It [image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership and Management in the Workplace
Module Assignment Submission 

	Student Name:
	Katie Stokes

	Student Number:
	2237488

	Module No:
	BMSK5009

	Module Title:
	Developing a High-Performance culture


Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.


[bookmark: _Toc182699331]Table of Contents
Table of Contents	2
Introduction	3
Critically assess the culture and context of an organisation.	4
Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.	8
Critically appraise the cultural and ethical behaviour present in one or more organisations.	9
Conclusion	12
References	13



[bookmark: _1ci93xb]


















[bookmark: _Toc182699332]Introduction
In this assignment I will discuss culture, what is means and how it can be used in the workplace. I will look at different models and compare them and their effects on the culture of the workplace. I will then look at the sustainability of the company based on the cultures implemented and look at the effects this has within the workplace. I will also look at and define ethics and morals and again discuss how they are implemented and used within the workplace. I will look at these different elements and how they affect and influence a company. I will be looking at tools and techniques, PESTLE and SWOT that can help identify internal and external threats and challenges and how these frameworks can also reveal how factors can help build and shape a company. 






















[bookmark: _Toc182699333]Critically assess the culture and context of an organisation.
There are different perspectives and understandings of the term culture. Some people refer to the term culture as a “large and diverse set of mostly intangible aspects of social life.” (Cole, 2019) While others focus on the “individual interaction and behaviour” (Newculturalfrontiers, 2022), this means that different aspects of an individual such as “non-material aspects like values and beliefs, and material aspects such as objects and technology” (Cole, 2019) both can affect and model the individual. Others believe that culture is “inherently unequal” (Newculturalfrontiers, 2022) meaning that not everyone have access to the same standards based on many different things such as education, gender and ethnicity. “Some are critical, while others are functionalists” (Newculturalfrontiers, 2022) and functionalists “view society as a system in which all parts work—or function—together to create society as a whole” (Openstax, 2022). There are many views on culture, but all views look at how it is tangible and interlink across many levels. These views consist of values, beliefs and communication and how these views can be shared by many people but may also be different amongst groups of people. 
There are a variety of models that look at Culture and how they are used in an organisation. Schein’s model is broken down into three groups, artifacts, espoused values and underlying assumptions, the pyramid starts with the most visible to least visible. This pyramid can used across any organisation and used in a multitude of ways.
For example: if you were to use this for leadership development the artifacts section would include leadership training programmes, presentations styles to “convey the importance of visual leadership” (Cuofano, 2021). The Espoused values would focus on the values such as “as integrity, ethical decision-making, and communication skills.” (Cuofano, 2021). The underlying beliefs would then look at the underlying beliefs about “leadership styles, decision-making authority, and team dynamics. This may involve challenging and reshaping deep-seated beliefs among leaders.” (Cuofano, 2021)
The Schein model looks at the impact of company culture and focusing on learning and group development, it looks at aspects internally and externally and often allows learning to be processed stored and passed on to future employees. 
 [image: MIT Sloan School of Management on LinkedIn: Edgar Schein’s model of ...](Sloan, 2023)
Hofstede Dimensions of culture looks at six cultural dimensions that influence different aspects in an organisation. These dimensions are power distance, individualism vs. collectivism, masculinity vs. femininity, uncertainty avoidance, long term vs short term and indulgence vs restraint. All these dimensions focus on what influences behaviours and attitudes in the workplace. Individualism looks at how independent people feeling within the workplace, that they are aware of what “individual choices and decisions are expected” (Hofstede, n.d.) of them. Collectivism looks at doing things for everyone and the greater good not just for yourself, individualism. Masculinity and femininity look at how each role is perceived and that generally a masculine culture is more career focused, and goal orientated whereas a feminine culture is more nurturing, and people orientated. A feminine culture can be both feminine and masculine, whereas as a masculine culture is just masculine. Uncertainty avoidance looks at the risks one would take in the workplace whether they’d be more willing to take risks. Long term vs short term looks at how quickly they want something turned around, whether they’d be willing to wait for results or alter the processes to get results sooner. Indulgence vs restraint, this looks at impulses and what you do to feel good about something, whereas if your restrained you’re not overspending, buying things without consideration you’re in a “normal state of being.” (Hofstede, n.d.)
[image: A diagram of different colored hexagons

Description automatically generated](Hofstede’s Six Dimensions of Culture, 2019)

Johnson and Scholes et al look at 6 elements that contribute to culture these are, rituals and routines, symbols, power structures, organisational structures, control systems and stories. Rituals and routines look at the ways in which the workplace emphasis “what is truly important to them and how they handle matters” (Janse, 2019). These routines become a staple, allowing staff to interact with each other, both inside and outside of work. The symbols used with the workplace allow for them to be easily identified, such as wearing a logo uniform. Power structures relate to the most powerful staff members, they are “deemed to have the most direct influence on the core assumptions and ideas within an organisation.” (Janse, 2019). Organisational structure looks at the hierarchy of the staff within the organisation, from different sections and levels of the organisation. Control systems look at the way in which the organisation is being managed, these include advertising, management of staff, management of finances and how jobs are distributed to colleagues. It also looks at the quality of systems used, and rewards given to staff members. The Stories element looks at events that have happened in the past, that are used and talked about in the organisation. these stories are retold and passed on to new colleagues. 

[image: Cultural Web Source: Johnson et al. (2008)](ResearchGate, 2024)

These three models by Schein, Hofstede and Johnson and Scholes are frameworks used to understand culture in an organisation. They have different perspectives, but they can be interlinked with each other, due to similarities in the framework structure.
The three models are different in the way that they look at culture, Schein and Johnson and Scholes look at culture within the organisation whereas Hofstede looks at culture from a national perspective. Schein looks at the ingrained beliefs and assumptions that lead to certain behaviours in the workplace. Hofstede looks at the social and psychological aspects of cross culture differences that lead to behaviours and Johnson and Scholes et al look how culture interacts within the organisation to define solutions and decision making. Schein’s model looks deep into the understanding of organisational culture, what values and beliefs are the driving force and doesn’t look at external factors that could contribute to culture behaviours in the workplace. Hofstede looks across cultures and openly compares them seeking a reason for such behaviours. Johnson and Scholes focus on elements such as routines/ power structure and how these connect and cause cultural changes in the workplace. 
Schein’s model is used for identifying and solving deep rooted cultural issues within an organisation. This model is useful for cultural change, although it is time consuming, when trying to solve something based on assumptions, critics argue it “oversimplifies the complexity of organizational culture by reducing it to three levels” (Fripp, 2023) that Schein doesn’t look at the influences of external factors and limits focus on power structures within the organisation. 
Hofstede’s model is used to understand how national cultures influence an organisations behaviour, this model looks at a lot of influences and may risk labelling something based on previous experience, stereotyping one for another and some critics state that “four dimensions did not give sufficient information.” (IPL, 2020) limiting information.  
Johnson and Scholes are used to help align culture with strategic objectives and acknowledging visible cultural elements, this model may overlook deeper cultural assumptions in favour of what can be seen visibly, although it has different element levels it does have limitations, and these can be overcome by using other models. 
Even though these 3 models are different in application they do share similarities, in the way they look at understanding and analysing culture. The three models all focus on how behaviour within the organisation effect behaviour, decision making and interactions with colleagues across the organisation. Each model has multi-dimensional levels which help to analyse culture in the workplace. All models look to improve organisation effectiveness by finding any issues and then looking for ways to improve them. All models highlight the importance of understanding cultural and how cultural changes may affect the values and beliefs held by staff within the organisation, generating changes and improving the organisation. 

[image: A Comparison of Hofstede's and Schein's representation of Organization Culture]
“A Comparison of Hofstede's and Schein's representation of Organization Culture.” (ResearchGate, 2024b)
While they differ in focus, these models can complement each other when analysing and managing culture at different levels, allowing the understanding and management of culture. 
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Evaluating an organisation within its broader environment involves using different techniques and models to look at internal and external factors. A Pestle analysis is a tool that can help identify and analyse these external factors whilst a SWOT analysis is a tool that can help identify and analyse internal factors. 
Using my organisation I have identified factors that could be potential issues from external factors using PESTLE. The Political issues that could arise for our business, these are local building regulations and safety codes that could impact installations of our products. Ensure that all products that are supplied and fitted meet requirements and comply with codes. Economic issues could be the rising energy costs leading customer to look for a more energy efficient system. The rising cost of materials and services can have an impact on sales. Social issues that could arise are older generation not wanting to update their old systems, therefore trying to keep their products working effectively and efficiently becomes harder. Customers want reliable and trusted workpeople in their homes, so ensuring you build a customer base based around customer service and personal care is important. The technology used for heating systems have been updated a lot in the last few years. You can now control your heating/ radiators and water cylinders by using an app on your mobile device. As boilers improve the technology for testing and diagnosing issues have also had to be updated, to ensure engineers have the correct tools to the work. The legal implements are as a Gas central heating engineer need to comply with gas safety requirements. Plumbers also need ensure they have plumbing certificates that meet regulated requirements.  All engineers need to have public liability insurance, health and safety regulations for any contractors they use. As they come into contact with the customers, taking details for invoicing and payment they need to ensure they comply with Data Protection laws. The heating industry is going through a large environmental change, heating systems have been dramatically updated in the last few years, and they are still looking to improve these systems whereby they will be eventually run by sustainable energy such as solar, wind and hydro energy instead of fossil fuels. 
I have used SWOT to identify potential internal factors that could arise for my organisation. These factors are Strengths, our company is a family run business, it is trusted and have a high reputation within the local community for being reliable and trustworthy, which has increased customer loyalty to the company. All engineers hold the right qualifications for the job and have all been in the industry for our 20 years. Weakness of being a small family run business is that the market for the company is limited, only having a few engineers’ limits how far they can travel for work. Opportunities that could potentially arise are being subcontracted by larger companies to do work. Using social media to reach a younger audience could help boost and promote the business. Threats to the company include larger companies with more resources taking work from the local community, rising costs of materials/ insurances and fuel/ travel costs are decreasing the profits of the business. New equipment that requires training in order to supply and fit, may hinder the business moving forward, as training could cost too much, or the company may not be able to afford to be an engineer down. 
Using Pestle and SWOT, the company can identify factors that could affect the company internally and externally. It allows for future planning and adaption to ensure the continuity of a successful business in the future.
[bookmark: _qsh70q][bookmark: _Toc182699335]Critically appraise the cultural and ethical behaviour present in one or more organisations. 
Critically appraising the culture and ethical behaviours that may be present in an organisation involves looking at the cultural norms and ethical principles that shape the way decisions are made in the organisations, looking at employee behaviour, beliefs and values, ethics and morals, stakeholders’ relations and societal impact. 
The leadership style used by a company can help encompass shared values, beliefs and practices that can influence how employees interact and work. There are 8 Leadership styles are Authoritative, consultative, Democratic or participative, Laissez-faire, Persuasive, Transformational, Transactional and Collaborative. The type of leadership style used can determine the way an organisation runs. Organisations such as google leadership style “is built around inclusivity, support, and fostering a growth mindset.” (Itexus, 2024) they focus on their staff ensuring they are supported in all aspects of the job role. Comparing this company to another company for example Amazon, Amazon’s culture is “customer obsession, long-term thinking, eagerness to invent, and taking pride in operational excellence. “(Gallo, 2021) As a manager it is important to be the example and set high standards which you expect your colleagues to adhere to. 
As a leader you have your own set of ethics and morale code. Ethics, “the discipline concerned with what is morally good and bad and morally right and wrong.” (Singer, 2024) Morales  “can be influenced by factors such as leadership quality, available resources, workload, and interpersonal employee relations.” (Meditopia, 2024) another viewpoint on morale and ethics are that “A moral precept is an idea or opinion that’s driven by a desire to be good. An ethical code is a set of rules that defines allowable actions or correct behaviour.” (Dictionary.com, 2018) 
In any organisation Ethics and morals are integral to how the company works, how they treat and manage their staff, being fair and treating everyone equally and offering the same opportunities to all, will increase trust and loyalty between everyone. As a leader being open and honest and transparent in what you say and do will also improve trust and loyalty within your team and organisation. It will allow colleagues to be open and honest back to you with issues and ideas they have.  Having a sustainable workplace “encourages socially, environmentally, and economically responsible behaviour.” (Miroslavov, 2023) There are several ways to make your workplace sustainable (see diagram) by doing this you will reduce costs spent across the whole business, will have lower staff turnover as moral in the team is high, this then increases productivity, which in turn keeps the business running for long term success.

[image: 12 ways to make a sustainable workplace] (Miroslavov, 2023)
When decisions are made, they should align with values and beliefs of the company to ensure integrity and fairness across all levels. As an organisation they need to take responsibility for decisions they make and how those decisions could affect the company. For example, in Wales  “From 6 April 2024, it will become law for all businesses, charities, and public sector organisations in Wales to start separating their waste for recycling.” (Biffa, 2024) If a company chose to not implement these new laws they would be face with an “unlimited fine” (News, 2024), this fine could be large enough that a small company could become bankrupt, which would then have an impact on all staff as they’d lose their jobs, their customers and the wider community. Empathy and compassion are important for an organisation to have, understanding the needs of your team, customers and the community. It’s important that “each member of the organisation must take responsibility to act with empathy and demonstrate support for their colleagues.” (Peters, 2020) organisations need to ensure that strive to be transparent, inclusive, fair and trustworthy to sustain trust and long-term success of the company. 
Sustainability involves looking at environmental, social and economic considerations into policies and practices in an organisation. Its looking at short term objectives with long term goals in mind, ensuring that they reflect on ethical responsibility. Environmental sustainability is ensuring that you are conforming to all laws and regulations within your area, that you’re looking to go green within the organisation, looking to use ecofriendly products or products that offer fairtrade to those who make the materials needed for the organisation. Social considerations look at being diverse and inclusive when hiring and teaming up with collaborations. Economic things to consider to be sustainable are having budgets that will help create and promote sustainability, offering incentives to employees and marketing with sustainable promotions e.g.- recyclable packaging. When making sustainable decisions, you need to factor in stakeholder ideas, meeting with employees, customers and community to understand their needs, allows for less waste and more sustainable friendly products. Sustainability is important for any organisation, looking at ethic, social and environmental issues and integrating them into the policies and procedures of the company it allows for long term sustainability.
[image: 3-pillars-en] (BlueLagoon, 2019)

Beliefs, ethics and morale influence workplace dynamics, beliefs may be aligned and unaligned in the context of ethics and morality. If your core values and beliefs are shared with an organisation, team leader or colleague, your values and beliefs are aligned.  These shared beliefs and values are “what makes a relationship successful” (Kumar, 2023) When your values align, you’re “more motivated, satisfied, and fulfilled in your work.” (Noori, 2023). Unaligned beliefs and values result from two or more different viewpoints, these can be between individuals, team or an organisation. These unaligned beliefs could lead to ethical dilemmas, such as doing something that contradicts your own beliefs. Thus, creating job dissatisfaction, job frustration and conflict. If views are persistently unaligned this can cause employees to leave, generating a high term over and lowering the companies long term success. 
When conflict has arisen its important because of unaligned beliefs and values its important to have open communication between the leader and the colleague(s), open communication allows for thought and feelings to be disgusted and hopefully overcome. As a team leader/ manager it is important to leave your own values and beliefs out of the situation and fully understand and take on board what they are saying, about how they are feeling, to properly overcome the situation. As a team leader “actively participating in bias training alongside employees, leaders can demonstrate a commitment to growth and inclusivity” (Expert Panel, 2024) being open and inclusive closes the gap of unaligned beliefs and allows for increased communication between colleagues, at all levels. Ethical alignment strengthens a company’s culture, their reputation and resilience in their industry. If a company has unalignment this could lead to a decrease in reputation and damage future successes.  
The dysfunctional conflict triangle is a framework that can be used to analyse conflict in an organisation. This triangle highlights how ethics and moral issues can contribute to or make conflict worse. 
[image: Dysfunctional Conflict Definition | HR Glossary - AIHR] (AIHR, 2024)
Dysfunctional conflict “wastes time, energy, and resources” (AIHR, 2024) this can lead to decreased employee moral productivity. Overcoming this conflict via open communication to find the root cause, can stop the increase of conflict across multiple levels in the company. As a company having clear expectations and guidelines will help overcome conflict. Being open minded and understanding can help build relationships, building loyalty and trust which allows colleagues to feel trust you. Encouraging this behaviour and noticing and addressing conflict an organisation “can create a healthier workplace environment that fosters employee engagement and productivity.” (AIHR, 2024)
A company needs to ensure that they are ethical, moral and looking for company sustainability. Creating a motivated workplace reduces the risks of conflict, creates a positive and productive environment that in turn allows for long term success. Addressing misaligned views reduces workplace conflict, allows for transparency and inclusivity of the staff in the workplace, will resolve issues but also strengthen the ethical foundation of the company. Being sustainable and consistently ethical builds an organisation of trust and loyalty, improving organisation and environmental goals.
[bookmark: _2p2csry][bookmark: _Toc182699336]Conclusion
In conclusion organisations succeed when their culture, values and beliefs and ethical behaviour all align internally and externally. Applying analytical frameworks such as PESTLE and SWOT, to critically analyse culture, it helps leaders identify opportunities for growth and build a company with good values and beliefs to have long term success. They will be able to identify any challenges, such as conflict and address it before the workplace environment becomes toxic, with decreased morale and productivity. Ensuring they promote sustainability for company growth, they will be more likely to have long term business success.  
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