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Introduction

In this report I will cover how do broader external environmental factors along with COVID-19 and ethical dilemmas affect organisational culture and its performance. This is followed by the company I chose to write about and reason why I chose this specific company. But before I get into that I want to speak about some important factors that influence the workplace culture.

Organisations cannot change themselves, but people can. Therefore, the transformation of an organisation begins when its leaders initiate a transformation. If leaders know their own values and behaviour patterns and their impact on those around them, they can use this as a catalyst for cultural change and transformation. Leaders need to be agile, alert and accountable to the often-numerous strategic transformations that occur in organisations.

Probably the biggest change in times of the pandemic is the mass move into the home office. In order to avoid as many contacts as possible, partially all those whose presence can somehow be dispensed with have been sent home. The office towers as visible relics of economic prestige have almost lost their significance. With the home office, the working world and the starting point of leadership are changing in equal measure. What to do when you no longer see your troops regularly and when all informal contact has to be organised via video conferencing? The new approach: Ensure success through corporate philosophy and shape corporate culture.









Main Body

The pandemic leadership from the HR perspective

For human resource managers, the human being is at the centre of their considerations. There are, of course, quite a few issues that change as a result of new forms of work in the pandemic. Leadership is about social contacts, motivation and success through successful cooperation. Now, both the situation for the individual employee and the social interaction have changed fundamentally. There is a lack of social contacts or even a nice word in the corridor. The psychological and social factors can only be experienced remotely (Bright, 1997).

Most of us - unlike our children - still do not understand smartphones and video conferences as social media. They are work devices. Thus, with digitalisation, personal contacts become planned and goal-oriented events. Everything that used to happen to leadership in an unplanned, personal and accidental way is eliminated with the absence of employees. Leadership is not only becoming digitalised, but also inevitably technocratic. A core element of leadership, personal exchange, has gone into lockdown (Parkin,1997).


Management and pandemic

Management focuses on the system and success. It is about effective strategies, ambitious goals and successful measures. All technocratic-instrumental aspects. From this perspective, the impact of the home office and digitalisation on task fulfilment is completely different. You just have to organise in a new and different way, a core task of classical management.

But for the veteran managers, life in the pandemic is not quite so easy either. The decentralisation of work limits the possibilities of direct influence. Immediately, new inefﬁciencies are suspected everywhere. Moreover, management in the homeofﬁce cannot even take quick corrective action. Work input, problem solving and operational details are now handled independently. Management has to accept a lack of controls and naturally sees the risk that the system will not run as well as with the usual interventions.



Culture as an anchor

How companies cope with the new situation reveals the often-ignored organisational culture. What works, what doesn't? Are employees used to working independently or do they continue to look to their managers for support? Have managers learned to relinquish responsibility, or do they suffer from the lack of intervention in the pandemic?

If people are sent to a distance and managers have no means of direct influence on people and processes, then a good result must necessarily be ensured via the indirect aspects of leadership. Corporate culture is the invisible bond that holds the whole structure together in times of social distancing and home offices. When companies have a distinct corporate philosophy, you can be sure that maybe not every single measure, but the whole thing is going in the right direction.

Culture as an all-enveloping element

We cannot escape this environmental factor. No matter what we do, we do it within a certain cultural framework. Culture is the medium that takes on different manifestations through condensation and dilution. How a company fundamentally functions and how the people in it work are all expressions of a certain corporate culture (Parkin, 1997)

I firmly believe that organisational culture is the foundation for all aspects of leadership. How people align and interact with each other is indisputably a matter of culture. But also, how a system is organised is ultimately a cultural issue. Just think of the dimensions of centralised-decentralised, or hierarchical-self-determined.

What is culture?

Culture is commonly deﬁned as a collection of traditions, values, rules, beliefs and attitudes that provide a framework for our thoughts and actions. Culture shapes our perception of things and is subject to permanent change. Culture is a social phenomenon, but it also takes shape in the companies themselves. It is the product of all thinking and acting in a company, a by-product of management, so to speak. In other words, culture is also the actual yardstick for evaluating good leadership.

Bright and Parkin have described corporate culture as: "This is how we do things here" (1). When we talk about leadership in the pandemic and beyond, it is precisely about how things are done, or will be done in the future. This concerns the interaction of people as much as the organisation of the system.

As early as the 1980s, there was a scientific examination of corporate culture. The authors described the cultural phenomenon and thus introduced a new, namely sociological, perspective into economic theory. The technocratic-mechanistic image of corporate management was supplemented by soft factors. The company was now understood not only as a functioning apparatus, but as an organisation in the sense of an organism. This makes corporate culture the all-important factor in modern management.


Many managers have no sense of their organisational culture

The problem: Many managers do not want to admit that the culture in their company and the way they deal with this culture have a decisive influence on their success. Especially managers who are new to a company and bring their own ideas, goals and strategies with them cut their teeth on the existing culture. These phenomena often manifest themselves:

They ignore the existing organisational culture and think that their strategies and goals can be realised if only they put enough pressure on them and show their assertiveness. If there are problems, if they encounter resistance, if their projects fail or if they don't achieve the desired results, then it's the fault of the circumstances, the incompetent employees or the general conditions.
They badmouth the existing organisational culture. They say that this is why important changes are hindered and that with this culture the company no longer meets the demands of the market. They hope that by doing so they will shake up the employees so that they will discard their previous attitudes, values and behaviours and adopt new ones. But this rarely works. Because employees do not simply throw overboard what they have believed in for years.



Many managers have a false idea of the organisational culture in their company. Some think that it cannot be changed anyway and that they are at the mercy of it; at best there are tricks to eliminate it. Others imagine that it can be managed like a project or shaped like a product; you just have to let the experts do it or take care of it yourself. Katzenbach and Harshak are convinced that misconceptions or myths are still entrenched in the minds of managers and that they cling to them. These are the common ones:

Managers think that nothing can be changed in their company because their culture prevents it. And they are not responsible for that.
Managers don't know how to change the culture of their company and think they can act past their culture. They set up independent companies or new departments that are not supposed to be tied to the existing culture. Most of the time, however, these are absorbed by the old culture after some time or they detach themselves completely from the company.
Because they do not want to deal with the "soft factors" of their company, the managers delegate this to the human resources and organisational developers. They are supposed to promote change with appropriate programmes.

The management or the board sees it as a personal task to create a different organisational culture and to drive change. However, this only works with the support of the middle managers with whom the employees have to deal on a daily basis.
Organisational change and change management always require working within and with the existing organisational culture. This is the task of every manager. But the levers are not immediately obvious. Most of the time they can only be moved indirectly. You cannot work on the values, the fundamental convictions, the feelings, the attitude or the self-image of the employees. The resistance there is too great. But you can work on the behaviours. As a leader, you can always and constantly make it visible:

We think this behaviour is right and we support it.
This behaviour is wrong and should stop.
This consistent leadership creates orientation in people. They know what is desirable and what is not desirable. They make their own experiences, which are valuable for them. Gradually, they then also change their personal and emotional perspectives as well as their values and ideas. The organisational culture changes in the desired direction.





Every organisational culture has its strengths

No company or organisation can exist without its own culture. And it must - as it is - also have its strengths. Otherwise, the organisation could not survive. But many strengths are far too seldom considered and respected in everyday life. There are contradictions in the values and ideas. Leaders and staff do not act coherently, but contradictorily. Then there is a call for a new organisational culture.

A radical change of organisational culture is not only impossible, but also unnecessary. Because every organisational culture has its strengths. The important thing is to recognise them and make people aware of them. Then the actions of all employees and managers can be aligned with them. Look for the behaviours in your company that lead to better results and that fit your strategies and goals.



Just as every organisational culture has developed itself, it can also be changed. Only from within, by trying out, evaluating, highlighting, spreading and consolidating. But not in a frontal assault, trying to impose something new overnight. The fact that the culture has to change always becomes apparent when the company is no longer successful and when it is in crisis, when employees leave and new ones don't want to come, or when it has to realign itself with the competition, when the previous behaviour of the employees no longer works.


For example, a bureaucratic organisation may have the conviction: We do things properly. No one is forgotten with us. We are fair and just. Such values can be helpful attitudes when it comes to improving customer service. Messages can easily be derived from them such as: We are reliable. We are safe. Other attitudes such as arrogance, slowness or excessive formalism can then be gradually pushed back.


Often it is small changes in the practised and internalised behaviour patterns of the employees that make it visible that something has to change. If they are regularly cultivated and called to consciousness, then there is a chance that they will replace the old values. Examples:

At every meeting of department head, every participant always sits in the same seat. To break up this thinking of "we do everything as usual", the leader of the meeting could ask: Please all change seats every time.

To break the thinking of "everyone works for themselves here", leave your office door open, invite your staff to talk to you or go there yourself and ask around.

To break down the thinking in the categories of "hierarchy, power and status", go to the canteen at lunchtime where all the employees are. You sit down at the table with the others and chat.

To break down the thinking that "costs don't matter", ask about costs, about time, about ways to simplify or standardise in project meetings (Parkin,1997).



It is always true that change does not only come about through rules or proclamations. It is not enough to talk about change. Actions must follow and conformity must be achieved. With the small changes you irritate. For some, this will be difficult to understand. You will therefore oppose it. Question their behaviour, criticise, talk condescendingly about it. Stand up to them. Explain why you are behaving in a way that is different from what your colleagues may have been used to. Nevertheless, this work takes time and patience. If you want to change something, take small steps. 


Participation

Organisational members are engaged in their work and have a strong sense of ownership. Employees at all levels feel that they have a minimum of influence over decisions that affect their work and that their work is directly linked to the goals of the organisation.
decisions that affect their work and that their work is directly linked to the goals of the organisation (Kraeftig,2021). Thus, in contrast to formal, explicit and bureaucratic control systems, organisations with a high degree of involvement can rely on informal, voluntary and implicit control systems. In the model, this characteristic is measured by three indices:

Transfer of responsibility: individuals have authority, initiative and the ability to organise their own work. This creates a sense of ownership and responsibility towards the organisation. 

Team orientation: Emphasis is placed on trying to work together to achieve common goals for which all employees feel responsible. The organisation relies on a team effort to get the job done. 

Competence development: The organisation invests continuously in developing the skills of its employees in order to remain competitive and to meet ongoing business needs.



Reasons, goals & importance: Why is organisational culture important?

Every organisation has a specific corporate culture. However, few know how important this culture is for the long-term success of the company. This is because a positive organisational culture ensures that employees feel comfortable and identify with the company. The result is a motivated and committed workforce that enjoys working in the company for the long term.

A suitable organisational culture should:

1. optimises communication channels.
2. connects hidden basic assumptions with what is actually lived.
3. improves the ability to adapt and innovate.
4. simplifies strategic orientation.
5. creates a more pleasant working atmosphere.
6. reduces the potential for conflict.
7. improves reputation.
8. increases productivity.



Description of the organisational culture: What does it manifest itself in?

A large part of workplace culture has an unconscious effect on everyday work. However, if you take a closer look, underlying attitudes become visible. It is most obvious to external observers. If you want to visualise your organisational culture, the following factors will help.


1. behaviours & interactions
2. power relations & leadership
3. ways of communication
4. organisational form & structure
5. working environment & furnishings
6. values & norms



Influencing factors: Who or what has an influence on organisational culture?

The organisational culture with its system of values and norms grows over the years and is co-determined by various factors. Economic, social and political aspects play just as much a role as internal company factors and people. These changes are not always intentional, but it is up to companies to adapt their culture to the new circumstances (Kreaftig, 2021).

Globalisation and internationalisation

The economy is becoming more and more global and international, and more and more interconnected (Frost,2021). Changes happen with increasing speed and complexity. Working methods must be increasingly digitalised and thus adapted to the digital transformation. Due to the constant adjustments, the organisational culture also changes over time. 

Demographic change & sociological influences
A company always has to deal with people - be they employees, customers or partners. These people belong to a society that is also subject to constant change.

As a rule, social changes are also reflected in the company. Examples of this are the generational change (Millennials and Generation Z) as well as the increasing equality and the associated quota regulations.
Role of superiors

Company founders and managers have a role model function. Their behaviour and values are transmitted to the rest of the company and influence the behaviour of the employees. Founders in particular have a great influence on how work is done in their company. This is because the culture from the founding years is often carried over for many years until it finally no longer corresponds to the current circumstances (Kreaftig, 2021)

When it comes to working on the corporate culture, managers play an essential role. They are responsible for motivating their employees for cultural change and for setting a good example for the sustainable development of the new culture.




Ethical dilemmas

In ethical dilemmas, options for action collide. We are obliged to do A and to do B, but cannot do both at the same time. A distinction can be made between two types of dilemmas:

- In instrumental dilemmas, the goal to be achieved is fixed. The dilemma arises
the choice of means. This is because the application of the means does not only lead to the achievement of the goal that is recognised as correct, the application of the means also entails side-effects that can cause harm. The question is: Can the goal or good that is sought outweigh or justify the evils that are also caused by an action?

- Goal, value or duty dilemmas: In the case of non-instrumental dilemmas, it is not easy to determine what exactly is in conflict. Duties or principles, goals or goods, but also values can conflict with each other. Dilemmas can also result from different combinations from this list.

A duty dilemma that often occurs in social work and care is in situations where clients want something that is harmful to them from the caregivers' point of view (example: eating too much, not exercising). This is where the duty to prevent clients from being harmed and the duty to respect and promote clients' autonomy collide.











Finding compromises in dilemmas

Even if ethical dilemmas cannot be solved, decisions must be made. Corona confronts political decision-makers, social organisations, but also the individual with situations in which decisions cannot be made. Ethical reflection is needed to deal responsibly with dilemmas. This begins with a precise and careful description of the ethical dilemma. 

Once the dilemma has been described, judgement and consideration begin. In practice, with ethical dilemmas in everyday life, the formation of judgement is fed from many sources:

- What are the consequences of actions and measures and how likely are they to occur - certain, highly likely or unlikely?

 The problem is obvious: it is about expected consequences. The answer to questions
The answer to questions about the future is always uncertain. This uncertainty must be dealt with. It was particularly immense at the beginning of the Corona crisis, since it was a new type of virus. In the meantime, we know more and will know more and more as time goes by. Based on the knowledge we have gained; the consequences must always be reassessed.

- In order to weigh consequences ethically, they must be considered in relation to >> goods.

- It is also important to ask which >> ethical principles
principles that guide the decisions we are confronted with in the Corona crisis.

- In the case of ethical conflicts in diaconal practice, the diaconal mission statement and codes of ethics are also a source for ethical judgement.

- Last but not least, legal requirements must be taken into account in decision-making. 
[>> Law and Morals].





Gibbs Reflective Cycle model 

Description:

In June 2021 I have started my course BALM. It is my goal to become a professional event manager. I want to organize festivals, wedding, bridal showers. Every big event needs planning and organizing the event and I want to be that person behind the backdrop. I was so glad that I passes the Certificate for higher Education on February this year and I knew I need to take chance to learn more in about the management and leadership industry. After a couple of months, I asked for a place in the BALM class and luckily, I got accepted. 
In June 2021 I started my class, and everything was going smooth until I got a call from my mother who lives in Germany. She called me and told me that my sister who was 8 months at that time, got a healthy baby but due to inner bleeding she was in Intensive Care. I immediately booked a flight to Germany just to be closer to her. We are very close in Age; she is exact one year younger than me. So, as you can imagining it was very shocking for me. While I was quarantining, I was taking care of her kids. I had a big fear of losing her because she already suffered with a Neurological disease she was born with. All of this really threw me off from my studies. I couldn’t concentrate on what my lecturers were teaching about. This is what threw me off totally from my studies. But a couple of weeks later, after my sister felt better. 



Feelings:

It was an emotional rollercoaster. The feeling of not knowing what the doctors would say, if she would wake up or if there was any damage to her brain. Before this incident, I was ready to study. I felt great about going forward to reach my goals. When all was over, I felt relief and I could concentrate more on my studies. Since I was the class representative, I felt a little bit like I wasn’t there enough for my classmates during that difficult time. I had to catch up with them after I made the WhatsApp group and I had to show them that I was there for them, and I was willing to help them if anything.








Evaluation:

When she woke up from the coma, I was again ready to give 100% towards my studies. Unfortunately, it took me quite a while to move on and focus more. But at the end I am glad, that everything went well, and I had the opportunity my lectures gave me. They were very supportive and understanding towards my circumstances. Whenever I felt like I was behind I could ask them questions and they would explain it to me in Details. I am very grateful for that. My classmates played a big role as well, they helped me whenever I asked them for help. 

 
Analysis:

Taking extra time off work helped me to find the time that I need to go through different topics my lecturers taught us. I sat down and I managed to do one 3 tasks a day. I have a notebook where I write down all the important things that the lectures spoke about and looking back. I learned to stop stressing and taking things slow. One step after the other helped me to catch up with the class.

Conclusion: 

In this situation I have learned to manage my stress because sometimes in life there are going to be situations that is not in my Hand, and I can’t change anything about it. I am not sure about what I could have done better. But I am glad that everything went well in the end.


Action Plan: 

Whenever I will face hardships, I will try to think more rational than emotional. Handling situations emotional can be very dangerous towards me and my environment. 
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