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[bookmark: _Toc456901515][bookmark: _Toc119257628]Introduction 
The following assignment is a report that is going to explore organisational culture and its effect on workplace efficiency. It is divided into three sub sections. The first section is going to critically assess the importance of culture and context within an organisation through supporting models, processes and theories that define culture and the context of organisational culture. 
Secondly, the broader environment will be explored in relation to the organisation in which I work and how certain factors can influence and change culture parameters within the organisation. Models such as the PESTEL analysis and SWOT will be used to evaluate and explore my own organisation and organisational culture.
Furthermore, the assignment will identify and discuss culture and ethical behaviour in relation to its employees and how my own organisational culture is affected by these behaviours. 











[bookmark: _Toc119257629]Critically assess the culture and context of an organisation
Schein (2017) defined culture as a pattern of basic assumptions made by a group in order to tackle problems which has then been successful enough to be used to teach new members within an organisation that this is the way in which things are accepted and encouraged. Mullins (2016) further expanded on this and defined organisational culture as that what holds the ethos and values of a particular organisation, which are expressed through the way in which the organisation operates and practices that it undertakes. Mullins further stated that culture within an organisation is what is considered as acceptable or not acceptable, and what behaviour and actions are encouraged and discouraged. Furthermore Hofstede (2001) saw culture as the collective programming of the mind that distinguishes one group of individuals from another based on their beliefs and values. All social behaviour within the workplace is connected to deeply held values and beliefs (Hoecklin, 1994). The company in which I work for started off as my employer as the owner of the company and then taking on myself to handle an increased workload. The organisational culture is relaxed with two like minded individuals that have linear active mindsets to complete work and achieve a common goal (Lewis 2003).
Schein (2004) identified two sub-levels of culture within the workplace. Achievement culture and support culture. Achievement culture is that what is driven by personal motivation and personal commitment to the job role and what is expected of you as an employee. Support culture is that of where individuals contribute to their workplace and complete their roles out of commitment to the workplace rather than doing it for themselves. Individuals either work through motivation for themselves or disassociate their own desires and work purely on the basis that they are doing what is expected of them. Businesses need to invest time and effort into their employees as this can help sway their organisational culture and give them the competitive edge they may need. Workplace learning is influenced by cultural dimensions, furthermore cultural background sways the ways individuals fit into their workplace and the ways in which they view and work for their organisation (Kim & McLean, 2014). Employees are guided by their seniors into the acceptable way of approaching their work, encouragement and satisfaction within the workplace alongside positive informal and formal relationships can boost productivity and benefit the organisation, putting it ahead of others in similar industries. 
It is important for culture within an organisation to work productively and proactively to help motivate employees and cause success for business. Manley et al (2011) found through extensive research in healthcare organisations that the consequences of ineffective cultures within the workplace have highly publicised failings. While this may not be relevant to my line of work as a property developer and electrician, the principle remains the same. Negative culture and mindset can have catastrophic consequences for a business that relies on it’s customer base and a regular turn around of work. 
Johnson et al (2014) drew the cultural web paradigm. It was with this model that they drew the conclusions of cultural elements that may seem insignificant but are crucial parts of organisational culture. Barney (1986) claimed that organisational culture is a potential for strategic advantage. There are six interrelated elements that makes what Johnson et al called the paradigm. Each individual factor helps identify what is and what is not working within an organisation and what needs to change. This therefore allows people to see the bigger picture with regards to successful or unsuccessful functioning of an organisation. The six factors are as follows; 
Firstly is rituals and routines which is the behaviour and actions that are acceptable and expected by management. These may not be written rules or routines but rather are those that have been taught or passed down through employee to employee as the accepted way of doing things (Shein, 2017).
Secondly is stories, which is the past events and people within the organisation. Johnson et al (2014) believed that individuals and events can be immortalised within an organisation through the stories told within it, and this then portrays key values and accepted behaviours, negative stories therefore show not accepted behaviours and are often used as deterrents or cautionary tales for new employees to provide examples of where things have not been successful in the past. 
Third element of the paradigm is symbols. These are the visual aids that represent a company or organisation, from its logo down to the look of the offices or work space. Everything is a visual representation of the company and portrays values and holds assumptions as to the kind of organisational culture that it holds. The dress code within an organisation speaks volumes with regards to professionalism and also develops a culture within itself. More effort placed into workplace appearance can create a more professional and productive workplace environment. Employees take pride in their appearance and the appearance of their workplace, which can boost their morale and their desire to achieve, thus increasing their productivity. 
Control systems are another element of the cultural web paradigm. This regards how finances, quality and rewards are measured and distributed are all controlled internally from the organisation. Individuals within an organisation whether they are working to help themselves or the company succeed, do so in return for financial gain. It creates reassurance if the systems which control the finances and quality of work across the organisation are produced on equal levels. 
The fifth element is the power structure within the organisation. This relates to who holds the power or where the power of the company is held as this has the greatest influence especially in regard to culture within the organisation. Within a relatively small organisation much like my workplace, it is unspoken knowledge that the other individual is the owner and therefore higher in the company than myself, however with regards to workload they take on just as much and complete their fair share, making me as an employee feel equal and valued within the company. This also ties in with the final element, organisational structure. These are not just the formal roles or structures within the organisation but also the informal relationships and connections that help make the organisation work and be successful.





[bookmark: _Toc119257630]Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques
In order to successfully analyse an organisation within its broader environment, in depth techniques are required. One method of doing this would be to use the PESTEL method. The PESTEL method analysis provides a framework in order to study the operational side of an organisation. PESTEL analysis looks into the political, economic, social, technological, ecological and legal factors that can affect the environment in which an organisation functions and grows (Kolios & Read, 2013). Working within a small, limited company there is much room for expansion and so the possibilities to expand are great. However, there is little room for analysis as it is a small company that has little to compare to and each area of the business is quite minimal having such a small staff team and focused work load. I have used the PESTEL analysis to evaluate the organisation in which I work for in its broader environment. Political factors that need to be considered within my organisation are trade policies and regulation changes to the electrical industry, these are regularly reviewed, updated and changed in order to reflect current needs within the industry. Economic factors would relate to obtaining raw materials in order to undertake jobs and complete them. Social factors considered would be the attitude changes within the electrical trade industry. It is more common for people to be more conscious of their energy use and make more decisions based on this. Technological factors would be the obvious advancement of technology and as a company keeping up with new policies, regulations that this brings. Ecological factors are the sustainability of materials and work that is taken on and completed and finally legal factors considered would be regarding health and safety within the workplace and ensuring work is completed to high quality and safe standards. 




Using a SWOT analysis to draw on the factors considered in the PESTEL analysis above I have drawn up the following with regards to the organisation in which I work:
	Strengths
· Trained and qualified workers with knowledge base required
· Regular work with two property developers
· Good organisational culture due to small team
	Weaknesses
· Small team means added pressure with time restraints
· Increased workload 
· Can be unprofessional due to small work team


	Opportunities
· Focus onto newer technologies and renewable energy usage
· Help with energy saving and cost saving installations
· Expand to more property developers
	Threats
· Rising costs of materials and cost of living increasing charges and overheads
· Costs on expansion and investment in new materials and technology
· Industry competitors


Figure 1

The SWOT analysis can be used by an organisation at anytime to reassess during a change in circumstance or change in environment to best figure out what is working and what areas there are for improvement (Berry, 2017). It is a clear and concise way to explore room for improvement and change. From the SWOT analysis it can be concluded that there is much room for opportunity and expansion however there is still great threat due to the size of the business at present. Focus needs to be made internally in order to be further successful. The staff team within my organisation is small, and so the organisational culture is easily positive as we have each other for moral support throughout all work. However, the working environment itself is becoming strained due to the increased work load placed on us as well as the increasing costs of materials. Financial strain can have a negative effect on workplace culture and can cause tension, especially in small businesses such as this. Larger companies or chains would not experience the full strain as their profit margins are much larger and have room to factor in increased costs. Small, limited companies such as this truly feel the hardship of financial change within the government and economy and therefore have to work harder to maintain work. This negatively affects the environment in which we work as it can increase stress and decrease morale. 
Focus on organisational climate can motivate employees and boost morale within the company and in turn improve company profile which can attract new talent (Atkinson & Frechette 2009) and thus solve some of the identified threats and weaknesses from the SWOT analysis such as staff levels and increased workload. In order to create an organisational culture that would be reflective of the needs of the company, all those within need to share common goals and strive to achieve. 
Atkinson and Frechette (2009) identified six factors which can help the development of this and in turn build a stronger organisational culture. The first being clarity, a mutual understanding of goals and policies within an organisation and in addition to this, commitment, where everyone shares equal dedication to the company and its growth. Relating back to Schein (2004) identification of two sub cultures within each organisation, it is more beneficial to a company for the employees to want to commit time and efforts into their work for a sense of achievement and pride in their work as opposed to disassociating themselves from their role and not sharing common goals. Third factor would be level of standards met, in that emphasis is on high performance and producing high quality material and work. Responsibility is another factor in that individuals take responsibility for their roles and take pride in what they do, but also accept any errors that take place in order for opportunities to learn and grow (Kim & McLean, 2014). Teamwork is also a recognised factor in that mutual support from colleagues and from seniors can boost morale and encourage better work, trust and pride in what is produced. Lastly, Atkinson and Frechette identified recognition as an operational culture element that can affect productivity. Rewards and feedback are a necessary part of any organisation that can boost productivity and environment success. 
Expanding on the recognition and rewards element, feedback comes in many forms and is not limited to the generic bonuses, promotions or reward, it can also be a sense of pride and achievement in a completed and successful job. Feedback is not time constricted and can be instantaneous as well as take a period of days, weeks or even months depending on the circumstances and what it is in reference to (Deal & Kennedy 1982). 
















[bookmark: _Toc119257631]Critically appraise the cultural and ethical behaviour present in one or more organisations
In present times we are seeing more importance regarding the corporate social responsibility (CSR). Firms have an obligation and responsibility to society to uphold this in terms of economic, legal, ethical and discretionary factors (Carroll 2016). Carroll portrayed these four aspects as a CSR pyramid, appendix one. At the bottom of the pyramid, we have larger, economic responsibilities that are required by society to make profits and overturn money, creating jobs and incomes. Next, we have the legal responsibilities, which too are required by society to uphold the law and follow regulations. In an industry such as the one I work in this is important as there are many health and safety aspects that need to be followed in order to keep employees and society safe. Then we have the ethical responsibilities of the organisation, these are not required but are expected of the organisation by society. Organisations have the obligation to be fair to its workers and customers and avoid causing harm. Lastly are the discretionary responsibilities, or the philanthropic responsibilities. These are desired by society. Each lower part of the pyramid is stepping stone to this final section, and if all is followed then the organisation is doing its part in being a good corporate citizen and upholding corporate social responsibility. 
Deal and Kennedy (1992) identified the biggest influence on business culture is the business environment, as a positive business environment is the key to success. If individuals are in a negative environment or somewhere they feel they are not appreciated or valued, then they are less likely to thrive or be motivated to achieve the best of their abilities. Deal and Kennedy drew a two-dimensional model, the two dimensions being firstly the degree of risk associated with the company activities and secondly the speed at which the company and their employees receive feedback on whether or not they have been successful. Feedback is an important part of workplace culture in that this is how one learns whether they are good at their job or not. As already discussed, feedback is not always instantaneous and can sometimes take an undisclosed amount of time. This can be dependent on what it is that feedback is in receipt of. An example of this would be in my workplace I may experience positive feedback from my colleagues, boss or contractor due to the speed of my work that day, which is creating a positive organisational culture and boosts morale, however the job may not be complete and ultimately in order to receive overall sense of achievement and knowing I have been successful it takes a lot of time and work before the job can be completed and the work truly appreciated. Deal and Kennedy distinguishes four scenarios of fast and slow feedback in their relation to risk and each organisational culture needs to identify their own culture in regard to how they approach their risk and feedback balance. What may be successful for one may not be successful for another. The first, macho culture of high risk, quick feedback tends to be better for individuals who work for themselves. This has high risk levels, but feedback is obtained quickly, and success tends to be greater due to the higher risk. This culture would not be successful within my organisation as the jobs we take on are too large and the level of health and safety required deters anyone within the trade industry from taking large risks. Lower risk with quick feedback rewards individuals for a high turn around of successfully completed smaller jobs. You see this in large electrical companies with an established customer base in relation to call out and quick fix jobs. You then have slow feedback cultures, high risk and low risk. These can often take long periods of time before it is truly known if the work has been successful. 
[bookmark: _Toc456901523]Cultural and ethical behaviour within the workplace speaks volumes about the organisation and to a degree can affect the success of the business. Leaders and those in positions of power set examples for the workplace and are the ones that have the higher influence on what is acceptable and what is not. Larger companies can come across as more professional and seem to have more guidelines and rules than a smaller more informal company like that in which I work. With a team of 3 people there is a small level of professionalism as we are rarely face to face with customers and often work amongst ourselves behind the scenes. Krackhardt and Hanson (2000) identified three types of informal workplace relationships, these are as follows. The first being trust networks where relationships of trust are built on having shared knowledge and information within the organisation. Secondly are communication relationships where colleagues have regular conversations in and outside of the workplace regarding their work and work related issues, this helps feelings and frustrations being expressed and highlights changes that may be required to the organisational culture to improve the work for the employees. Thirdly are the advice relationships where there are branches of support and advice between colleagues to help one another do better and achieve in order to reach common goals. 
Lewis (2003) developed a model which outlined individuals’ behaviours within an organisation as being linear active, multi active or reactive. Linear active individuals are highly organised, and task orientated that use logic to tackle the tasks they face. Multi active individuals tend to be more emotional and value their friends and family relationships over the work relationships. They tend to procrastinate and focus on other things than the work task at hand. Reactive people are introverted but listen to what is expected of them and show respect by doing this but do not branch away or use initiative. In order to maintain a positive organisational culture in which employees can turn to one another for support and guidance, individuals need to have common goals and be able to discuss their workplace in confidence. Thus linear active individuals are the desired culture in which a business would thrive as opposed to reactive or multi active individuals. 


[bookmark: _Toc119257632]Conclusion
Culture is a part of every day life that is built on our values, beliefs and assumptions, which all in turn have influence on our behaviours. This is true for our personal and professional lives. Within the workplace, cultures are created that define the norms and expectations of our roles. These then play their part on the outcomes of work and how we benefit the organisations that we are a part of. The work we do visually and professionally represents the organisation and how it is viewed by potential customers, employers and possible employees. Having a positive organisational culture can benefit and better a company by boosting morale and productivity, increase staff retention and show customers a professional and comfortable environment that they feel welcomed into. Agreeing with Manley et al (2011) having ineffective or negative organisational culture has consequences for a business in that it does not encourage staff retention levels, nor does it produce a desirable working environment which ultimately decreases productivity. 
Organisations benefit from regular analysis of their functionality and achievements. Using models such as PESTEL and SWOT allows in depth exploration of the organisation and its culture and can highlight where there is room for improvement and or needs for change. Areas for improvement identified through SWOT analysis of my workplace organisation is the need for more workers to help reduce the workload and increase the number of jobs that we can complete while maintaining high quality standards of work. Another threat was the rising cost of materials within the trade industry, however with the current economical climate with the cost of living crisis little can be done at present to avoid this. 
Organisations hold corporate social responsibility (CSR) and therefore must uphold fair standards of work in regard to economic, legal, ethical and discretionary standards. Business environments should meet the desired standards as required by society and this will then correlate with their business success. Feedback from completed and ongoing work should be encouraged and used to help better individuals and the businesses themselves. Informal relationships, although sound unprofessional, can work wonders on morale within the workplace culture and can boost productivity within an organisation. 
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[image: Fig. 1]Carroll’s CSR pyramid (Carroll, 2016).
image1.jpeg
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





image2.png
Bea good corporate citizen Desired by society

Philanthropic
Responsibilities

Do whati just and fr .
Avoid harm Ethical

Responsibilities

Obey laws &

ulations
s Legal Responsibilities Requi

profitable Required Y society

Economic Responsibilities





