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[bookmark: _Toc182742823]Introduction 
Culture within an organisation is crucial in moulding its behaviour and values while impacting its performance significantly. For-profit entities such as Walsh Refugee Council (WRC), which directs its efforts towards aiding refugees and asylum seekers in grasping the essence of their culture, are vital to executing the organisation's mission proficiently. The organisational culture shapes employee involvement, decision-making processes and the organisation's interactions with the community. This task involves an examination of the culture, within the WRC through the exploration of frameworks like Hofstedes Cultural Dimensions Theory and Scheins Levels of Culture. Furthermore, it will assess the environment by utilising analysis tools such as SWOT, PESTLE and McKinsey 7S Framework. By analysing both external factors impacting the WRC this essay aims to offer insights into how the organisation's culture shapes its activities and ways it can enhance its operations based on influences. 

[bookmark: _Toc182742824]Critically assess the culture and context of an Organisation
Culture, in its most expansive definition, can be perceived as the amalgamation of collective beliefs, values, norms and practices that fundamentally shape the behaviour of a group. In organisational contexts, culture is crucial (however, it often goes overlooked) because it significantly influences employee engagement, retention rates and overall performance (Wong, 2024). To critically evaluate the culture of a Walsh Refuge Council organisation, a hypothetical yet representative entity within this discourse, it is imperative to explore various cultural frameworks that clarify how organisational culture functions. This essay will delve into Hofstede's Cultural Dimensions Theory and Schein's levels of culture, providing insights into the importance of organisational culture in shaping behaviours and outcomes. Although these frameworks offer different perspectives, they collectively illuminate the intricate dynamics at play in organisational settings.

Hofstede's Cultural Dimensions Theory delineates six pivotal dimensions that encapsulate the essence of cultures across various nations: Power Distance Index, Individualism vs Collectivism, Uncertainty Avoidance Index, Femininity vs Masculinity, Short-Term vs Long-Term Orientation and Restraint vs Indulgence (Wale, 2023). For an organisation such as Walsh Refuge Council, which is focused on humanitarian efforts, the dimension of Individualism versus Collectivism holds particular significance. A collectivist approach can foster teamwork among employees who are dedicated to serving vulnerable populations while simultaneously enhancing community-oriented strategies for outreach and support (Hofstede, Hofstede, & Minkov, 2014). Although understanding these dimensions is crucial, organisations must also navigate cultural differences effectively; this alignment of internal practices with external expectations is vital for success. However, one must consider the complexities involved in such an endeavour.

According to Schein's (2010) framework, the Walsh Refuge Council's artefacts may include open-plan office layouts and regularly scheduled team meetings designed to foster transparency and teamwork among staff. These artefacts reflect deeper values of empathy, collaboration, and inclusivity, aligning with the organisation's mission of advocating for marginalised groups. However, it is crucial to note that discrepancies between these espoused values and day-to-day practices, such as inconsistent communication or decision-making processes, could diminish trust among employees if not addressed effectively (Schein, 2010).
The values upheld by such an organisation likely stress compassion, teamwork, and advocacy for marginalised groups. These principles not only guide internal policies but also shape the decisions made when addressing complex social issues faced by refugees. However, understanding that gaps can emerge between the organisation's stated values and actual practices is essential; these misalignments can undermine employee morale and the organisation's mission if not closely managed (Schein, 2010). Recognising and addressing such discrepancies, especially in values-driven organisations like the Walsh Refuge Council, is vital to building a cohesive and resilient culture. 

Thus, comprehending this layer aids in pinpointing potential areas for growth within the Walsh Refuge Council's operational framework. The fundamental underlying assumptions may be the most challenging aspects to alter but exert significant influence over how organisational members engage with each other and external stakeholders. For instance, if all individuals deserve equal treatment, regardless of background, could manifest in policy-making decisions that impact service delivery methods or stakeholder engagement strategies at the Walsh Refuge Council (Sridharan & Schein, 2019).

Examining these components collectively through frameworks such as Hofstede's dimensions alongside Schein's model, one gains valuable insights into why certain organisations thrive (1) while others struggle under comparable circumstances. This analysis underscores how deeply rooted cultural beliefs (2) influence both the strategic decisions made by leadership teams and the daily interactions among employees themselves (Quinn, 2011). However, assessing these layers allows leaders at organisations like Walsh Refuge Council to not only recognise existing strengths but also pinpoint weaknesses that necessitate immediate attention—because creating more inclusive environments where diverse perspectives are equally valued is essential (Whittington, Regner, & Angwin, 2020). Although this may seem challenging, it ultimately enables everyone to feel empowered to contribute effectively toward shared goals.

[bookmark: _Toc182742825]Evaluate an organisation within its broader environment using appropriate environmental and organisational analysis techniques.
In assessing the Walsh Refugee Council (a non-profit entity devoted to assisting refugees), it is crucial to scrutinise its organisational culture in relation to the broader environmental context. This examination will utilise various frameworks: SWOT (Strengths, Weaknesses, Opportunities, Threats), PESTLE (Political, Economic, Social, Technological, Legal, Environmental) and the McKinsey 7S Framework. Understanding how these elements interrelate will offer insights into the factors that influence and possibly reshape workplace cultures in organisations like the Walsh Refugee Council. However, one must consider the complexities involved because they can significantly impact the overall effectiveness of the organisation. Although this analysis is comprehensive, it remains vital to recognise the nuances that exist within each framework. Culture is shaped by its values, mission, external environment, and internal systems. The organisational culture and its ability to adapt to the ever-evolving socio-political landscape (Borum, 2004). 

[bookmark: _Toc182742826]The Context of WRC Culture: Mission, Values, and Purpose
The Welsh Refugee Council's culture reflects its core humanitarian mission of advocating for the rights of refugees and asylum seekers. Its values, such as empathy, inclusivity, and collaboration, are central to its purpose. These shared values guide decision-making and form the backbone of how the organisation interacts with stakeholders, including refugees, governmental bodies, and the public. As such, the interplay of internal structures, external pressures, and cultural ethos is vital in determining workplace culture (Schein, 2010). The Welsh Refugee Council's adaptability and resilience in the face of external challenges (Borum, 2004). The organisation's capacity to navigate these complexities is crucial (Borum, 2004), as it must continuously align its strategy with prevailing socio-political conditions while maintaining its core humanitarian values.

[bookmark: _Toc182742827]SWOT Analysis 
The initial phase of this analysis entails performing a SWOT evaluation of the Walsh Refugee Council. The organisation’s strengths encompass its well-established community connections and a devoted workforce dedicated to the welfare of refugees (Muir-Cochrane & Zubovich, 2021).

	Strengths
· Strong Ethical Foundation: The WRC’s commitment to social justice and advocacy builds a sense of shared purpose among employees and volunteers (Quinn, 2011).
· Collaborative Culture: The organization fosters teamwork and partnerships, both internally and externally.
· Established Reputation: Decades of work in the refugee sector provide credibility, trust, and goodwill.

	Opportunities
· Increased Public Awareness: Growing global attention on refugee crises provides opportunities for advocacy and fundraising.
· Technological Advancements: Leveraging digital platforms can enhance service delivery and engagement with beneficiaries.


	Weaknesses
· Resource Dependency: Reliance on external funding may limit flexibility and create vulnerabilities during economic downturns.
· Limited Technological Integration: Outdated systems may hinder effective communication and service delivery (Hofstede, Hofstede, & Minkov, 2014).

	Threats
· Political Instability: Shifting immigration policies and public attitudes toward refugees can threaten operational stability (Johnson, Whittington, & Scholes, 2017).
· Competition for Resources: Other non-profits vying for the same funding streams may limit financial resources.




[bookmark: _Toc182742828]PESTLE Analysis
The PESTLE framework provides insights into the external environmental factors affecting WRC’s culture and operations.
1. Political: Changes in immigration policies and refugee status laws impact the demand for services. Advocacy for policy reform aligns with the organisation’s values (Sridharan & Schein, 2019).
2. Economic: Economic downturns affect government grants and private donations, which are critical for WRC’s sustainability.
3. Social: Social attitudes toward refugees influence the organisation’s reputation and public support. A culturally inclusive workplace culture reflects broader societal trends toward diversity.
4. Technological: Investing in technology can improve operational efficiency and communication, which is essential in managing services for diverse beneficiaries.
5. Legal: Compliance with national and international refugee laws is vital to maintaining legitimacy and ethical integrity.
6. Environmental: A focus on sustainability in operations, such as adopting eco-friendly practices, aligns with the global humanitarian agenda.

[bookmark: _Toc182742829]McKinsey 7S Framework Analysis of the Welsh Refugee Council (WRC)
The McKinsey 7S Framework provides a comprehensive model for evaluating internal organisational dynamics by examining seven interconnected elements: Structure, Strategy, Systems, Shared Values, Style, Staff, and Skills (Muir-Cochrane & Zubovich, 2021). These elements form a cohesive system where changes in one area inevitably affect the others. For the Welsh Refugee Council (WRC), this analysis helps illuminate how its internal environment supports its mission of advocating for and aiding vulnerable populations while identifying areas for improvement to enhance its impact (Pietersen, 2017).
Shared Values
At the core of WRC are its shared values, which include compassion, inclusivity, and integrity. These values are deeply embedded in the organisation’s culture and serve as guiding principles for decision-making and operations (Schein, 2010). Compassion drives WRC’s mission to assist refugees through advocacy and direct services, while inclusivity ensures diverse voices and perspectives are considered, fostering trust among the communities it serves. Integrity underpins ethical decision-making and transparency, strengthening relationships with stakeholders and donors.
Strategy
WRC employs a multi-faceted strategy that includes direct service provision, advocacy for refugee rights, and community engagement. These efforts address immediate needs while promoting systemic change in broader policy environments. For example, its advocacy initiatives raise awareness about refugee issues at local and national levels, influencing legislation and public perception. However, as the external environment evolves, WRC must continuously adapt its strategy to remain effective in addressing both emerging challenges and opportunities (Johnson, Whittington, & Scholes, 2017).
Structure
The organisation’s structure is relatively flat, promoting collaboration and open communication across teams. This is particularly beneficial in a humanitarian context, where agility is critical for responding to urgent and complex challenges (Quinn, 2011). However, as WRC expands its services, it may need to formalise specific processes to maintain efficiency and accountability without compromising its collaborative ethos.
Systems
WRC relies on systems for case management, volunteer coordination, and funding allocation to streamline its operations. While these systems have supported the organisation’s efforts effectively thus far, technological advancements present opportunities for further enhancement. For instance, the integration of digital platforms for case tracking or artificial intelligence for resource allocation could significantly improve operational efficiency and service delivery (Hofstede, Hofstede, & Minkov, 2014). Such upgrades would enable WRC to better meet the growing demands of its stakeholders.
Style
Leadership at WRC adopts an empathetic and participatory approach, aligning with the organisation’s core values. Leaders encourage input from staff and volunteers, fostering a sense of inclusion and shared purpose. This style not only strengthens morale but also cultivates trust and loyalty within the organisation. However, as resource limitations and emotional strain remain ongoing challenges, leadership must prioritise mental health support and ensure that team members feel adequately supported in their roles (Quinn, 2011).
Staff
The workforce at WRC comprises dedicated employees and volunteers, all motivated by the shared goal of serving vulnerable populations. Staff bring critical expertise in areas such as cross-cultural communication, counselling, and advocacy. However, resource constraints and high workloads may impact retention rates and overall morale. Investing in staff development through training programs and wellness initiatives could mitigate these challenges while enhancing employee satisfaction and organisational resilience (Muir-Cochrane & Zubovich, 2021).


Skills
WRC’s staff possess a diverse skill set that is essential for addressing the multi-faceted needs of refugees. These include expertise in legal advocacy, psychological counselling, and community engagement. To remain effective in a rapidly changing humanitarian landscape, the organisation should prioritise continuous professional development and cross-training opportunities. This would ensure that staff are equipped to navigate new challenges and maintain high standards of service delivery (Schein, 2010).

[bookmark: _Toc182742830]Comparing the Welsh Refugee Council (WRC) and the British Red Cross (BRC)
When scrutinising the organisational culture of a particular entity, it becomes crucial to juxtapose it with another organisation that functions within distinct contexts yet maintains similar goals. In this analysis, we will compare the Welsh Refugee Council (WRC), a regional humanitarian organisation dedicated to advocating for and assisting refugees, with the British Red Cross (BRC), a globally recognised institution renowned for its humanitarian work. This comparison illustrates how different contextual factors significantly influence organisational culture and effectiveness while also highlighting how shared values unite their missions.
The WRC operates within a localised, community-driven context where its mission emphasises inclusivity and advocacy. Its core values of empathy, collaboration, and transparency guide its efforts to provide critical support to refugees navigating complex social and legal challenges (Pietersen, 2017). In contrast, the BRC operates on a larger scale, encompassing global humanitarian emergencies. Its mission prioritises rapid response, resilience-building, and care during crises, underpinned by values such as compassion, integrity, and neutrality (Schein, 2010). While both organisations share a commitment to humanitarian service, their differing scopes and operational environments lead to varied cultural dynamics.
A SWOT analysis reveals distinct strengths and challenges for each organisation. The WRC benefits from deep community connections, a culturally diverse workforce, and a commitment to advocacy, but it may face challenges in securing stable funding and addressing increasing demands for its services (Cameron & Quinn, 2011). Conversely, the BRC’s strengths include its extensive resources, international network, and established reputation, though it may encounter bureaucratic inefficiencies and challenges in adapting rapidly to local contexts (Whittington, Regner, & Angwin, 2020). A PESTLE analysis further highlights external pressures: economic uncertainties and changing immigration policies heavily impact the WRC, while global political instability and environmental crises present ongoing challenges for the BRC (Hofstede, Hofstede, & Minkov, 2014).
Applying McKinsey’s 7S Framework provides further insight into how internal factors shape their effectiveness. At the WRC, shared values of inclusivity and advocacy are central to its culture, influencing decision-making and fostering collaboration among staff (Muir-Cochrane & Zubovich, 2021). Its flat structure and participatory leadership style promote agility and responsiveness, but limited systems and resources sometimes hinder operational efficiency. In contrast, the BRC integrates its shared values into a hierarchical yet collaborative structure, ensuring consistency across global operations. Systems such as centralised training and resource management enhance its capacity to respond to large-scale crises, but this centralised approach can occasionally stifle local adaptability (Pietersen, 2017).
Both organisations emphasise the importance of skilled staff, with the WRC relying on culturally competent teams adept at advocacy and community engagement and the BRC leveraging a broad network of professionals and volunteers skilled in crisis management and logistical coordination. The leadership style at the WRC focuses on participatory and empathetic approaches, reflecting its grassroots mission, while the BRC adopts a more strategic, directive leadership style to align its global teams with its overarching mission (Quinn, 2011).
Ultimately, the comparison between the WRC and BRC underscores how contextual factors shape organisational culture. While the WRC’s localised, advocacy-driven culture excels in fostering community engagement, the BRC’s globally oriented, resource-intensive approach ensures effectiveness in large-scale humanitarian efforts. Despite these differences, their shared values of compassion and service remain central, demonstrating the universal importance of aligning culture with mission to achieve impactful outcomes. Leaders in both organisations must continually adapt to evolving challenges, leveraging frameworks such as SWOT, PESTLE, and McKinsey’s 7S to ensure their cultures remain resilient and responsive to the needs of the people they serve (Schein, 2010).
[bookmark: _Toc182742831]Critically appraise the cultural and ethical behaviour present in one or more organisations.
[bookmark: _Toc182742832]Cultural Impact on Ethical Decision-Making
Cultural influences on ethical decision-making are profound, shaping how employees perceive and respond to moral dilemmas. In charities and other employee-centric environments, consequentialist ethics often dominate the cultural framework, focusing on the broader societal impact of decisions. This encourages employees to evaluate the outcomes of their actions based on benefits or harms to stakeholders, fostering alignment between organisational values and personal beliefs (Ritterbush, 2016). For example, charities like the British Red Cross prioritise compassion and inclusivity, creating a culture where ethical behaviour is guided by a mission to alleviate suffering. Employees in such settings are often motivated by shared values, making them more likely to engage in ethical practices that resonate with their sense of purpose (Pietersen, 2017).
Conversely, organisations that operate within non-consequentialist frameworks, such as sales or target-based entities, may prioritise internal goals and adherence to established rules over broader societal impacts. This can create a culture where compliance takes precedence, potentially disconnecting individual values from organisational objectives. In such environments, employees might focus on achieving quotas or performance metrics, sometimes at the expense of ethical considerations (AIHR (Academy to Innovate HR), 2021). The contrasting cultural paradigms highlight the critical role of leadership in bridging these gaps. Leaders who model integrity and prioritise open dialogue about ethical practices can mitigate potential conflicts and foster a cohesive, ethical workplace (Cameron & Quinn, 2011).
[bookmark: _Toc182742833]Application of Frameworks
Employing McKinsey's 7S framework provides a deeper understanding of how cultural dynamics influence ethical decision-making. Shared values, a central component of this framework, serve as the foundation for ethical behaviour across organisations. In charities, values like compassion and accountability drive strategic goals, shape staff recruitment and development and inform leadership styles. For instance, systems such as transparent reporting mechanisms ensure alignment between ethical practices and operational objectives (DDI, 2019). Leaders in these organisations often adopt a participatory style, empowering employees to voice concerns without fear of repercussion, thereby reinforcing an ethical culture (Schein, 2010).
In contrast, non-consequentialist organisations may exhibit a greater emphasis on systems and structure to maintain efficiency and compliance. However, these elements may inadvertently prioritise internal performance over ethical decision-making. For example, rigid hierarchies and performance-driven cultures can stifle open communication, limiting employees' ability to challenge unethical practices (Hofstede, Hofstede, & Minkov, 2014). By integrating shared values into strategic planning and leadership development, these organisations can balance internal priorities with ethical obligations (Quinn, 2011).
[bookmark: _Toc182742834]Practical Implications
Cultural and ethical behaviours significantly influence employee engagement and organisational effectiveness. In consequentialist organisations, fostering an ethical culture rooted in shared values enhances trust, collaboration, and accountability, leading to better outcomes for stakeholders (Pietersen, 2017). For non-consequentialist organisations, adopting practices that encourage transparency and ethical engagement can mitigate risks associated with a narrow focus on internal goals (AIHR (Academy to Innovate HR), 2021). Proactive leadership and well-designed systems are critical for aligning individual values with organisational missions, ensuring that all employees contribute to a positive ethical climate (Ritterbush, 2016).
By understanding and addressing these cultural nuances, organisations can create environments that not only support compliance but also inspire genuine commitment to ethical principles among their employees.
[bookmark: _Toc182742835]Conclusion 

In conclusion, the Walsh Refugee Council's culture significantly influences its ability to support refugees and asylum seekers in line with its mission. By exploring theories such as Hofstede's Cultural Dimensions Theory and Scheins Levels of Culture, it is evident that the organisation's core values of empathy, teamwork and inclusivity are essential to its functioning and the well-being of its staff. Furthermore, using methods such as SWOT analysis, PESTLE analysis, and McKinsey 7S Framework helps us to gain an insight into how external influences like unrest and economic challenges affect the culture of the organisation and its capacity to adjust accordingly. However, facing difficulties due to resources and changing socio circumstances. The WRC's firm ethical principles and dedication to advocacy serve as a sturdy cornerstone for managing these intricate situations. In the end, maintaining a culture that's strong, welcoming, and flexible will be essential to keep the organisation flourishing and providing assistance to those in need. 


References
AIHR (Academy to Innovate HR). (2021). How to create an ethical workplace culture. (AIHR) Retrieved from https://www.aihr.com.
Borum, R. (2004). Psychology of Terrorism. Office of Justice Programs. Retrieved from https://www.ojp.gov/pdffiles1/nij/grants/208551.pdf. Office of Justice Programs.
Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organisational culture: Based on the competing values framework. . San Francisco,CA: Jossey-Bass.
DDI, D. (2019). Global leadership forecast 2018: 25 research insights to fuel your people strategy. Development Dimensions International. Development Dimensions International. Retrieved from https://www.ddiworld.com
Hofstede, G., Hofstede, G. J., & Minkov, M. (2014). Cultures and Organisations: Software of the Mind (3rd ed.). New York: McGraw-Hill.
Johnson, G., Whittington, R., & Scholes, K. (2017). Exploring strategy: Text and cases (11th ed. ed.). London: Pearson.
Muir-Cochrane, E., & Zubovich, N. (2021). Effective farmeworks for non-profit organisations. Academic Press.
Pietersen, C. (2017). Organizational Culture: A foundational perspective. African Journal of Economic and Management Studies., 8(3), 262-273.
Quinn, R. E. (2011). Diagnosing and Changing Organisational Culture: Based on the Competing Values Framework. San Francisco: Jossey-Bass.
Ritterbush, J. (2016). Ethical behavior and social responsibility in organizations. Journal of Business Ethics Education. Journal of Business Ethics Education, 13(1), 95-112. doi:https://doi.org/10.5840/jbee2016135
Schein, E. H. (2010). Organisational culture and leadership (4th ed.). Hoboken, NJ: John Wiley & Sons.
Sridharan, P., & Schein, E. (2019). Understanding Organisational culture (1st ed.). London, UK: Routledge.
Wale, M. (2023). Cross-cultural dimensions in global organizations. Management Review, 12(2), 112-130.
Whittington, R., Regner, P., & Angwin, D. (2020). Exploring Strategy: Text and Cases (11th ed.). Harlow, UK: Pearson.
Wong, J. (2024). The role of Organisational culture in employee retention and engagement. Business Review, 33(5), 78-95.



2

image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





