can visibly see in their actions as a company. (Watson, 2018)
The most common theories about work culture point out to four main types of culture. These are the bureaucratic, clan, market and entrepreneurial types of culture. A brief description of each type follow next. (OCAI, 2018)
-Bureaucratic culture: this is what we are accostumed to seeing in large companies or government organisations such as, for example in McDonalds or the Council Office we can see clear demonstrations of a bureaucratic culture. Everyone has rules that they must follow as instructed by their seniors. In such organisations their clients, the costumers or council residents, expect an equal service for everyone who goes there and given the dimension of these companies involving thousands of employees it would be otherwise difficult to train all employees to perform their job with the same service quality. Obvious deficiencies would develop, one branch might become more preferred by the costumers while others are neglected. This would greatly affect that company or organisations brand image. (Lyn, 2017)
-Clan culture: this is the type of culture we are likely to see in small and medium companies where the size hasn’t yet grown to a size that necessitates the introduction of strict rules to maintain equal quality of service throughout the company. In such companies there is usually a great amount of socializing amongst the employees creating the environment of a family or very close friends. This kind of good cooperation between the employees is the driving factor in these companies. The good environment promotes a employee retention and the experiences developed by the team is kept within the company providing a big advantage on the long run. (Acar, 2013)
-Market culture: this type of culture is identified with companies that value results above all else. A good example of a company that is very much market driven would be an investment company, in such case their only stated goal is to maximise profit for their shareholders and their work culture would have been developed in way that only rewards the employees or policies that promote increase in revenue and punishes anything that doesn’t. Depending on how extremely this culture is applied, the employees can feel under pressure to always perform at their 110% at the risk of termination. (Albayrak, 2014)
-Entrepreneurial culture: this the culture that is often associated with high risk taking companies such as start ups or businesses that specialise in providing a space for other businesses to grow, so called incubators. These are people with the high risk high reward who have or are willing to risk their resources knowing that there is relatively high chance of failure, as in no capital return from the ideas they are pressuring. Examples of this would be start ups or research and development department within larger established companies. (Cornwall, 2011)
[bookmark: _Toc523874141]Signs of workplace culture 
Workplace culture can be seen from things that the employees and managers do. For example what kind of dress code they use? Do the managers allow the employees freedom to dress in clothes they are comfortable with or do they ask employees to dress in suits and ties every day? (Wijk, 2008)
What is the office or workshop environment like? Do people chit chat while working? Are there paintings on the walls, photos of activities that team has done? Anything that shows that the company cares about the employees?
Or is the office more focused on showcasing the big projects they have had and only have formal pictures of the higher managers in conferences or in other events?
Does the environment feel human or machine like?
These are the kind of questions that we can ask to find out what kind of work place environment we have in our hands.
[bookmark: _Toc523874142]The key finding about work cultures
However, the matter of practicality is that it is not possible to have a company rely solely on a single strand of work culture. As with the normal perception of culture, in reality in most places we will find a mixture of different cultures from different parts of the world. So in the workplace, it is likely to find traces of all the of the types of cultures described above within a single company. (Zeitlin, 2014)
It is worth noting that company culture can also change when the situation deems it necessary. This can include policies being made stricter during times of economic downturn or giving employees more freedom when it is clear that the newer demographic of employees demands better work conditions. 
[bookmark: _Toc523874143]The culture in my workplace
In the restaurant I used to work consisted of a staff of approximately 20. This included chefs, kitchen porters, waiters, accounting staff and the management staff. For this assessment I analysed how the general culture permeated at the employee, team and company level. This is, how well things worked at level of organisation.
To get and understanding of the individual level I had tried to string up casual conversations with my employees back then and tried to get an understanding of satisfied they were at work and what was leading to or stopping them from achieving that satisfaction. 
To understand the well being of the team levels I had looked at the teams from a far and seen how the individuals were getting along with each other and how often the team was achieving its targets without any issues.
For the senior level analysis, I drew on my personal experiences and managers in my discussion with the restaurant owners and other stakeholders and how efficiently we functioned at that level.
[bookmark: _Toc523874144]At the employee level
It would try to engage with the employees when possible during the start of their shifts or if someone were to commute on the same train lines as me. Those were times when they were either still starting their days or starting to relax after a tiring shift. I found that they spoke most openly during those times.
I would ask them normal questions such as how tired you got during today special delivery orders, there were loads of orders, did everything go smoothly in the kitchen?
Questions like this allowed me to find out that at a one to one level everyone got along pretty well. There was a good understanding amongst the employees, they were mostly all at a similar level of training and seniority and saw each other mostly as equals. This helped create a friendly and fun environment in the workplace.
[bookmark: _Toc523874145]At the team level
We had multiple teams, one for the kitchen works, one for serving the costumers and the back of house services including deliveries and accounting. 
We implemented policies of switching the staff from the kitchen and waiting and delivery teams regularly. This ensured everyone got an equal chance at developing the skills needed to keep the business running if one day someone was sick and couldn’t make it to work or is someone had left the job. 
I had seen that the different teams got along pretty well, there was frequent collaboration and teaching each other among the teams. This was very indicative of a clan culture where the more experienced team members teach the less experienced ones.  
[bookmark: _Toc523874146]At the leadership level
This is where from my experience we could had had a better understanding between the team members. The management team who was in direct contact with the other teams on a daily basis was well aware of the benefits of allowing a controlled social environment within the company while the most the owners and other shareholders were very much in favour of a more bureaucratic culture. Their preference came from working in other larger chains of restaurants where maintaining an easily recognisable standard of service was more important then in store efficiency. However, they failed to understand that this wasn’t the case here and the workplace was much smaller in size as was the team. Implementing such strict policies with how to prepare food or things to say when serving food would not go well with the employees who had grown accustomed to a good level or freedom.
Since when I left the company, there was a somewhat shaky balance between the restaurant management and the owners on how much freedom should be allowed to the staff to carry out their duties. If things have changed since, I am confident that the owners would revert back to the original clan culture if their profits started to diminish. 
[bookmark: _Toc523874147]What this meant
At an individual and team level the company acted very much as a clan culture type of organisation. This is, all the staff had good relations with each other and this kind of relations were what allowed to have workers well motivated and this in turn lead to increased productivity in the restaurant. 
However, for external reasons the senior management wanted to impose strict controls and move the culture where the management would impose policies and the employees would have no say in them. 
We kept a fine balance between letting the owners having it their way and ruining the working conditions for the staff. I tried to do my best to keep the inner decision making processes hidden from the general staff as I knew this would cause confusion and frustration and affect the productivity levels.
[bookmark: _Toc523874148]How the workplace culture is affected by market conditions
External factors such as political decisions by the countries law makers or voters, or economic upheaval caused by external forces, or disruptive advances in technology, can all have big impacts on businesses all around the world. We are not exception. Over the years we have gone over many such changes and have had to change how we do things to adjust. In all of those case it required a little to a lot changes to be made to how the team worked. In this section I will present a SWOT and PEST analysis for two such situations.
[bookmark: _Toc523874149]SWOT Analysis
For the SWOT analysis I will be discussing how we reacted to increased demands of costumers for online services in the last decade. As over the phone deliveries moved more and more to an online or app based booking system.
[bookmark: _Toc523874150]Strength
Our strength is this sector was that we have had a long and vast experience in preparing food under pressure and quickly. So when there was a change in the general behaviour of costumers in terms of ordering food home more often, we were already prepared and ready to make extra meals on demand.
The team having had experience in working together for many years was able to sort through orders very quickly, divide the kitchen work amongst themselves and get the food ready and packed for delivery.
[bookmark: _Toc523874151]Weakness
During the first little while as we were implementing the online ordering and booking platforms, there were many technical issues. We did not have in the in house expertise to solve most of these issues. It was a considerable loss to business when we had to call in specialist support to come fix the online services.
Often we would lose reasonable portion of the online orders of a day because of these problems. This, over the length of a month, could accumulate to a few thousand pounds of lost revenue.
[bookmark: _Toc523874152]Opportunity 
In this new age of technology, we realised that the very in depth speciality to develop the online platforms could not be developed in house, nor was it practical. However, it would be beneficial to have some of the employees who had been in the company for a longer time to be trained in basic problem solving. For example, how to solve issues caused by “clogging” of the system due to repeat orders being made and cancelled too quickly.
Once the senior staff had been trained, this training could then slowly trickle down to the newer staff
[bookmark: _Toc523874153]Threat 
Our largest threat in this respect with changes in technology and habits of the costumers would have been to assume this was a temporary thing and not made any changes to how the business was conducted and not effort made to modernise our services. 
We performed this well, and making use of the team tradition of sharing knowledge we managed to get better value from the training courses. 
[bookmark: _Toc523874154]PEST analysis
The main political and economical factors that have been affecting us in the recent years has been primarily Brexit. In this section I will discuss about the changes we had to make in our restaurant due to it.
[bookmark: _Toc523874155]Political
As we all know UK has voted out of the EU. We’d think this has had no impact on our business as we serve largely local costumers. However, much of our supply chain came from outside, much of it either directly from EU countries or transiting though EU countries. Additionally we had many employees who were European nationals.
It is a concern for the company if large layoffs have to made due immigration issues. The loss so many well trained staff would definitely have an impact on the way we do things.
As business, we would hire more local people. But the unique culture that we have developed exists due to the people who work there. If the amount of existing employees drops below a certain threshold this will undoubtedly have implications on the work culture. The new staff coming in would change it or the owners might take a chance to implement their envisioned strict policies like they do at other larger restaurant chains. 
[bookmark: _Toc523874156]Economical
There is a big chance that our running costs might increase significantly if a “hard Brexit” is chosen. If the costs increase and in response the profits decrease excessively, the company might have to consider letting go some of the staff. The decision makers in such situations would generally choose to let go of the staff with least experience with company first.
It is unlikely that the changes would be that severe, but should that be the case, given that less experienced staff would go first. I don’t think it would initially have a large impact on the clan culture that we have developed. However, prolonged economic downturn could see more and more senior staff being let go. At that point both work culture and company it self would be in trouble. 
[bookmark: _Toc523874157]Social
Brexit has created some changes in the team dynamics at a social or individual level. I saw that many of our non British employees felt generally a bit uncomfortable, as if they didn’t feel as welcome as before.
This was mainly due to the negative media coverage that the situation was receiving. This was largely handled within the team via good team support. 
To uplift the team morale we promoted a few team outings on Mondays when the restaurant was closed. 
This helped to an extent alleviate the sense of unwantedness that some of the staff felt. 
[bookmark: _Toc523874158]Technological
Brexit hasn’t yet presented any technological issues. However, we do face the constant competition in the online services as described earlier. 
The online services that we provide are increasing their portion of revenue that they bring. To ensure we keep an edge in this sector we will keep up with the in house training and carry on employing external specialized professional developer to add more features to our website as time goes on.
[bookmark: _Toc523874159]How workplace culture promoted ethical attitudes 
In the restaurant business, having an ethical business model means providing costumers with a good service, do not try to cheat on the quality of the ingredients used and be honest about the pricing.
The culture of team work and knowledge sharing that we developed over the years allows us transfer the knowledge of experienced staff to newer staff, this also includes staff that have left the company for a variety of reasons, left behind in their juniors a large portion of their knowledge which was then further refined with time. 
This might seem a very simple task, however in many similar restaurants I have seen that when some experienced chef leaves the quality of their food can decrease considerably overnight! Costumers, specially the regular ones, can notice this and will change their preferences for the restaurant if the food changes in a noticeable way. Not to mention that they would leave bad reviews further increasing the potential for damage done. 
It also true that often senior staff are reluctant to share the knowledge and experience they have accumulated over time. This services their personal agenda of being relevant due to lack of alternatives. Although not the ideal mentality to have, many managers do not see or do not have patience to communicate, understand their concerns, and persuade them to train junior staff.
In the family and friends type of environment that we have created in our team allows us to get past these barriers with greater ease allowing the knowledge that is created in the restaurant is well kept and transferred accurately and clearly through to new staff. 
It is very much a clan culture. The seniors train the junior staff and all operate in a very much social and friendly environment.
[bookmark: _Toc523874160]Conclusion
[bookmark: _GoBack]Through this assessment I got together many different ideas I used to have about what workplace culture was. Going through this reports each sections individually allowed to me get a better overview and implication of the decision we took at the restaurant. 
I do admit, at the time I wasn’t fully sure of how these theories worked and most of my management decisions were based on gut feelings.
However, now that I do have a more methodical approach to analysing and understanding workplace culture, I feel that if I have to make such decisions in the future I will be able to do a much better job.
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