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Executive Summary 
The report provided was made after considering TechInnovate's case study. It has focused on the HR-related issues currently experienced by the business, which is adversely impacting the overall performance of the corporation. Based on the context, the study has defined the comprehensive term 'people management' along with its importance for ensuring the long-term success of a business. It has also identified the required roles and professional competencies of the managers for the concerned company while including how 'Classical Systems Theory' and 'ADKAR change management model’ can be applied by the institution. The analysis has further illustrated various activities associated with effective ‘people management’ practices. Concerning the current challenges of the firm, the report has provided effective recommendations by using a ‘SMART’ framework. 
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Part 1: Report 
[bookmark: _Toc182329943]Introduction 
People management refers to the practice of recruiting, training, engaging and retaining workers within a business association to optimise their talent and maximise their productivity (Rustiawan et al., 2023, p.235). In the competitive market landscape, it has become quite essential for organisations to focus on managing and supporting the workforce to achieve corporate goals by comprehending and addressing individual needs, ultimately leading to a positive work environment. Additionally, effective people management directly influences staff morale, engagement, productivity and overall company performance, which boosts innovation, talent retention and improved bottom-line results. 
The following report is based on the case study of TechInnovate, which is a fast-growing software enterprise, operating in South Wales. The firm is experiencing severe challenges related to HR activities, which are hindering the business's progress. Here, the study examines the required roles and competencies of the managers in the firm to tackle the challenges. It incorporates relevant models and theories related to people management practices while analysing diverse activities associated with effective workforce management. The report evaluates and effectiveness of these activities on the overall corporate performance improvement and further depicts strategic recommendations to improve the people management strategies of the company. 
[bookmark: _Toc182329944]Main Analysis 
[bookmark: _Toc182329945]Evaluating the required key roles and professional competencies of the managers of TechInnovate
This core section of the study identifies the required roles and competencies for the managers of TechInnovate. According to Kozioł-Nadolna (2020), a manager is a professional leader who is responsible for the operations of an institution. Therefore, the effective roles and adequate skills of the managers contribute to determining the success of a business. Concerning the case study of TechInnovate, it has been identified that the organisation is experiencing HR-related issues in different aspects including 'recruiting and retention', 'onboarding and training', 'performance management', 'company culture', 'diversity and inclusion' and so on. The required roles and professional competencies of the firm's manager are underpinned below:
[image: ]
Figure 1: Required key roles and professional competencies of the managers of TechInnovate
(Source: Developed by the author)
Team leadership
Leadership can be defined as the ability to guide and motivate a team to achieve goals (Newman and Ford, 2021). It is a major skill, which is required for the managers of an institution as they hold the responsibility for enabling a collaborative environment, delegating work and coaching team members. Additionally, it also helps to resolve conflict and miscommunication. Considering the current HR-related issues faced by the concerned company, leadership skills can be considered highly required to facilitate corporate culture. 
Strategic Planning:
As per the views of Fuertes et al., (2020), strategic planning is considered a crucial and required role for company managers as it involves setting the overall direction and goals for the organisation. Additionally, it also encompasses making informed decisions about resource allocation and ensuring everyone within the firm is aligned towards achieving long-term success. From the case study, it has been rectified that recruiting and on boarding is a major issue for TechInnovate. Therefore, it is required for the managers of the enterprise to strategically plan for conducting recruitment processes to hire top talents and ensure the overall growth of the business. 
Technical Expertise:
Technical expertise can be defined as a high level of knowledge or skill, which is acquired through study, training or practice (Caeiro-Rodríguez et al., 2021). It is an essential requirement for the managers of TechInnovate as it can allow them to effectively lead development teams, understand complex technical challenges and make informed decisions about project dissection. Along with this, the skill is highly required for the managers of this software firm to stay ahead of industry trends, which can contribute to the company's success in the fast-paced landscape. The skill can also boost the performance of the entity, by allowing its management to scrutinise the progress while identifying the areas for improvement.  
Communication:
Communication skills are required for managers to effectively perform 'people management' activities by considering the perspectives of the workforce (Anvari et al., 2024, p.46). TechInnovate is currently experiencing issues related to ‘diversity and inclusion’, limiting innovation within the workplace. Hence, the managers of the firm need to be able to adapt their communication to different audiences such as stakeholders, clients and employees. The skill is also required to translate technical concepts and data into action. Furthermore, the managers of the organisation can enhance workplace collaboration by employing effective communication skills while promoting inclusiveness and diversity in the workplace. Here, nearly 76% of the job seekers have been rectified to consider the ‘diversity and inclusion’ policy of a business entity when considering a job offer (Fdmgroup, 2024). Hence, effective communication skills are also required for the managers of the firm to mitigate its ‘talent acquisition’ challenges.  
Performance management:
Performance management is a major role of the managers of an organisation, which helps in analysing the competitiveness of the business while predicting its future growth potential (Kwon and Jang, 2020, p.96). The concerned corporation is experiencing 'performance management-related issues' due to its ineffective HR teams. The skill is critical for the managers of the firm because of the fast-paced nature of the tech industry. Additionally, the skill is needed to constantly adapt to emerging technologies and the highly skilled workforce that demands targeted development and motivation. 
[bookmark: _Toc182329946]Addressing relevant theories and models applicable to people management 
Multiple effective theories and frameworks can guide the management of companies in improving 'people management' practices and fostering organisational growth. 
Classical Systems Theory 
'Classical management theory' is a management style, which focuses on increasing productivity and efficiency by breaking down tasks, specialising employees and using financial initiatives (Liu, 2024). Max Weber, Frederick Winslow Taylor and Henri Fayol developed the theory. Here, following the principles of this theory can be quite effective for TechInnovate to tackle its current HR-related challenges. Considering the theory, the company can provide a structured approach to identify the interconnected parts of the organisation. Furthermore, the consideration of this theory in 'people management' can also allow for a holistic view of employee problems while enabling targeted interventions to optimise performance. The approach can also help the business to address the root causes of the issues through clear lines of responsibility and well-defined processes, primarily by leveraging incentives and clear performance expectations to motivate the workforce. 
ADKAR change management model
The 'ADKAR change management model' is considered an effective framework for 'people management' because it focuses on guiding individuals through the change process at a personal level, ensuring they understand the need for change (Jaaron et al., 2022, p.660). It also helps in motivating the employees of an organisation to support change, by comprehending its essentiality by acquiring necessary skills and knowledge. Therefore, it can be considered an effective tool to ultimately sustain new behaviours within a corporation, minimising resistance and maximising adoption rates. In the context of TechInnovate, utilisation of this model can be highly beneficial to tackle its current HR-related issues. For instance, the implementation of this model can help the business by providing a structured approach to guide employees through change. Additionally, the consideration of this framework can also allow the business to facilitate a smoother transition during organisational transformations and significant HR policy adjustments. Thus, following this model can also boost the potential of the organisation to change its management stature by recognising the flaws, which can help in mitigating the issues associated with 'performance management'.
[bookmark: _Toc182329947]Analysing different activities related to effective people management 
Effective people management, including different practices such as ‘performance management’, ‘employee rewards’ and ‘engagement strategies’ is a critical driver of overall institutional performance by fostering a motivated, productive workforce aligned with corporate goals. It leads to increased job satisfaction and loyalty when employees feel valued, recognised and empowered to contribute to a firm, ultimately ensuring improved business outcomes (Vu, 2020). 
Key 'People Management Activities' and its impacts on corporate performance are highlighted as follows:
Performance Management:
As cited by Ogbeiwi (2021, p.330), the overall performance of an organisation can be improved by clearly defining individual and team objectives, ensuring alignment with corporate strategy and setting 'SMART goals. Here, providing regular feedback can also be considered an effective way to enhance the overall performance of a firm. Following this strategy companies can provide ongoing feedback to workers on their performance, highlighting strengths and areas for improvement, through frequent check-ins and performance reviews. Additionally, recognising training needs and providing opportunities for staff to develop essential skills and knowledge, enhancing their ability to contribute effectively. This also helps in boosting institutional performance. 
Employee Recognition and Rewards:
Staff recognition along with reward opportunities is an effective approach to drive employee motivation and enhance the entire organisational performance. As per a survey conducted by Holliday (2021), 87% of HR professionals said that employee recognition programs improve workplace relationships. Here, offering bonuses, commissions or profit-sharing based on performance metrics to motivate high achievement can help the workers focus on enhancing their efficiencies. Additionally, publicly acknowledging outstanding contributions through awards, praise or recognition events, can enable a positive work culture. Alternatively, offering opportunities for promotion, job rotation or lateral moves to enable employees to progress within the corporation is also effective in increasing overall productivity. 
Workforce engagement:
Fostering transparent communication channels, allowing employees to voice concerns and share ideas and creating a sense of inclusivity can also contribute to enhancing the overall business performance. It is important for firms to delegate responsibility and provide autonomy to staff, enabling them to make decisions and contribute meaningfully. Implementing flexible work arrangements, generous leave policies and wellness programs to support being can also be effective in boosting workforce satisfaction, ultimately contributing to overall performance growth and increased staff retention. 
Based on the context, it is quite comprehensible that effective ‘people management activities’ can influence company performance in several ways including increased productivity, enhanced innovation, reduced absenteeism as well as turnover, increased consumer satisfaction and stronger employer brand.  
[bookmark: _Toc182329948]Recommendations
	Objectives 
	Specific 
	Measurable 
	Achievable 
	Relevant 
	Time-bound 

	To conduct an effective recruitment process within the next 3 months
	Conducting an effective recruitment process is important for a business to hire efficient candidates D'Silva (2020, p.206). The objective is specific for TechInnovate to determine the key positions of the firm that need to be filled and outline the required skills and experience for each role. 
	Setting a goal for the average time it takes to complete the recruitment process from initial application to offer acceptance, can be measured. 
	The target can be achieved by using 'Applicant Tracking Systems (ATS)' to streamline the application process, pre-screening candidates and managing the recruitment data efficiently. 
	The objective is relevant to be focused on filling the most critical positions which directly impact business operations and productivity. 
	3 months

	To implement suitable onboarding and training strategies within 6 months 
	According to Bilderback (2024, p.736), conducting effective training and development programs for the workforce is vital to enhancing corporate performance. The goal is specific for the firm to properly train its staff and managers. 
	It can be measured by seeking constant feedback from the workforce. 
	The goal can be attained by organising dedicated training and development programs by employing experienced professionals.  
	It is relevant to mitigate the current challenges of the company related to the on boarding process and inefficiencies of the managers. 
	6 months 

	To promote diversity and inclusion to enable a positive corporate culture within 7 months
	The objective is specific to enhance collaboration within the workplace and enable a sense of acknowledgement. 
	It can be measured by tracking the effectiveness of the company in establishing a shared vision, from an inclusion council and creating more opportunities for the workers. 
	Hiring employees from different cultural backgrounds and providing job opportunities to both experienced and freshers, the target can be achieved. 
	The goal is relevant to improve the corporate culture of the firm.
	7 months 

	To incorporate a formal ‘performance review process’ within 5 months
	Considering the current challenges of TechInnovate, the goal is specifically to improve the overall business performance of the firm. 
	It can be measured by introducing KPIs. 
	The goal can be achieved by providing frequent feedback to the employees and managers. 
	The objective is relevant to recognise the areas for improvement. 
	5 months 



[bookmark: _Toc182329949]Conclusion
In conclusion, companies need to be focused on implementing effective approaches to improve 'people management' practices to accelerate overall performance and remain competitive. The addressed report has considered the case study of TechInnovate and has identified the required roles along with the professional skills of the managers, concerning the current HR-related challenges of the business. Here, it has incorporated effective theories and frameworks related to 'people management' which helps to understand how the concepts can be applied in the institution to overcome the issues. Moreover, the study has shed light on the different activities, which ensure good 'people management' practices and has examined the influence of these approaches on corporate performance. Furthermore, concentrating on the issues, the analysis has provided strategic recommendations by following a 'SMART model'. 


[bookmark: _Toc182329950]Part 2: Presentation
[bookmark: _Toc182329951]Slide 1 Cover Slide
[image: ]
[bookmark: _Toc182329952]Slide 2 Introduction 
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· The presentation evaluates the impacts of workplace culture on the activities of a business association. 
· Here, it defines company culture while highlighting diverse types of institutional culture.
· It also examines the importance of corporate culture in a business. 
SN
Additionally, the presentation incorporates an effective culture model and identifies its effectiveness in establishing a positive workplace environment. Evaluating the benefits of the model to the overall firm, the presentation depicts effective strategies which need to be incorporated within a corporate model to enable a positive culture. The discussion illustrates the interlink between managers and overall organisational culture and provides strategic recommendations for managers to facilitate corporate culture. 
[bookmark: _Toc182329953]Slide 3 Defining Company Culture 
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· As per Bamidele (2022, p.286), ‘company culture’ is the shared values, attitudes and behaviours which define how an organisation operates and interacts with the outside world.
· It is the sum of written as well as unwritten rules that employees follow and it can be thought of as the ‘personality’ of an institution. 
SN
Based on the context, an organisational culture is made up of multiple aspects including how the workforce of the firm communicates and the way through which decisions are formed. Additionally, it also outlines the recruitment process, onboarding strategies and operational activities of a firm. The culture of a company also depends on the mission and objectives of the enterprise. 
[bookmark: _Toc182329954]Slide 4 Different types of company culture 
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· Considering the dynamic business landscape and corporate needs, the management of modern companies is focused on establishing a positive workplace culture (Mingaleva et al., 2022). 
· There are many types of company culture among which ‘clan culture’, ‘adhocracy culture’ and ‘hierarchy culture’ are the most common. 
· In addition to this, other types of organisational culture encompass ‘customer-focused culture’, ‘purpose-driven culture and ‘innovative culture’.
SN
Here, understanding a company's culture is essential as it can help create a healthy work environment, and attract and retain talent while improving the bottom line. Adhocracy culture is characterised by a focus on innovation and taking risks while in clan culture, employees function more like a family, which is effective for small businesses. On the other hand, 'hierarchy culture' differentiates roles in different designations and is effective for large enterprises. 
[bookmark: _Toc182329955]Slide 5 Importance of company culture to business success 
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· According to Aburub (2020), a strong 'company culture' is crucial for a business's success as it directly influences employee engagement, productivity and retention.
· It also impacts the brand perception, allowing companies to attract top talent, foster innovation and ultimately achieve sustainable growth by creating a positive and aligned work environment. 
SN
Based on the context, a corporate culture helps in creating a working atmosphere in which staff feel valued and motivated to contribute their best work. A positive culture encourages staff to feel connected with the corporation’s mission, leading to higher job satisfaction, loyalty and reduced turnover rates. 
[bookmark: _Toc182329956]Slide 6 Importance of company culture to business success (Contd..)
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· Brand Reputation 
· Adaptability and Resilience 
· Decision-making and Alignment 
· Improved productivity and performance
SN
A healthy company culture reflects positively on a company's external brand image, enhancing consumer trust and loyalty and contributing to corporate success. It also can help firms to navigate challenges and adapt to changing market conditions by fostering a sense of shared responsibility and collaboration (Celestin et al., 2024, p.70). Shared values and clear expectations with a strong culture can lead to better decision-making, as employees are more likely to be aligned with the company’s objectives. Furthermore, workers are more likely to be motivated and perform at their peak potential, when they feel valued and supported by their company culture. It can lead to increased productivity and quality of work.  
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· There are various frameworks, which can assist the administration of the organisations to improve company culture by taking effective actions. 
· Here, ‘Hofstede’s Cultural Dimensions Theory’ is an effective tool to improve the corporate culture by recognising the loopholes. 
SN
It is a strategic framework for comparing national cultures and understanding the way through which a society’s culture affects its members’ values and behaviour (Lin and Lou, 2024, p.354). The theory is based on Hofstede’s analysis of a worldwide survey of employee values conducted by IBM between 1967 and 1973. 
[bookmark: _Toc182329958]Slide 8 Illustrating one company culture model (Contd…)
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· ‘Hofstede’s theory’ is significantly used to comprehend cultural differences in terms of ‘authority’, ‘social relationships’, ‘achievement focus’ and so on. 
· The concept is also applicable in the study of international economics, communication and cooperation. 
SN
This framework can help managers and business leaders in today's diverse workplace, in various ways. For instance, the theory helps to analyse whether a society is more oriented towards money and things or towards people. Based on this, the firms can form corporate culture accordingly. Additionally, it also describes how an organisation treats individual versus group interests. This dimension also reflects culture's tolerance for ambiguity and its readiness for the unpredictable. In cultures with high certainty avoidance, businesses tend to thrive under structured planning and risk aversion (Yue-han, 2020, p.671). 
[bookmark: _Toc182329959]Slide 9 Benefits of the model to the overall company
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· There are multiple advantages of this company culture model, which can boost the overall performance of an organisation (Celestin et al., 2024, p.72). 
· The model is quite effective for the companies while globalising operations as it allows the firms to critically analyse the social culture of the target market. 
SN
Multiple business entities including Apple, Microsoft, Tesla, Cadbury and more consider this framework to improve corporate culture. According to the context, the model can help business organisations understand cultural differences across locations in which it operates. Thus, the model can be quite effective for TechInnovate to promote inclusion and diversity within the workplace culture. 
[bookmark: _Toc182329960]Slide 10 Benefits of the model to the overall company (Contd…) 
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· Effective cross-cultural communication 
· Optimised HR practices 
· Improved team dynamics 
SN
Understanding cultural diversity ‘Hofstede’s theory’ helps businesses communicate more effectively with international clients, partners and employees, which minimises misunderstandings while fostering collaboration (Jan et al., 2024, p.730). It also allows the firms to design ‘recruitment’, ‘training’ and ‘performance management systems’ that consider culture diversities, leading to higher staff satisfaction and retention. Recognising cultural variations within a diverse workforce allows enterprises to build more cohesive teams by adapting leadership styles and collaboration methods.
[bookmark: _Toc182329961]Slide 11 Strategies to incorporate the culture model within a workplace 
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· There are certain approaches, which must be followed by organisations to incorporate 'Hofstede's Cultural Dimensions' model in the workplace. 
· According to Pfajfar et al., (2022, p.51), the higher authority of the companies needs to conduct assessments to identify the cultural background of the staff and the predominant values of different groups. 
SN
In this regard, the firms should be focused on developing corporate strategies in such a way that emphasises common values while respecting cultural differences. Effective sessions for multilingual training need to be organised by the corporations for the workers and managers to allow them to understand cultural values more effectively. 
[bookmark: _Toc182329962]Slide 12 Strategies to incorporate the culture model within a workplace (Contd…)
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· Strategies to implement the discussed culture model in a workplace are showcased below: 
1. Train leaders 
2. Build teams 
3. Adapt HR practices 
4. Use visual collaboration platforms
SN
In order to integrate the concerned model within the workplace to improve corporate culture, companies must provide adequate training to help leaders become more culturally aware. Along with this, by organising cross-cultural team-building activities, companies can be able to help workers comprehend and collaborate with each other. Adapting HR practices can also be considered an effective strategy for implementing the culture model. Here, recognising that motivation, rewards, conflict resolution and feedback performances may vary across cultures, the administration of the companies can be able to enable an inclusive workplace culture, ensuring all the employees feel valued, regardless of their cultural identity. 
[bookmark: _Toc182329963]Slide 13 Interlink between managers and the overall company culture
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· As per the views of Ivaldi et al., (2022, p.24), managers play a pivotal role in shaping a company’s culture.
· Hence, the relationship between employees and managers is a key factor in determining institutional success. 
SN
Managers are responsible for communicating the company's culture internally and externally. They should act in accordance with the institution's values and principles. Managers interpret how corporate values should be expressed in daily activities and decision-making. Positive relationships between managers and employees can lead to increased productivity, creativity and innovation. Here, the example of Apple can be taken to support the discussion. The managers of the firm focus on recruiting skilled individuals and giving them autonomy to make decisions within their areas of expertise. It allows for creative solutions and ownership of projects by improving workplace culture (Apple, 2020). 
[bookmark: _Toc182329964]Slide 14 Recommending strategies for managers to improve company culture
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· The managers need to recognise employees for their contributions, hard work and dedication. It can motivate the workforce and help them feel valued while improving the organisational culture. 
· Prioritising employee wellbeing can enhance productivity, reduce turnover and create a healthy workplace environment. 
SN
The managers of the businesses should be focused on following an organised onboarding process to help employees become productive members of the team and enhance employee retention. 
[bookmark: _Toc182329965]Slide 15 Recommending strategies for managers to improve company culture (Contd…)
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· The management of the business associations should also encourage the employees to share new perspectives and creative ideas without fear of criticism to facilitate the workplace culture. 
· Providing some leniency in work schedules to show workers that managers understand managers prioritise the work-life balance of the staff, can also help in improving the culture.
SN
Leadership development initiatives can also help create great leaders who positively impact the company culture.
[bookmark: _Toc182329966]Slide 16 Conclusion 
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· In the presentation, the definition of ‘company culture’ has been illustrated, which provides insights into its importance in boosting organisational performance. 
· It has addressed different types of corporate culture and addressed an effective model along with its application in fostering organisational culture. 
SN
Additionally, the presentation has evaluated the roles of managers in influencing corporate culture and addressed effective recommendations. Based on the overall discussion, it can be concluded that companies should pay active attention to enable a positive workplace culture to boost productivity, and brand value while gaining a more competitive edge. 
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Strategies to incorporate the culture model within a
workplace (Contd...)

Strategies to implement the discussed culture.
model in a workplace are showcased below:

1. Train leaders

2. Build teams

3. Adapt HR practices

4. Use visual collaboration platforms




image9.png
lllustrating one .company culture model

 There are various frameworks, which can assist the.
administration of the organisations to improve.
‘company culture by taking effective actions.

 Here, ‘Hofstede’s Cultural Dimensions Theory’ is an
effective tool to improve the corporate culture by
recognising the loopholes.
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Introduction
~

o The presentation evaluates the impacts of
workplace culture on the activities of a business

association.

« Here, it defines company culture while highlighting
diverse types of Institutional culture.

« Italso examines the importance of corporate culture:
ina business.
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Recommending strategies for managers to improve

company culture (Contd...)

« The management of the business associations should also
encourage the employees to share new perspectives and
creative ideas without fear of critcism to facilitate the
workplace culture,

« Providing some leniency in work schedules to show
workers that managers understand managers prioritse the
work-life balance of the staff, can also help in improving the.
aulture.
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Benefits of the model to the overall company (Contd...)

o Effective cross-cultural

communication
o Optimised HR practices

o Improved team dynamics
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Importance of company culture to business success

 According to Aburub (2020), a strong ‘company culture' is
crucial for a business's success as it directly influences
employee engagement, productivity and retention.

« Italso impacts the brand perception, allowing companies
to atiract top talent, foster innovation and ultimately
achieve sustainable growth by creating a positive and
aligned work environment.
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Interlink between managers and the overall company
culture

© As per the views of Ivaldi et al, (2022, p.24),
managers play a pivotal role in shaping a
company's culture.

 Hence, the relationship between employees and
managers is a key factor in determining
institutional success
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Required key roles and
professional competencies of
the managers of Techinnovate

Performance management





image5.png
ing Company Culture

o As per Bamidele (2022, p.286), ‘company
culture’ is the shared values, atiitudes and
behaviours which define how an organisation

operates and interacts with the outside world.

o It is the sum of written as well as unwritten
rules that employees follow and it can be
thought of as the ‘personality’ of an insitution.

LA
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Illustrating one company culture model (Contd...)

o ‘Hofstede's theory' is significantly used to
comprehend cultural differences in terms of
‘authority’, ‘social relationships', ‘achievement
focus’ and so on. I

o The concept is also applicable in the study of
international economics, communication and |

cooperation.
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Conclusion

o In the presentation, the definition of ‘company culture’
has been illustrated, which provides insights into its

importance in boosting organisational performance.

o It has addressed different types of corporate culture
and addressed an effective model along with its

application in fostering organisational culture.
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Strategies to incorporate the culture model within a
workplace

o There are certain approaches, which must be followed
by organisations to incorporate Hofstede's Cultural
Dimensions’ model in the workplace.

o According to Pfajfar et al, (2022, p.51), the higher
authority of the companies needs to conduct
assessments to identify the cultural background of the
staff and the predominant values of different groups.
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Importance of company culture to business success (Contd...)

Brand Reputation

Adaptability and Resilience

Decision-making and Alignment

= -

Improved productivity and performance
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Recommending strategies for managers to improve company

culture

» The managers need to recognise employees for their contributions,
hard work and dedication. It can motivate the workforce and help
them feel valued while improving the organisational culture.

e Prioritising employee wellbeing can enhance productivity, reduce
turnover and create a healthy workplace environment.
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Different types of company culture

o Considering the dynamic business landscape and corporate needs, the
management of modern companies is focused on establishing a positive
workplace culture (Mingaleva et al., 2022).

o There are many types of company culture among which ‘clan culture’,
“adhocracy culture’ and ‘hierarchy culture’ are the most common.

« In addition to this, other types of organisational culture encompass ‘customer-
focused culture’, ‘purpose-driven culture and ‘innovative culture’.
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Benefits of the model to the overall company

» There are muliple advantages of this company culture
model, which can boost the overall performance of an
organisation (Celestin et al, 2024, p.72).

* The model is quite effective for the companies while
globalising operations as it allows the firms to critically
analyse the social culture of the target market. ‘





