[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]


Applied Leadership and Management in the Workplace
Module Assignment Submission 



	Student Name:
	Natalie O’Sullivan

	Student Number:
	2328789

	Module No:
	BMSK5009

	Module Title:
	Developing a High-Performance Culture






Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.






Contents
Introduction	4
Understanding the UK Home Office High-Performance Culture	4
Critical Assessment of Culture in the UK Home Office	5
Schein’s Levels of Culture	5
The Cultural Web (Johnson & Scholes)	6
Hofstede’s Dimensions of Culture	7
Critical Assessment of Context in the UK Home Office	8
Synthesising Culture and Context	8
High-Performance Culture: Concepts and Application	10
Organisational Analysis of the UK Home Office	11
PESTLE Analysis	11
SWOT Analysis	12
McKinsey 7S Framework	13
Evaluation of Findings	14
Defining Home Office High-Performance Culture	15
What Constitutes High-Performance Culture?	15
Contribution to Workplace Collaboration	15
Ethical Behaviour in the Home Office	15
Why Ethics Matter for Employees	15
Synergies Between Culture and Ethics	15
Case Study of the Public Sector: UK Home Office	17
Culture	17
Ethical Behaviour:	17
Critical Appraisal:	17
Case Study of the Private Sector: Marks & Spencer	18
Culture	18
Ethical Behaviour:	18
Critical Appraisal:	18
Comparative Analysis: UK Home Office vs Marks & Spencer	19
Culture	19
Ethical Behaviour	19
Collaboration	19
Synergies and Contradictions	19
Conclusion	19
Critical Appraisal: Synergies Between Culture and Ethics	20
Toulmin's Model	20
Pearson’s RED Model Application	22
Chatfield Model	23
Recommendations	24
Conclusion	24
References	25























[bookmark: _Toc214736029]Introduction
A high-performance culture fosters collaboration, trust, and continual development to achieve exceptional results within a company (de Waal & Heijtel, 2017). Such cultures place a premium on collaboration, communication, and ethical behaviour, fostering the growth of both people and communities. Workplace culture and context are important because they influence employee engagement, cooperation, and the ability to deliver consistent performance, especially in complicated public-sector contexts where accountability and service quality are paramount.
This report compares the UK Home Office's high-performance culture to Marks & Spencer's approach. Its goal is to investigate how organisational culture and ethical behaviour might be integrated to improve collaboration, resilience, and public trust. The methodology employs critical appraisal frameworks, including Toulmin's model of argumentation, Pearson's RED model of reasoning, and Chatfield's evaluative approach. The report is organised to clarify essential concepts, assess their applicability to public sector organisations, critically evaluate case studies, and make recommendations to encourage excellence.

[bookmark: _Toc214736030]Understanding the UK Home Office High-Performance Culture
The UK Home Office fosters a high-performance culture that values trust, accountability, innovation, and collaboration. Trust encourages transparency and confidence among employees, allowing for open communication and shared responsibility. Accountability ensures that individuals and teams take responsibility for outcomes, strengthening integrity and dependability in public service delivery. Innovation fosters advanced problem-solving and adaptation, essential for tackling complex difficulties in a changing policy landscape. Collaboration brings together varied knowledge, fostering collaborative success and resilience across departments.
The advantages of such a culture are abundant; workplace collaboration is enhanced by mutual respect and shared aims, and employee engagement increases as employees feel valued, empowered, and aligned with organisational goals (Paredes-Saavedra et al., 2024). 
These attributes clearly align with the Home Office's public sector values of compassion, respect, courage, and collaboration. Incorporating high-performance principles into daily practice improves the Home Office's ability to provide efficient, ethical, and public-focused services. This also keeps the workforce engaged, cohesive, and committed to public sector excellence.


[bookmark: _Toc214736031]Critical Assessment of Culture in the UK Home Office
The report will now critically assess the culture of the UK Home Office using Schein's Levels of Culture, Johnson & Scholes' Cultural Web, and Hofstede's Dimensions of Culture.

[bookmark: _Toc214736032]Schein’s Levels of Culture

[image: Edgar Schein's Organizational Culture Model]

The culture of the UK Home Office can be critically analysed using Schein's Levels of Culture (Schein, 1990). 

· Artefacts: The UK Home Office exhibits its values through visible structures and behaviours such as Civil Service Live events, which celebrate collaboration and creativity, and fraud awareness programs, which emphasise its commitment to integrity and accountability. These visible appearances promote a culture of awareness and constant progress. 

· Espoused Values: The Home Office articulates principles of customer-centricity, compliance, and public service excellence (Khaddour, 2025). These values position the department as attentive to customers' needs while adhering to regulatory standards. Tensions may occur when organisational processes impede the delivery of customer-focused results.

· Underlying Assumptions: Expectations indicate long-held beliefs in security, fairness, and public responsibility. These expectations guide decision-making and policy priorities, fostering a protective attitude towards national interests. Critically, while these beliefs promote stability, they may restrict adaptability in a quickly changing societal context.



[bookmark: _Toc214736033]The Cultural Web (Johnson & Scholes)

[image: Visual diagram of the Cultural Web model applied to an organisation like the UK Home Office. Central circle labeled 'Paradigm' surrounded by six interconnected elements: Stories (narratives about public service and integrity), Symbols (government insignia, uniforms, official documents), Power Structures (senior leadership, ministerial influence), Organisational Structures (hierarchical departments, policy units), Control Systems (compliance, performance metrics), and Rituals & Routines (civil service protocols, public engagement events). Professional, academic style with clear labels and muted color palette.]

Johnson and Scholes' Cultural Web (Johnson, Scholes, & Whittington, 2008) can be used to evaluate the UK Home Office's culture.

· Stories: Highlight public service excellence, fraud prevention, and regulatory compliance, promoting a shared identity based on integrity and accountability (Johnson, 2015).

· Symbols: The Home Office branding and Civil Service identity convey authority and tradition but may appear rigid to external stakeholders. 
· Power Structures: Hierarchical power structures, with ministerial control dictating goals, limit autonomy at lower levels, which can hinder innovation (McDonald & Foster, 2013).
· Organisational Structures: Such as departmental divisions and project teams, sometimes generate silos that prevent cross-departmental communication.
· Control Systems: Compliance frameworks and performance metrics occasionally prioritise quantifiable outputs above public-focused outcomes to ensure responsibility.
· Rituals & Routines: Civil Service Live, fraud awareness training, and reporting practices can reinforce principles but may not promote cultural adaptation in the changing public sector.




[bookmark: _Toc214736034]Hofstede’s Dimensions of Culture

[image: Hofstede’s Cultural Dimensions Theory]
The culture of the UK Home Office can be critically assessed through Hofstede’s Dimensions of Culture (Hofstede, 1983).

· Power Distance: Is hierarchical, with ministerial oversight and established chains of command guiding decision-making. However, collaborative projects such as Civil Service Live illustrate attempts to minimise distance and encourage inclusivity, albeit with limited reach.
· Individualism vs. Collectivism: Is observed in the balance between personal accountability (via performance measurements and fraud detection) and collective service delivery, which prioritises national security and public fairness.
· Uncertainty Avoidance: A great focus on compliance and regulation is maintained, implementing systems, policies and procedures that assure responsibility while potentially limiting flexibility and innovation.
· Masculinity vs. Femininity: The Home Office reflects masculine orientation through performance targets and accountability, yet balances this with feminine values of inclusivity, cooperation, and public welfare. There is a need to harmonise efficiency with empathy, ensuring a resilient, adaptive, and trusting public service that delivers measurable outcomes responsibly.
· Long-term Orientation: A long-term commitment is exhibited by emphasising ongoing learning and improvement through training programs and knowledge-sharing activities, for example, lunch and learns, and show and tell sessions. Critically, while these aspects promote stability and duty, they may also limit adaptability in response to changing societal expectations (Taras, Kirkman, & Steel, 2010).
· Indulgence v Restraint: Regulations and compliance are prioritised, but the Home Office also emphasises employee well-being and public participation. Critical reviews emphasise the importance of balancing strong governance with transparency and fulfilment, to ensure accountability to offer a human-centric public service.
[bookmark: _Toc214736035]Critical Assessment of Context in the UK Home Office	
This report will now critically assess the context of the UK Home Office using Chatfield's model to highlight existing difficulties, responsibilities (Roy, Newman, Round, & Bhattacharya, 2023), cultural risks, and significant improvement recommendations.
· What: The UK Home Office is responsible for national security, immigration management, policing oversight, and the delivery of key public services.
· Where: It operates across the UK, combining central governance with regional offices to provide consistency while meeting local needs.
· Who: Civil Servants, Ministers, the Home Secretary, and government officials collaborate to create, implement, and regulate policies.
· When: Weekly. Current difficulties include fraud threats, regulatory compliance, and improving customer experience in complicated, high-stakes environments.

· How: Delivery is achieved through Policies, quality frameworks, and collaborative efforts across government 
· Why: The objectives are to maintain safety, justice, and service excellence in ways that build public trust.
· What If: Poor organisational culture presents dangers such as low morale, compliance problems, and ineffective teamwork.
· So, what: This emphasises the crucial need to create a high-performance culture that values integrity, transparency, and continuous development. This improves efficiency and reinforces legitimacy in the eyes of the public.
· What Next: The Home Office must prioritise cross-departmental collaboration, invest in staff capabilities, and implement continuous improvement processes. These approaches will not only reduce risks but will also promote resilience, adaptability, and quality in public service delivery (Mayblin, 2019).

[bookmark: _Toc214736036]Synthesising Culture and Context
The culture and context of the UK Home Office are intrinsically connected, with its compliance-driven atmosphere fostering a cautious, risk-averse mindset. Regulatory requirements and national security duties frequently promote rigid compliance with regulations, which can protect integrity but hinder innovation. In contrast, when the context advances towards proactive priorities like fraud prevention, an innovation-driven culture emerges, allowing employees to identify threats and design creative solutions.
Supporting energies support this dynamic: Civil Service values such as integrity, honesty, objectivity, and impartiality encourage cross-departmental collaboration, while fraud awareness campaigns embed accountability and strengthen public trust.
Yet tensions persist. Hierarchical systems, which are intended to assure control and accountability, may hinder decision-making and prevent agile solutions to fresh challenges. At the same time, the increasing demand for cross-functional collaboration and customer-centric service delivery necessitates flexibility and agility. Balancing these factors is critical; integrating continuous improvement and empowering employees can bring compliance and innovation together, enabling resilience and excellence in public service (Fenton O'Creevy, Bowles, Maguire, & Williams, 2024).


























[bookmark: _Toc214736037]High-Performance Culture: Concepts and Application
A high-performance culture at the UK Home Office promotes responsibility, cooperation, and innovation, resulting in resilient and public-focused service delivery in a complex environment.
· [bookmark: _Hlk214398864]Definition: A high-performance culture can be identified by strong leadership, clear accountability, collaborative processes, and a dedication to continual improvement. It promotes integrity, transparency, and adaptability, empowering individuals, and teams to achieve success.
· Benefits: This culture creates environments in which employees feel valued, enthusiastic, and aligned with the organisation's goals, minimising silos and boosting creativity. This has increased morale, improved collaboration among departments, and increased efficiency.
· Application to the UK Home Office: The UK Home Office employs a high-performance culture through initiatives such as fraud awareness projects, which embed accountability and proactive risk management; Civil Service Live, which promotes knowledge sharing and celebrates public service excellence; and customer-centric approaches that prioritise fairness and responsiveness in immigration and policing services. 
These efforts are strongly aligned with Civil Service ideals such as integrity, service quality, and accountability, which strengthen trust between the government and public. 
By incorporating high-performance concepts, the Home Office can strike a balance between compliance and innovation, boost resilience, and guarantee that its workforce is prepared to face changing national security and public service problems. This cultural transformation is critical to maintaining legitimacy and efficiency (Bryson & White, 2021) in a complicated, high-stakes workplace.







[bookmark: _Toc214736038]Organisational Analysis of the UK Home Office
[bookmark: _Toc214736039]PESTLE Analysis
[image: PESTEL analysis is used to identify threats and weaknesses to examines ...]
PESTLE analysis conducted on the UK Home Office to comprehensively analyse external political, economic, social, technical, legal, and environmental issues influencing its strategic direction and operational success (Ipsos Trends & Futures, 2022).
	Factor
	Key Issues
	Implications for the UK Home Office

	Political
	Shifting government priorities, immigration policies, & evolving security legislation.

	Impacts on funding allocations & operational focus, requiring agility in policy implementation. 


	Economic
	Budget restrictions & public expenditure reviews drive efficiency demands. 

	Compels the Home Office to optimise resource allocation while maintaining service quality.


	Social
	Public trust, diversity, & rising customer expectations.
	The need for transparency, inclusion, & public-centric service delivery. 


	Technological
	Digital transformation & cybersecurity

	Opportunities to modernise systems, strengthen fraud detection & sustain investment in IT infrastructure.


	Legal
	compliance with GDPR, employment law, & broader regulatory frameworks 

	The importance of strong governance & accountability mechanisms. 


	Environmental
	Sustainability initiatives & climate change

	Home Office to embed green policies into operations, aligning with wider government commitments.


Together, these factors underscore the need for strategic adaptability, innovation, and resilience in safeguarding public service excellence.
[bookmark: _Toc214736040]SWOT Analysis
[image: A Better Way to Conduct a Restaurant SWOT Analysis]
Organisational analysis of the UK Home Office utilising SWOT to determine internal strengths and weaknesses as well as external opportunities and threats (Chakrabarty, 2024), supporting strategic decision-making and improvement efforts.

	Strengths
	Weaknesses

	The department's strengths stem from its strong public mandate and transparent mission, which enhance legitimacy and accountability.

	Weaknesses in bureaucratic processes and slow adoption of change continue to exist, limiting responsiveness. 


	A qualified team with specialised experience also ensures the effective delivery of complex regulatory and security functions.


	A lack of flexibility limits innovation and adaptability compared to the Private Sector. 

	Opportunities
	Threats


	Externally, opportunities emerge through digital innovation and cross-agency collaboration, enabling streamlined services and enhanced resilience against evolving threats. 


	Threats remain significant. Political instability and heightened public scrutiny can erode trust and disrupt the continuity of policy. 


	Civil Service Live further strengthens organisational learning by promoting knowledge sharing and celebrating best practice across government. 


	Increasing fraud and cybercrime present operational risks that demand initiative-taking countermeasures.




By systematically recognising these dynamics, the Home Office can leverage strengths, address weaknesses, exploit opportunities, and mitigate threats, embedding customer-centricity and resilience into its long-term strategy.
	


[bookmark: _Toc214736041]McKinsey 7S Framework
[image: McKinsey 7s Model Framework Template | MyDraw]
The McKinsey 7S Framework provides a structured lens to assess organisational alignment within the UK Home Office (Chmielewska, Stokwiszewski, Markowska, & Hermanowski, 2022). 
	
	Element
	Evaluation of the UK Home Office

	Strategy
	The Home Office is centred on fraud prevention and embedding customer-centricity, reflecting priorities of safeguarding public trust while improving service delivery. 


	Structure
	The structure remains hierarchical, with departmental divisions ensuring accountability but sometimes limiting agility.


	Systems
	Robust systems, including compliance and reporting mechanisms, underpin governance and transparency, which is vital in a high-scrutiny environment.

	Shared Values
	Public service, integrity, and accountability function as cultural anchors, guiding decision-making and reinforcing legitimacy. 


	Style
	Leadership style has traditionally been formal, though it is evolving towards collaborative approaches to foster innovation and cross-agency cooperation.


	Staff
	 The staff base is skilled and diverse, bringing expertise across immigration, security, and regulatory domains. 


	Skills 
	Organisational skills highlight strong analytical, regulatory, and operational capabilities, enabling effective responses to complex challenges such as fraud and cybercrime.





	


This analysis demonstrates how achieving alignment across the seven elements promotes resilience, adaptation, and strategic development in public service delivery.

[bookmark: _Toc214736042]Evaluation of Findings
The combined use of PESTLE, SWOT, and McKinsey 7S frameworks offers a multidimensional analysis of the UK Home Office, aligning internal structures with external pressures (Gupta, 2013).
· PESTLE:  Identifies external pressures such as political volatility, economic constraints, and rising public expectations, while highlighting opportunities in digital innovation and sustainability. 

· SWOT: Reveals internal strengths, such as a skilled workforce and strong public mandate, and weaknesses, including bureaucratic inertia and limited flexibility, guiding strategic alignment. 

· McKinsey 7S: Exposes organisational coherence and cultural gaps, showing how leadership style, shared values, and systems influence performance.

· Overall Evaluation: The Home Office functions in a politically sensitive and socially monitored environment, embedding a high-performance culture based on integrity, collaborative effort, and customer centricity, which improves adaptability and public trust. Continuous Learning, cross-agency knowledge sharing, and investment in digital skills are critical to resilience. Strategic alignment across internal structures and reactions to external influences, Knowledge sharing, and investment in digital skills are crucial and efficient public services in a rapidly changing context.      












                                                                                                  
[bookmark: _Toc214736043]Defining Home Office High-Performance Culture 
[bookmark: _Hlk214570286]Culture refers to the shared values, beliefs, and behaviours that influence how employees act and interact. It is the collective “why” underlying decisions, driving not only what employees do but how they do it (Xanthopoulou, Sahinidis, & Bakaki, 2022). Within the Home Office, culture is more than just tradition or routine; it is the foundation of public service excellence, ensuring that every activity is consistent with integrity, accountability, and a commitment to residents.

[bookmark: _Toc214736044]What Constitutes High-Performance Culture?
A high-performance culture establishes a distinct vision that provides direction and purpose. It requires accountability, in which employees take responsibility for outcomes, and cooperation, in which different teams work together to solve complicated problems. Innovation is encouraged, ensuring that innovative ideas drive growth, and continual improvement ensures that lessons learnt are translated into better procedures. Together, these aspects create an atmosphere in which performance is not just measured but also improved.

[bookmark: _Toc214736045]Contribution to Workplace Collaboration
Home Office culture immediately promotes workplace collaboration. Employees feel more comfortable sharing their ideas when trust is built. Teams work more efficiently together when they communicate openly, reducing silos and duplication. A shared purpose brings colleagues together, ensuring that collective aims exceed individual interests. High-performance culture at the Home Office transforms collaboration into a strategic asset, allowing for resilience, adaptation, and excellence in public service delivery.

[bookmark: _Toc214736046]Ethical Behaviour in the Home Office 
Ethical behaviour in the Home Office entails continually acting with honesty, fairness, respect, and accountability. Employees must maintain honesty in decision-making, treat colleagues and the public with dignity, and accept responsibility for their actions (Downe, Cowell, & Morgan, 2016). This commitment guarantees that services are provided impartially and transparently, strengthening public trust in government institutions.

[bookmark: _Toc214736047]Why Ethics Matter for Employees
Employees care deeply about ethics because they foster a sense of fairness, belonging, and professional pride. Employees are more motivated, engaged, and resilient when they believe their employer promotes ethical behaviour. Ethical behaviour also protects against misconduct, allowing personnel to be proud of their contributions to public service excellence.

[bookmark: _Toc214736048]Synergies Between Culture and Ethics
Culture and ethics are connected. Organisational culture determines behavioural norms, and ethical standards strengthen and perpetuate that culture. Leadership models integrity, and clear policies and codes of behaviour provide guidance. Peer influence promotes accountability, whereas external regulation assures compliance with broader society norms. Training, open communication, and acknowledgement of ethical practice all help to improve the link between ideals and daily work.
Ethical behaviour in the Home Office is more than just compliance; it is the cornerstone of a trustworthy, effective, and customer-focused public service.


























[bookmark: _Toc214736049]Case Study of the Public Sector: UK Home Office
The Home Office operates in the public sector, employing civil servants and frontline workers who provide critical services ranging from immigration control to policing oversight. Its employees reflect the public service ideal, combining operational needs with the obligation to protect national security and community trust.
[bookmark: _Toc214736050]Culture
The Home Office values integrity, compliance, and excellence in public service. Employees are expected to maintain high standards, making judgments that are clear and credible. However, difficulties remain, bureaucratic processes hinder innovation, and resistance to change frequently hampers reform efforts (Richards & Smith, 2006).
[bookmark: _Toc214736051]Ethical Behaviour:
Ethical behaviour is essential, with a responsibility to fairness, impartiality, and the preservation of public trust. Civil Servants must negotiate complicated policy landscapes, ensuring that decisions respect human rights and equality.

[bookmark: _Toc214736052]Critical Appraisal:
· Strengths: Strong regulatory framework ensures consistent and reliable operations. The department's dedication to public service excellence instils resilience and professionalism. 

· Weaknesses: Hierarchical rigidity may limit creativity and response. Moral challenges arise during policy enforcement, particularly when security demands conflict with humanitarian issues.

· Value: Continuous professional growth, cross-departmental collaboration, and executing customer-centric initiatives improve flexibility. Leveraging digital transformation and cultivating a learning culture assists the Home Office in striking a balance between compliance and innovation, assuring readiness for future challenges.









[bookmark: _Toc214736053]Case Study of the Private Sector: Marks & Spencer
Marks & Spencer (M&S) is a major UK retailer that produces food, apparel, and homeware. Its workforce includes both customer-facing employees in stores and corporate staff at headquarters, all of whom contribute to the brand's reputation for quality and service.
[bookmark: _Toc214736054]Culture
M&S creates a customer-centric culture that values innovation and commercial performance. Employees are urged to provide great service while responding to changing customer expectations. The company's emphasis on digital transformation and omnichannel sales shows its desire to maintain competitiveness in a continuously changing industry.
[bookmark: _Toc214736055]Ethical Behaviour:
Ethical responsibility is incorporated into M&S's operations. Sustainability initiatives, such as the "Plan A" project, focus on reducing environmental impact, promoting fair trade, and ensuring customer transparency (Grayson, 2011). Staff well-being and fair treatment are prioritised, with policies that promote diversity, inclusion, and equal chances.
[bookmark: _Toc214736056]Critical Appraisal:
· Strengths: M&S has significant corporate social responsibility (CSR) activities that match business objectives with social standards. Its customer-first approach fosters brand loyalty and trust.

· Weaknesses: Commercial demands, particularly in a competitive retail industry, can jeopardise employee well-being and morale. Balancing profitability and employee satisfaction is a challenge.

· Value:  Staff digital skills, developing sustainable product lines and encouraging collaborative leadership all help to boost resilience. By including Wellness in performance measurements, M&S can ensure long-term profitability while maintaining its ethical and customer-centric brand.








[bookmark: _Hlk214615274][bookmark: _Toc214736057]Comparative Analysis: UK Home Office vs Marks & Spencer 
The Home Office and Marks & Spencer demonstrate how culture and ethics differ across the public and private sectors (Andersen, Bruntse, James, & Jilke, 2024), with synergies and tensions influencing employee behaviour.
[bookmark: _Toc214736058]Culture
· Home Office: Compliance and public duty take precedence, maintaining integrity and impartiality while often constraining innovation. Hierarchical rigidity limits employees' ability to respond ethically in demanding situations.

· M&S: A customer-centric, performance-driven culture fosters creativity and adaptation, but commercial pressures may prioritise profit over employee well-being. Insight: Both cultures give a clear "why" for activity (public responsibility vs. customer delight), but each has pitfalls, including ethical rigidity at the Home Office and ethical compromise at M&S.
[bookmark: _Toc214736059]Ethical Behaviour
· Home Office: Prioritises fairness and public trust but must balance security and humanitarian commitments.

· M&S: While ethics are important to CSR and sustainability, profitability can undercut commitments to transparency and welfare. 

· Insight: Both promote integrity, but Home Office ethics are externally regulated, whereas M&S ethics are internally branded. External influences can undermine both.
[bookmark: _Toc214736060]Collaboration
· Home Office: Formal and compliance-driven, which supports regulation but limits innovation.

· M&S: Flexible and customer-focused, which empowers staff but might cause stress due to high demand. 

· Insight: Collaboration in sectors such as public service and retail can impact resilience and competitiveness.
[bookmark: _Toc214736061]Synergies and Contradictions 
Both rely on accountability and integrity to maintain legitimacy, but tensions arise; rigorous compliance can stifle creativity at the Home Office, whilst profit pressures corrode ethics at M&S.
[bookmark: _Toc214736062]Conclusion
Culture and ethics are not fundamentally compatible but are continually negotiated. Employees must balance cultural expectations with ethical requirements, and their resilience is determined by their capacity to manage these competing demands.
[bookmark: _Toc214736063]Critical Appraisal: Synergies Between Culture and Ethics
This critical appraisal aims to demonstrate, through reasoning and questioning from structured models, i.e., Toulmin’s model, Pearson’s RED model and Chatfield's model, that organisational culture and ethics are linked, and why embedding ethics within the Home Office and M&S is critical for long-term organisational success.

[bookmark: _Toc214736064]Toulmin's Model 
[image: A clear diagram of Toulmin's model of argumentation showing Claim, Grounds, Warrant, Backing, Rebuttal, and Qualifier in a structured flowchart style]

Toulmin's model is a formal framework for assessing and developing arguments, allowing individuals to critically explore the underlying rationale (Toulmin model applied in Alison et al., 2003). It divides an argument into six components: Claim, Grounds, Warrant, Backing, Rebuttal and Qualifier. 

· Claim: 
Organisational culture and ethics have a direct impact on conduct and outcomes at both the Home Office and M&S. 

· Grounds: At the Home Office, fraud awareness initiatives show that ethical frameworks thrive when integrity and accountability are embedded in culture. At M&S, codes of conduct and sustainability programmes demonstrate that ethical standards are most effective when supported by customer-centric and employee-focused values.

· Warrant: A transparent culture encourages ethical decision-making. For the Home Office, this validates fraud reporting and compliance. For M&S, ethical supply chains and customer service practices strengthen justice and sustainability. 

· Backing: According to organisational behaviour research, without cultural validation, ethical principles are merely symbolic. Fraud policies risk being ignored if not culturally reinforced, and M&S's sustainability codes lose credibility when challenged by supply chain activities. 

· Rebuttal: Some argue culture can exist without ethics. In practice, this could mean compliance-driven cultures at the Home Office or profit-driven retail cultures at M&S, both normalising unethical practices.

· Qualifier: Culture and ethics are mutually reinforcing, but their effectiveness is dependent on leadership and context, Home Office regulatory monitoring, and M&S leadership sustainability.






































[bookmark: _Toc214736065]Pearson’s RED Model Application

[image: The R.E.D. Model of Development of Critical Thinking Skills ...]

Pearson’s RED Model provides a structured approach to critical thinking (Wulandari, Baedhowi, & Hindrayani, 2021) by helping individuals recognise assumptions, evaluate arguments, and draw conclusions. 

· Recognise Assumptions: Home Office assumes that fraud awareness efforts and compliance training alone will ensure ethical behaviour. This ignores the cultural dimensions; if employees see fraud reporting as punishing rather than supportive, the premise fails. 

M&S assumes business standards of conduct ensure fair treatment for employees and customers. However, retail pressures like sales objectives and cost-cutting can lead to practices that damage well-being and sustainability, exposing that profit takes precedence over ethics.

· Evaluate Arguments: Home Office assesses if fraud awareness efforts influence behaviour or fulfil regulatory requirements. Evidence reveals that without leadership and peer accountability, ethical frameworks are merely symbolic. 

M&S evaluates reasons for balancing profit and ethics. Sustainability suffers if supply chain activities contradict established values. A strong ethical culture requires consistency of rhetoric and practice.

· Draw Conclusions: Home Office embeds ethics and culture through transparent reporting, leadership modelling, and ongoing dialogue means that fraud awareness is not just a policy, but a daily practice.

M&S embeds ethics in retail culture, such as equality standards, customer transparency, and sustainability, ensuring codes of behaviour align with business ideals.


[bookmark: _Toc214736066]Chatfield Model 
[image: A diagram of the Chatfield critical questioning model showing the sequence of questions: What, Where, Who, When, How, Why, What if, So what, What next. Each question is represented in a circular flowchart with arrows connecting them, symbolising continuous critical inquiry.]
The Chatfield model provides a structured framework to examine cultural and ethical behaviour in the Home Office and M&S (Roy, Newman, Round, & Bhattacharya, 2023).
· What: Culture reflects shared values and practices; ethics provides the moral compass guiding behaviour. 

· Where: In the Home Office, ethics intersect with fraud awareness and compliance; in M&S, with retail operations and supply chains. 

· Who: These dynamics are shaped and influenced by leaders, regulators, employees, and customers.

· When: Critical during change or economic pressure when failures might destroy trust.
· How: Through effective leadership, transparent reporting, and regular reinforcement of values. 

· Why: Because ethical behaviour sustains legitimacy, while culture provides the social fabric for collaboration. 

· What if: Fraud reporting is viewed as harmful, or if profit surpasses sustainability, unethical behaviours may become normalised.

· So what?: Trust, reputation, and teamwork suffer, jeopardising organisational success.

· What next: Integrate ethics into cultural artefacts such as practices, narratives, and leadership behaviours, ensuring that integrity is applied daily in both public service and retail.
This critical appraisal reveals that culture and ethics are inseparable, each reinforcing the other. Using Toulmin clarifies the argument structure, Pearson’s RED challenges assumptions and validates conclusions, and Chatfield’s questioning deepens criticality. Together, these models demonstrate that sustainable organisational success depends on embedding ethics within culture, supported by leadership, regulation, and continuous reflection.

[bookmark: _Toc214736067]Recommendations
The report recommends that the Home Office fosters a high-performance culture by including customer centricity into organised training and frequent feedback loops (Urbany & Dapena-Baron, 2024). Emphasising the value of collaborative organisations, such as cross-departmental teams and knowledge-sharing platforms, in fostering creativity and collective problem-solving. 
Continuous learning is positioned as a cornerstone, with initiatives such as Civil Service Live and fraud awareness campaigns supporting professional development. Balancing compliance with innovation by implementing risk management frameworks that allow for safe experimentation. 
Collaborative leadership and teamwork are highlighted as critical drivers of cultural change. Investment in digital transformation and fraud prevention technologies has been recommended to boost resilience and public trust. 
For the UK Home Office, the research recommends integrating customer centricity with compliance while fostering innovation. 
Marks & Spencer recommends balancing commercial pressures with employee wellness, as well as reinforcing ethical training and sustainability initiatives, to achieve long-term organisational excellence.

[bookmark: _Toc214736068]Conclusion
A high-performance culture is integral to fostering collaboration and excellence, aligning individual effort with collective outcomes (Rizaa, Hutahayana, & Chong, 2025). 
Within the Home Office, the broader socio-political environment exerts major influence, requiring initiative-taking adaptation to evolving trends in governance, technology, and public expectations. Findings highlight that ethical behaviour and cultural integrity are essential to sustaining collaboration, ensuring performance is not achieved at the expense of public trust. 
Future directions for both the Home Office and Marks & Spencer include embedding customer‑centricity, strengthening resilience, and cultivating innovation while remaining responsive to external pressures. 
The Home Office must promote a high-performance culture as a foundation for public service delivery, recognising that culture and circumstance shape collaboration. Continuous improvement and alignment with public service values are critical to achieving excellence (Rodgers & Anthony, 2023). Culture and ethics, shaped by leadership, regulation, motivation, and external scrutiny, underpin organisational integrity and success.
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