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1.0 [bookmark: _Toc139210135]Introduction 

Workplace culture plays a crucial role in shaping the overall dynamics and efficiency of an organization. It encompasses the shared values, beliefs, attitudes, and behaviours that define how employees interact with one another and with their superiors (Johnson, 2019). A positive and conducive workplace culture fosters employee engagement, collaboration, innovation, and well-being, which ultimately contribute to organizational efficiency (Johnson, 2019).
In this assignment, we will explore the concept of workplace culture and delve into its profound impact on organizational efficiency. By understanding how workplace culture influences various aspects of an organization's functioning, we can gain insights into the strategies and practices that can be employed to create a culture that maximizes efficiency and drives success.
Throughout the assignment, we will examine the relationship between workplace culture and organizational efficiency from multiple perspectives. We will explore how employee engagement, collaboration, adaptability, and innovation are influenced by the culture within an organization. Additionally, we will investigate how a supportive and inclusive culture contributes to employee well-being, talent attraction, and retention, all of which directly impact an organization's efficiency and productivity.
Overall, this assignment aims to provide a comprehensive understanding of workplace culture and its role in driving organizational efficiency.

[bookmark: _Toc139210136]2.0 Organisation Background

Evolyst Ltd began as a design and development firm, creating online, desktop, and mobile applications (Lumien,2012). They are desire was to help people who has lack of skills in design, software development and healthcare. They start by begging to work on software development and consultancy projects for universities and NHS trusts (Lumien,2014).
In 2016 they began a trial with Coventry University for a healthy eating application for children. According to Lumien website they won the supply chain award at Medlink West Midlands Medical & Healthcare Business awards for their work with Kings College on SlowMo.
Evolyst 	Ltd won the services award at the Coventry Telegraph Business in 2018 for their digital health program. Also, they developed a trial for a psychosis intervention technology with different teams from Kings College London, Helen Hamlyn Centre & South London Maudsley NHS trust for Design. They called it SlowMo. The trial was expected to end in 2020. In the same year SlowMo appeared on BBC and won for the second time the supply chain award (Lumien,2018). In 2019 they worked with University Hospitals Birmingham NHS trust and Birmingham University on a stop smoking project.
Lumien appeared in 2019 as B2B version because Evolyst Ltd wanted to help more people and developing their own products. Using all the experience and learnings within healthcare and mental health. Because of Covid 19 in 2020, everyone was affected, and it had a crucial hit on Mental Health. Evolyst decide to deliver a B2C version of Lumien for free in order that all the people can be supported by their company thru the first lockdown (Lumien,2020).
Currently Lumien is working with charities in order to support the community (Lumien,2013).


[bookmark: _Toc139210137]2.0 Analyses of the culture and context of Lumien organisation

This analysis typically includes aspects such as organizational values, leadership style, communication patterns, work environment, and industry dynamics. Workplace culture is a broad and diverse notion that includes a wide range of characteristics such as shared values, beliefs, conventions, and practises. It has a significant impact on employee conduct, work happiness, and overall organisational success.
Organizational Values
Organizational values are the guiding principles that shape the behaviour and decision-making processes within a company. They reflect the organization's core beliefs and define its culture (Killingsworth,2012). In Lumien organizations organizational values are very important.
Lumien's aim is to build a society in which people's well-being is prioritised and individuals may take charge of their own health and well-being. They have witnessed the good that the NHS can accomplish after years of working on various initiatives with them. As a result, they decided to collaborate with the local NHS trust and register as a charity to support the wonderful work being done.
Their aim is to assist health and wellbeing within the trust, as well as some of the project teams. Free@Last helps poor children in Birmingham. They wanted to do whatever they could to help Free@Last after seeing what was going on and hearing their experiences. Chris, one of their founders, is also from Birmingham and has a connection to the city; he wanted to reach out and help Free@Last in their objective. According to their website, their principles are to be able to comprehend everyone, to have a broad perspective and to think about the future, and, most importantly, to treat all people equally (Lumien,2021). Lumien recognise that everyone is unique, therefore take the time to get to know and understand everyone, whether internal or external. They want to carve their own path and make their own rules; we do not want to just copy everyone else. We advise individuals to always be looking to try something new, and not be afraid to make a mistake, because this is how things are learned - through experimentation and always be looking to develop new skills, whether in HR or as a Software Engineer. Lumien believe in equality for all. They are not a corporate body, and they intend to remain such. They want people to be open to listening and learning, to rejoice together while being ego-free and grounded (Lumien ,2021).


Leadership Style

From Lumien perspective is very important to identify the type of culture is in the organization in order to be a good leader. Identifying the numerous sub-cultures and micro-cultures that exist within their workforce is the first step in effectively managing sub-cultures and micro-cultures in the workplace. This may be accomplished by combining official assessments, casual observations, and employee feedback (Hersey,1988).
Organisations may better support and engage their people by getting a complete grasp of the values and norms that drive each sub-culture, enabling a more inclusive and harmonious work environment.
Encourage open communication and collaboration across diverse subcultures to help break down barriers, increase mutual understanding, and drive organisational innovation.
When disputes between subcultures or between subcultures and the prevailing culture emerge, organisations should take proactive efforts to address and resolve these issues, ensuring that all employees feel valued and appreciated.
Organisations may improve employee loyalty, strengthen cooperation, and drive organisational success by recognising and respecting the distinctive contributions of each subculture.

Work Environment
After starting in the United Kingdom in 2019 to assist people in taking charge of their mental health and wellness, they are now focused on integrating with company systems to better manage workplace mental health.
They intend to take this one step further by debuting in the United States, in order to establish a society where employee welfare is prioritised. Lumien's initial US location is in Colorado Springs, an emerging US corporate hub known for its positive lifestyle and ranked as the sixth greatest place to live in the United States. Christopher Golby, Lumien's co-founder and director, explains why the firm chose Colorado Springs as its first US base: "Colorado Springs' essence aligns with Lumien's core purpose, getting businesses talking and acting on workplace wellbeing." It is a place designed for current working life, with people thinking on their goals and anticipating a more progressive company (Lumien Blog,2022).


[bookmark: _Toc139210138]3.0 Organisational environment

Internal communications may make or ruin a company. But exactly, what are internal communications? It is the process of exchanging information, ideas, and opinions among employees in a company. It all comes down to making sure everyone is on the same page and working towards the same goals. Everyone has a certain function to play, and when they all work together, they generate constructive collaboration and momentum.
Organisational development is about assisting your team in reaching its full potential by putting the appropriate people in the right places. It begins with determining who should fill particular jobs, what duties they should perform, and how those roles fit into the larger vision.
The most effective teams are founded on trust, mutual respect, cooperation, and clear communication; they know what to expect from one another and how they may contribute to success. According to Lumien LinKdin page they only have between 2-10 employees giving me the idea that they are working as a flat structure. A flat structure in an organization refers to a type of organizational structure that has few or no levels of middle management between the top executives and the front-line employees. In a flat structure, there is a relatively small number of hierarchical levels, and decision-making authority is decentralized to empower employees at all levels.
In a flat organization, decision-making authority is distributed among employees at various levels. Front-line employees are encouraged to take responsibility and make decisions within their areas of expertise. Communication channels are direct and open in a flat structure. There is a focus on transparent communication, information sharing, and collaboration across various levels of the organization. Employees in a flat organization have more autonomy and authority to make decisions.
They are given the freedom to take ownership of their work and are encouraged to contribute their ideas and expertise. Flat structures are often associated with organizations that value agility and quick decision-making.
According to      Mintzberg (1983), a flat organizational structure involves minimal hierarchical levels and emphasizes employee autonomy.

[bookmark: _Toc139210139]4.0 Impact of the environmental factors of the culture

Environmental factors play a significant role in shaping a culture's development, values, and practices. These factors can include geographical location, climate, natural resources, and the overall physical surroundings.
These cultural values shape their interactions with the environment, including conservation practices and sustainable resource use.


[bookmark: _Toc139210140]5.0 How culture affects organisational efficiency.

Culture plays a significant role in shaping organizational efficiency. It influences how employees perceive their work environment, their behaviour, and their attitudes towards their tasks and colleagues. This, in turn, can impact the overall effectiveness and productivity of an organization. In this response, we will explore how culture affects organizational efficiency and provide some references for further reading.
Organizational Values
          Culture establishes a set of shared values and beliefs within an organization. These values shape employees' behaviour and decision-making processes. When employees align with the organization's values, it can lead to increased efficiency and effectiveness. For example, if an organization values teamwork and collaboration, employees are more likely to work together, share knowledge, and achieve common goals, resulting in improved efficiency (Denison et al., 2012).
Employee Motivation
         Culture plays a crucial role in motivating employees. A positive and supportive culture that recognizes and rewards achievements can enhance employee motivation, leading to increased productivity and efficiency. On the other hand, a negative culture with low morale and lack of recognition can demotivate employees, impacting their performance and efficiency (Leiter & Maslach, 2016).
Communication and Collaboration
  Culture influences the communication and collaboration practices within an organization. A culture that encourages open and transparent communication fosters effective information sharing and problem-solving. This, in turn, improves coordination among team members, reduces errors, and enhances overall efficiency (Cameron & Quinn, 2011).
Adaptability and Innovation
  A culture that values adaptability and innovation can enhance organizational efficiency by enabling employees to quickly adapt to changing circumstances and find creative solutions to problems. Such a culture encourages continuous learning, experimentation, and risk-taking, all of which contribute to improved efficiency (Barney & Hesterly, 2015).
Employee Engagement
 Culture significantly impacts employee engagement, which is closely linked to organizational efficiency. An engaged workforce is more likely to be committed, productive, and proactive, resulting in higher levels of efficiency. A positive culture that fosters employee engagement through opportunities for growth, autonomy, and meaningful work can drive organizational efficiency (Saks, 2019).
According to the reviews on Lumien page from their clients the employee engagement in their job is high and this bring a massive contribution for the company., As a director of the business, I am acutely aware of the financial implications of poor culture, and Lumien assists me in improving the situation of my employees and hence productivity on a monthly basis. The reports are superbly presented, incredibly useful and provide more than adequate evidence of our commitment to culture,” said Sarah Foster, Registered Manager and Homecare Services Director (Lumien,2021).



[bookmark: _Toc139210141]6.0 Porter’s Five Forces
[image: ]
The Porter's Five Forces framework, developed by Michael Porter, is a widely used tool for analysing the competitive dynamics of an industry. It helps identify the key factors that shape the attractiveness and profitability of a market. The five forces include the threat of new entrants, the bargaining power of buyers, the bargaining power of suppliers, the threat of substitute products or services, and the intensity of competitive rivalry. According to Porter (1979), the threat of new entrants is one of the forces that can significantly impact the competitive environment of an industry. 
Elevated levels of rivalry can lead to price wars, aggressive marketing campaigns, and reduced profitability (Porter, 1979). This force is influenced by factors such as the number of competitors, industry growth rate, and product differentiation.
By analysing these five forces, organizations can gain insights into the industry's overall attractiveness, potential threats, and competitive dynamics. This information helps shape their strategies, identify opportunities, and make informed decisions to enhance their competitive position.
[bookmark: _Toc139210142]7.0 MCKINSEY’S 7’S FRAMEWORK 	

       The "7-S Framework" is a management model developed by the consulting firm McKinsey & Company. It provides a holistic approach to understanding and improving organizational effectiveness. The framework consists of seven interdependent elements that are categorized into three categories: hard elements, soft elements, and shared values.
  The seven elements of the McKinsey 7-S Framework are:

Strategy: The organization's plan of action is to achieve its goals and objectives. Lumien’s goals is to help business to create a peaceful environment for the employees, how to motivate your employees, employee wellbeing, how to become a high-performance company.
Structure: The formal division of tasks, responsibilities, and reporting relationships within the organization. Lumien believe in equality for all. They are not a corporation and intend to remain so. They want people to be open to listening and learning, to rejoice together while being ego-free and grounded according to their website.

Systems: The processes, procedures and routines that guide how work is done within the organization. Lumien think that improving employee performance is critical to the success of any firm. As a result, it is critical to offer employees with the skills and resources they require to succeed. Employee retention is one of the most important components in running a successful business. It is critical to find staff retention techniques that may be used (Lumien,2021).
Skills: 
The capabilities and competencies of the organization's employees. Lumien's cutting-edge data analytics technology enables us to drive your people programme in a unique and effective manner.

Lumien analyses data in four important areas of an organization's culture to help with recruiting, retention, and performance.
They aim to promote significant change in your firm; thus, they collaborate with you on a 12-month programme comprised of the items listed below.
Staff: The organization's workforce, including their knowledge, experience, and expertise. Lumien organization has skilled employees that are trained to deal with every single individual based on each individual. Lumien is more than simply a survey tool; we present each individual with their own reports and recommendations so that they may take care of their own well-being.

Style: The leadership and management styles that shape the organization's culture and behaviour.
Shared Values: The fundamental beliefs, norms, and guiding principles that define the organization's identity and purpose. Lumien is defined by an effective company creating industry leading, data-driven people program.
According to the McKinsey 7-S Framework, an organization's effectiveness depends on the alignment and integration of its strategy, structure, systems, skills, staff, style, and shared values (McKinsey & Company, n.d.).
       


[bookmark: _Toc139210143]7.0 Barriers to the effective functioning of the organisation’s culture

The effective functioning of an organization's culture can be hindered by various barriers.
Lack of Leadership Support:
When leaders fail to actively demonstrate and promote the desired organizational culture, it can impede its effective functioning (Denison, 1990). 
Communication Issues:
Inadequate or ineffective communication channels can hinder the dissemination of cultural values, norms, and expectations throughout the organization. Misunderstandings and lack of clarity can arise, resulting in a misalignment between the intended culture and the actual behaviours exhibited by employees (Schein, 2010).
Resistance to Change:
Organizational culture can face resistance when there is a need for change, as individuals may be attached to existing cultural norms and practices. This resistance can hamper the adoption of new cultural elements necessary for the organization's growth and adaptability (Cameron & Quinn, 2011).

Lack of Employee Involvement:
When employees are not actively involved in shaping and defining the organization's culture, they may feel disconnected and disengaged. Their perspectives and contributions are valuable in creating a shared sense of ownership and commitment to the culture (O'Reilly III & Chatman, 1996).
[bookmark: _Toc139210144]8.0 Understanding of business ethics and corporate social responsibility.

Business ethics refers to the principles and standards that guide ethical behaviour in the business environment, while corporate social responsibility (CSR) is the concept that businesses have a responsibility to positively impact society and the environment. Both concepts are important for organizations to establish and maintain a sustainable and ethical business culture.
Business ethics involves ethical decision-making and conduct within the business context. It encompasses areas such as honesty, fairness, transparency, and integrity in all business interactions and transactions. Ethical behaviour in business extends to relationships with customers, employees, suppliers, competitors, and other stakeholders. It involves treating individuals with respect, avoiding conflicts of interest, and upholding legal and regulatory requirements. Business ethics also encourages businesses to consider the impact of their actions on society and the environment.
Corporate social responsibility refers to the voluntary actions that businesses take to contribute to societal well-being beyond their core business activities. It involves considering the interests of various stakeholders, including employees, customers, communities, and the environment.
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