	
	
	




Skills for the Workplace
 Module Assignment Submission 


	Student Name:
	Lydia Muir-Bourne

	Student Number:
	2237326

	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 
 
 
 
 
Table of contents 
 1.1 Introduction 
1 .2 Culture/ Organizational Culture 
1.3 Invisible and Visible Culture 
1.4 Levels of Culture 
1.5 Cultural Sustainability/ Responsibility 
1.6 Personal Analysis 
Section 2
2.1 A Broader Personal Workplace Analysis 
2.2 A Swot and Pestel Analysis 
Section 3 
3.1 Ethics, Culture 
3.2 Hierarchical Structure Model
3.3 Personal Analysis 
 3.4 Conclusion 

6 Refrences 
7 Websites/ Bibliography 

 

 

1.1 This report will extensively evaluate culture in respect of organizational settings incorporating its visible and invisible elements alongside deep and shallow factors, supported with theorists and further evaluation through personal workplace contexts providing thorough investigation by methods of Swot and Pestle tools, following this will then provide an exploration of ethics and its interlinkage with culture also factoring a personal workplace analysis for maximum evaluation.  
1.2 Exploring culture and its concept of identifying characteristics and qualities of a certain individual or group/social group shows to encompass the social and societal normality's alongside its behaviors/habits, religion and language etc. “The most common understanding of culture is one that imagines a high level of internal uniformity within a social system.” ‘Rathje 2009’. This definition is expressive of the strength and application for tradition/ certain customs a culture may embrace alongside signifying a limitation towards extending beyond the particular culture; into/across further traditions and cultures/cultural norms. Cultures that are fixated on religious practices and traditions show little change regarding extending knowledge through additional cultures, further demonstrating the level of internal uniformity/strength of the particular culture. “Cultures are ‘internally characterized by the pluralization of possible identities and externally show ‘contours that transcend traditional borders’”. ‘Welsch 1995’. This is defining that many cultures incorporate tendencies from one another; excluding those of religious practices and traditions, cultural change is often seen as a result of environmental change and societal switches/ movements and therefore has a further leading effect on individuals in upholding societal/cultural norms. Exploring further it appears that “culture consists of patterns, explicit and implicit, of and for behaviour acquired and transmitted by symbols, constituting the distinctive achievements of human groups, including their embodiment in artifacts; the essential core of culture consists of tradition (i.e. historically derived and selected) ideas and especially their attached values; culture systems may, on the other hand, be considered as products of action, on the other, as conditional elements of future action.” ‘Kroeber & Kluckhohn 1952’. This is an overall definition highlighting the core elements of culture and its influence on individuals/social groups and shows to be an influencer towards action, implying that people may embody characteristics/behaviours relating to a culture and is therefore influential within action and potential foreseeable action. Looking at a workplace environment the organisational culture is composed from the history and set activities/job roles required from the company/establishment alongside employee collectives understanding and following workplace culture through combined thinking and shared opinions/values etc. “Organisational culture may be considered as the shared way of being, thinking and acting in a collective of coordinated people with reciprocal expectations; it is shaped, disseminated, learned and changed overtime, providing some predictability in every organisation.” ‘Serpa 2016’. As a leader, understanding the company’s culture and the desired attitudes/ behaviours an organisation values from employees proves vital in maintaining workplace efficiency regarding normalities in productivity alongside ascending further, achieving set goals and accomplishing company scopes/visions. “Leaders and managers will be better placed to implement strategy and achieve their goals if they understand the culture of their organisation. Strategies that are inconsistent with organisational culture are likely to meet with resistance and will be more difficult or even impossible to implement, while strategies that are in line with it will be easier to put into effect and more likely to succeed.” ‘CMI 2015’. By implementing strategic methods for company growth through management teams/leadership, employees are influenced to contribute and uphold the organisational culture; seen as regular workplace standards to be described as “an informal, shared way of looking at an organization and membership in the organization that binds members together and influences what they think about themselves and their work” ‘O’Donnel & Boyle 2008’ This definition is highlighting a more employee focused approach and perspective compared to CMI’s underlining management perspectives, the informality is based on both the conscious and unconscious efforts from leadership and employees, all contributing to the company’s/organisational culture.

1.3 Further exploration through an evaluation of the cultural iceberg model shows to provide a dissemination of its aspects, displayed as a structure categorising cultural elements by corporate visibility.
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                                                                      Edward T Hall   ‘Personio 2024’
This model is exampling both visible and invisible elements that may appear in corporate culture environments and is a practical tool for leadership in examining workplace customs/tradition by addressing the organisations identified aspects starting with the invisible elements. This is due to the simple fact that an organisations culture is to be formed and shaped from the established company values, ethics, and policies alongside the additional elements displayed at the deeper level of the model, therefore through addressing these aspects provides access for cultural change and workplace efficiency. The visible corporate cultural elements include company vision, strategy missions and overall external presentation implying that all surfaced elements are visible to company consumers; otherwise considered observable elements of corporate culture therefore must be perfected and maintained for optimum workplace productivity and company reputation/image. Through recognizing the company’s invisible elements allows an in-depth analysis of the organization’s culture and it’s at this level change is to be implemented for achieving the desired visible culture results. “Just forcing changes to process and structures will not lead to sustainable change. Likewise, re-writing strategies and goals will affect short-term change, but sustained change is generally only achieved when the underlying assumptions, beliefs and values are surfaced and influenced. This cannot be forced onto people but may be addressed through conversation and involvement.” ‘Hilton 2021’. By targeting the core aspects of an organisation, stated as ‘invisible elements’, change regarding the corporate cultural norms and further developments becomes accessible and attainable. Furthermore, a focus on workplace relationships is to be addressed as it shows to contribute significantly to workplace culture, referring to O’Donnel & Boyle’s quote stating organisational culture to be an informal collective method of communication and collaboration, a company is to value its employees through high consideration and reflection when addressing invisible corporate elements for cultural changes. “Organisational culture generates a significant influence on employee retention and cultures that foster unfavourable or unfriendly conditions could lead to the intention of employees quitting the organisation. Negative impacts can be created through staff turnover or employees exiting their employment such as high costs of replacing talent, accommodating new training needs, loss in investment on departing staff members and possibly a slowdown in the current work efficiency of the organisation.” ‘Idiegbeyan-Ose. et. al. 2018’. From this it is identified that employee collectives are highly valued within organisations that accommodate cultural changes to best suit working individuals alongside the company, and is a large success factor when aiming for company growth as a result of employee attitudes, relationships and fundamental workplace beliefs being a critical contribution towards organisational/corporate culture, however “culture can be demystified very quickly and should be in the realm and under the control of line management. Culture change should reside with those who control and manage the operational activity and the majority of people delivering to customer needs.” ‘Atkinson, 1990’. 
 
1.4 Analyzing culture in its depths concerning its position among corporate and organizational establishments concludes there to be many aspects/elements to consider; explored through Halls cultural model categorizing elements through visibility. A further analysis is present through an investigation of Schein’s organizational culture triangle illustrated below highlighting contrasting layers or levels within the corporate cultures and is demonstrated to be an applicable tool useful for management regarding cultural workplace aspects. 
[image: ]
                                                                 Edgar Schein ‘World of Work Project 2019’

This representation is displaying a scale in depth much like the previous model analyzed categorizing the impact each layer holds within an organization as well as its significance in forming and shaping corporate culture. The triangle is arranged into three elemental levels each individually holding a cultural value within an organization, starting with Artifacts residing at the top of the triangle and is classified a ‘shallow factor’ for contribution, considered as visible cultural indications among workplace environments. Some examples include uniform, workspace layout/design, company advertisement/ symbolisms, potential displayed imagery/posters highlighting company policies, regulations or information alongside the levels in employment status, rank, and positions. When aiming for cultural change, targeting the organizational artifacts results in insignificant outcomes, providing little insight towards true workplace culture, this is due to the need for a thorough investigation of all elements residing in each layer/level, accessing the deeper cultural factors of the company for comprehensive understanding, exploring all organizational aspects/ elements presented. Espoused values are seen as the company’s underlying values, beliefs and behaviors alongside potential scopes/visions and further factors all displaying company culture, some other examples being business agreements, contracts and partnerships as well as advertisements, public statements and additional promotions etc. These values sit center of the triangle model and issue a rational level of cultural change when addressed paired with cultural importance. “Espoused values that are expressed on behalf of the organization or attributed to an organization by its senior managers in public statements may be distinct from practiced values. While the relationship between espoused values and organizational practices continues being researched, espoused values are also used to enhance organizations’ images.” ‘Khandelwal & Mohendra 2010’. Overall, these values are reflective of business missions and act as a window allowing consumers to identify any readily accessible information concerning the company. Finally, at the base of the triangle sits Underlying beliefs, an expression of the opinions/assumptions held by company employees and factors as a powerful reflection of workplace culture. It is discovered that employee’s and their attitudes, behaviors and beliefs formulate the majority of workplace cultures/ environments and as an organization, maximum effort concerning cultural influence on workers is to be applied for achieving company visions, impacting through sources involving management/leadership strategies alongside other factors concluded within each layer of the model. Comparing Shein’s illustration of organizational culture with Halls iceberg model emphasizes a relevance in scale, both categorizing cultural elements via depth and visibility regarding consumers alongside its value/importance concerning cultural change if addressed. Halls model presents a dissemination of exampled corporate elements, whereas Shein introduces order and structure providing classification through layers/levels. The two theorists appear to demonstrate the workings of corporate/company culture to an extent providing useful models when challenged with organizational culture traditions or change

1.5 As an organization achieving a culture that is valued amongst the establishment, its employees and consumers for favorable reasons influencing workers, the environment/community well-being, alongside company financial success factors and competitive advantage must priorities high efforts for incorporating sustainability into all aspects of company culture particularly the shallow and deep corporate factors found in the models analyzed. “Extant literature suggests that competing perspectives of (i) external and internal orientations, and (ii) control and flexibility approaches are likely to drive sustainability operations within an organization.” ‘Linnenluecke and Griffiths 2010; Sroufe 2017’ Through addressing the external and internal elements or otherwise referred to as visible and invisible elements with sufficient knowledge on the company's cultural influence, the correct sustainability measurements/actions can be undertaken. "Organizational culture becomes a source of competitiveness and superior financial performance when it remains unique and not readily accessible, manipulated or modified, characteristics that cannot be ignored in the modern ever changing business world.” ‘Smirch 1983’ This demonstrates that successful sustainability is achieved through strength in company cultural traditions and limited workplace cultural changes. Both quotes imply that once the desired culture of an organization is achieved through an analysis of perspectives and strategy, it should then be maintained for sustained revenue/company growth. 
Corporate cultural responsibility (CCR) is to an equal degree of importance, supplying an addition to company social responsibilities however emphasizes focus on organizational responsibility over employees as well as stakeholders. After accruing the most appropriate benefiting culture for the company fostering inclusivity, employee wellbeing, ethical behavior and learning development initiatives, sustaining this through assuring responsibilities over employees is crucial as it is argued “that all members of an organization that participate in a corporate culture acquire a degree of individual moral responsibility for the actions of all other participants in that culture, where those actions promote cultural values. This is because, by sharing a culture together organisation member's support and facilitate each other's actions, so making each complicit in what the other does.” ‘Dempsey 2015’ This is applicable to employees, managers and further leadership roles regarding participation in workplace cultural traditions and maintaining efficiency, it is as well discovered that providing consistency in maintaining cultural sustainability factors a great responsibility providing company success rates are sustained/increasing, "Covey (1991) discusses the importance of consistency within an organization, and introduces the term ‘alignment’. Within an organization, this means that its structure, mission statement, shared values, management philosophies and all other aspects must be congruent (or aligned) with one another. These components align when an organization is centered on unwavering principles (such as trustworthiness, trust and empowerment). There will be no contradiction between what is said and what is actually done.” ‘Kane-Urrabazo, 2006’ Both sustainability and responsibility must be practiced and perfected within organizations for maintaining cultural efficiency regarding the company, its factors, and stakeholders. 

1.6 Addressing performance culture, sustainability and responsibility within an organization through a personal workplace analysis reveals Mcdonalds to highly consider its set cultural traditions and overall philosophy's emphasizing company values, ethics, principles and standards. The result of this being the achievement of global stature and success regarding restaurant chains, brand recognition and company revenue. “Mcdonalds is one of the most successful and recognizable fast-food chains in the world, with over 38,000 locations across 120 countries." 'Chandran 2023’, This is suggestive of a high-performance culture and therefore an examination of both sustainability and responsibility associated alongside company culture is necessitated for a sufficient overall analysis. A closer inspection by means of analysis through own restaurant environments concludes the workplace to demonstrate strong efforts for addressing invisible corporate elements; referring to Hall’s iceberg model, by means of an educative system applied through training programs, strategies, and policies alongside a focus on company external presentation and visible elements. “Mcdonalds educative or ‘cultural pedagogical’ aspect involves its capacity to produce and transmit knowledge, shape values, influence identity, and construct consciousness.” ‘Kincheloe 2002’ looking closely at the company's five core values being integrity, to serve, inclusion, community and family, the organization underpins these as the ‘backbone’ of the Mcdonalds brand and is a commencement or influencer for company culture/traditions. The identified workplace norms regarding these values consists of a gold standard service, prioritizing consumer needs for example altering products/meal requests to best suit customer preferences as well as ensuring order times are low through strategies for improving employee efficiency etc. In regards to inclusion, the workplace demonstrates maximum effort through employee events such as fundraisers, excursions, award incentives along with those encouraging combined involvement and an annual crew party inspiring relationship growth/ connectivity. This also motivates the community, however on a larger scale the organization displays this through its RHMC charities, collaboration and partnerships as well as sponsorships further highlighting the organizational culture. With technological advancements on the rise, the company equips cultural changes to best meet societal standards through online resources e.g. the Mcdonal's app allowing further order taking/collection services alongside company information and offer incentives for building consumer relationships. Lastly the family value is an overall expression of the desired cultural relationship between coworkers from the establishment and highlights a friendly/welcoming service, adjoined with the other core values acts as an insight into workplace culture environments especially when looking to apply. Reverting to Sheins cultural triangle, the shallow factors labelled artifacts is incorporated through serviceability, such as the company uniforms displaying simplicity and practically providing a set of two crew trousers, shirts, a belt and hat all displaying company branding/logos, this factors as just one out of a plethora of company advertisement efforts, another example of practicality being posters and policies illustrated within employee environments e.g. the crew room and kitchen highlighting regulations, company information/services, alongside  procedures in product construction and methods concerning equipment use etc. On a surfaced scale the organization exabits large publicity/advertisement efforts for upcoming promotions throughout various mediums maintaining efficiency through sustained company revenue growth. The workplace layout is of a simple design sectioning the floor space into three main areas for workers, consisting of the front counter, kitchen and back room or ‘order taking space’, the practicality of the identified cultural artifacts simplifies the working experience for employees resulting in positive attitudes, morale and a familiar workplace culture. The organization directs cultural/workplace sustainability and the responsibility for maintaining order onto leadership, store BM and salaried managers, those positioned as area/floor managers, and crew trainers which are as well examples of the levels of employment status within the establishment. Through personal reflection the restaurant demonstrates large cultural efforts regarding inclusion on account of a high staff intake, this is due to the company being a strong attraction for young workers conceivably because of workplace flexibility and practicality. Departing staff is frequently seen as a result of education purposes, for example college/university demands, young employees often feel they've outgrown the establishment and its culture if employment status or income remains constant. A potential improvement could be to factor more opportunities for employee requests for maximum efforts in employee satisfaction.


Section 2

[bookmark: _Int_bFlt6TJM]2..1 An evaluation through a broader analysis reveals the company to priorities high efforts for environmental sustainability identifiably due to its global success and sustained revenue, with such high sales worldwide environmental impact is substantial therefore company menu items are composed from high standard suppliers, prescribing the business with organic/ free-range products from various distributors worldwide. “When Mcdonalds is selecting the suppliers for its restaurant's, the company considers distribution centers and final processing facilities to be its direct suppliers, and primary processing plants, production plants, farms, and ranches to be its indirect suppliers.” ‘Mcdonald’s 2013’ This highlights company product variety and due to high reputation and customer retention, the company ensures product quality through multiple provider sources all in collaboration/conjunction with maintaining environmental sustainability. A closer inspection of this through analyzing own restaurant cultures shows the business to apply efficient recycling efforts through the placement of color coordinated bins in and around the restaurant for plastics, product packaging, liquids alongside food waste/ coffee grounds which are both then recycled as compost. The collection of all used cardboard is stored then taken highlighting further recycling efforts alongside the reusing of bun trays/ crates and vat oil, which is converted into biodiesel fueling company delivery vehicles etc. The company has as well adopted recent cultural changes for fully satisfying company and societal cultural switches through substituting plastic straws and other packaging for paper/cardboard ensuring packaging waste is environmentally friendly/ biodegradable. The identified culture is expressive of the five core elements explored however through broader analytical scopes, the organizations sustainability efforts are signifying the community value, in regards to valuing environmental factors, “Mcdonalds has stated in 2021, we joined the United Nations race to zero campaign, pledging to put McDonalds on the path to net zero emissions by 2050.” ‘Bourgase 2022’ This example alongside community values demonstrates inclusion and family through the organization's charity campaigns/programs for example, the established house charities known as the RHMC entailing the temporary accommodation for families in need during times where a family member; being a child greatly ill and is hospitalized, the family value regarding external company presentation is strongly shown, and in reference with the McDonalds overall organization showing to be a good comparison with the community value. Concerning partnerships the global company is seen to be in collaboration with various multinational corporations, examples being partnerships in its charities, as well as its suppliers, although recognized on a broader note, the company have recently collaborated with Deliveroo and just eat as result of meeting societal/consumer demands in simplifying order experience and demonstrates a good example of cultural change alongside adopting further technological partnerships such as google cloud for ensuring extra connectivity methods in today's digital age. A longstanding well-known partnership with the organization is seen to be the brand/company coca cola, in high devotion to one another, both are mutually beneficial resulting in the conjunctive brand/company being a strong stakeholder. Addressing company sponsorships concludes McDonalds to be a sponsor for a number of businesses/charities, programs and frequently seen at sporting events e.g. football and formula1, alongside sponsors of community affairs/projects ensuring community involvement on a local and large scale. Through extensive analysis of the company's visible and invisible elements alongside shallow and deep factors concludes the organization to highly respect its implemented core values and maintain them through maximizing external efforts highlighting community and family, alongside internal factors being restaurant environments/workplace relationships, sustainability and responsibility, emphasizing the values to serve, integrity and inclusion. This creates a functioning practical workplace culture and is shown to be a success factoring both restaurant and global sustained revenue growth.  

2.2 Below illustrates a deeper analysis concluding a SWOT and PESTEL analysis of the explored organizational culture and its factors affecting the organization in both positive and negative impacts or potential foreseeable threats alongside results of personal findings/conclusions.

 
	Strengths 
Five core values 
Award incentives 
Posters, policies 
Global success 
Product variety 
Cultural changes
Gold standard service
Practicality, simplicity 
Flexibility, sustainability
High standard suppliers
Sustained competitive advantage Partnerships, collaborations, stakeholders
	Weaknesses 
Lack of Cultural change regarding employee’s

Employment status/titles only extend so far within the establishment. 


	Opportunities 
Cultural change regarding employees for improved retention and satisfaction

Opportunities for employee requests for higher satisfaction 



	Threats 
Resignations due to educational purposes

Resignations due to lack of cultural change regarding employee’s 

Ever-growing technological/societal advancements requires ever-growing cultural changes. 


  


	Political 
Tax policies, VAT rates effecting store profitability/revenue and potential growth 
set standards from administrative positions on high calorie/ sugar products due to obesity pandemics. 

	Economical 
A slowdown in store/company revenue during pandemic times. 

[bookmark: _Int_kODTTbsX]A change in menu products or cultural changes affecting certain partnerships with distributors. 
	Social
Inclusivity through the company’s five core values

Fostering cultural changes to best meet societal needs

Advancements in store technological usage for maximum consumer satisfaction 

Consumer loyalty incentives e.g. the App and Monopoly promotions etc. 

	Technological
Strong cultural changes implemented for keeping up to date with modern standards e.g. The App and order preparation/delivery system.

Restaurant self-order-taking systems/Kiosks have been implemented and are also beneficial at times of high customer arrivals.  
 
	Enviromental 
The company display strong environmental sustainability through various recycling efforts 

As a global company, responsibility is taken for environmental factors e.g. production farms, reduction in emissions etc.

Cultural changes implemented to best meet environmental needs
 
	Legal 
Appropriate legalities are undertaken regarding all company stakeholders

High standard supplier's product efficiency and the gold standard rule, highlighting basic health and safety requirements/principles. 



[bookmark: _Int_NKPtW44t]An evaluation of the swot analysis reveals Mcdonal's to possess numerous quantities in strengths highlighting company global success, it can be argued that achievability in maintaining the identified qualities relies on restaurant/company global success rates, although store efforts for maintaining the identified strengths remain to be efficient and effective. The identified weakness being lack of cultural changes regarding employees, their routines etc., partnered with company practicality this may demonstrate to be a threat resulting in staff departure as a result of repetitiveness or lack of change in employment rank/status. Factoring the findings from the swot analysis concludes large opportunity for employee cultural changes in improving employee retention and satisfaction. 
An analysis of the Pestle evaluation reveals the company to adopt various cultural changes when reflecting on the verity in social factors, adjusting for consumer needs is displayed as common alongside the company's technological advancements meeting societal needs, the organization exhibits strong environmental sustainability efforts through recycling efficiency and applying cultural changes when needed. It can be concluded that due to the company's global success scale with restaurant chains worldwide, negative environmental impacts may be as a result of the company therefore extreme environmental efforts are undertaken for minimizing negative environmental influences.  


   Section 3

3.1 Workplace ethics are not always clearly defined therefore having a grounded knowledge base on correct conduct regarding honesty and integrity is largely valued for achievement in personal/company goals or growth “Ethics is concerned not only with distinguishing between the dichotomies but also with the commitment to do what is right or what is good. As such, the concept of ethics is inextricably linked to that of values, enduring beliefs that influence the choices actors make from available means and ends” ‘Uche, 2012’. This can arguably factor as corporate culture initiates, involving ethics with organizational values/ principles which are contributors to workplace culture/cultural traditions, however “The challenge of what constitutes ethical behavior lies in a ‘grey zone’ where clear cut right versus wrong and good versus bad dichotomies may not always exist” ‘Uche, 2012’ Therefore in regards to an organizational context a leadership/management correction and guidance is needed for ensuring control over workplace performance/productivity. “In developing an ethical corporate culture, ethical theory and organization theory are seen as being dependent on and complementary to each other. However, this process is made complex by recognizing that a hierarchy and the authority and subordination associated with it are necessary if organizations are to complete their tasks. Equality, fairness or justice and a moral approach to organizational issues are not automatically guaranteed.” ‘Small, 2006’. It is shown that the culture of a company is a high participating result of employee behavior, attitudes and beliefs which then conclude workplace morale, therefore valuing integrity and ethical behavior alongside further culture shaping principles benefits the businesses through various improvements in around all areas whilst maintaining management over the efficiency in overall workplace operations is crucial for order, providing an authority for guidance concerning ethical behavior's. A further inspection on workplace order through an analysis of both informal and formal organizations shows the informal aspect to flourish on own individual terms without corrective structure or direction, whereases formal environments provide an advanced structured system for personal/status growth. Below demonstrates an example of a business hierarchical structure providing further illustrations of employment status for accurate reflections. 
[image: ]
                                                                                      ‘Insight tycoon 2020’

This structure is reciprocative of a pyramid model displaying little factors at the top and providing a layered base demonstrating ‘bottom line’ employment rank/status and therefore also reflective of a laddered model grouped as three, however could be extended with multiple additions depending on the assessment scale. Businesses using such structures see clear vision in personal and company projections providing order and strategy alongside promotion incentives encouraging workers however using such systems, organizations may see competitiveness among coworkers, leading to disagreements, potential escalations or workplace bullying.  Ensuring the correct workplace culture is provided when operating under systems such as hierarchical structures for alignment in functionality and organizational values alongside understanding the correct ethical approach when faced with awkward/ difficult workplace matters. 

3.3 A personal analysis through workplace contexts reveals employee relationships, attitudes and overall beliefs to reside at the base of Sheins Pyramid model, being a deep factor for contribution towards company culture therefore employee ethical standards are to match company values, principally the value of integrity for contributing to the organizations overall cultural environments, factoring inclusion as well as community values, the restaurant and its collectives demonstrate appropriate ethical standards through a hierarchal structured system, much like the one analyzed above, displaying higher positioned roles acting as guidance for ethical decisions or other enquiries. The workplace establishment appears to be a formal environment; referring to the model above, the ladder of employment status is almost a reflection of the Mcdonalds company’s further providing insight into workplace cultural norms/practices. Ethical practices are also seen through the value ‘to serve’, and further customer service regulations when working with customer involvement, the company enquires from its employees to deliver a procedural service ensuring customer encounters are to company standard encouraging an uplifting friendly experience this is also demonstrative of ethical practices in and around the organization however can be argued that too much pressure regarding regulations and policies may result in crew dissatisfaction as a result of ethical practices unable to be enforced onto workers.    

      3.4 
To conclude, from exploring culture and its varieties/angles of approach regarding methodologies, levels and contexts it is analyzed that in order for effective cultural change, the underlying factors being the invisible elements and deep factors reverting to the exampled models analyzed is to be addressed and for maximum performance culture, in reference to the explored personal workplace contexts involving culture,  sustainability, responsibility, grouped with ethics and additional explored factors. The Mcdonalds organization demonstrates a display of maximum efforts for satisfying its five core values however a closer inspection the Swot and Pestle findings shows that an area for improvement regarding personal restaurant experiences, is to direct improved efforts for employee cultural change achieving improved employee retention and sustainability alongside factoring employee request incentives for further efforts in improvement/efficiency.  
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