[bookmark: _Hlk133340570][image: ]

BA (Hons) Leadership and Management Skills in the Workplace 

	Student Name:
	Natasha Mitchell

	Student Number:
	2116387

	Module No:
	BMSK5009

	Module Title:
	Developing the Learning Organisation



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



Contents
Introduction	3
Definition of a workplace culture	3
Models of culture	3
Handy culture theory	3
Deal and Kennedy culture	4
Trompenaars 4 corporate cultures	4
Hofstede’s cultural dimensions	4
Pestle analyses.	6
McKinsey 7’s framework	6
Carrols CSR sustainability Pyramid	7
Comparing past and present employments	8
Behaviours within the company	9
Conclusion	9
References	10
Bibliography	10



















[bookmark: _Toc150690895]Introduction
In this assignment I am going to be researching different management cultures and comparing them to my current employment. I am also going to critically assess what workplace culture is and what its purpose is within an organisation. Creating a pestle analysis on my place of employment. And finally compare past and present employments on their cultural and ethnical behaviours.

[bookmark: _Toc150690896]Definition of a workplace culture

Culture is something that is around us all the time, a workplace culture is the shared values, beliefs and attitudes that people have within the organisation.  This is sculped by the social and cultural context of people. Management and organisational direction play a huge part in how the culture is set out and how employees feel working for the organisation. A positive workplace culture raises morale and improves teamwork, which then would increase productivity of employees and work performance would increase. Workplace culture plays a big part in employees wellbeing by reducing stress. So having a positive work culture makes employees happy to come to work and enjoy what they are doing. (Agarwal, 2018). 
Why is workplace culture so Important, employees want to feel connected to their colleagues, and colleges want a positive culture within the organisation. Research done by Deloitte shows that 94% of executives and 88 % of employees believe a distinct cooperative culture is important for the business to succeed. (Bloznalis, 2022)
Having a positive workplace culture win an organization attracts and retains employees, employee will become loyal to the company and commit and engage, and work best to their ability. 
The impact on having a negative workplace culture is you have a high staff turnover you are constantly training new members of staff and the staff you still have working for the organisation are repeating their work or taking on bigger work loads to try and keep on top of things. This will impact the number of sick days an individual takes just to get a break or have a strenuous effect on their metal health.  This will also bring down the morale within the organisation. And employees would dread coming into work. This is not something an organization needs. (stefo, 2017)


[bookmark: _Toc150690897]Models of culture 
[bookmark: _Toc150690898] Handy culture theory 
Charles Handy a management consultant came up with his own culture theory for organisations he describes the four distinct management styles, club culture, role culture task culture and existentialist culture. By their different management styles, he believes club culture is built on power and respect. This is often found in organizations that a likeminded, this type of culture thrives when speed nis more important than accuracy. In the club culture individual relationships often count for more validity of your arguments or ideas, to deal with this make sure everyone is on the same page.
Role culture is another style Handy speaks about this is often found in hierarchical organizations, the role culture is most effective when working in a government agency or an organization that experiences slow changes. Role culture works depending on your organization having the right rules and procedures in place. It’s often difficult to implement large scale changes with role culture. 
Task culture within an organisation judges’ people by their results and ability to complete tasks on time. Talent, creativity and problem solving are valued within the organisation. Task culture is often used in industries where problem solving is a primary objective. 
Existentialist culture this is best for organisations that depend entire on talent or skill to run. This culture exits to help people achieve their higher purpose this is where individuals can shine. an individual’s freedom to achieve their potential though their skills is highly recommended with this culture. This culture also works with teams of people it allows them to engage and show off their ideas and skills to help the organisation brainstorm potential ideas, everyone gets to have their say and participate. (Handy, 1978)
[bookmark: _Toc150690899]Deal and Kennedy culture 
The deal and Kennedy culture is based of 4 different characteristics of an organisation and how quick they are to receive feedback on whether their choices where beneficial to the company or not. He categized them as tough guy macho culture, companies who take high risks and get quick feedback. Bet your company culture, companies who take high risks but have slower feedback on of results. Work hard play hard culture, for companies taking low risks for quick results. And process culture this is the play safe on low risk and slow feedback on their actions. This two-dimensional model suggested the biggest influence on a company’s culture in the business environment. (Deal, 2000)

[bookmark: _Toc150690900]Trompenaars 4 corporate cultures
Trompenaars is known for his model of cultural differences, this he developed alongside Charles Hampden turner. He grouped these again like the others into four groups the first, incubator culture, this culture is said to be for those who are creators and are process led. We then have family culture this more family orientated for example having close bonds with employees like a parent figure, looking out and helping other to grow. Eiffel tower is another one and this one is task orientated, people having specific roles in the system one job and one job only. And last we have guided missile culture these are companies that like people to get the job done have specialists or experts in fields and task targeting. (Bremer, 2017)



[bookmark: _Toc150690901]Hofstede’s cultural dimensions
Greert Hofstede in the 180s created a cultural dimensions theory based on information he had gathered in the 1960’s and 1970’s he used this information to create a framework that some companies still use to this day. He identified six categories that define culture, they are:-
· Power distance index
The degree to which inequality and power are accepted is considered. A culture values rank and authority, tolerates justice and power imbalances and promotes bureaucracy that is indicated by high power.  A low power score is indicative of a culture that supposes flat organisational structures with a focus on power distribution. 

· Collectivism vs individualism 
In civilizations that value individualism, the focus is on the rights and achievements of the individual, with the needs of the self and family come first. Collectivism suggests that the objectives and welfare of the group are given more weight. People from collectivism backgrounds tend to value loyalty and relationships more than people. 

· Uncertainty avoidance index
This considers unforeseen circumstances and how occurrences are handled. There is also a limited tolerance for risk taking. these cultures use strict laws, rules and similar measures as means to reduces the uncertainty for individuals and organisations. 
· Femininity vs masculinity 
This is also known as gender pacific roles and how much society values conventional roles associated with men and women. Having a strong sense of assertiveness, courage and competitiveness are traits of masculinity. Femineity has traits of being humble and nurturing. 
· Short term vs long term orientation
Long term-oriented societies put an emphasis on the future delaying the short-term gains for long term accomplishments, delivering short term success or satisfaction and focusing on the immediate future are characteristics of shirt term orientation. 
· Restraint vs indulgence 
Indulgence indicates that society allow relatively free gratification related to enjoying life and having fun. Restraint indicates that society suppresses gratification of needs and regulates it. (wale, 2023)
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Creating a pestle analysis based on my current organisation which is a haulage company. 
	Political 
	Economical 
	Social 
	Technological 
	Environmental 
	Legal

	These are the factors that are related to government policies.
Politics instability impacts the logistics industry.  
	Inflation has a serious impact of the haulage industry. If the interest rate increases, the demand for goods will decrease and that will impact the industry. 
	Consumer behaviour impacts the logistics industry, if customer want their goods in a hurry some companies will rush to get good feedback and get themselves heard this will benefit them immensely with future clients. 
	Tectological factors impact different parts of the industry. More use of technology reduces the need for manpower and increases accuracy for haulage companies to plan deliveries accordingly. This however does need to be over seen by staff members.  
	Legal factors to take into count are that vehicles needing inspection and ADR kits are up to date. Drivers are trained accordingly and licences up to date. Trailers have had inspections and MOT’s. all drivers are within their legal required working hours for driving. 
	Environmental factors that impact a haulage company are, weather that plays a huge part. Delivery locations for accessibility. Possible vehicle breakdown can also be an environmental factor depending on the situation the break down.  



A haulage company is one of the biggest industries worldwide, it is responsible for importing and exporting goods worldwide.  However, there are multiple factors that can impact its everyday operation some mentioned above. The logistic industry is forever evolving and growing and expanding its resources to try and avoid any optional delays in delivering to their customers. (Monmin, 2023)

[bookmark: _Toc150690903]McKinsey 7’s framework 
In the 1970’s this framework was created by two people Tom Peters and Robert Waterman they both worked as consultants for a company called McKinsey & co. they both identified seven internal factors of an organization to create what they believed would make the company successful. They called this the seven elements of McKinsey while most models focus on the change of management, McKinsey sevens framework focuses on the organization structure. This framework was aimed change leaders can manage organisational change. By categorising them into seven key elements they are structure, strategy, system, shared values, skill, style and staff. The strategy element of this framework is a plan that the organization has created for successful change, structure refers to the chain of command within the organization, this is a simple yet effective element as it provides a sense of accountability within the organization. Systems this is the procedures that staff use daily basis to get the work done. Shared values this is the core of the organization, when implementing a change to the values of their organization this only possible in strong organizational cultures. Style this refers to the management style that the company decide is satisfactory as this would give them the productivity they require. Staff this part refers to the talent they bring to the company, and the motivation of the staff and how well they are trained and rewarded. Skills this refers to the employee’s capabilities for completing tasks, skill gaps often create a burden on experiences employees. (Peters, 2004)
 It’s essential to the organisation and existing employees to identify any skills gaps and to create a training program suitable for them. You must identify which of the seven elements of the framework need attention to improve organisational performance, weather it is restructuring new software. All these elements work together to help create a stronger business. If one falls it has a knock-on effect to the other elements. (Malik, 2023)
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Starting from the bottom we have Economic; this means making sure the company stays profitable and financially transparent. Responsibilities for this would be ensuring financial risks are manged correctly, keeping cost to a minimum, maximising income and investing the growth of the business for long term. Everyone within the organisation can play a part in keeping costs down, this enables the company to create and sustain jobs in the community. 
 Next set up the pyramid is Legal, keeping employees and customers safe, ensuring you meet all environmental requirements, ensuring you meet all health and safety requirements. Ensuring all of these are met this will help protect the organisation from possible prosecution. Organizations are often required to meet a environmental regulation in order to maintain their business this could be carbon emissions or pollution. 
Ethnical responsibilities this is something that can be fully legal but be unethical. For example, climate change and causing harm to the environment, business need to consider standards and practice that aren’t a legal requirement based on ethical considerations before it becomes law. 
Philanthropic responsibilities is the highest level of Carroll’s pyramid, this goes way beyond any legal expectation, It’s about being a good cooperate organization. examples of this would be sponsoring other local businesses within the area. Donating to a charity or holding charity events and trying to tackle wider globe issues. (Anderson, 2023)


[bookmark: _Toc150690905]Comparing past and present employments 
Using the culture models, I have previously spoken about I am now going to use them to compare workplaces. My previous employment as a post office area manger for a supermarket business was very micromanaged staff were expectant to do multiple work loads will trying to maintain their post offices safe and secure. This led to the job not being very enjoyable and an increase in staff turn over across the company. This company was not family orientated more like F W Taylor’s theory about timing every movement. (kemp, 2018) the work culture with this employment was very poor no staff had any motivation they were just there because it was convenient, high staff turnover which led to staff sickness.
My current employment in a logistics coming have far better cultures, they are family orientated. Evan, thou they have a strict structure they do not micro manager you. You are left to high targets and tasks at your own pace granted some are time sensitive. This company works has more of traits of Elton mayo’s model, (peek, 2023)as we get to work at own pace and can take mini breaks as and when we need to. We also have a high positive morale and find our work enjoyable by the way its managed.  













[bookmark: _Toc150690906]Behaviours within the company 

Behaviours within the company are dependent on the environment or place of work. Each organization should have a managerial structure, for example this is my organisation’s structure. This shows all the mangers within the organization.  These are the people that set out the companies’ behaviours and how employees behave within their job roles. This company has very similar aspects to Trompenaars culture as it is a very family orientated company. As well that this organization also has strict policies when it comes to health and safety, this is due to the nature of the company. They do not tolerate any misbehaviour when operation of HGV’s are involved. This is the company overall. My department is pretty laid back. We have our own work loads and share tasks at our own speed. Somethings are time sensitive, so deadlines must be hit. We are not micromanaged thou and don’t have managers looking over our shoulder. The management style best suited to describe this would be Paternalistic. (Beck, 2014)
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[bookmark: _Toc150690907]Conclusion 

My conclusion of this assignment is that I found the different models very interesting my favourite ones were Hofstede and Mckinsley, this is because they are more in-depth models. Overall, I found the assignment very interesting and knowledgeable, the purpose of this assignment was to research and understand the different cultural models. Use critical thinking techniques to compare different models with a past and present employment. This I did find a little difficult as I was finding myself relating to management styles rather than culture. I think this is due to the nature of my last employment and my current they are completely different industries and have very different structures. If I was to redo this assignment, I think I would possible structure it differently and interoperate the management theories in with the cultures as they cultures are created on the outcome of the management theories. 
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