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Executive Summary
In this case study, the evaluation of Organisational Culture impact in the hospitality sector has been growing. In this aspect, the impact can grow in a positive direction by enhancing the hospitality sector’s management, along with the recruitment and selection process. It can be impacted through the technical approaches by developing the management structure where the recruiting and selecting process can be more developed and strategic. In this aspect, the entire process can make the development of a management structure by making unbiased choices and an ethical recruitment process, which can only be developed through the implication of Organisational Culture technology. It can involve the resume screening process, a chatbot for consultation and include video interviews to resolve the geographical boundaries. These factors can make the development of the hospitality sector by enhancing its hiring process and making the development. In this approach, the entire management can be included to develop with only the implication of Organisational Culture. It can generally include technical transparency and better risk management components. In this context, the research-based report can only be focused on the Organisational Culture impact on hiring process changes of Ibis Shepherd’s Bush (London), where it can make the transition from traditional to modern hiring processes for developing the technical impact. In this aspect, this particular thing can be developed due to the message in their hiring process, where too many applications can create disruption, along with slow processing. It can cause disruption in the hiring and selection process and delay the entire management structure. In this aspect, the organisation can involve the biased aspects which can be creating the lack in the hiring system. Apart from this, it can include the process of chatbot consulting, human error resolving, and an unbiased recruitment process to develop the process of selection. In this report, the data findings process can be based on the secondary data collection process to meet the discussion and findings. 
The literature chapter has defined the organisational culture and employee perspectives in the market experiments. The role of effective organisational culture in the employee requirements process has been explained in this chapter. The research chapter has analysed the problem and challenging situation with employee placement purposes in the organisational factors. Moreover, the last part of the literature has provided recommendations for mitigating the challenges in the placement process. 
The research's third chapter has been described as the primary and secondary data collection and analysis for the Ibis Shepherd’s Bush. It has been describe Saunders Research Onion Framework for the layer-by-layer description with inner and outer participations. It has also been explained the ethical practice with Ibis Shepherd’s Bush organisational culture for employee engagement in the industrial application. 
The findings chapter has been focused towards the key interaction of the primary and secondary interaction, where the interviews were conducted for the primary analysis and the data interaction was focused on the secondary analysis. This chapter showcases the effective evaluation and linking with the beneficial sources. Next, the part of the recommendations has been focusing towards the development of the employee placement process for the Ibis Shepherd’s Bush. In this section the strategies and the recommendations were clearly identified for the performance improvement and optimisation of operation in the business. This study provides an overview of the recruitment and placement process related to the operations of the employees. It has been given on the data related to the hospitality industry of the UK. The case study, which was conducted in the chapter, was related to the focused interaction, which showed the development of the Placement Research Project. The relevant point in the context of the Placement Hotel has been evoked and mentioned. As the key discussion was focused on the collaboration process, which has improved the position of the company in terms of the motivation of the employees.  
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[bookmark: _hkt9cfxw7hik][bookmark: _Toc222920663]Chapter 1: Introduction
[bookmark: _cv0w7tbzy1kx][bookmark: _Toc222920664]1.1 1.3 Research Background
The placement process of the company refers to the recruitment and selection process in which firms are able to select the right candidate for the company. With the support of this activity, the management is able to select the right position. The company will be using the collaboration process, which will improve the position of the company in terms of the motivation of the employees (Ferrández-Berrueco and Sánchez-Tarazaga, 2021). In the evaluation of the placement process, leadership features and quality are playing on the essential role that is helpful in the point of the improvement of the quality of the organisational culture (Kosali, 2021). The Organisational Culture of the research is to evaluate the impact of organisational culture on the placement process in the hospitality business. 
[bookmark: _pj6bxrgypi5m][bookmark: _Toc222920665]1.2 Overview of the Case Study:
In the management of the Ibis London Shepherds Bush is located in the Hammersmith and Fulham districts; it is near the metro station. The company is making on the planning for the easy exploration of the London location. It is offering the modern design of the furnishing and flooring, which will attract the customers. It will provide many types of facilities, which include Wi-Fi, an electric kettle, a TV, and other types of activities (Ibis, 2026).
1.3 Research Aim and Objectives
Aim
The research aim is to evaluate the organisational culture at Ibis Shepherd’s Bush for the employee placement process in the UK.
Objectives
· To analyse the role of organisational culture in the employee placement process.
· To assess the positive effectiveness of organisational culture in the recruitment process.
· To identify the negative impact of organisational culture on the employee placement process.
· To recommend strategies for effectively using organisational culture in the placement process.
[bookmark: _4i3icm9em948][bookmark: _Toc222920666]1.4 Research Questions
1. What is the role of organisational culture in the employee placement process?
2. What is the effectiveness of organisational culture in the recruitment process?
3. What is the impact of organisational culture on the employee placement process?
4. State some recommended strategies for organisational culture in the placement process?
[bookmark: _77nh615x10rd][bookmark: _Toc222920667]1.5 Justification of the Report:
This study will provide information about the placement process in the operations of the Ibis Shepherd’s Bush. This study will give an overview of the recruitment and placement process related to the operations of the employees. It will be given on the data related to the hospitality industry of the UK. It will be reviewed on which types of challenges the firm is facing, with the proper kinds of solutions. It will support the knowledge related to the different types of points of view in the placement process in the company operations. This activity of the research will be dividing with the different types of parts, which are highlighted in the findings, analyses and recommendations for the improvement of the company.
[bookmark: _16y9pakhde4][bookmark: _Toc222920668]1.6 Structure of the report
[image: ]
Figure: Report structure
Source: (Self-made, 2026)
[bookmark: _pcmlpvtpsry5]

[bookmark: _h3hxbo1o7fzi][bookmark: _Toc222920669]Chapter 2: Literature Review
[bookmark: _bsxtnkqu6omj][bookmark: _Toc222920670]2.1 Concepts of organisational culture and employee placement
Organisational Culture: In the culture of the organisation is refers to the cope with the internal and external activities of the company. It is maintaining the principles which are helpful in the effectiveness of the adoption of the new strategies, which will be maintaining on the success of the business. It is playing on the essential role in the improvement of the human resources policies, which will be shaping the behaviour of the employees. It is taking into the consideration for the mutual existence of the values, norms and philosophy in the company operations. It is important for human relations management (Bamidele, 2022). 
Employment Placement Process: Human resources are considered one of the essential parts of the company. With the support of these resources, management will be able to achieve success. This process involves careful selection and getting the desired outcome on the achievement of success. In the process, the management is using the expertise in the operations of the allocation of resources and hiring the right employee at the right position. It also includes the training and development of the employees, which will improve productivity in the company. HR is considering the asset for the business (Septiana and Septiana, 2023). 
[bookmark: _6110h7autz2k][bookmark: _Toc222920671]2.2 Role of organisational culture in the employee placement process
Guiding Recruitment Standards: the organisational culture is developed in the treatment and hiring process for the recruitment stage. The organisational standards are developed to fit and add to the cultural fit. The business development factors are moving the team management in the diversity approaches with thoughtful experiences. It will be developed moving forward for the market approaches. Organisational culture involves the structural experiments in the self-selecting approach with the behavioural assessments. The organisational transparency has developed the strategic market approach in the requirements process. Businesses have developed cultural interactions for long-term business implications. The market potential is developed through self-selecting assurance for the better cultural implications in the team alignments (Elomäki, 2020).  
Enhancing Employee Integration: The organisational culture is developed through the onboarding experiences in the organisational values and rituals in employee interactions. It will develop cultural immersion in the purposeful business experiences through a specific market approach. The visible leadership are developed the mentorship programme with the organisational cultural immersions. Business communication develops trust and ensures the organic interaction of the belonging factors. The organisational communication is building cultural alignments in the working environment. Employee Integration can be developed through recognition and reinforcements in the organisational success. The continuous evaluation can help the employee with team alignments in business opportunities (Giallouros et al. 2023).
[bookmark: _wqedqohvvkif][bookmark: _Toc222920672]2.2 Effectiveness of organisational culture in the recruitment process
The cultural effectiveness are developed the cultural fit for the behavioural assessments. The organisational approach are developed the individual market effectiveness in the belonging factors. The organisational development can be a matter of the team dynamic effectiveness in the organisational behaviour attachments. Cultural fit assessments are developed to improve business effectiveness and market effectiveness, leading to job satisfaction and better employee performance. The organisational positive culture develops the team member effectiveness with the job assessment experience in the dynamic market aspects. Effective placement process are develop the organisational culture effectiveness in better organisational behaviour assessments. Positive work features will increase the cultural fit for the competitive market and effectiveness in attraction and selection (Rahmany, 2018). 
[bookmark: _yyzsu016xqnc][bookmark: _Toc222920673]2.3 Impact of organisational culture on the employee placement process
Communication problems: The organisational employees have developed a hierarchical acceptance of the misalignment. They can face the information silos and lack of transparency in the communication problem in the poor placement process. The organisational employees are also experiencing the misinterpretations of the multicultural team arrangements. The business development factor involves the gossip and informational channels in the gossip and rumours. The employees' understanding of issues has led to communication issues in the failure of clear assessments. Communication problems can make employees dissatisfied with the business implications of the onboarding experiences. The organisational unsupportive factors are developed with the core values at employee engagement issues in the individual merit (Ulina et al. 2021).  
Stress and Anxiety: The organisational culture are developed the employee stress and anxiety in the placement process. The wrong placement can increase the employees' stress and anxiety for the indicated employee interactions. The stress and anxiety of the employee occurred due to the toxic working environment for the particular experiments. Organisational norms contribute to anxiety in the weak and emotional exhaustion. Cultural safety problems can lead to issues with discouragement, communication fear and poor performance. It will also be developed to address the burnout and turnover for the performance problem. It can reduce the work performance in the cultural implications (Kensbock et al. 2021).
Unclear Job description: This problem can lead to significant problems in employee placements. The organisational start-up environment can be creating the value based implication for the job satisfaction problem. It can be resistance to the documentation issues with the outdated descriptions. Excessive focus can make the neglection for the job issues and success issues in confusing work. The job issues are related to the applicant's poor quality due to the confusing descriptions in the slower alignments. It can make the onboarding ineffective for the unsure and actual responsibilities issues with the slower time arrangements. It can be underlying the transparency and accountability issues with the cultural problem in the job description factors (Goular et al. 2022).  
[bookmark: _7n32f4bs9jxf][bookmark: _Toc222920674]2.4  Recommended strategies for organisational culture in the placement process
Enhance Employee Engagement: the organisation has to develop an open dialogue for communication development to voice concerns. They have to develop the trust-building experiences in the anonymous environment feedback, which can help to mitigate the communication problem in the organisational context. The employee engagement utilises the storing, sharing and recalling of important information with the technological flexibility approach. They should be cultivated the transparent, supportive business culture with employee engagement. The organisation has to strengthen the leadership and managerial communication for the follow-up feedback. They have to increase the transparency and ensure leadership experiences in centralise communication approach (Sulaiman et al. 2023). 
Promote Diversity and Inclusion: The organisation has to be building the psychological safe culture in the digital employee performance. They have to implement the inclusive policies and supportive structure with flexible work arrangements. The organisation has to develop community experiments with revamping insurance covers with healthier initiatives for the cultural work practice. The specific organisation has to develop a cultivated, inclusive leadership and empathetic approach. They have to develop flexible work arrangements in the employee's managerial responsibilities. The employee reassurance supports the employee resources in the safe spaces. It will also build psychological safety with the cultural implications in the working environment (Lacerenza et al. 2024). 
Revise Roles Collaboratively: The specific organisation has to audit the employees' roles for their daily tasks. They have to be involve the own business responsibilities for the bridge management in the action-based experiments. The organisation has to develop the action based approvements in the review and deliver based on factors. People will define the KPI metrics for performance success in the business experiments. The organisational employees have to undergo formal onboarding for clear performance in the real work description, for the process and communication approach. The market regular and scheduling approach are broader community infrastructure with the role mapping workshop (De Clercq and Pereira, 2025).
[bookmark: _yl509vwh8xa7][bookmark: _Toc222920675]2.5 Literature Gap
The researchers are facing the scarcity of placement issues in the cultural fit in specific team roles. It describes the contextual and industry-specific analysis of the cultural traits in the research sourcing issues in the particular multinational corporation's problem factors. This is also an experience with limited focus on the misalignments for the employee personality approach. Many sources explain the self-reported and subjective data implications in the empirical and unmeasurable for employee performance metrics. The literature is heavily skewed with the management perspectives on the cultural issues in the placement process. These are experiences significant gap in the organisational culture with the specific organisational approach. 
[bookmark: _x5wck7dnc74o][bookmark: _Toc222920676]2.6 Conceptual Framework
[image: ]
Figure: Conceptual Framework
Source: (Self-made, 2026)

[bookmark: _vnpzpovvbk6d][bookmark: _Toc222920677]Chapter 3: Methodology
[bookmark: _rfsxoqj2rty9][bookmark: _Toc222920678]3.1 Research Philosophy
The researcher uses the positivism philosophy for the rigorous and objective experiments in the employee placement process. This philosophy has high reliability and replicability for the theoretical observations. This philosophy has predictive power and generalises data prediction with wider populations in predictive power for organisational culture. This philosophy helps to researcher with the study of Ibis Shepherd’s Bush in precise and measurable data findings. It also follows the structural and pre-determined practice for the logical process in the Ibis Shepherd’s Bush research acceptances. Positivism has predictive analysis for the quantitative data behaviours with a wider industry population in the structural replications (Maksimovic and Evtimov, 2023). 
[bookmark: _jauta676y0zu][bookmark: _Toc222920679]3.2 Research Approach
The researcher uses the deductive research approach with a precise hypothesis and a high reliability approach. It has the structural efficiency of the clear and top-down for the systematic pathways for the variable data application. It is possible because of the standardised and quantitative reliability and replication in the easy study results. The researcher describes the design-based application with the deductive pathways in the Ibis Shepherd’s Bush. The study is beneficial for the generalised large representation of the broader market population in organisational contexts. It is highly controlled and structured nature with research minimisation for the deductive research approach with theoretical applications (Saunders et al. 2012). 
[bookmark: _6p2k9xz7eqly][bookmark: _Toc222920680]3.3 Research Choice
The researcher uses the qualitative data for primary and mixed methods for the secondary data application with Ibis Shepherd’s Bush organisational culture and employee engagements. It has a comprehensive understanding of the multi-faceted enable understanding with mixed method application. This choice has the contextualisation in the triangulation and validation for an in-depth understanding, with the result of credibility and validity. The mixed method has the ability to design-based improvement in the research designs. It is highly flexible for the contexts with a single approach in the Ibis Shepherd’s Bush. This method helps to the researcher understand the organisational culture and employee engagement in the organisational factors (Veal, 2006).
[bookmark: _6cpn2pgpuv0u][bookmark: _Toc222920681]3.4 Data Collection
The researcher uses the interview data collection for the primary data application in Ibis Shepherd’s Bush. They are explaining the high accuracy and control of the data integrity with primary data approaches in the organisational context and employee engagements. The researcher describes the proprietary data application for the unique data advisory in Ibis Shepherd’s Bush (Henriksen et al. 2022). The researcher also uses the secondary data collection for the report with internet sources in Ibis Shepherd’s Bush. It is a cost-effective and time-saving experience of the research application with the significant organisational contexts and employee engagement. It has a broad context with benchmarking experience with Ibis Shepherd’s Bush (Baldwin et al. 2022).
[bookmark: _h5f1ogeda4qf][bookmark: _Toc222920682]3.5 Data Analysis
The researcher describes the primary data analysis for the tailoring research needs for the organisational context and employee engagements. It also describes the up-to-date information for full control over quality applications. Primary data applications are available for the target audience and have high reliability for the evidence-based process implications (Liu et al. 2023). The researcher uses descriptive data analysis for its high flexibility and versatility in the theoretical application. It has accessibility for Ibis Shepherd’s Bush with the organisational context and employee engagement in the industrial applications. It is also available for a systematic and rigorous process for accountability and reliable data transparency (Mc Grath-Lone et al. 2022). 
[bookmark: _kjfqelpjvwxo][bookmark: _Toc222920683]3.6 Ethical Consideration
In this context, the researchers are maintaining informed consent with the volunteering agreeing. They also maintain confidentiality and anonymity for data protection in the trusting experiences of participation. They also maintain the integrity and honesty, which helps to avoid data fabrication in the public interest. The researchers are also responsible for the minimises the harm with psychological, physical and emotional distress. The researcher also approved the ethical community experiences in the primary and secondary data application. They are also maintaining the future using permission for the data of Ibis Shepherd’s Bush (Davidson et al. 2024).
[bookmark: _ki1vitpm8ad3][bookmark: _Toc222920684]Chapter 4: Findings and Discussion
[bookmark: _pc8m4cvwbcqb][bookmark: _Toc222920685]4.1 Introduction
The crucial purpose of this chapter is to highlight findings which are collected through multiple methods and ways. For analysing the whole case study, it will mainly utilise SWOT and PESTLE analysis. This will also demonstrate the primary research through survey questionnaires and descriptive analysis for secondary data analysis. In the discussion part, it will link literature with collected findings to interpret the research and get a better understanding of the overall topic. While linking with literature, it can help to illustrate the whole perspective and support the arguments with literature aspects.  
[bookmark: _hcygw8se2cer][bookmark: _Toc222920686]4.2 Findings
Secondary Findings
SWOT analysis -
Strength - The strength of the Ibis Shepherd bush in relation to the organisational culture and placement process. The spirit of hospitality and better connections help to create memorable experiences for the people in this company, and that is one of the biggest strengths for the company. As the core value of this company prioritises the importance of individuality, purpose and growth, which is significant for unique contributions from people. The flexibility in organisational culture of the Ibis Shepherd is also crucial for engaging their people into placement process (Accor, 2026). According to the case study, there are multiple shifts from 7 AM to 5 PM, which helps to foster flexible arrangements for work.  
Weakness - according to the case study, there is limited employee empowerment in the Ibis, and that is why it creates difficulties for hierarchical control over the team members and limits the whole innovative approach. As the Ibis bush is part of the Accor group, that is why it has access to more than 45 brands, and they are not able to enhance employee empowerment. While providing 24-hour service to their customers sometime employees of this company suffer a lot, and that generates low engagement with employees and the workplace. The culture of this company tries to minimise the discriminatory culture; however, there are some issues that hinder the whole process and generate difficulties.     
Opportunities - as the organisational culture of the Ibis Shepherd is effective, and that is why it helps to foster an inclusive culture where everyone supports each other. In one of the cases of a case study, the receptionist staff have helped the individual to understand every shift and helped to find a better shift timing for their work (Ibis. Accor, 2026). The receptionist staff have also made the individual understand about reception duties and computer systems, which helps to learn about bookings and payments. These incidents show how the culture of Ibis is connected and encourages each other effectively (Accor, 2026). 
Threat - Among threat aspects, there are some weak areas and problematic areas which disrupt the organisational behaviour and placement process of the organisation (Ibis. Accor, 2026). As the case study stated that the company has 45 brands of Accor, and that is why it creates internal competitions for them to doing best. These competitions sometimes create internal conflicts and burnout-like situations for the employees of those areas, which again creates lower engagement of employees with the company and its operational aspects. These threats create problems for employees' integrity at the workplace and make the company weak to operate at marketplace. 
PESTLE
Political:
The positive aspects of the hospitality sector of the UK show that there are certain benefits companies in the hospitality sector could avail. Benefits related to political aspects involve tax relief and grants, which could help hospitality businesses to reduce their business expenses, such as expenses in terms of recruitment of new employees and creating new placemats. This could benefit companies like the Ibis Shepherd Bush. The Ibis Shepherd Bush could save their expenses in terms of adding new value-added services related to hospitality, such as housing services or services like entertaining guests. However, there are certain shortfalls in the political aspects of the UK. Travel bans in the UK imposed by the government could hamper the profitability of hospitality businesses. This could lower the demand for new employees or recruits in the hotel business, like the Ibis Shepherd Bush (Makos, 2024).  
Economical:
The positive aspect of the economic factor is that due to high economic stability in the UK, more leisure and business travellers tend to increase. This opened doors for hospitality companies like the Ibis Shepherd Bush to generate high profits. Additionally, it could be said that due to high profits, hospitality businesses like Ibis Shepherd Bush could open up for new job roles, creating new employment opportunities for the people of the UK. This could also provide the scope for Ibis Shepherd Bush to invest more in its employees by creating loyalty programs and employee benefits programs. Thus, improving organisational culture  (Makos, 2024).
The negative side of the economic aspect is that high volatility in the exchange rates of the currency used in the UK could increase inflationary pressure. Such instances happen due to events like Brexit.  This might hamper the profitability of hospitality companies like the Ibis Shepherd Bush. This might put pressure on hospitality businesses like the Ibis Shepherd Bush in creating new job opportunities and hiring new recruits  (Makos, 2024). 
Social:
The positive aspect of social factors is that the popularity among UK travellers regarding cultural events and festivals could help hospitality businesses like  Ibis Shepherd Bush to create new sources to generate revenue. In addition, the growing trends in the UK  related to health and wellness could help companies like Ibis Shepherd Bush to cater for the wellness needs of customers. This shows that hospitality businesses like the Ibis Shepherd Bush could create new hospitality activities to attract customers, hence,  job opportunities and hiring new recruits for new business activities related to hospitality  (Makos, 2024).
However, the issues of demographic change in the UK, such as the ageing population, might demand accommodation services differing from the accommodation services demanded by young people. This could trouble hospitality businesses like Ibis Shepherd Bush because new sources of expenses develop because of new accommodation services. This might drift the brand from recruiting new employees for different job roles because of financial management  (Makos, 2024). 
Technological:
In the UK, the presence of different technologies related to digital marketing, like online booking platforms, and technologies for instilling efficiency in operations. Technologies like IoT (Internet of Things), data management technologies and smart accommodation technologies could help hospitality businesses in providing best in class hospitality experience to customers. This means that the Ibis Shepherd bush could hire new candidates to operate new technologies. Thus creating a myriad of employment options  (Makos, 2024). 
Environmental:
The environmental factors in the UK show the presence of sustainability policies like waste management and the use of renewable resources. This could help the Ibis Shepherd Bush to foster sustainability in their kitchen and food preparation activities. Therefore, helping in redefining the organisational culture. However, the issues of carbon footprint generated by hospitality businesses could weaken the practices used by hospitality businesses to reinforce organisational culture. This could weaken the organisational practices of Ibis Shepherd Bush (Makos, 2024). 
Legal:
The presence of legal rules in the UK related to health and safety standards maintenance at work, followed by training and certification laws, could help hospitality brands like Ibis Shepherd Bush to reinforce their people management practices. This could help the Ibis Shepherd Bush to provide safe and sound working conditions to new recruits (Makos, 2024). 
Primary Findings
Roles and Responsibilities
Shepherd’s Bush hotel has also established distinct duties that are distinctly isolated and distributed across the various units within the management, reception, housekeeping and kitchen units. The manager is the one who is engaged in overall functioning, and the quality of service and assistant manager is the one who is engaged in the inspection of rooms, payment and daily arrangements. The reception employees handle the work of the system, the communication with the guests, and registration and the housekeeping manager prepares the housekeeping schedules and makes sure that the rooms are to the standard. The kitchen personnel deal with food handling, cleaning and serving at the appropriate time [Appendix]. 
Strategic Skills and Competencies
All positions are projected to require good communication skills, teamwork and organisation skills. The management needs leadership skills, decision-making and problem-solving skills. The reception staff should be multitaskers who are computer literate with the ability to handle guests through customer care skills. Housekeeping management incorporates supervisory and organisational abilities that would assist in protecting the standards. The kitchen staff would need management time, food safety and cooperation abilities to deliver quality service. Detail is needed in all the departments [Appendix]. 
Customer Service and Guest Experience
Customer service is the most significant section in any job at Shepherd’s Bush hotel. The management nurtures the culture, and it is in line with the Heartiest philosophy that teaches authenticity and personalised service. The reception staff will make sure he or she provides a warm reception, check-in and problem-solving. The housekeeping is undertaken to ensure that the rooms are clean and comfortable to give the guests satisfaction. The staff kitchen would involve employees in preparing quality food and taking into consideration the hygienic standards. The different departments liaise with one another to ensure that the guests of different origins can be given unforgettable experiences [Appendix].  
Workplace Challenges
Various employees are prone to various challenges depending on the department, management is an active situation, and operational pressures. Technical problems and nuisance guests usually keep the employees attending the reception busy during the peak times. This should be handled by housekeeping that would cater to the smaller time schedules, and align the availability of rooms accordingly in full occupancy. Time pressure is experienced by the kitchen staff because they maintain the quality and safety of food during the high service time. Moreover, it may have problems with communication because of the cultural and language barriers with the foreign guests [Appendix]. 
Work Environment and Job Satisfaction
Employees indicated that they like a multicultural and dynamic hospitality workplace. The management recognises the importance of writing for a multicultural team and creating positive experiences with the guests. Reception employees enjoy meeting people from other countries and cultures. Housekeeping managers like tidiness of the environment and order. Kitchen employees are content with cooking and collaboration among each other. This has been adopted in the Shepherd’s Bush hotel, whereby the supportive team culture has contributed to learning, skills development and professionalisation [Appendix]. 
[bookmark: _c05lrrj75tgu][bookmark: _Toc222920687]4.3 Discussion
There are some crucial pieces of information about the Ibis Shepherd has been collected through SWOT analysis, which were useful to identify strength and weaknesses of the organisation. As stated, the spirit of hospitality and better connections help to create memorable experiences for the people in this company, and that is one of the biggest strengths for the company.  After that, into strength it has also stated that the Ibis is following the cire value of the company in their operations and management, which directly impacts the growth and sustainability of the company. Whereas into literature review, Bamidele (2022) stated that organisational culture helps to cope with internal and external activities which directly affect the management aspects of the organisation and support the human resources management. The Ibis is mainly prioritising their core value, which is significant for managing the allocations of resources, training and development for employees to make them more competitive and effective. 
Among the findings, it has also stated that the core value of this Ibis prioritises the importance of individuality, purpose and growth, which is significant for unique contributions from people. Through this contribution, it supports the company to become able for providing best kind of services for the organisation. In the literature review, authors Septiana and Septiana (2023) discussed the employment placement process, which helps to maintain success and achievement for allocating the resources which can help to minimise the weaknesses of the organisation and create ways to achieve growth. This author also focuses on training and development, and that is why the Ibis must foster training to enhance the skillset of their employees and become more collaborative and connected with each other. Further, these things will work as the asset for the company and help to get the desired results. The organisational culture of the Ibis Shepherd is effective, which is why it helps to foster an inclusive culture where everyone supports each other. Fostering this inclusive culture, it entails the right positioning for employees at different levels and provides support to them effectively. The findings have discussed that Ibis came under multiple brand and that is why internal conflict and competition can hinder the growth of the company and their employees as well. Through training and development, these problems can be mitigated by Ibis Shepherd.  
PESTLE’s Discussion 
Political:
Conducting research related to business deals involves locating and retrieving vital information related to business research topics (Collis and  Hussey, 2014). It is evident from the reports that the universal job description in the job recruitment forms leads to the development of confusion among candidates and new recruits.  In addition, it is seen that the lack of effectiveness of communication poses problems. As it weakens the practices to improve organisational culture. This shows that the organisational culture is hampered due to ineffective recruitment practices (Ulina et al. 2021). Hospitality businesses like the Ibis Shepherd Bush could face problems in terms of making huge profits due to travel bans by the government. This shows that companies like the Ibis Shepherd Bush face issues in meeting the demands of new employees at work and hiring people for different job roles (Makos, 2024). 
Economical:
It is evident from the literature section that a strong organisational culture opens doors for a company to improve the effectiveness of hiring and also helps in attracting the right candidates (Rahmany, 2018). Due to stable economic conditions in the UK, new employment opportunities are created. Hospitality businesses like the Ibis Shepherd Bush could invest more in activities supporting the improvement in the employee experience. This provides the scope to create a good workplace with effective recruitment practices (Makos, 2024). 
Social:
The literature review shows that a strong organisational culture helps in effective recruitment practices in hospitality businesses (Rahmany, 2018).  Hospitality businesses in the UK could conduct new activities such as wellness, festivals and cultural events. This paves the way for hotels like Amcor group hotels to create new job opportunities and reinforce their organisational culture (Makos, 2024). 
Technological:
The literature review section mentioned that a strong organisational culture helps in effectively conducting practices related to the hiring of new candidates (Rahmany, 2018).  In the UK presence of technologies like digital accommodation technologies and IoT technologies helps in instilling effectiveness in the recruitment practices of hospitality sector companies. This might help hotels like the Ibis Shepherd Bush to instil efficiency in hiring activities and practices that reinforce organisational culture (Makos, 2024).
Environmental:
The literature review section showed that a strong organisational culture helps in effectively conducting practices which boost organisational reputation (Rahmany, 2018). The presence of rules to reduce waste might help hospitality businesses like Ibis Shepherd Bush reduce waste from different hospitality operations. This paves the way for improving the organisational culture of the hospitality business (Makos, 2024) 
Legal:
The literature review section shows that the presence of strong human resource management practices opens doors for a company to reinforce its business practices related to workforce management. This helps in instilling effectiveness in practices related to improvement in organisational culture (Bamidele, 2022). The legal norms for maintaining health and safety standards at work, and training and certification and training based on legalities for the hospitality business in the UK could help the hospitality business. The benefits could be provided by hospitality businesses like the Ibis Shepherd Bush, related to health and safety at work for employees. This could help in improving the organisational culture (Makos, 2024).
In the literature review, according to Bamidele (2022), organisational culture offers the patterns of organisational management of both internal operation and external operation using common values, norms, and philosophies. It assists in introducing new strategies and increasing the prosperity of the business. The human resource policies, the behaviour of employees and even the human relations management are also dictated by culture. On the other hand, Septiana and Septiana (2023) emphasised that human resources are among the organisational resources that improve the success of a business. The process of employment placement is achieved with attention, and employees are appropriately allocated to suitable territories and are trained and developed. 
De Clercq and Pereira (2025) described in the literature review that the Revised Roles strategy is an emphasis on auditing job roles, job roles clarification, and clear KPI metric definition, which has a direct impact on the level of skills and performance standards of the employees. This enhances competency alignment, accountability and familiarity with their assignments when the employees are involved in the process of revising their roles in organisations. The role definition not only assists the employees in the comprehension of what is expected of them but also helps them acquire applicable skills that aid work performance in the organisation.
In the literature review, Rahmany (2018) mentioned that the organisational culture has a significant impact on the success of the recruitment process, as it determines the level of attractiveness the organisation has to the potential employee. Their desire to seek and to accept jobs is determined by the applicants themselves, who determine the extent of their fit between their values and the possible ones in the organisations. Open and accommodating cultures are likely to attract a diversity of qualified applicants, and as such are able to be choosy, providing them with a good hire. The cultural values present in the recruitment documents are also established and contribute to person-organisation fit and commitment in the long-term.
Ulina et al. (2021) discussed in the literature review the issues of student practical placements in reference to the stakeholders. The lack of communication brought in the paper includes the lack of communication, expectation, poor coordination between the institutions and employers, and paucity of supervision. The concerns influence the quality of placements, student adaptation and the general performance of work-based learning experience in organisations. In comparison to the recruitment, Goulart et al. (2022) compare the job descriptions, as they were prior to the conception and as they were after the conception. The document presents the essence of properly structured, clear and realistic job descriptions in appealing to the right individuals. It suggests that unclear roles lead to inappropriate expectations, incompetent hiring, and performance and retention issues of employees in organisations.
In the review of the literature, Sulaiman et al. (2023) found that feedback and trust need to be fostered where communication is not closed among organisations. Information sharing under flexible technology is the most preferred method of enhancing transparency that reduces the level of communication and maximises the role of the employees in a supportive organisational culture. Lacerenza et al. (2024) opined that organisations should make sure that their working conditions are psychologically safe, inclusive in decision-making, and flexible in terms of working conditions. The benefits of diversity programs and wellbeing facilitate digital workplace culture and success.
[bookmark: _88rb9jf7a7xv][bookmark: _Toc222920688]4.4 Conclusion
The main purpose of this chapter is to highlight the findings of the research which has happened don Ibis Shepherd company. This has assessed how the case study analysis, in which the discussion about SWOT and PESTLE has highlighted the internal condition of the organisation, can further help to investigate the operational aspects of the organisation. This has also utilised the survey format with descriptive analysis to identify the findings properly. This has also focused towards linking with the literature review to get the literature aspects where all collected data was interpreted and investigated step by step through the literature aspects.  
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Conclusion
This research study can be concluded by the fact that it includes the basic impact of organisational culture on the Ibis Shepherd’s Bush (London). In this aspect, the research findings can be stated about the bias, slow process of hiring and high turnover factor, which can be the reason for changing the hiring process in this organisation. This can be evaluated on the basis of organisational impact, where it can be focused on the internally conducted situations, hiring process and selection aspects. In this approach, the secondary data analysis factor can be concluded that, by the impact of organisational culture, it can move forward in the right direction of suitable technical indulgence by changing the selection process. 
Linking with Objectives
Role of organisational culture in the employee placement process
In this approach, the organisational culture can make a big impact on managing the employee placement process at Ibis Shepherd's Bush in London. The organisation can develop their culture by adding the website indulgence along with implementing the process of taking video interviews to mitigate geographical barriers. In this approach, the entire cultural role can be integrated with ethical value addition, along with the unbiased process of hiring, where placement can be included to develop job selection. In this aspect, the company can make their focus on employee recruitment who can share the core organisational values and ensure their interest in the long-term development process. It can make the development of focusing on cultural alignment and cultural diversification. On the other hand, it can focus on the safety and ethical culture by developing the process of unbiasedness and unethical activities during the placement process. The organisation can include the process of service-oriented behaviours where it can make its focus on the cultural emphasis, along with adding professional interactions and proactive service indulgence. It can make the development by adding these organisational factors to make it more concrete and developed. In this aspect, the hotel can include the concept of inclusivity, where it can make the focus on the training of the LGBTQ+ community, along with adding the guests pepper hospitality approach. In this aspect, the organisation can follow the structure of community growth and guest service enhancement to develop the organisational culture, adding inclusiveness (Hunter and Ironside, 2023). 
Effectiveness of organisational culture in the recruitment process
The organisational culture can be defined within the company by adding a heartfelt approach of employees who can directly touch the heart by focusing on a warm, friendly structure and smiling culture. It can facilitate the development of inclusivity, along with the aim to resolve the internal biases and enhance the mental health of employees. This can be needed and included in the company by enhancing communication, engagement, internal growth and industry recognition. It can develop cultural diversification along with adding the process of employee concern. It can generally be focused on the priorities of attitude over experiences in terms of adding the structure of always welcoming freshers with warm regards to give them the opportunity. It can make a high focus on inclusivity, which can help the development of this organisation to enhance the internal management culture. This cultural diversification can grow the revenue structure by adding various employees from different states and including a creative approach. It can enhance the industry recognition process to develop the structure of an organisation where the organisational change can make the development of internal and external risk mitigation aspects. The organisational culture can also focus on brand alignment to develop the internal integration of partnership and enhance the external focus of revenue growth. 
Impact of organisational culture on the employee placement process
This can be an essential structure for each and every company, where the placement structure can involve various strategies and activities to diversify hiring. In this aspect, the organisation can be involved in the process of ‘fit’ placement where suitable employees can be chosen to make the development of the selection process. It can include the structure of core value integration, brand values enhancement, and a better engaging culture to make the selection process. It can be enhanced by linking this objective to the basis of Ibis Shepherd's Bush. Generally, the hospitality sector can focus on the organisational culture impact on employee placement, where the candidates' selection can be based on an unbiased structure and uninterrupted culture to portray the long-term fit structure. Apart from this, the organisational culture can impact the company's performance and retention process, where a positive working culture can make the development of performance enhancement by adding motivation and courage. On the other hand, the concept of retention structure is based on reducing turnover by based on the supportive working culture. It can generally be developed to understand the entire structure of organisational growth and development. It can make the focus on the service delivery structure, where high skill-based employees can be included to develop the structure of cultural influence and place staff indulgence who can have strong customer service skills (Scollen, 2024).
Recommended strategies for organisational culture in the placement process
In this approach, the heartiest culture of the recruitment process can be developed in the company's placement process, where it can focus on employees who can think from their hearts. In this approach, it can make the development of the hiring and selection process by adding creativity and a long-term organisation goal-making process. In this approach, the entire structure can be concluded over the implication of mentorship and strong guidance by enhancing employees' skills and motivating them for better value orientations. This can be focused on the inclusivity for better achieving development by including diversification and cultural indulgence. It can include the structure of prioritising employees' opinions first to make the development of internal and external culture enhancement. 
[bookmark: _usmaczd3pya9][bookmark: _Toc222920691]5.2 Recommendation
Data-Driven Decision:
According to the sources, it has been found that focusing on data-driven decisions helps the company in improving its performance. As the application of DDDM helps the company in improving its accuracy, it is effective for identifying bottlenecks in interactions within the business process (Bryman, 2008). The optimised resource allocation helps the company in evaluating the business function and focus on improving the performance of the business. As the data driving decisions are used by the company for fostering continuous improvement in the company, they are required to manage their performance and develop the business operation. The assessment of these strategies is beneficial for the Ibis Shepherd’s Bush, which can help the company in improving its business performance. By focusing on data-driven decisions, the Ibis can enhance their operational efficiency of the business and improve their risk reduction factors (Mucci, 2025). 
Improving Organisational Training:
The assessment of the organisation's training is one of the crucial processes that are required for the company to focus towards the bridges skill gaps. As per the key interaction, focusing towards the improvement of organisation training helps the company in accelerating onboarding, for the company which is required for managing the effectiveness of the employee placement process (Cottrell, 2014). This training effectiveness comes with the new hiring in the company, which is required to reduce turnover and develop productivity immediately among the employees. Fostering the training for the long term helps the company increase and enhance the engagement and loyalty of its employees (Keka, 2025). In the same manner, the application of this strategy will be beneficial for the Ibis as it helps in developing the employee placement process in the business. As in the current time, the anxiety and stress have increased among employees for managing this concern, the company is required to focus on the training and development process. 
Adoption of Technology and Automation:
The key adoption of automation and technological systems in the company is helpful as it helps in optimising business operations. As automation helps the company drive efficiency and enhance competitiveness in the business. The technological system helps the business to reduce costs and minimise human error (Ajiga et al. 2024). The application of these strategies is beneficial for the company, which is focusing on the development of the employee placement process, where it helps in developing automation factors. As the technologies are helping the company in managing real-time data and the secure operation process of the business (Ojika et al. 2022. The application of this strategy and technological system is one of the effective recommendations for the Ibis, as it helps the company in managing the key effectiveness and fostering the business development function, which is part of streamlining repetitive tasks and reducing costs of the Ibis. 
Performance Management Systems: 
The uselessness of the Performance Management Systems is beneficial for the company as it helps in aligning the performance interaction of the business, which comes under the effectiveness and key development of the business that helps in creating and outlining the required function of the business (Bristol-Alagbariya et al. 2022). The system is effective as it helps in focusing towards the organisational objectives, which helps boost employee engagement in the business, which is much required. The implementation of the PMS is beneficial for the business, which helps in taking a structured approach which allows the business to focus on promotion and compensation (SAP, 2026). In the same way, the application or key recommendation is made for the Ibis. It can help the company in improving its performance during the time of employee placement. During this time, the effective and productive employees will be selected and recruited, which will help in meeting the goals and objectives of the business. 
Recognition and Rewards: 
Addressing the effectiveness of RnR in the business helps in developing the placement process of the company, which is effective in recording the interaction of the business, and helps in noticing the effectiveness of the business. The interaction of the recognition helps in selecting the right candidates to work on the project or defined position, which helps the company to meet their organisation goals in the correct terms. Next, the rewards help in increasing the efficiency of the employees, which helps in boosting their productivity too (Bondi et al. 2023). Focusing on the RnR, the Ibis can develop their placement process for employees. By taking the help of rewards development and recognition process, both are beneficial for the company to change their organisational culture. 
Continuous Feedback: 
As focusing towards the continuous feedback process in the company can help the business for managing operational optimisation. These strategies are essential for the business to focus on as they help in identifying bottlenecks and risks which are mitigated by the company at the right time, and the solutions are provided in an effective manner (Spryple, 2025). These strategies are beneficial for  Ibis as they help in reducing downtime of the business and preventing small issues. 
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Q1: Where are your main priorities in the hotel?
Egle (Manager): My responsibility is to manage the operations of the whole hotel and ensure that the standards of the service are high.
Aga (Assistant Manager): I help the management in checking rooms, payment and daily checks.
Jose (Reception): I deal with the front desk check-ins, check-outs and front desk reservations.
Vitalina (Reception): Assists the customers in their bookings, payments and customer service enquiries.
Buchan (Reception): I perform front office duties and ensure that there is smooth communication with the guests.
Mijad (Reception): The reception operations I am promoting are satisfied with the visitors.
Axel (Reception): It is the bookings and friendly services I provide to the guests of the hotel.
Christina (Kitchen): I prepare food and offer kitchen safety and hygiene.
Mauri (Kitchen): You know, I assist in preparing food and enforcing hygiene standards.
Flori (Housekeeping Manager): It is my job to assemble the cleaning team and ensure that the rooms are prepared to house the visitors.
Q2: What do you consider to be the most important skills in your job?
Egle: Leadership, communication, and decision-making are the main aspects of my work.
Aga: It is rather important, organisation, attention to detail and teamwork.
Jose: Good communication and problem-solving are valuable skills needed at the reception.
Vitalina: Customer service and patience are not the only skills that can enable me to serve the guests.
Buchan: Multitasking and teamwork are important in the case of front desk operations.
Mijad: It is rather important to be calm and professional in case of stress.
Axel: It should be well communicated and computer-skilled.
Christina: It must have time management and food safety knowledge.
Mauri: Cleanliness, consciousness, and cooperation are important kitchen elements.
Flori: Leadership ability and organisation: This area helps me in managing my housekeeping personnel.
Q3: How do you manage to provide good customer care?
Egle: I urge my workers to drive towards the principles of Heartiest and deliver quality service at Accor.
Aga: I support employees and ensure that the issues of guests are resolved promptly.
Jose: I am sociable and responsive to demands.
Vitalina: I listen to customers and answer them appropriately.
Buchan: I always ensure that my guests are comfortable and at home.
Mijad: I am a positive and helpful person when dealing with guests.
Axel: I am informative and quick in offering assistance.
Christina: I prepare good food, as per the expectations of the guests.
Mauri: I ensure that food is served promptly and in the manner in which it is served.
Flori: I also make sure that every room is clean and comfortable for every guest.
Q4: What are some of your work complications?
Egle: It is not always simple to manage a variety of circumstances and guarantee a smooth running.
Aga: It is not always easy to work in busy shifts and solve the problems of guests.
Jose: It is hard to work when the time to work is full-time, handling multiple tasks.
Vitalina: Attentive service to enraged customers must be patient and in a professional way.
Buchan: Working in the busy seasons with a high workload is stressful.
Mijad: Communication with foreigners can be a complex relationship.
Axel: Technical issues with booking systems may create pressure.
Christina: There is no time to cook fast during the rush hours.
Mauri: It is rather difficult to maintain the pace and simultaneously be able to maintain quality.
Flori: It is hard to deal with tight cleaning schedules when full occupancy.
Q5: What are the things you like most about working in the hotel?
Egle: I enjoy the role of a team leader and building a good experience with guests.
Aga: I prefer to cooperate with the team and learn new skills of management.
Jose: I like foreign visitors.
Vitalina: Personally, I prefer dealing with guests and making guests feel at home.
Buchan: I am lucky to have a team of supportive and good colleagues.
Mijad: I like to interact with culturally diverse individuals.
Axel: I am fond of the active life in the hotel work.
Christina: I adore cooking and feeding people with some good food.
Mauri: I am fond of working in the kitchen.
Flori: I would maintain the standards of cleanliness that are high, as I enjoy being the team leader.
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