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Workplace Culture and its impact on Organisational Efficiency


[bookmark: _Toc89689526]Introduction:

The goal of this paper is to examine workplace culture and its effect on organisational efficiency. To analyse these aspects critically, the paper will focus on Ikea's workplace culture.

[bookmark: _Toc89689527]Workplace Culture: 

(Haworth, 2006) defines workplace culture as the values, attitudes, beliefs, artifacts, and behaviour of the firm that lead to its feeling of order, continuity, and dedication. What a business accomplishes, its goal, and how it promotes itself are defined by its values. The attitudes created via organisational procedures and behaviours that impact what workers believe are known as assumptions. They are usually unconscious. Goods, technology, publication, procedures, uniform policy, venue, as well as architectural design are all examples of a firm's artifacts.
Workers’ interactions, customers’ satisfaction, and organisational culture all contribute to a feeling of discipline, stability, and dedication that penetrates each part of a business, from how workers communicate to how customers see the firm. Organizational culture is frequently tough to describe, yet it has a significant effect on all aspects of the organisation's strategy. It affects everything from management to procedure to goods to staff retention and recruitment to performance and image.
(Haworth, 2006)” A company that doesn’t understand its own culture is like a person without an identity”. Leadership requires a grasp of organisational culture. Understanding an organization's culture can help management and leadership execute strategies and accomplish objectives. Contrary to popular belief, tactics that are in sync with organisational culture are more likely to be accepted and successful. When organisation’s culture and its strategies are not in harmony, no matter how effective the organization's planned processes are, culture always takes precedence over strategy.

[bookmark: _Toc89689528]Describing the Workplace:

There are 433 IKEA shops and 211,000 employees in 50 countries across the globe, making IKEA the world's largest design-sell-and-assemble furniture company. At $15.3 billion, IKEA was the world's 39th most profitable company. Using franchising, IKEA is expanding abroad, preserves a spirit of entrepreneurship, protects the core principle,  supports the firm and the public's best interests.

[bookmark: _Toc89689529]The impact of environmental factors on an organization's culture:

[bookmark: _Toc89689530]Organisational Culture:

There is something distinctive about each organization's manner of doing business. Culture of an organization represents the unspoken regulations that impact the mindset and behaviour of individuals and groups. 
 The organization ’s culture greatly influences the performance of its employees and, hence, the performance of the company. (Shein, 2010)” cultures begin with leaders who impose their own values and assumptions on a group”.

Methodologies for assessing an organization's culture:

There are two primary methods for examining an organization's culture: the interpretive approach and the structural approach.

The interpretive view:

A 'cultural web' developed by Johnson & Scholes (1993) lists several fundamentals that may be utilised to characterise an organization's culture.

(Johnson & Scholes, 1999)[image: ]

In the context of an organisation, the term "Paradigm" refers to the goal of the organization's business, its goal, and its values. 

An organization's “control systems” emphasise the importance of measuring and rewarding performance.

Hierarchies and the distribution of work through an enterprise are referred to as “Organisational Structures” since they mirror structures of power.

Organizational “Power Structures” are concerned with how an organisation uses power, who is in charge of making decisions, and how much power is distributed within the organisation.

The term "Symbols refer to the visual representations of an organization's brand, such as logo and design. Managerial gatherings and the annual report of the directors of the company are examples of “Rituals and routines”.

“Stories” are tales about workers and their behaviours that have been invented and embellished. A company's values may be revealed by looking at these.

[bookmark: _Toc89689531]Cultural Web applied to Ikea:

Control system:  
Employees at Ikea are rewarded and praised for their hard work. The Big Thank You event was held by IKEA in October 1999. All sales made that day, across the globe, were shared equally across all employees, totalling around 84 million Euros.

Organisational structure:
Ikea has flat reporting system. Organizations with an organic structure have an exceptionally flat reporting system inside organizations. Personnel will interact horizontally throughout the company instead of vertically among bosses and their subordinates. This means that Ikea’s employees will nicely collaborate across divisions, while the workers that are working in hierarchically-structures companies are confined to their own departments. By encouraging and motivating an employee, a company's flat organisational structure helps it achieve its distinctive goal.

Power Structure: 
Ikea's organizational philosophy is built on an inverted hierarchy structure, with the customers at the top, the employees next, and executive leaders on the end.

Symbols:
The symbols used by Ikea like logo, uniforms, convey a sense of simplicity. Social differentiation as well as hierarchical system are opposed by the Swedish tradition. By keeping these Swedish traditions Ikea proves its uniqueness on the market. Their staff are using open-plan workspaces and wear casual clothes. 

Stories:
IKEA has a beautiful story behind. It was founded by Ingvar Kamprad, who was raised on a small farm called Elmtaryd near the village Agunnaryd. This is how he came up with the name of IKEA, I and K stand for the initials of his first name and surname, while E represents the farm and A the village. Another interesting story is that the founder of IKEA is dyslexic, and it would have been hard for him to remember all of the product codes, so he came up with the idea to name each product. These stories prove that he is different, and he has been different and unique on the market from the beginning, and this uniqueness makes IKEA “shine” in front of the competitors. 

The Paradigm: 
The company's strong principles and ideals are founded in its Swedish background and guide Ikea's daily operations.

[bookmark: _Toc89689532]PESTLE Analysis:

When it comes to assessing the external environment for firms, PESTLE Analysis has become an essential part of the toolbox. 
PESTLE Analysis will help organisations keep up with the developments in their industry as well as their own market position, trends, and plenty of other important factors. PESTLE Model is used by businesses to assess the potential influence that the external environment may have on a project's success or failure. Political, Economic, Social, Technological, Legal, and Environmental factors are used to categorise external elements into numerous factor categories, which are then subdivided into more specific factor categories.

[bookmark: _Toc89689533]PESTLE Analysis of IKEA: -how it affects the cultural factor

POLITICAL:
IKEA has a presence in 60 countries. Political actions and policies within every country are critical to the business's future.
As any other global organisation IKEA had a variety of political conflicts. The corporation confessed that it relied on labour given by “political prisoners in the former East Germany” (Kulish & Werdigier, 2012) in order to maintain its costs down. Even if this happened between 1970 and 1980, this was a bad 
publicity for IKEA. No matter how long ago the event took place, the company's beliefs and culture could be summed up in this one episode.

ECONOMICAL:

BREXIT makes it difficult for the organisation to hire British staff across the other countries. Another impact that BREXIT has on Ikea is the increasing prices. After the Brexit vote, the value of the pound has fallen, resulting in higher shipping costs for Ikea.

Covid-19 is another factor that affected the organisation. IKEA, along with many other companies, was forced to deal with major difficulties as a result of the implementation of Covid-19 measures and the closure of shops during lockdown. But the impact that Covid had on IKEA’s economy is not necessarily negative, as they choose to donate money and furniture to numerous organisations. A total of 130,000 IKEA goods were given to local communities, and family members in need received tens of thousands of care packages, worth a total of £1.3 million. Even if they obviously suffered economically because of Covid, they chose to help the humanity. Thing that will bring IKEA a good publicity and customers’ support, and more sales in the future. Whether or whether IKEA intended to promote the corporate culture and morals by being so generous, they did a good thing and unquestionably improved their image. There is no way to know for sure.


SOCIAL: 

Following an incident in which an Ikea magazine removed a British lesbian couple from the Russian monthly magazine, the company was accused of cowardice. This happened because lesbianism is still a taboo subject in Russia, the government and the country's citizens aren't on board with it. with this. Even if Ikea wanted to respect their principles, they should have not this, because they were disrespectful to the other countries. Leadership values and Ikea's culture may be questioned by this scenario since Ikea wants to present a different face for each country.

TECHNOLOGICAL:
IKEA is always evolving in order to stay up with the fast business’s environmental changes and with the constantly evolving technology. Ikea’s website is so easy to use, customers can find what they are looking for easily. Another useful tool that IKEA has is the 3D room planning, where customers can create their rooms using IKEA’s products. 

LEGAL:
Laws and regulations are constantly changing, and even a little legal problem may have a significant financial impact on enterprises. Throughout the past, IKEA's furniture has been blamed for causing people to fall over and die. Families and communities have been affected by this destruction. IKEA must ensure that the items it sells are safe if it is to avoid litigation in these scenarios. 

ENVIRONMENTAL: 

As consumers grew more conscious of climate change, it became more important for businesses to provide goods and services that are environmentally friendly in some form. IKEA’s brand image will also positively benefit as a result of this strategy. Investing $1 billion in renewable energy is IKEA's way of showing its commitment to climate change. In addition, the corporation wants all its in-store power to be sustainable. Going to invest in wind and solar panels will help. Cotton and wood, among other resources, are being acquired using sustainable sources by the organisation. 

IKEA seems to be working hard to demonstrate the principles that an organisation should represent, even if the company's culture isn't flawless.

[bookmark: _Toc89689534]Businesses Ethical Behaviour: 

 (Singh, 2001) describes ethics as a “moral conduct for living a 'good' life in a 'good' society.” (Mackie, 1977) says that an ethical statement may indicate that a given behaviour is either right or wrong, depending on the context.
When it comes to business ethics it is crucial that everything be done correctly. It is not sufficient to comply with the text of the law; rather, it is the heart and the meaning of the legislation that must be carefully considered.

[bookmark: _Toc89689535]Is IKEA promoting an ethical behaviour among its employees? 

What Ikea is saying:

Ikea is saying that their framework is ethical. They consider their workers “most valuable resource” (IKEA FOUNDATION, 2015). Ikea claims to be a corporation of high moral character, with a zero-tolerance policy against corruption and that they avoid any conflict of interest.

What Ikea really does:

 (Agence France-Presse, 2021) “Ikea goes on trial in France accused of spying on staff” is the title of the fresh new on the guardian. A "spying system" was allegedly put in place by Ikea France to gather information regarding the personal activities of hundreds of current and potential employees, as well as information on their criminal history, according to prosecutors. (Sharma, 2021) mentions that Ikea actually accessed the employee record of an employee to find out how the person can afford an expensive car with the minimum payment per hour.
Despite the fact that the lawsuit involves Ikea's operations throughout 2009 and 2012, the questions it highlights are especially relevant at this point in history. Even though Ikea is donating generous amounts of money, so they prove to be ethical, and they seem to be sharing beautiful values, as mentioned in the cultural web analysis, yet, some of their acts prove the opposite. 

[bookmark: _Toc89689536]Internal Factors affecting an Organisation: 

[bookmark: _Toc89689537]McKinsey’s 7’S Framework:
[image: Diagram
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In order to analyse the internal aspects of a firm, McKinsey's 7-factor framework is one of the most effective techniques available. The McKinsey 7s model was established in the 1980s by McKinsey consultants Tom Peters, Robert Waterman, and Julien Philips, with assistance from Richard Pascale and Anthony G. Athos, with the aid of Richard Pascale and Anthony G. Athos.

McKinsey’s 7’s Framework examines the seven critical aspects that contribute to an organization's success: strategy, structure, systems, shared values, style, skills and staff. In the McKinsey 7s model, strategy, structure, and systems are the hard components. Soft components include shared values, staff, skills, and strategy.

A strategy is a plan produced by a company in order to attain long-term competitive advantage and to effectively compete in the market environment.

The structure of a company indicates the method in which its divisions and units are arranged, as well as the information on who is responsible for what.

Systems are the processes and procedures of a corporation that expose the day-to-day operations of the organisation and the methods by which choices are made.

Employees' skills are the talents that they have that allow them to perform exceptionally effectively. Capabilities and competencies are also included in this section.

The style is linked to the acts and conduct of top management, instead of the words they use to express themselves.

Staff is a component of the McKinsey 7S Framework that relates to workers and their necessity for growth and motivation.

The McKinsey 7s model is based on shared values, which are the norms and standards that influence employee behaviour and corporate activities, and hence, form the cornerstone of any organisation.

[bookmark: _Toc89689538]IKEA McKinsey’s 7’s Framework:

[bookmark: _Toc89689539]Strategy: 

IKEA's strategic orientation and overall business plan are explicitly defined and communicated to all the company and its shareholders, including workers. This assists the corporation in managing performance, guiding activities, and devising alternative approaches that are consistent with the corporate plan, among other things. Furthermore, the formulation and communication of IKEA's business strategy helps to make the company's operations more visible while also aligning the corporation's duties with its activities.
IKEA's strategy is adaptive and flexible, and it may be modified as needed. In terms of strategic direction and strategy formulation, this is a critical component of IKEA's operations. IKEA is able to profit from its flexibility and adaptability not just in terms of fast adapting and dealing to changing public habits throughout the world, but it is also able to geographically and culturally modify its goods.

[bookmark: _Toc89689540]Structure:

Ikea's reporting structure is flat. With fewer administrative layers between them and increased access to top leaders and managers, workers feel more comfortable and confident. Additionally, the flatter structure enables IKEA to make decisions quicker faster and enhances staff engagement to the firm.

IKEA's many divisions work in close collaboration. The business's divisions often collaborate on activities and projects that need a range of skills. Communication among various departments is proves to be efficient and well-organized. IKEA utilises its own intranet to strengthen the company's core structure. The structured, specified, and organised communication facilitates the information exchange and assures that neither organisational task 
or objectives are jeopardised leading to a shortage of communication or miscommunication.

[bookmark: _Toc89689541]Systems: 

Ikea’s systems are well-defined to guarantee that company activities run smoothly and without difficulty nor conflict. In order to evaluate employees' performances and to coordinate duties and responsibilities, between departments each team will develop particular checks for employees. The evaluation of performances is continuous and will continue indefinitely. Workers and line managers receive feedback on a regular basis, wherever it is needed by the organisation.

[bookmark: _Toc89689542]Style:

Ikea combines all of the leadership styles: autocracy, democracy, laissez-Faire and paternalistic. 
Autocracy
IKEA has a system in which each department will have its own team who subordinate to the general manager of that department.

Democracy:
Ikea will always discuss with workers or solicit their thoughts before making any decisions, and leaders have to properly communicate views and comprehend co-worker input in order to be successful. As a result, individuals are more interested in putting up additional effort in the required task.

Laissez-Faire: 
Employees who work under a laissez-faire leadership style may find it easier to relax. This management style may result in increased levels of motivation and high-quality production and outcomes.

Paternalistic
Additionally, IKEA employs a paternalistic management style. Paternalistic managers place a higher value on their employees' social requirements and perspectives.

To conclude the discussion of Ikea's management style Ikea, does not use a particular leadership style. What they dis is to incorporate essential aspects from the above leadership styles. Unfortunately, Ikea couldn’t totally get rid of its negative features. For instance, IKEA is still offering workers misleading optimism, when leadership is soliciting staff input on the company, yet they don’t even consider it. 

[bookmark: _Toc89689543]Staff:

IKEA employs a significant amount of people throughout its worldwide businesses. According mostly on necessity and on the amount of skills needed, IKEA company hires both internal and external workers for a variety of work types and position. Staff at IKEA is well-trained to fulfil the role assigned to them by their specific job titles and responsibilities. The organizational culture is introduced to all new hires during on-the-the-job training.

[bookmark: _Toc89689544]Skills:

IKEA takes great satisfaction in attracting and retaining the most qualified employees and also in providing them with training and education. An IKEA employee must be able to fulfil their responsibilities in line with the organisation's values and culture.

[bookmark: _Toc89689545]Shared Values:

IKEA's fundamental values are created and conveyed in order to build an innovative and friendly organisational framework which should enable workers to work effectively but also boost their engagement to the organisation. The core values that Ikea is sharing are: originality, integrity, responsibility, excellency.  

[bookmark: _Toc89689546]What can IKEA do to enhance the culture of the workplace in the future?

I will use a different organisation as a comparison to Ikea in order to better analyse the concept.The comparison will be betweek IKEA and JYSK. When Jysk’s first store was located in Aarhus, Denmark. Over the last several decades, the firm has grown from one shop to over 3,000 and has more than 26,500 workers in 50 countries.
Organisational values:

[bookmark: _Toc89689547]IKEA’s values: 

(IKEA, 2019)” We have a strong set of values.” The Ikeas eight key values are “togetherness”, “caring for people and planet”, cost-consciousness”, “simplicity”, “renew and improve”, “different with a meaning”,” give and take responsibility” and “lead by example”.

[bookmark: _Toc89689548]Jysk’s values: 

Jysk core values are “tradesman”, “colleague” and “corporate spirit”. The first value tradesman exemplifies a service-oriented, cost-conscious, efficient, goal-oriented, and professional attitude.

When comparing their values, it seems as if IKEA emphasises them more, yet this is what Ikea is implying about themselves, not what they demonstrate.





[bookmark: _Toc89689549]Working for these organisations: 

Indeed has a section where their employees can leave feedback for the organisation they work for. They can accord 1-5 stars for 5 different sections: work-life balance, pay and benefits, job security and advancement, management and culture. 

	Organisation
	Work-life balance
	Pay and benefits
	Job security and advancement
	Management
	Culture

	IKEA
	3.7
	3.8
	3.5
	3.4
	3.9

	JYSK
	2.9
	2.8
	2.8
	2.8
	3.0



Ikea has a better reputation than Jysk, according to the report. The majority of employee ratings are positive; on the plus side, ikea provides excellent benefits, a supportive work environment, reasonable meals, and covers sick leave; on the minus side, workers complain about low pay and long hours.

On the Jysk side, the benefits include the ability to take a day off, short hours, advancement, support, and a strong team attitude. The disadvantages would include health and safety concerns, physical difficulty, and hard labour as a result of heavy lifting.

Ikea must adhere to the values that the organisation has said it would embrace. Ikea should compensate its workers better and value their efforts more, since their staff complain about working long and difficult hours. To demonstrate their appreciation, IKEA should increase their salaries and create more ways to demonstrate their appreciation. As an example, they should increase employee rewards and compensation.

[bookmark: _Toc89689550]Conclusion:

The workplace culture is the organization's  heart. The values and views of the organisation are the first factors that contribute to the company's positive or negative image. Thus, as shown by the Cultural Web and PESTLE analyses, as well as the McKinsey's 7'S Framework, IKEA has excellent objectives and claims to have good values, but there is always room for improvement.
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