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Organisational culture within a manufacturing environment  

By understanding an organisation and its culture you are seeking to understand the way an organisation chooses to operate and how things are done, this is important to understand and goes on to help identify areas and aspects that are working and those which may need improving on or need any kind of transformation. Eagles Flight. (2022).
As this report is discussing organizational culture in such a large organisation. It touches briefly on all culture types established within the workplace but primarily toward the culture of Panasonics most recent transition of a holding company. And what kind of culture can be adapted and acquired from this choice of direction. 
[image: graphic]Assessing organisational culture requires evaluating the values, beliefs, and behaviours of all leaders, managers, and employees. Panasonic is such a large organisation with investments and assets across the world, the organizational culture is more internally driven than externally driven. Because its main investment is towards giving back to the employees with rewards as well as giving back and contributing to the community. 
Image source: careers.na.panasonic.com. (2022).
[image: ]Panasonics group overview as of March 2022.
Panasonic Holdings corporation. Group overview (2022).
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[image: A picture containing application

Description automatically generated]To understand the way Panasonic, choose to operate looking back at the principles of Panasonic originally created by founder Konosuke Matsushita was needed. These principles act as guidelines to what is expected by the individual as a Panasonic employee. Matsushita believed that a business is the people who comprise He said that while it is important to make products, one must first develop their people, and develop them with successful outcomes. If an epical culture wants to be created then individuals are expected to act, apply, and operate by the following 7 principles.
From the image above the main driving force of Panasonic is more ethically aware and promote personal integrity to and from one another. All those employed by Panasonic are expected to apply themselves by following the 7 principles, using them as a guide that will promote self-development and create stronger working relationships. Other policies in place would be as shown in the fishbone diagram that is included at the end of this report [Appendix 1] and all three factors make up the basic business philosophy. 

[bookmark: _Toc119269469]Cultural Diversity
There are many departments within a factory which means each department has a different duty / purpose to fulfil therefore have adhered to working in a particular way and with each being different, this is known as cultural diversity, because each culture is different within each sector.
The diagram on page 6 identifies these diversities by establishing the culture type based on the department / duty in the working environment in accordance with role and hierarchy within the organisation itself.

[image: Diagram, venn diagram

Description automatically generated]Academy culture
Bet your company culture
Normative culture



BET YOUR COMPANY 
At the centre are the chief of executives otherwise known as the CEOs. Any decisions that regarded high risk to stakeholders and people involved financially and not have to be authorised by the chief of executives, anything that poses as a risk for the company and its financial success that are to become leaders or senior managers etc., they make high risk decisions or give authorization for important proceeds relating to the company.

ACADEMY CULTURE
Senior Managers / Head Office, the culture that can be established from the way they operate can be considered as what is known as Academy culture. the reason being this kind of culture is built around highly skilled professionals who have high standards and follow a rigorous routine when taking on Individuals to be part of the organisation.

NORMATIVE CULTURE 
Managers / Supervisors
Employees - Line operatives, production staff branching out to line managers supervisors
In what is known as a normative culture, employees adhere to clear guidelines following specific rules to their job / task employees are encouraged to uphold company standards and their adherence to the rules is valued and rewarded. the normative culture is said to be the most common within many organisations. And holds relevance to the way in which production and assembly staff operate.
Employees apply themselves by following the principles have designated job tasks and know who to report to when they are required to or need to.

Juneja, P (2001-2015.).

The diagram on page 5 is a generalized view of roles in and around the production / assembly department the outer layer is the most visible culture type, and what is also known as normative culture, where the basic business philosophy as well as the Group Code of Ethics & Compliance are followed up to the CEO’s

There is a set way to work and designated roles for each employee The physical things that a person can see happen on a day-to-day basis, this can also be referred to artefacts. Things that can be identified as employees interact day to day.
The further in the diagram the less visible the culture is a lot like Edgar Schein theory Artefacts, Values and Basic underlying assumptions. Below you can see Shien theory adapted into the iceberg method. Expert program management. (2022).
[image: ]
Using the iceberg method helps to identify obvious cultural factors, can address what is expected through mutual understanding and value as well as make visible what we think we but what is being missed.




Diagram created using canva.com (2022).
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Panasonic as of this year has become a holding company. A holdings company is, and I quote ‘an entity’ with no operational system and has no other purpose other than holding valuable assets. because this transition Panasonic’s operating companies worldwide are focusing on raising employee’s awareness and deepening their understanding of the Basic business philosophy, in this case it would be Panasonics new holding’s structure is investing toward withholding and developing its employees focusing toward self-improving and being better people in and out of work.



“Since our founding in 1918 we have been working to "improve and enhance society," and "advance the culture of the world." We will continue to create value by confronting social issues head-on with the hope of creating an "ideal society" filled with both material and spiritual wealth”.
Holding Panasonic (2022).
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With new transition for the organisation Panasonic have adhered to adapting a new kind of culture. What can be identified as a fortress culture in the means that even though it has no physical entity its purpose is to now nurture and renew its employee retention and they are doing that by creating understanding through wellbeing and ethical value, integrity, and the want to develop oneself and skills. This can also be an incubation process and a time to learn new skills and grow through promotion and different job roles.



Diagram to show separate nonphysical entity that creates fortress culture in order to withhold employee retention 	
[image: Diagram
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Diagram created using Canva.com (2022).

Every now and again areas of change are identified, and a new entity needs to be created to either resolve or to change, with Panasonics recent transition into a holdings company. the culture type established is like fortress culture because the purpose for that is to withhold and restructure concentrating on the organisation’s employees and with the recent global pandemic of the covid 19 virus and the organisation being internally driven makes sense to refocus retrain and assess everybody knowledge of self-awareness self-development and consideration for the wellbeing of others in the workplace. 
Once an analysis into the different departments and job roles took place did different ways of working be established and in turn begin to see different culture arise and even though they differ they all operate and apply themselves from the basic business philosophy and the Panasonic code of conduct.  Regardless of profession or level within an organisation all individuals are and should value each other as respected individuals acting with integrity, openly communicate and be honest. internal skills that we are internally value. 

Each department cannot work without the other and each department has adapted in a way that works best for them all built from the first foundation of being decent human beings.
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I. Basic purpose of Human Resources Development
To develop people to have a good understanding of Panasonic's Management Philosophy (BBP) so that they will strive to carry out their responsibilities based on the Philosophy; specifically, to develop people to practice 'Requirements for All Panasonic Group Employees' as listed below.
II. Requirements for All Panasonic Group Employees
The points below are requirements that all Panasonic Group employees should fulfill. All employees are expected to use this as a guideline and strive for further development.
1. Practice our Management Philosophy
2. Always show challenging spirit
3. Keep thinking and acting innovatively
4. Respect diversity and inclusion
5. Be globally minded
III. Basic Guidelines for Managers
Below are basic guidelines for managers which must be fulfilled so as to "develop people before making products.
1. Show clear leadership based on strong beliefs
2. Create an organization and culture which allows employees to fulfil their potential
3. Encourage others to develop themselves
4. Provide opportunities to take on new challenges and to achieve their goals
5. Create workplaces where diversity is valued and respected
6. Appreciate staff members for their efforts
7. Develop healthy management / employee relations. 

Panasonic.com (2022).
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Flexible Work Program

) Awide range of flexible work arrangements
including telecommuting, mobile work,
summer hours, and customized arrangements

Paid Parental Care Leave

Up to 10 days of paid parental care leave
to care for a newborn or adopted child
or to care for a parent

We Care About
What You Care About

Volunteer Time Off

Five days of paid volunteer time per year
to participate in activities which reflect
our commitment to corporate citizenship

Educational Assistance
Reimbursement for certain educational
costs that are directly associated with
your job duties and responsibilities

Pet Insurance

Special group rates for
comprehensive coverage
on your furry friend

Casual Dress Code
Dress for your day, our flexible
work environment extends to
your wardrobe
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