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[bookmark: _Toc50034441]Introduction:
Organizational culture shapes the behavior patterns of the employees of an organization which ultimately results in organizational efficiency, and success (Frost, 2015). H&M is a multinational clothing retail company that has been operating its business activities in the UK promoting fast fashion (FashionUnited.uk. 2020). H&M firmly believes that strong organizational culture is based on values, ethics, morale, and social norms which help H&M to gain organizational sustainability in the long run. H&M has been operating its business activities in 74 countries and has a skilled workforce of 179,000 employees all over the world (Hmgroup.com. 2020). In this report, we will evaluate the organizational culture of H&M, and will also identify all the internal, and external factors that influence the cultures, and ethics of the employees of H&M. In the later part, we will analyze how these organizational culture and ethics are contributing to the sustainability of the organization. Organizational as well as individual culture, and ethics play a pivotal role in gaining sustainability, and profitability in the long run (Mareș, 2018).












[bookmark: _Toc50034442]1. Critically assess the workplace culture of H&M:
Workplace culture is one kind of environment that is built by an organization for the employees to shape their behaviors, and thinking (Carmichael, 2019). Workplace culture mainly consists of values, norms, thoughts, interactions, attitudes, behaviors, ethics which shape the behavior patterns of the employees working in a particular business organization (Hill, and Hill, 2016). H&M also builds up a strong organizational culture having some unique characteristics to facilitate satisfaction, progression, and relation with the employees. Workplace culture is a combination of workplace ethics, values, and norms perceived by an organization.
The workplace culture of H&M:
H&M always promotes an atmosphere of fair, creative, and dynamic workplace culture to pursue the employees to give their best efforts. H&M highly emphasizes the culture of respecting each other in the workplace. H&M also maintains a culture of fair wages, fair working hours, and freedom of the employees to join the trade union. Dynamic, and progressive cultures help the employees of an organization to broaden their outlook (Frost, 2015). H&M maintains a culture of equal opportunities for men and women. H&M also obeys all the laws, and regulations, and made it a part of the culture of the organizations. So, all the employees of H&M are humble to follow the rules and regulations.
Ethical standards shape the moral views, and thoughts of the employees, and so H&M develops ethical standards to work within the organization (Mareș, 2018). Moreover, H&M develops such an organizational culture where the employees make their own decisions, and encourage each other to bring the best outputs.
H&M strongly prohibits any kind of discrimination or bullying, and so it maintains a diversified workforce irrespective of age, gender, and ethnicity of the employees. H&M also follows the culture of the ‘open door principle’ through which the employees of H&M get the opportunities to discuss any work-related issues with the middle, and top management (Hmgroup.com. 2020). Such flexible and employee-friendly organizational culture leads towards employee motivation, and satisfaction too (Carmichael, 2019).  H&M also maintains a culture of giving feedback to the employees to develop their working skills and personal abilities. H&M always tries to establish an interactive relationship with the employees to develop a sense of ownership among the employees. H&M also promotes teamwork and collaborative working practice as a part of organizational culture. To sum up, H&M maintains and builds up a strong, dynamic, and progressive workplace culture which results in both organizational sustainability, and profitability. 
Organizational values of H&M:
Organizational values are the key components of organizational culture that reflect the core strategies of an organization (Mareș, 2018). So, H&M promotes values like the H&M spirit where fashion can get at the best price within the best quality. H&M’s organizational culture is based on the following values.
H&M promotes that ‘we are one team’ which promotes the collaborative work culture of H&M. H&M states that ‘we believe in people’ which indicates H&M’s trust in its employees. H&M also promotes entrepreneurial spirits and constant improvement as a part of its organizational values. Moreover, cost consciousness and straight-forwardness are also some values that the employees of H&M perceive too. These values turn into workplace culture in the long-run (Hill, and Hill, 2016).
Assessing H&M’s workplace culture through Hofstede’s Cultural Dimensions Theory:
Hofstede’s cultural dimension theory is generally renowned for cross-cultural communication which justifies the impact of society’s norms on the behavior patterns of the individual employees of an organization (Hill, and Hill, 2016). As H&M has a diversified workforce, H&M uses this theory to understand the different dimensions of cultural diversity.
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Figure 1: Hofstede’s Cultural Dimensions Theory
Source: (Frost, 2015)
Power Distance Index (PDI):
This index measures the extent to which the less powerful people think that power is distributed unequally which required a strong hierarchical order, and systematic chain of command within the organization (Carmichael, 2019). For example, the bottom line employees of H&M feel that power is distributed unequally. So, the PDI index of H&M is very high which indicates that the power distribution of H&M is systematic, hierarchical, proportional, and unquestionable.
Individualism vs. Collectivism (IDV):
This index measures the degree to which the employees of an organization are linked or attach to a group (Ybema et al., 2019). Individualism prefers to remain self-centered, and take care of himself only. H&M always promotes collectivism as a part of the culture of collaborative working practice. For example, the employees of H&M support, and encourage each other in his needs, and also look after the members of other groups,
Uncertainty Avoidance Index (UAI):
This index measures the index to which an organization wants to face uncertainty, and unforeseen changes (Hill, and Hill, 2016). H&M promotes fast fashion, and thus it embraces the organizational changes with unforeseen uncertainties. For example, the employees of H&M always go through organizational changes and innovation processes. So, the UAI index of H&M is low to adopt the changes with flexible rules, and regulations.
Masculinity vs. Femininity (MAS):
It is H&M’s culture to promote equal opportunities regardless of gender, nationality, age, or ethnicity. H&M maintains an optimum balance between masculinity, and femininity by giving equal opportunities to male, and female employees. For example, about 50% of the board members of H&M are female. Equal opportunities make employees loyal to the organizational culture.
Long-term Orientation vs. Short-term Orientation (LTO):
This index measures the connection of past events with future events. The short-term orientation promotes rigid organizational tradition that often frustrates the improvement of the firm (Ybema et al., 2019). So, H&M promotes a higher degree of long-term orientation to promote adaptation, flexibility, trail, and error, and problem-solving abilities. For example, H&M has been focusing all the organizational activities towards gaining organizational sustainability as a part of long-term orientation.
Indulgence vs. Restraint (IND):
This index measures the degree of happiness, and satisfaction of the employees working in an organization (Frost, 2015). Indulgence often refers to a weak control mechanism, and restraint often refers to a strong control mechanism. H&M uses both strategies based on the nature of the employees. For example, Km uses the indulgence approach in Europe but uses a restraint approach in Asia because the European people prefer more flexibility, and independence than the Asians.
Assessing H&M’s workplace culture through Handy’s four classes of culture theory:
Handy described four different dimensions of workplace culture that an organization can adopt based on its requirements, and circumstances (Sefue, and Mkapa, 2019). H&M mainly uses the task culture to promote its sustainability, and profitability of the organization.
[image: ]
Figure 2: Handy’s four classes of culture theory
Source: (Ybema et al., 2019)
In the power culture, the organization remains centralized having less bureaucracy, and quick decision-making facilities (Mareș, 2018). H&M doesn’t use this culture because H&M believes in the decentralization of the organization. In the role culture, employees have delegated roles, and responsibilities maintaining strong hierarchical order, and little scope of power exertion (Dew, 2018). H&M doesn’t use role culture because it is very bureaucratic, and it doesn’t allow the managers to delegate power to the sub-ordinates properly. In the person culture, an individual is regarded as superior to the organization, and so H&M doesn’t use this culture either. H&M uses task cultures where different teams are formed and are assigned different tasks based on their excellency, and expertise. H&M uses this task culture to promote the division of labor, the specialized skills of employees, and the technical knowledge of the employees. Moreover, as H&M uses matrix organizational structure, task culture gives an extra advantage to H&M.
Challenges of the workplace culture of H&M:
The social activist often creates several challenges regarding human rights issues and environmental pollution issues that often throw challenges to the organizational culture of H&M. Again, H&M often faces difficulties while collaborative ethics with the operation of the firm because sometimes it requires changes in operations. Gaining sustainability is the biggest challenge for any business firm nowadays (Frost, 2015). H&M also faces the same challenges regarding reuse, less pollution, human rights, and government laws.
Strategies to promote the existing work culture of H&M:
H&M will have to provide clear organizational goals, objectives, values, code of ethics to both the internal, and external parties to strengthen its existing work culture. Again, H&M will have to promote teamwork, and a sense of ownership among all the employees so that they perceive the organizational culture easily. Moreover, H&M will have to prove the culture of continuous improvement and will have to welcome workforce diversity eliminating all sorts of discrimination. Effective reward systems and motivated organizational culture often result in employee satisfaction (Dew, 2018). So, H&M will have to implement these strategies. In addition to this, H&M will have to provide training facilities, and organizational citizenship to the employees so that they can easily adapt to the organizational cultures more firmly.
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[bookmark: _Toc50034443]2.  A critical evaluation of the broader environment in which H&M operates, and its impact on H&M’s culture, and performance:
The organizational culture of H&M gets influenced by several internal external factors that need to be addressed to adopt the necessary strategies to build up a sustainable organizational culture. 
SWOT Analysis:
Through SWOT analysis H&M will be able to identify all the internal strengths, weakness, and external opportunities, and threats which will allow H&M to build up stronger workplace culture shortly.
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Figure 3: SWOT Analysis
Source: (Hill, and Hill, 2016)
Strengths:
The main strength of H&M is to deliver a quality product at the cheapest price range, and so H&M ensures organizational efficiency and cost leadership strategy. Cost leadership strategy often results in organizational efficiency (Ybema et al., 2019).  H&M builds up a work culture of a higher efficiency rate which accelerates the employee performances. Another core strength of H&M is that H&M can deliver any customize products within 3 months whereas other firms take 6 months to deliver. For example, H&M promotes just in time (JIT) system to promote its organizational efficiency.
Again another key strength of H&M is that it has a strong IT structure that promotes the culture of technological advancements and innovations. For example, H&M made it compulsory for all the employees to have basic IT knowledge to work in the company. Moreover, a strong brand image promotes the organizational culture of H&M, and applicants always find it attractive to work in such a renowned multinational company having a dynamic organizational culture. The brand image often helps an organization to promote environmental sustainability too (Sefue, and Mkapa, 2019).
Weakness:
Providing the best quality products at the cheapest price range can be a threat too (Mareș, 2018). That’s why H&M faces immense pressure to cost cut, and cost savings. For example, to keep the prices low, H&M has to give low wages to the employees which often results in employee dissatisfaction. Again, H&M mainly depends on the independent suppliers upon whom H&M doesn’t have proper monitoring or control for quality checking which challenges the quality control culture of H&M.
Another weakness of H&M is that H&M has to deal with different customers from different countries. That’s why H&M maintains a diversified work culture. Moreover, H&M develops a culture of training, and development for the employees to develop organizational performances.
Opportunities:
The retail fashion industry has been experiencing rapid growth in the last few decades (Frost, 2015). So, H&M will expand its business into different regions as a part of an aggressive business expansion plan. In this case, H&M promotes ‘go beyond your limit’, ‘feel the fashion’, ‘anything is possible attitude’, entrepreneurial spirit, continuous improvement, etc. as a part of its workplace culture to accelerate the workplace culture of rapid business growth. 
On the contrary, sustainability often results in organizational success. So, H&M has been promoting environmental, economic, and social sustainable culture within the organization to create a positive brand image in the public.
Threats:
The fast fashion industry has a negative brand image for polluting the environment, and global warming (Jeurissen, and Rijst, 2017). To get rid of such a negative brand image, H&M has changed and renovated its organizational culture focusing on environmental sustainability through reuse, recycling, and renovation. Sometimes, the strict government laws regarding minimum wage and human rights also hamper the organizational culture of H&M. For example, as per the law, H&M allows employees to go for trade unions and collective bargaining process which often create immense pressure on H&M to change the organizational cultures too. 
Again, high competition and rapid growth opportunities are also a threat to H&M. For example, competitors like Zara, Next PLC are giving more working flexibility, and benefits to the employees which also causes negative impacts on the existing organizational culture of H&M.
PESTEL Analysis:
PESTEL analysis identifies all the external factors of the business environment (Mareș, 2018). H&M will have to conduct a PESTEL analysis to understand the impact of external factors on organizational culture and organizational performances.
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Figure 4: PESTEL Analysis
Source: (Ybema et al., 2019)
Political factors:
The political factors contain government policies, trade restrictions, political stability, tax policies, and international relations (Sefue, and Mkapa, 2019). H&M conducts the majority of its business activities in foreign markets. In this case, the Brexit issue is a big barrier for H&M to gain free access to the other European countries which cast a negative impact on the organizational performances.
Political factors like Brexit have cast a negative impact on the organizational culture of H&M because H&M had to restrict its cultural diversity and multicultural workplace culture due to several restrictions imposed by the UK government. The logistic support of H&M has been greatly hampered by no-deal Brexit which also caused poor organizational performances. To get rid of this issue, H&M will have to contact the local suppliers (Dew, 2018). Moreover, H&M has been facing a high tax rate due to the new Brexit deal which will create pressure on H&M to cut costs which will eventually cast a negative impact on the employee performances. 
Moreover, among the 179,000 employees of H&M, a significant number of employees are migrant workers, and due to Brexit's issue, such a free flow of workforce will be interrupted (FashionUnited.uk. 2020). So, H&M will have to recruit new employees to fulfill the staffing need, and many employees will lose their jobs too. This will cast a negative impact on employee motivation too causing poor organizational performances (Frost, 2015). So, H&M will have to contact local trade unions to get the staff. So, trade barriers, interrupted logistic supports, high tax rates are harming the organizational culture of H&M through bringing limitations, restrictions, and barriers.
Economic factors:
The economic factors contain the influence of economic growth, exchange rate, unemployment rate, inflation rate, etc. (Ybema et al., 2019).  Due to Brexit, and the Covid-19 issue the GDP of the UK is predicted to decrease to 5%. Moreover, due to the Covid-19 pandemic, about 26% of the UK’s workforce has become unemployed which amounts to about 7.6 million jobless people which indicates the shrinking economy of the UK. On the contrary, the UK is expected to experience a high inflation rate of 1.7% which also disrupts the free flow of business activities of H&M. Again, a high unemployment rate also creates opportunities for the employer to reduce the salary of the employees. H&M also decreased the salary, and wages of the employees during the Covid-19 pandemic.
 In such a situation, to survive in such a shrink economy, H&M has been laying off employees to cut costs which have been creating a negative impact on the workplace culture of H&M. The employees are worried about job security, and H&M has been facing challenges to provide other employment benefits to the employees which have been causing dissatisfaction among the employees. Employee dissatisfaction, and high employee turnover rate disrupts the collaborative working culture (Sefue, and Mkapa, 2019). Moreover, such dissatisfaction of the employees often results in poor organizational performances. So, the economic factors are causing negative impacts on both organizational culture and performances.
Social Factors:
The fashion industry has been experiencing rapid changes and the dynamic demands of the customers. The social factors include the living standards, education, lifestyles, social status, gender, age of the people that influence the business activities (Jeurissen, and Rijst, 2017). Due to rapid change, H&M has to maintain a dynamic culture in the firm to adapt to the changes in the marketplace. H&M maintains a culture of continuous improvement and innovation which allow the employees of H&M to give quick response to the change of the customer demands, and preferences. For example, the employees of H&M are trained to deliver any new design of products within 3 months.
Again, H&M deals with different types of customers of different cultural backgrounds, and so H&M employs employees from different countries so that the employees can easily deal with all types of customers. Moreover, the large number of the workforce of H&M consists of employees of different cultural backgrounds which also make diversify the organizational culture. In these ways, the organizational culture gets diversified (Ybema et al., 2019). So, H&M has to deal with such cultural differences which cast a positive impact on the employee performances. 
Despite these sometimes, H&M faces challenges while preparing different types of products for different markets which creates immense pressure on the organizational culture pushing all the employees to deliver their best performances. For example, European customers prefer fast fashion whereas Asian customers prefer slow fashion. So, overall, it can be said that the social factors causing a positive impact on the employee performances, and organizational culture of H&M.
Technological factors:
The organizational culture of H&M promotes the technological improvement and continuous improvement. The work culture promotes the interparental spirit that pushes the employees to bring innovation in the work process (Sefue, and Mkapa, 2019). The UK fash fashion industry sells more online than offline. Due to technological advancement, H&M has been emphasizing more on the online platform nowadays. H&M has been imparting training to its employees regarding online selling, online customer service, digital marketing to develop the organizational performances which are putting a positive impact on H&M.
On the contrary, due to technological advancement, the employees have been claiming the facilities of ‘work at home’, flexible working time, online management portal which has been reshaping the organizational culture too (Dew, 2018). That’s why H&M has been making the workplace culture flexible to the employees to keep them motivated, and also ensuring the efficient use of technological advancement through using AI technology which has been putting a positive impact on H&M’s workplace culture, and employee performances. So, overall, it can be said that the technological factors causing a positive impact on the employee performances, and organizational culture of H&M.
Environmental factors:
Environmental factors contain climate change, global warming, environmental policies, etc. These environmental factors have changed the workplace culture mostly (Jeurissen, and Rijst, 2017). H&M has included business ethics with its organizational culture to gain sustainability. Again, H&M has added a code of ethics with its business operation too to enhance the employee performances towards organizational sustainability.
H&M has made sustainability a core ingredient of its workplace culture (Sefue, and Mkapa, 2019). So, the employees of H&M work hard to gain environmental sustainability by reducing carbon emissions, reuse, recycling, solar energy, and using renewable energy sources. H&M has built up a culture of reuse, recycle, and reduce which promotes environmental sustainability ensuring less carbon emission. Such workplace culture has developed the organizational performances of the employees making them more dedicated to the firm.
Again, the responsibility to the community is one of the core values of H&M’s organizational culture, and so H&M has been conducting a wide range of CSR activities to protect the environment. For example, H&M has been investing in a safe water project, education, and empowerment project, renewable energy sources project, and climate change project as a part of its corporate social responsibility. So, overall, it can be said that the environmental factors causing a positive impact on the employee performances, and organizational culture of H&M.
Legal factors:
Legal factors consist of employment act, environmental law, discrimination law, government laws, etc. which often put trade restrictions on an organization (Worthington, and Britton, 2017). The UK government is very concerned regarding human rights, employment law, labor law, and environment laws, and so H&M faces different types of challenges obeying these laws. For example, the environment law compels H&M to use renewable energy sources which required change in the work process and work culture of H&M. 
On the contrary, due to the no-deal Brexit, H&M will face tariff barriers, rigid government policies, high taxation rate which will also cast a negative impact on the organizational culture, and organizational performances of H&M. So, overall, it can be said that the legal factors causing negative impacts on the employee performances, and organizational culture of H&M.
















[bookmark: _Toc50034444]3. Justifying whether present cultural, and ethical standards of H&M and the personal ethical standards, values, and beliefs of most employees is sustainable, and can help H&M achieve its corporate objectives, and social responsibilities:
Business ethics is the moral responsibility of an organization to the respective community through developing an interactive relationship with the social groups, and institutions (Ybema et al., 2019). H&M uses a code of ethics as a part of its business operation, and so the corporate objectives, and social responsibilities of H&M signifies cultural and ethical standards.
Corporate objectives of H&M:
The core objective of H&M is to amalgamate sustainability with fashion through ensuring environmental, economic, and social sustainability. The corporate objectives of H&M are ‘leading the change’ through promoting innovation, driving transparency, and rewarding sustainable actions. Another core objective of H&M is circular, and climate positive strategy. In climate positive strategy, firms use only the recycle, and sustainable source product using climate positive value chain (Dew, 2018). Another corporate objective of H&M is promoting fair, and equality through providing fair jobs for all, and maintaining cultural diversities.
Social responsibilities of H&M:
The ethical standards of H&M urge its responsibility to the community through performing CSR activities (Worthington, and Britton, 2017). So, H&M initiates several corporate social responsibilities to develop the life standard of the community people. For example, H&M has been running a water sanitation project in India to provide safe water. H&M also conducts education, and empowerment project by facilitating the educational platforms and providing jobs to the unemployed one. Maintaining good governance is also regarded as a social responsibility maintaining structured governance procedures (Jeurissen, and Rijst, 2017).



Justifying H&M’s culture, and ethical standards through the Triple Bottom Line approach:
Previously, H&M was mainly concerned about the monetary benefits but nowadays H&M also focuses on sustainability, and corporate social responsibility through linking responsibilities with people, planet, and profit. Triple Bottom Line approach consists of people, planet, and profit (Hill, and Hill, 2016).
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Figure 5: Triple Bottom Line approach
Source: (Carmichael, 2019)
People:
Here, people mean responsibilities to the employees, and the community people (Sefue, and Mkapa, 2019). H&M performs business activities which develop the living standards of the employees as well as the community people. According to this, H&M will have to give fair wages, proper working conditions, basic human rights, employment benefits to the employees as a part of an ethical standard.

Planet:
This part of the strategy signifies responsibility to the plane, and the environment (Dew, 2018). H&M is committed to doing less pollution, less carbon emission as a part of gaining environmental sustainability. Moreover, H&M has been using the 3R strategy of reducing, recycle, and reuse strategy as a part of its organizational culture, and ethical standards. For example, by 2025, H&M will use 100% sustainable cotton, and 70% of the energy source will come from renewable energy.
Profit:
This is the core factor of maintaining ethical standards (Hill, and Hill, 2016). H&M will not conduct any economic activities which will harm the society and community. H&M earns profits maintaining laws, and will conduct CSR activities as a part of its ethical standards.
Caroll’s CSR Pyramid justifying the ethical responsibilities of H&M:
Through Caroll’s CSR pyramid, the corporate objectives, and corporate social responsibilities of H&M can be justified through emphasizing on the organizational culture, and ethical standards of H&M.
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Figure 6: Caroll’s CSR Pyramid
Source: (Jeurissen, and Rijst, 2017)
H&M conducts several philanthropic responsibilities through developing the living standards of people of the wider community being as a good corporate citizen. H&M also makes the best use of the organizational resources and performs CSR activities, and sustainable activities as its ethical standards, and corporate culture. In terms of ethical responsibilities, H&M performs all the operational activities maintaining the code of ethics. Again, H&M online, and implement fair, right, and justified systems to provide the employment benefits. Most importantly, H&M avoids all the activities that can harm society. In terms of legal responsibilities, the organization obeys all the laws, regulations maintaining the moral values (Hill, and Hill, 2016). H&M also follows all government laws. The economic responsibility of H&M is to remain economically profitable and performing the other responsibilities to society.
Justifying the personal ethical standards, and beliefs of the employees achieving the corporate objectives:
H&M believes that the development of an individual employee is the development of the organization. So, H&M develops a strong organizational culture that promotes the ethical standards, beliefs, and values of the employees. To implement the corporate objectives, and social responsibilities, H&M will have to align those objectives with the employees’ performance. Vroom’s expectancy theory can describe the ethical standards, and values of the employees that results in implementing the corporate objectives, and social responsibilities in the following ways (Romanenko, 2016).
Vroom’s expectancy theory:
This theory suggests that the behaviors of the employees depend on the choices that the employees make based on the rewards (Sefue, and Mkapa, 2019). The employees of H&M choose such a behavior pattern that maximizes their profit and decrease their pain as part of the organizational culture, and ethical standards.
[image: ]
Figure 7: Vroom’s expectancy theory
Source: (Romanenko, 2016)
Expectancy:
Expectancy implies the assumption that conducting hard work enables the employees to achieve the given target based on past experiences, and confidence level (Romanenko, 2016). H&M sets corporate objectives, and social responsibilities that are attainable, and achievable. The moral values and organizational culture of H&M also push the employees to adopt the H&M’s sprit, and’ anything is possible’ attitude which enables the employees to gain sustainability while implementing the corporate objectives.
Instrumentality:
Instrumentality means justifying, and assessing the probabilities of gaining rewards at the achievement of the targets (Hill, and Hill, 2016). The employees of H&M use their relationship, excellency, and performances to justify the probability of gaining rewards after successful completion of the given targets. The employees of H&M use moral values, and ethical standards to gain the rewards fairly. On the contrary, H&M also promises to give appropriate rewards, and establishes a direct relationship between performance, and reward at the fulfillment of the given target as a part of its organizational culture, and ethical standards.
Valence:
Valence means the perceived value of the given rewards achieved by the employees. Valence works as a motivating factor for the employees to implement the corporate objectives maintaining the ethical standards (Jeurissen, and Rijst, 2017). H&M also maintains ethical standards to set such a reward which must have high perceived value to the employees. In this case, H&M uses an organizational code of ethics to make the target achievable, and clearly state the rewards to the employees. On the other side, the employees of H&M don’t use any unfair means to get those rewards, and they also welcome the perceived value of the rewards.
In these ways, the employees of H&M ensure organizational efficiency using their personal beliefs, and moral values as a part of the organizational culture. By, doing so, the employees work hard and become dedicated to H&M to achieve the corporate objectives of H&M through performing operational, and corporate social responsibilities.



[bookmark: _Toc50034445]Conclusions:
Organizational culture not only influences the business activities but also influences the attitudes of the employees which results in efficient organizational performances. H&M maintains a dynamic, and progressive work culture that facilitates the employees to bring excellence and innovation in the workplace. In this case, several external, and internal factors are affecting the organizational cultures and ethical standards of H&M. H&M will have to identify all these key factors and will have to adopt the necessary strategies to tackle these challenges to build up a much stronger workplace culture. In this case, H&M will have to adopt organizational sustainability as a corporate objective and will have to continue performing several numbers of corporate social responsibilities aligning the interest of the employees. The alignment of organizational culture, and ethics with the employee ethical standards, and moral values will result in organizational success in the long run.
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