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Workplace Culture
And
It’s Impacts on Organisations 

[bookmark: _Toc37247617]1.0 INTRODUCTION
Most if not all successful corporations have adopted the best practices and behaviours amongst their staff. These practices and behaviours encompass the ways in which the organisations workforces behave as well as the organisation itself in different business environments and situations. As such, it is imperative that businesses establish the best policies and practices that will nurture a positive corporate culture that will build a strong workplace environment as well as enforce social; policies that enhance the brands repute in their industries. The importance of a good organisation culture and behaviour is underpinned by its impacts on employee motivation, brand reputation as well as the overall business performance.
In order to fully comprehend workplace culture and contexts for the improvement of an organisation’s norms, this report seeks to critically asses, and evaluate Holland and Barrett’s organisation culture and context as well as how its broader environment affects its culture. Furthermore, this report critically appraises the cultural and ethical behaviours present at the company.
[bookmark: _Toc37247618]2.0 COMPANY OVERVIEW
Holland and Barrett is the largest health and wellness retailer in continental Europe. The Nuneaton, England, U.K based company is a British retail company established in 1870 by Alfred Slapps Barret and Major William Holland (Hollandandbarrett.com, 2020). Holland and Barrett has grown significantly over the past decades and currently employs over 7,000 personnel across its 1,300 stores spread across Europe and Asia. As such, the company is regarded as profitable as seen in its annual revenues in excess of £640 million for the year ended 2019 (Hollandandbarrett.com, 2020). Holland and Barrett has its major operations in different countries across Europe and Asia such as the U.K, China, India, Republic Of Ireland, U.A.E, Hong Kong, Saudi Arabia and The Netherlands (Owler, 2020).
[bookmark: _Toc37247619]3.0 ORGANISATION CULTURE AND BEHAVIOUR
Business organisations have their unique behaviours and cultures to which they operate. An organisation’s behaviour can be described as the academic study of the different way in which the workforces of an organisation behave within workplace teams with an aim of enhancing the overall performance of the organisation. As such, the core principles and objectives of an organisation behaviour are founded on the organisations performance objectives and ways of enhancing the organisation’s performance (James, 2017). 
It is vital that Holland and Barrett focusses on the various aspects that affect the company cultures and behaviours such as employee job satisfaction, national cultures, leadership, creativity and the various business environment aspects that have a direct implication on the organisation’s cultures and behaviours.
Organisation culture delves into the diverse business comportments, customs, and philosophies that delineate the interactions between the organisation and its workforces outside the business. As such, instead of being explicitly defined, organisation culture is implied. Customarily, organisations have workforces that are diverse in terms of individual employee personalities (Taylor, 2018). As such, the development of an organisations culture occurs in two distinct ways. These include progressive and organic corporate culture development. 
[bookmark: _Toc37247620]3.1 Holland and Barrett’s corporate culture
Whether organically or progressively shaped, corporate culture is still a reflection of the organisation’s philosophies and practices. However, the organisation’s culture may be influenced by other external forces such as those of the organisation’s business environment. There are different leadership cultures that organisations develop (Edwards, 2020). Deal and Kennedy studied these cultures based of the risks and feedbacks entailed in the different leadership cultures that organisation’s adopt. These cultures include the tough guy macho culture, bet your company culture, work hard play hard culture and the process culture.
Holland and Barrett exhibits the tough guy “macho” culture. This type of culture entails taking high risks in order to get quick feedback. As such, the company’s leaders focuses on operation aspects that are risky but provide quick feedback on whether the decisions made are effective or not (Taylor, 2018). This has seen Holland and Barrett achieve great success as evident in the company being ranked as the largest in Europe in its domain as well as its significant revenues in excess of £640 million as of 2019. However, this type of culture is very tough on Holland and Barrett employees.
 The macho culture has led to employee concerns that have led to industrial actions by the company workforce. For example, Holland and Barrett adopted the workfare strategy in its human resource management, despite the company staff raising concerns on the approach and making their aversions of the strategy known to the company leaders, the leaders ignored these concerns and did not respond to them in any way (Omar et al, 2019). While they later abandoned the approach, the tough guy culture depicted in the situation damaged the company’s brand repute as an organisation that cares for its employees.
[bookmark: _Toc37247621]3.2 Holland and Barrett power and politics
From a business organisation’s point of view, power and politics are customarily intertwined. This is because power entails the ability of an individual to influence others to do their bidding. Conversely, corporate politics delve into the practical domain of an organisation’s leadership powers in action as seen when the organisation leaders exert their will on the workforces (Omar et al, 2019).
There are different kinds of power within an organisation, however, Holland and Barrett’s leaders display coercive power. This is because their primary focus is accomplishing their goals at any cost without considering the feelings or opinions of their workforces. This type of power was displayed by the company leaders in 2012 when their workforces were protesting against workfare policies (Edwards, 2020). Despite later reverting to their conventional work policies, the company never issued any statement on the issue neither did it engage with the trade unions to address the employee concerns. As such, based on Handy’s typology the leadership culture at Holland and Barrett is a power culture.
The ultimate power at Holland and Barrett is concentrated at the top of their management structure. As such, power lies in the hands of a few leaders who exercise their authority over the entire organisation’s workforces. However, when evaluating the company based on the Slocum and Hellriegel framework, the company focusses on success over its personnel (Taylor, 2018). This has put a strain on the business-employee relations as the company’s relation with their workforce is largely based on performance.
[bookmark: _Toc37247622]3.3 Impacts of Holland and Barrett’s culture on organisation efficiency
The organisation culture of Holland and Barrett has had I direct impact on the organisation’s performance as a brand due to its effects on their workforce behaviours and feelings (James, 2017). For instance, with a lot of similarities between the company’s leadership macho culture and dictatorship, the company employee’s job satisfaction is low. Furthermore, most of them feeling undervalued. This has in turn increased the employee turnover rates at the company.
Despite employee working overtime is a norm in many successful companies, it is imperative that companies keep their staff informed on overtime policies as to whether they are paid or not. However, the macho culture and coercive power at the company in addition to poor practices and communication challenges, the company employees are reluctant in undertaking such initiatives that enhance the organisation’s productivity (Barrett, 2020). While it is clear that the organisation is still successful in the industry in terms of financial performance as seen in their positive revenues, the company has stagnated and is not able to achieve its full potential.
Employee motivation is a key factor in accomplishing business objectives. This is because motivated staff are customarily more committed to the organisation in addition to being highly productive. Content theories of motivation such as Maslow’s and Aldefer theories of motivation describe employee motivation as the internal and external forces that inspire employees to maintain a high desire, energy and commitment to their gobs and performance (James, 2017). According to Maslow’s motivation theory of the hierarchy of needs, self-actualisation is the ultimate goal of employees. However, employees at Holland and Barrett find it difficult to achieve these level of needs (Edwards, 2020). This is because of the limited employee involvement at the company that results from their power cultures. 
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Description automatically generated]Figure 1: Maslow’s Hierarchy of Needs
Source: (James, 2017)
It is imperative that the company adopts a culture that fosters teamwork, inclusivity, equality, employee involvement as well as fair remuneration policies. This will increase their staff’s job satisfaction, commitment and ability to fulfil their various needs of the hierarchy such as physiological needs, love and self-belonging, security, esteem and ultimately self-actualisation. As such, they will enhance their performance and commitment to the company (James, 2017).
[bookmark: _Toc37247623]4.0 IMPACTS OF BUSINESS ENVIRONMENT ON ORGANISATION CULTURE
There are various factors that influence the behaviours and cultures of an organisation. As such, some of these factors can be assessed by Holland and Barrett using the PESTEL framework in order to address the forces that negatively impact their cultures.
[bookmark: _Toc37247624]4.1 The influence of PESTEL forces on Holland and Barrett’s organisation culture
[image: C:\Users\Hamilton Cedric\Desktop\march 2020\Project ID 759\PESTEL-analysis-updated.png]Figure 2: PESTLE forces
Source: (Chumg et al, 2016)
Political
The political aspects of a nation have a direct bearing on the business strategies and decisions of Holland and Barrett. For instance, state policies have the potential of shaping the various cultures of organisations such as Holland and Barrett. For instance, political concerns in the UK over gender equality in the employment sector have the ability to create a culture of equality and inclusivity within organisations (Chumg et al, 2016). By creating a national culture that promotes equality, inclusivity and diversity, organisations such as Holland and Barrett will assimilate these cultures into their organisation thus making it part of their human resource management practice.
Economic forces
The economic aspects of a country affect the financial stability of both an organisation and its employees. In tough and underperforming economies, the economic challenges of the populace can influence their need to work extra hard in order to meet their needs (Chumg et al, 2016). As such, this creates a labor force that is focused on working overtime in order to supplement their basic income. This in turn organically develops into a culture where the organisation’s workforces put in more shifts at work. However, this can also negatively impact the organisation’s culture as the poor performance in the market can create situations where the organisation is forced to poorly compensate its workers as well as adopt unfavourable policies such as the workfare policies that will have a negative effect on the workforces (Edwards, 2020).
Socio-cultural forces.
With organisation cultures being based on the beliefs and values of the workforce, organisations are bound to subconsciously adopt the values and practices of their surrounding communities (Kitchin, 2017). For instance, organisations in a society that believes in teamwork and gender equality are likely to adopt these practices in their operations. This is because these values are a part of their workforce.
Technological factors
 Changes in technology have an influence on the ways business organisations conduct their business. For example, with the increased use of the internet amongst the British populace, organisations are shifting towards online marketing and commerce. This can be seen in Holland and Barrett’s use of websites and social media to market their products as well as sell them (Barrett, 2020).
Environmental factors
The environment and its conservation has become a major concern for the global community. As such, business practices are under more scrutiny on their impacts on the environment (Chumg et al, 2016). As such, Holland and Barrett has adopted practices that not only aim to reduce their impact on the environment but also protect the natural resources in the environment.
Legal factors
The British laws and regulations affect the practices and operations of Holland and Barrett directly. For instance, it is imperative that the company fairly compensates its employees without breaching the employment laws of the country (Kitchin, 2017). For instance, the employment laws clearly stipulate the working hours and minimum wage in the country. As such, Holland and Barrett must work within these guidelines failure to which they can face legal action such as fines, lawsuits and prosecution.
[bookmark: _Toc37247625]5.0 CULTURAL AND ETHICAL STANDARDS AT HOLLAND AND BARRETT.
One of the core reasons for the increased attention given to Corporate Social Responsibility (CSR) and business ethics by business organisation is the heightened awareness on how much the violation of these aspects may cost the organisation. Ethical violations have the potential of negatively impacting the organisation in a manner that will cost the organisation in terms of loss of both customers and employees (Wood et al, 2016). Furthermore, when one considers the speed at which information is disseminated in the contemporary digital world, it is difficult to contain the spread of information on a business’s unethical conduct. This in turn creates a bad reputation for the business as a brand.
Corporate Social Responsibility initiatives can be described as standards and measures that business organisations have put in place to ensure that the society benefits from its operations (Wood et al, 2016). These initiatives are customarily categorised into four distinct types based on sustainability. These include environmental sustainability, direct philanthropic giving, ethical business practices and economic responsibility. 
Business ethics on the other hand entail the business systems of morals and ethical beliefs that guide the organisation and its employees in terms of beliefs, values, decisions and behaviours (Natural Products Global, 2020). While some of the business ethics that guide organisations are codified into laws and regulations such as insider trading regulations, employment laws and environmental regulations, some of the ethics of a business are solely based on the morals and values of the organisation.
Holland and Barrett is one of the organisations that have its operations based on ethical conduct and social responsibility (Hollandandbarrett.com, 2020). While some of these aspects are subjective and may be perceived differently by different individuals, it is imperative that the organisation adheres to those that have been codified into law (Wood et al, 2016).
Ethics in leadership at the Holland and Barrett organisation has in the recent past been marred with controversy (Owler, 2020). This in turn has damaged the company’s repute as well as the employee job satisfaction and motivational levels leading to high employee turnover. For instance, the recent workfare policy may not have breached the UK employment guidelines, however it was deemed unfair by both the employee’s and the general public. This was evident in the acceptance by the organisation leaders to abandon the policy claiming that it had a negative impact on the organisation’s performance and repute as a brand (Ethical Consumer, 2020).
While the organisation appears to be an ethical one, in a recent studies by Ethical Consumer, it was found that the company lacks clear environmental policies as well as policies on the use of palm oil in their products, phasing out of toxic chemicals in production. As such the company was ranked as the worst based on the Ethical Consumer ratings in all three categories (Ethical Consumer, 2020). Despite the company stating in its official website that they do not use parabens, sodium lauryl sulphate (SLS) or artificial fragrances for their Dr Organic brand products, this is only limited to the brand and is not clear on the company’s other brands (Edwards, 2020).
Holland and Barrett bas recently been criticised for flouting tax compliance regulations in the UK. As such, the company owners ranks poorly for their adoption of tax avoidance strategies (McShane et al, 2018). For instance, the company has two holding companies in Luxembourg which is a country considered as a tax haven. Furthermore, the company’s investment of $200 million in Uber shows their lack of concern on these issue as Uber also ranks poorly in terms of its ethical standards.
Despite the poo ethical record of the company from an ethics and CSR point of view, the company has also put up measures to rebuild their image. For instance, Holland and Barrett has put up a clear communication on its website on modern slavery. The statement is in pursuant of the section 54(1) of the modern slavery Act of 2015 (Hollandandbarrett.com, 2020). This statement was approved by the company board of directors on the 28th of March 2019. In part, the statement highlights the company’s zero tolerance approach to modern slavery and its commitment to the prevention of the vice (Ethical Consumer, 2020).
The Holland and Barrett employees have proven to be moral and ethical in their work contrary to the public perception of the company’s ethical and moral values. For instance, five of the company representatives and assistants across five different stores in UK were the whistle-blowers on the misinformation and dangers of some of the company products (Barrett, 2020). This was seen in their bringing to light of products containing chromium. While the company claimed that the products had the ability to stop sugar cravings, there was no evidence to prove the same (Ethical Consumer, 2020). To the contrary, reviews from different science scholars showed no evidence that the claims were true. For instance, in 2016, a study by the University of Sydney found that the chromium levels in the health product supplements products had the potential of increasing oxidation thus causing cancer (Edwards, 2020).
[bookmark: _Toc37247626]5.1 Impacts of Ethical and Corporate Social Responsibility on Holland and Barrett
One of the major impacts of ethical violations is its influence on the company’s culture. Organisations that are founded on proper ethical codes of conduct cannot maintain the attitude if the leaders and overall management tolerates or promote ethical misconducts. For instance if the unethical conduct is at the lower level employee levels, the company will develop a culture where anything is tolerated (Natural Products Global, 2020). However, if it is from the management level, the company may become perceived as an unsavoury workplace. As such, the unethical misdeeds at Holland and Barrett such as the workplace policies, discrimination and misinformation have damaged the company’s repute as good place to work. This in turn has increased the company’s employee attrition rates as well as limited its ability to attract the best talents in the retail and pharmaceutical industry (Ethical Consumer, 2020).
With the increased use of technology for communication, the spread of information and consumer awareness has greatly increased as much as it has become difficult to control. While the rise of social media has been a blessing to most organisations that properly manager their outlets, it has not been kind to the ones that engage in unethical practices (McShane et al, 2018). This is because the fast dissemination of information on social media makes it difficult to separate facts from fiction. Holland and Barrett has been a victim of such situations in that their actions are put under scrutiny by the public on social media. As such the company has developed a bad reputation amongst the prospective consumers due to the spread of their misinformation controversy on the health benefits of their products (Ethical Consumer, 2020). As such, from a business perspective, this not only gives their competitors an edge, but also damages the brand’s repute.
The ultimate impact of ethical violations is based on the consumer perceptions of the organisation. With the ultimate goal of Holland and Barrett as a company being financial progression, their ethical missteps have led to their consumers losing faith in their products. Consequently, this has the potential of having a long-term negative financial impact on the company in terms of financial performance (Barrett, 2020). Furthermore, organisations with poor reputation have a negative impact on the organisations employees. This is evident in the negativism exhibited by the Holland and Barrett employees that has decreased the employee excitement of getting to work every day thus poor job satisfaction, motivation and commitment levels (Ethical Consumer, 2020). 
[bookmark: _Toc37247627]6.0 RECOMMENDATIONS FOR HOLLAND AND BARRETT
One of the primary desires of employees is to fulfil their physiological and security needs. As such, Holland and Barrett can help their staff accomplish these needs by adopting the use of the Maslow’s motivational approach. This will in turn help mitigate the challenges of job satisfaction and commitment at the company. As such, the company will not only reduce the employee turnover rates at the company but also build a repute as a better option for the best talents to work.
The Path to Goal Theory being an approach that recognises the precise style of leadership that suits an organisation, Holland and Barrett can adopt this framework in addressing their management cultures that have a negative impact on their employees (McShane et al, 2018). Furthermore, the Path to Goal framework will be effective in helping the Holland and Barrett Company to develop a positive culture of equality, inclusivity and teamwork. This will in turn enhance the organisation’s efficiency (Barrett, 2020). This will be accomplished through the evaluation of their actual leadership styles where a conclusion can be reached on whether the company’s macho culture is an effective approach for the company.
[bookmark: _Toc37247628]7.0 CONCLUSION
Corporate culture and organisation behaviour make up the key organisation aspects that have a direct bearing on the organisation’s ability to highly perform and accomplish their objectives. Sustainable organisations are customarily those that exhibit strong and positive cultures. While the broader environment of an organisation has the potential to influence the cultures of an organisation, it is imperative that the organisations maintain an ethical conduct and social responsibility in their practices. In a nutshell, it is vital that the Holland and Barrett Company adopts the best practices and develops positive cultures in order to build their repute and succeed as a major British retail company. This report has critically analysed and discussed the key elements of organisation culture and ethics. This has provided an in-depth insight on the impacts of these elements on the organisation and its workforces.
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