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Executive Summary: 
[bookmark: _GoBack]In this assignment I will be providing an analysis and evaluation of Mark's and Spencer's by looking into workplace culture and the impacts it has on the organisational efficiency and its ability to function within its organisation norms. I will be looking into aspects of culture behaviour such as Values, attitudes and beliefs within my chosen organisation.  I will be also collecting primary and secondary data to be able to evaluate the outcome from both point of views. To be able to manage and sustain the success of the entire organization, it is crucial to review further the company's mission, vision and values which will be explored on this assignment.  




Introduction 
In this report I will be discussing about Marks and Spencer's culture and outlook on organisational efficiency within the workplace. The reason I have chosen Marks and Spencer is because it is a global diversity across the entire organization and recognised by global scenes among thousands of customers. The company is also known for its ethical approaches within their suppliers they work with.  Marks and Spencer's being one of the most established and structured organization, I can proudly say I used to work for them.  As you all know Marks and Spencer's is a large company which was first founded in 1884, as a major retailer which consists of selling food, clothing, household items as well as financial services to the public. By 1997, Marks & Spencer's was an international company with sales of over £8 billion and very high net profit margins.  All organizations have their own cultures, which it consists of beliefs and values shared by its members which determine how mangers respond to certain problems as well as any upcoming business opportunities. The corporate culture can become static and excessively bureaucratic over time, even among successful organizations (Huff et el, 2009). An organizational culture is only powerful because of the way the members sees their world. When beliefs and values are held without challenge for a long period of time, they are less likely to be questioned (Judge, 2007). Like most successful organization, Marks & Spencer's was a victim of its own success. Like most big companies now a day's once they become successful they see no reason for any change.  However, the reason I have chosen to investigate Marks and Spencer's is because of its infrastructure as its complexity but the simplicity within the organization. To manage and sustain the success of the entire organization, it's crucial to future our reviews within the corporate leader's and company's mission, vision and values which I will be looking into on this my paper. I will also be looking into corporate social and environmental responsibility, formal and informal relationships with how it forms with different departments. As well as collecting data from primary and secondary sources to evaluate the outcome of workplace culture and see how effective it really is as an organisation. 



Section 1:
Personal Ethical Standards, values and Beliefs
Marks and Spencer's values of inspiration, innovation, integrity and in touch have been built by working on the core values that have characterised M&S since it was founded in 1984. They provide the right direction and sense of common purpose that ensures everything is done in the right way.
In order to deliver at the highest standards for they customers these are core values which are needed:
· Inspiration - Aim to excite and inspire the customers
· Innovation - Restless to improve things for the better
· Integrity - Always strive to do the right thing
· In touch - Listen actively and act thoughtfully
Marks and Spencer's also have a responsibility to protect the company's reputation in everything they do and say. 
This includes things such as:
1. Complying with the applicable laws and regulations in all countries in which they operate.
2. Conducting ourselves in a professional manner with the highest standards of honesty and integrity.
3. Following Company policies and procedures
4. Working with our suppliers, third parties and agencies to maintain high standards.
5. If in doubt, seek guidance and doing the right thing.

The journey to make the business more sustainable is in process. The original plan was launched in 2007, plan A was designed to equip the company for their future in which they success will all depend on the ability to deliver exceptional products and services. The purpose and values are integral in achieving this goal.
who the codes applies to and what it means in practice:
Theses codes applies to everyone working for M&S no matter where you are located in the world. Working for M&S, puts you in a position of trust and responsibility to uphold the company values whilst dealing with colleagues, customers, suppliers, shareholders the environment and local communities. 

what the managers are expected to do:
· Ensure the code is understood by those they manage
· Provide advice and guidance on interpreting the code
· Uphold and promote the requirements of the code
· Complete the annual attestation of their compliance with the code


Section 1.2
Impacts of forces on the organisation: 
Outside influences can impact on a business being successful or not. Having competitive intelligence enables an organization to continually evolve in any changeling situation.  These forces are divided into ten different categories. The first two forces which are market and technological forces drive the velocity of change. To take advantage of any opportunities and avoid threats an organisation needs to be able to adjust to any chances within the organisation. The left over eight forces affect the complexity of change meaning number of issues that may affect an organisation.




Here are the 10 different categories needed in an organisation:

1. Market forces - Marker forces affect the way they supply, demand and most importantly the pricing of the products. These come in different forms where an organisation monitors and analyses things such as unmet customer needs, new competitors, merges and acquisitions and changes in the supply chain and distributors. 
2. Technological forces - Impacts everything from how a customer uses a product to how it is produced, basically affects every function within an organization. The way the market reach consumers and how sales are managed. Technological changes to be able to provide new and improved ways to be able to handle shipping and logistics.
3. Economic Forces - All types of economic events can affect a business for example, the government deciding to invest in solar energy. An organization needs to continually monitor for any new or improved events for the organization to not miss out on any golden opportunity. 
4. Ideological Forces- To be able to compete within the global marketplace, an organization needs to be held accountable for any differences in ideologies for example in some countries, bribery is not only an accepted but an expected business practice. In addition, certain religious beliefs may affect purchase decisions in a particular region. 
5. Political and Governmental forces - The organization needs to keep a regular eye on any government or political issues which may or not affect the business. If the business has government contracts, then this type of force may have an even bigger impact on the organization.
6. Media Forces - Social media can either make or break a company. If a bad news story goes viral about your business and if that organization fails to deliver an approach response, the repercussions can last for several months or even years. 
7. Psychological & Sociological forces- Deals with what consumers buy and how they buy it, for example if customers prefer to read reviews online before making a purchase. As the consumer behaviour progresses, the organization needs to adjust to serving consumer needs and preferences. 
8. Moral & Ethical Forces - The safest approach to dealing moral and ethical forces is having your business operating with beyond reproach to hold your organization at the highest rank. If you hire quality people working for your organization and only associating with reputable organizations, by keeping everyone working for you at the highest standards and working alongside everyone such as customers, suppliers and even competitors with respect. 
9. Weather and other Environmental forces - Relates to the weather change, natural disasters, climate changes as well as pollution that could affect a business. Major environmental dealings can disrupt supply chains and possibly increase the costs of raw materials. If these types of events are regular monitored, they can help develop contingency plans to avoid any such prevention. 
10. Legal and Regulatory Forces - Certain measures must be taken into place with local laws and regulations such as, safety or amount of pay within the organization. If you fail to honour such regulations this could end up costing the company more.  (James.D Underwood,2013)









Section 1.3
Swot & Pestle Analysis

Here a summary of Marks and Spencer's Swot analysis:
	Strengths
	Weakness

	· Strong offering in line with latest industry tends
· Strong e-commerce infrastructure
· Highly effective corporate social responsibility
· Strong focus on enhancing customer experience 
	· Poor financial performance
· Too much reliance on UK markets make it vulnerable to mark conditions in local country.
· Future of M&S in china gone for a toss
· Frequent products recall leads to loss in customer confidence


	Opportunities
	Threats

	· Plans to invest in Indian markets 
· Online presence to bolster its market position
· Reshaping their clothing segment
· Simplifying their operating model
	· Depreciation of sterling post- Brexit
·  Stiff competition in the UK food sector
· Changing trends in the clothing space


 

Strength:
The wow range was launched to promote the concept of healthy food for their customers. A new range of Nourish bowls was launched, which featured fresh ingredients. They also developed the first even vegan sandwiches and a range of vegetables wraps to promote healthier options to their customers.  


Threats to Organization Culture:
Workplace Culture needs to be healthy for employees not only to enjoy their work but to also deliver at their level best and develop a feeling of loyalty to feel attachment towards the organization.
 Here are three factors which can cause a threat to an organization culture:
1. Negative attitude and ego are even a bigger threat - People with negative attitude tend to spoil it for the rest workplace, for example they tend to do the lease work and on top of it influence others around them. Developing a positive attitude and learning to ignore certain things will help your organization in succeeding as well as outshining their competitors. Employees who have an ego find it very difficult to fit in with their fellow workers which can eventually start affecting their workplace culture.

2. Favouritism is another big threat to workplace culture - Giving certain people special treatments to few employees will not do you any favours. Even if that someone is your friend, or you like the other person more. Favouritism not only spoils the work culture but also de-motivates those who genuinely want to work. Employees who work hard need to feel motivated and appreciated irrespective of their position.

3. Lack of communication among employees is another major problem faced by organizations - Employees need to communication with each other to be able to discuss workplace issues. Employees need to work as a single unit for better results. Individuals taking their organizations for granted also spoil the work culture. If employees do not take pride in representing their organization things will not improve (Juneja, 2018).



Pestle Analysis 
Here is a summary of Marks and Spencer's Pestle analysis:

	Political
	Economical

	· Reduction in souring costs due to the free trade policy
· Brexit to have significant implications for business
· Changing government and taxation policy
	· Conflict with small retailers over product price rise due to currency impact of Brexit

	Social
	Technology

	· Initiatives supporting the surrounding communities helping to cut down internal costs
· Chain of product recalls creates negative social trend
· Received flak as non-trendy store 
	· Technology partnerships to strengthen security, risk and compliance  

	Legal
	Environmental

	· 
Financial dispute with Frascati landlord
	· Sourcing of fresh milk from RSPCA assured dairy farms 
· Environmentally friendly and sustainable products 



Political:
M&S was the first major retailer to go down the fair-trade path, on both the segments, namely, clothing and food. The fair-trade policy has led to substantial reduction in souring costs. The policy includes reduction of fat and salt in their food range as well as recycling packaging. 


Section 1.4
Formal and Informal organisation:
An organization is a collection of people who work together to attain specified objectives. There are two types of organization structure, that can be formal or informal organizations. An organisation is said to be formal when two or more than two persons come together to accomplish a common objective. A formal relationship, rules and policies are established for compliance, and they exist a system of authority. Every organisation has a formal structure which is the way that organisation is organised and run by the managing organisations. On the other hand, there is an Informal organisation which is formed under the formal organisation as a system of social relationship. This only comes into existence when people from the organisation meet, interact and associate with one another(Surbhi.S, 2016).
	Comparison
	Formal Organization 
	Informal 

	Creation
	Deliberately by top management.

	Spontaneously by members.

	Purpose
	To be able to fulfil the ultimate objective of the organisation.

	To satisfy their social and psychological needs.

	Nature
	Stable, it continues for a long time.

	Not stable

	Communication
	Official communication

	Grapevine

	Control Mechanism
	Rules and Regulations

	Norms, Values & beliefs

	Focus on
	Work Performance

	Interpersonal Relationship

	Authority
	Members are bound by hierarchical structure

	All members are equal

	Size
	Large

	Small


Here is a comparison chart of Formal and Informal Organization:


The structure must have a formal reporting hierarchy from lowest to the highest level. Identical activities are grouped into one department so that equipment, machines processes and expertise come under one department head and with other department formal reporting can be used. Coordination of various activities and coordinating authority are specified. Superiority between departments heads is mostly the whole point of the organisational conflict in monitoring is essential (Kondalkar, 2006).
Marks and Spencer's have a flat organisational structure as a result of trying to reduce the layer of authority through delayering, which increased the individual responsibility of their employees and departments. There are around 3000 people employed at Marks & Spencer head office in London. All these employees are specialist in their own field and they are in charge of managing stocks and their layout within the stores as well as marketing and accounts. Around 65,000 people work within Marks and Spencer's stores, many working in management roles where they lead and motivate their team members (M&S, 2010).
This new flatter structure has increased the demand for more training in order to overcome its M&S developing staff within the organisation. They also recruit managers from outside the organisation at three different type of levels which are as followed:
· Trainee managers passed A level will have 24 months training
· Pick graduates from university will have 12 months training
· Experienced managers from other operations have trained for 3 months
Each of these managers is needed to have essential managerial skills like working within a team, leadership, financial skilled etc... (The times 100).

Significance and benefit of having the flatter organisational structure:
In large organisational, the traditional organisational structure is mainly used but due to having many different levels of management between top level and baseline staff, In decision making use these process. Which means leaving front - line staff to deal with delays to customers which can in fact decrease productivity. This can increase productivity of an organisation, by using the flat structure it can decrease the costs by cutting out the middle men cost and decrease the communication barriers (Borkar, 2010).

Section 2:
Organisational culture, ethos and values
Business is a competitive environment; therefore, it is important that every company focus on being efficient with their money and resources.  This should be incorporated in the company's culture so that employees at all levels are focused on efficiencies.  
Here are six examples of organisation and efficiency:
· Communication expectations to employees -Employees want to work for a company that they feel respected and who value them. Effective communication will help to stymie the perception of disrespect and not caring. This can occur if companies implement efficiencies without no communication. 

· Allow Employees to Contribute - Every employee has great ideas on how to improve the company efficient, the reason for this is because there at the front line of service and dealing with production. 

· Utilize technology - Companies who replace and keep up to date with the latest technology and software help manage their efficiencies. 

· Reward good behaviour - When efficiencies takes places within a company the employees’ attitude will change to positive. Supervisors and managers should look for these efficiency gains and reward them as appropriate.  Employers can also mutually beneficial reward systems such as sending employees to negotiation training seminars. 

· Eliminate Bad apples - Some employees may resist the changes coming about, especially if there has not been a focus previously on efficiency. However, others will remain reluctant to embrace the changing culture since they are opposed to change in general, regardless of what it is. In these types of cases the company will need to make a difficult decision regarding the employee's position within the company if they will continue to be a detractor from the culture. 

· Don't compromise safety - Companies need to continue to stress about the important of work place safety, to focus on implementing efficiencies. 
To save time or to make things more efficient compromising on safety processes can be very dangerous or costly to the company for example if an injury occurred. Changing an organisation's culture will not happen overnight, therefore management and leadership should not expect to see results immediately. Employees need time to understand and assess the new culture as well as determine how they can impact its success (Evenson, 2016).

Importance of Organization Culture
According to Prachi Juneja a common platform where individuals work in unison to earn profits as well a livelihood for themselves is called an organization. Every organisation has its unique style of working which often contributes to its culture. The culture of the workplace controls the way employees behave amongst themselves as well as with people outside the organisation. Here are some examples of organization culture:
· The culture decides the way employees interact at their workplace
· The culture of the workplace can go a long way by promoting healthy competition
· Every organization must have set guidelines for the employees to work accordingly
· The work culture goes a long way in creating the brand image of the organization
· The organization culture brings all the employees on a common platform.
· The work culture unites the employees who are otherwise from different backgrounds

No two organizations have the same workplace culture. it is in fact the culture of the organization which makes it distinct from other cultures. Every employee has their roles and responsibilities. Implementation of policies is never a problem in organizations where people follow a set culture (Juneja, 2018).
Changing Organization Culture: 
The culture of the organization is nothing but the outcome of the interaction among the employees working for quite some time. Employees working for a considerable amount of time in any type of organisation tend to make certain rules. Having a set of policies and procedures practised by the employees for a long time tend to make the workplace a much happier place to form the culture.  A change in management can adjust the entire style of working.    Here are a few reasons for changes in the work culture:
· A new management, a new team leader or a new boss can bring a change of culture. Having a new employee within an organization they would obvious have new ideas or how to run the business.  They will have a new style of working, ideologies would indeed bring a change in the work culture.

· Financial Loss, Bankruptcy, Market fluctuations can also lead the change within the workplace culture of an organization. If an organization comes into a lost, it can fail to be able to reward their employees as they will able to.

· Acquiring new clients might may also cause a change. A change in their style of working might be needing to meet the new expectations. Employees might have adjusted to change such as, attitude and perception to achieve the targets set in a much faster pace (Juneja, 2018).





Section 2.1:
Establishing a Culture of sustainability within the workplace

Community Engagement: 
For Marks and Spencer's to be able to sustain workplace culture they have found an approach to help keep the company on task, which is community engagement. This is where they listen to their local communities, the customers, and the employees to make sure they understand their changing needs and are best placed to help deal with issues such as, poverty or for new ways to improve health and wellbeing. They are committed to support local economic prosperity as well as inclusive growth. whether it be in a local neighbourhood or worldwide Marks and Spencer's want a brand that employees are proud to work for and where their customers can trust them. Over 130 years of history on supporting local communities because they know being a part of community is key to success. As David Sieff, a member if the M&S founding family, said: "healthy high streets need healthy backstreets." (Marks and Spencer’s, 2018).

Commitments and targets 
The company goal is to build a positive impact within society and improve lives, in line with the company purpose is to make every moment special. The stakeholders are always listened to help understand or resolve social issues to help find a suitable solution. While working with others being able to identify shared objectives to be able to assess the mutual social, environment and business values collaboration brings. The aim is taking a progressive approach to community engagement. This is in the company plan A commitments on things such as, employability, being in touch with local community, identifying partnership benefits as well as being able to support global communities. 


Approach
The approach methods cover the whole value chain for example, employees, customers, workers in our supply chain, charity partners and local communities around the world.                          There are four ways identified to be able to make a difference as a retailer.
1. Helping people who face barriers find work
2. Ensuring we are in touch with our local communities
3. Inspiring millions of customers to help good causes
4. Creating resilient communities in our global supply chain 

Section 2.2
Corporate Social Responsibility and Environment 
Environmental risk and social inequality are making the world more complicated unpredictable now a day. Crowing pressure on natural resources and having poor global stewardship increases our costs as well as restrict access to key materials. This makes the global supply chain more volatile. Even after the backdrop the journey to make the business more sustainable continues. For a business to be successful it must also be environmentally and socially sustainable. Over many years the company has never stood still, they kept trying to improve in any way possible. The progress from philanthropy to community investment and finally onto corporate social responsibility (CSR). Plan A was first launched in 2007, to move away from CSR, towards a more holistic approach to address such issues like sustainability which was affecting the business and the supply chains. The business plan is designed to equip the company for the future in which the success in staying relevant for customers who will depend on the company ability to deliver exceptional products and services in a world where resource is constrained and experiencing social change. 




The objectives taken into account from Marks and Spencer's are:
· To perform critical review of the sustainability of policies set as a whole in Marks and Spencer's group plc.
· To perform critical review of the ethical polices set in Marks and Spencer's Group as a whole organisation.
· To evaluate critically the corporate social responsibility 
· To make recommendations to Marks and Spencer's group plc in performing CSR programmes. 

As part of the corporate social reasonability the company has introduced a five- year eco plan, which is also known as Plan A. The success of Plan A was within three years and as a result Marks and Spencer's managed to improve its environmental performance, introduced more sustainable products/services and they also helped the lifestyle of people within the communities where they used for trade. In 2009, as a result of Plan A, M & S generated 50m additional profit. Plan A generated the following result:
· A noticeable 50,000 tonnes reduction in CO2 emissions
· Recycled 1.8 million used clothing with the help of Oxfam
· The waste of 20,000 tonnes is diverted from landfill
· The carrier bags usage is reduced by 400 million bags by encouraging customers to use their bag for life or not to use them at all.  
· As corporate social responsibility, Marks and Spencer invested £13.2m in programmes for the community.
· For the charity activity they raised £2.1 million for breast cancer and used 15% of the rest of the fund for the generation study towards long- term diseases  (Carpenter, Bauer, & Erdogan, 2009).



Section 2.3
Communication channels for sharing information and building Relationships:   
The achievement of Plan A has only become possible because of the many partnership and relationships built with different organisations. Like all businesses, knowledge and expertise from the outside is needed to help understand what needs to be changed and how best to achieve them. We only work with organisations which share the same values and ambitions to be able to create the same shared value. 
Commitments and targets:
The aim is to work with the partnerships' in order to achieve shared objectives and mutually beneficial economic, social and environmental outcomes. Building relationships with our partnerships is a way of working  that cuts towards our business, touching Plan A using commitments that only be achieved by working with others.
Approach:
Building strong partnerships within the organisational on a one-to-one basis, often around a structured area of delivery. Working openly and constructively with our partners, to comply with our values. In new and existing partnerships these are the principles involved:

[image: Partnership principles info graphic]
Section 2.4
Barriers to effective functioning in the organisation and ways to overcome them.

Working with others listening, learning, responding and working in partnership is an important part of how we do business. Plan A main issue is that the plan is too large or complex for the company to tackle by themselves. For this reason it is essential the company work alongside others to overcome Plan A issue. The external partners have provided the company with solutions such as, improved their understanding of the issues and helped them inspire the customers. For example, Oxfam is helping us encourage clothes reuse and recycling through Shwopping.

Approach:
The aim is to take an progressive approach to the community engagement, this is reflected in Plan A commitments to employability, local community, identifying partnership benefits and supporting global communities. 
We’ve identified four ways in which we can make a material difference as a retailer:

1. Ensuring we are in touch with our local communities
2. Helping people who face barriers to get into work
3. Inspiring millions of customers to help good causes
4. Creating resilient communities in our global supply chain







Conclusion
In this report I have researched and analysed data to determine an understanding of the workplace culture and its ability to function within the organisation on Marks and Spencer's. Their personal values and beliefs which is the four key core values they use in every decision they make are, Inspiration, Innovation, Integrity and being in touch. Whether it be with their colleagues, customers or stakeholders. Using these four values have definitely made an improvement to the company wellbeing by using the guide from Plan A. Plan A has shown an incredible results for the company and keeps on improving for them. Their additional profit was £50m of top of their original profit merge in since using Plan A. They have also helped improve on corporate social and environment reasonability as a company as well, for example they have reduced the use of carrier bags by 400 million on the first attempt of using Plan A. Overall Marks and Spencer has tried to improve their input into organisational efficiency by setting rules and a plan to follow through each step. As well as trying to improve the overall environment responsibility as a company, this is one of the main reasons why the company is successful and will continue to be.
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